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Abstract: Small and medium-sized enterprises (SMEs) and women are important agents for economic
and social development. This study attempts to understand how the economic crisis has affected
the behavior of SMEs with high female participation in the decision-making process. To that end,
the quantitative research focused on a sample of 425 small and medium-sized enterprises in Spain
relying on a questionnaire-based survey. The results of the empirical study offer new evidence
on the effects of the recession on decision-making female-dominated bodies in organizations and
illustrate the importance of corporate governance issues. In addition, the research provides greater
knowledge of female entrepreneurs in a country severely affected by the global economic crisis.
Several recommendations are proposed to provide a theoretical basis for governments to reduce glass
ceiling and promote women’s empowerment policies.
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1. Introduction

Gender diversity is an important force in achieving sustainable development. Moreover,
sustainable development must include the promotion of women’s empowerment and gender
equality [1]. Despite the increasing attention that corporate governance diversity has received
in recent years, the majority of studies address managing to grow at successful organizations [2,3].
Nevertheless “there is also an opportunity to significantly augment researchers’ understanding of
the period following a crisis” [4] (p. 378). Although new strategies and policies are required, there is
little research on corporate governance structures and what allows firms to successfully go out of a
financial crisis [4–6]. In addition, much research on corporate governance management has addressed
large and listed firms [7], and the study of small and medium-sized enterprises (SMEs) has focused
principally on developed economies [8,9]. On the other hand, small firms have unique specificities
that differentiate them from larger firms [10]. As Gilmore et al. [10] (p. 7) state, these features can be
determined by “the inherent characteristics and behaviors of the entrepreneur or owner/manager; and
they may be determined by the inherent size and stage of development of the enterprise”. Regarding
industry, Hisrich and Brush [11] found that the probability that a woman controls a company is greater
if this firm belongs to the retail or services sector than to others.

Another stream of research is that addressing companies set up and run by women. Since the
eighties, Spain has undergone significant political, social and economic changes. The number of
women managers and professionals grew by 81 percent between 1984 and 1990, and during this period,
the number of women business owners increased by 57.8 percent [12]. Before the financial crisis,
Blasco-Burriel et al. [13] analyzed female entrepreneurs’ perceptions of the reasons for there being
fewer women entrepreneurs in the Aragón region in Spain and found that the explanation lied in
family responsibilities. For these women, self-employment was relatively unattractive for women with
family responsibilities.
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However, there is still an under-representation of women in decision-making positions, which
implies a need for academic studies on the conditions that favor the female presence. Moreover, Spain
is below the EU-28 average at the level of women on boards (23.7% versus 26.7%), as well as at the
decision-making bodies (15.8% versus 17.6%), according to the 2019 Gender Statistics Database of the
EU European Institute for Gender Equality [14].

Additionally, there is a scarcity in the studies about how women run enterprises and perform
as managers and small business owners [15–17]. SMEs are often the hardest affected companies of a
prolonged economic crisis [18–20]. These firms are more vulnerable because they lack the resources
and management mechanisms to deal with unexpected events [21]. According to Pricop [22] (p. 106),
“the strategic management theory should focus more on the casuistry of small and medium-sized
companies which have an overwhelming percentage in the number of organizations from an economy”.
Little work has been carried out to explore strategic management focused on SMEs during difficult
times. In the Organisation for Economic Co-operation and Development (OECD) economies, SMEs
account for over 95% of firms (99% in Spain), two-thirds of total EU-28 employment (66.4 %), figure
that in Spain reaches above 70% [23].

In this article, we explore the impact of the 2008 global financial crisis on the presence of
female executives in the Spanish context, given that “the relative inattention to firms in crisis is
unfortunate” [4] (p. 377). The study draws on a sample of Spanish SMEs to advance our understanding
of the characteristics of companies run by women. The research focuses on the service sector, where
there are more women owner-managers than in other industries [13]. In addition, gender diversity
can have a higher competitive advantage in the service sector than in the manufacturing industry [24]
(p. 1470) due to factors such as greater value of market insight and higher interaction among human
resources and costumers in services firms than in manufacturing companies [25].

To this end, we formulated a questionnaire in 2008 about strategic business decisions, and now
we try to predict the consequences of these actions on the position of women executives in 2013.
We address three related research questions: (1) Based on strategic choices made in 2008 or previous
years, is it possible to predict whether the CEO will be a woman in 2013? (2) Does the implementation
of measures of conciliation of labor and family life in 2008 determine what firms will be women-run
businesses in the future? (3) Will the position of the company respect to the competition influence the
future of women executives?

This study makes several significant contributions to the growing literature on female executives
in several ways. First, this article provides new evidence about the consequences of strategic decisions
made by Spanish SMEs at the most critical moment since the 2008 global financial crisis, on female
executives. Second, unlike previous studies in the strategy literature related to top management teams
based on the influence on the entire team rather than on one individual person, we focus on one
single person, the CEO, given the weight that this figure has in small and medium enterprises. While
previous studies have measured the level of firm innovation through exploring corporate boards as
decision-making groups (e.g., [26,27]), this article focuses on female CEOs as one individual person.
Third, the study fills a significant gap in strategic decisions on female CEOs participation in Spanish
SMEs. The current study aims to extend this literature by analyzing previous strategic decisions on
the gender of future leaders. To this end, we have adopted a multi-theoretical framework [28,29],
drawing from insights provided by agency, legitimacy, stakeholder, institutional and signaling theories
in conducting our analysis.

The results of the study show that businesses run by women are positively and significantly
related to prior adoption of measures of conciliation of labor and family life, pursuing a strategy
based on expanding the geographical coverage and being firms more innovative than companies
from competition.

The remainder of this article is organized as follows. Section two contains a discussion of the
literature relevant about gender diversity in corporate governance and the importance of diversity in
organizational innovation. Section three develops the research hypotheses and describes the research
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methods. Section four presents and analyses the empirical results, and finally, section five presents the
discussion and conclusion.

2. Theoretical background

2.1. Gender Diversity and Corporate Governance

There are various approaches from which corporate governance issues have been addressed.
A substantial literature has focused on agency theory [30–33] and on how to reduce the agency costs.
This theory suggests that when ownership and control are unified agency costs are reduced [31].
As Li [34,35] indicated, mutual monitoring between top executives is an important substitute for other
governance mechanisms since it can mitigate agency problems. The potentially self-interested CEO
can be monitored and constrained by the number two executive in a firm, who is more likely to be
female [35]. Nevertheless, in the context of SMEs, smaller agency costs are expected due to the minor
separation of ownership and control and the minor conflicts in the management relationship. In these
firms, the CEO’s role is essential. According to Martín-Ugedo et al. [36] (p. 3), “the CEO may be
more important than the board in the running of a company because he/she deals with the day-to-day
operations of the firm. In addition, in SMEs the board is less likely to constrain the CEO”. Female
participation studies in the decision-making process have long been concentrated on listed companies,
and there are fewer studies based on SMEs. It is important to note that in the corporate governance
studies, an extensive research stream is focusing on the topic of women on boards of directors [37–39].

Moreover, from a broader perspective, other approaches such as legitimacy, stakeholder, signaling
and institutional theories have been used in the studies about corporate governance and its connections
with the role of women in company decision-making. While agency theory mainly focuses on
shareholders rather than on a broader spectrum of stakeholders, “social and political theories”, such as
those mentioned above, also consider a broader set of agents. Under these perspectives, the gradual
introduction of women in decision-making positions and its relations with corporate governance
issues can be addressed. Stakeholder theory [40] suggests that organizations have to meet multiple
expectations of their various stakeholder groups, rather than only those of their shareholders, going
beyond simple economic or financial performance. Society and governments are demanding higher
diversity and gender empowerment in business, as well as in other areas [41].

Signaling and legitimacy theories have also been used in the context of gender and corporate
governance. Signaling theory [42–44] suggests that companies will try to reduce the information
asymmetries by sending signals to interested parties. Moreover, legitimacy theory [45–47] is based on a
“social contract” between the organization and society at large so that the survival of the organization
is determined by both market forces and society’s expectations. The gender profile of the company will
act as a signal for the market and potential executives’ candidates. Additionally, gender inclusion and
ceiling glass reduction are social tendencies that companies should take into account not only because
of the potential direct effects on their performance but also due to social and legitimacy requirements of
the society in which they operate. In the same way, stakeholders have an influence in both social norms
generally accepted in the organization and institutional practices. Thereby, according to institutional
theory [48,49], organizations adopt and adhere to standard institutional practices in order to enhance
or protect their legitimacy by conforming to the expectations of institutions and stakeholders.

Another related empirical research has explored the relationship between board gender diversity
and firm financial performance [50–53], social performance and sustainability [54–61]. Some authors
relate diversity to intangible assets that generate returns for shareholders [62]. Bernardi and
Threadgill [63] confirm the influence of female directors on the increase of socially responsible
corporate behavior, including charitable giving, community involvement, and outside recognition of
employee benefits.

Previous research on the diversity in the boardroom has often focused on tokenism theories [64–66],
and numerous studies have addressed the barriers facing women in the upper echelons of
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organizations [65,67,68]. Concerning compensation incentives as governance, Core and Guay [69]
develop a model for the optimal level of equity incentives for CEOs. Some authors suggest a positive
association between external industry pay gap and firm performance, firm risk, the riskiness of firm
investment and financial policies, offering evidence of the external interactions between CEOs in the
industry tournament [70]. Other authors highlight the importance of the level of competitiveness
of the industry when studying the impact of corporate governance on the efficiency of the firm.
For example, Giroud and Mueller [71] find that firms in non-competitive industries benefit more from
good governance than firms in competitive industries do.

Several studies have examined gender differences in executive pay among male and female
managers. Some of them found that men executives are compensated at higher levels than
women [72,73]. Conversely, Bugeja, Matolcsy, and Spiropoulos [74] found no difference in compensation
for female CEOs, and others found differences in its composition [75]. According to some authors,
once the women have been able to climb the corporate ladder to the top, female executives face no
gender bias in remuneration. On the contrary, before the economic crisis of 2008, Lee and James [76]
suggested that the reactions of the investors were more unfavorable to the appointment of female than
male CEOs.

On the other hand, the level of influence of the executive director on the firm’s strategy is another
critical issue. Lee and James [76] (p. 228) maintained that notwithstanding a pipeline of female
executives is almost on par with their male peers, the distribution of women in top management and
executive positions is strongly biased in favor of men. Moreover, despite the 2008 financial-economic
crisis, research suggests cautious optimism about the future of women managers [77].

2.2. Women’s Participation in Organizational and Innovative Strategies

Another line of research has focused on the relation between the impact on the strategic choice on
innovation fields of firms and top management teams’ diversity [78]. Most of these studies focus on
the entire team rather than to one individual person [78–80]. Muller-Kahle and Schiehll [81] (p. 667)
also mentioned that “the drivers or determinants of female CEOs’ power in organizations have been
understudied”, and the relation of women directors and female executive has been largely neglected
in existing studies to date [82] (p. 452). However, as pointed out by Wang and Kelan [82] (p. 449)
“a particular area of interest within this stream of the literature has been women’s participation in
organizational decision making as a result of holding leadership positions”. Other research highlights
the importance of gender diversity in organizational innovation [83,84]. Nakagawa [85] found in a
study of Japanese women managers a positive relationship between women’s managerial participation
and firm performance, thus gender diversity could provide a source of competitive advantage.

Torchia et al. [84] analyzed the contribution of female directors to firm innovation by strategic
board tasks and found that the level of firm organizational innovation is higher when there is a critical
mass of women (at least three). Na and Shin [86] found a positive relationship between female top
management and marketing innovation as well as between female ownership and several innovation
measures in emerging countries. In addition, the literature on corporate governance suggests that the
effects of ownership and governance variables could impact innovation in SMEs differently than in
large companies [87]. Moreover, for given R&D expenditure, Chen et al. [88] found greater innovative
success when there is a greater representation of women in the board of directors.

2.3. Reconciliation of Work and Family Life

Schwartz [89] offers several reasons why talented women make sound business sense. Regarding
female entrepreneurs, some authors find that, from an integrated perspective, to be an entrepreneur
is compatible with being a mother, wife or daughter [90,91]. Some women become entrepreneurs
because, in this way, they have flexibility, facilitating the balance between work and family [91,92].
Another reason that leads to an increase in the number of female entrepreneurial initiatives is a reaction
against persistent discrimination in the labor market [93]. Regarding differences between men and
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women, for some authors, women seek a balance between work and family life, while men are more
motivated by the creation of wealth or by economic progress [94–97]. According to Clevenger and
Singh [98], the conflict between work and family could be one of the causes of the glass ceiling.

In Spain, the results of a survey carried out in the early nineties showed that the obstacles
that faced women executives to advance their professional careers were, “discrimination, the male
culture of organizations and male communication networks, family ties, the timetable system and
self-imposed limitations” [12] (p. 199). As Muller-Kahle and Schiehll [81] (p. 668) note, “Some
studies addressing the glass cliff concept suggest that, given the extremely demanding and challenging
corporate environments in which women generally work, they tend to accept CEO and other leadership
positions in companies with high potential for failure”. On the contrary, other studies suggest that
women are more risk-averse [75,99,100], which implies a preference for strategic decisions with less
assumed risk. Therefore, women are supposed to be more conservative as entrepreneurs than men
because of their greater aversion [101–104], and they will be more attracted to those companies in
which non-related diversification strategies are run. Geographical diversity offers a reduction of the
global risk of the company. On the contrary, policies of growth in the same market/product suppose an
increase in the global risk of the company.

Moreover, females may be particularly sensitive to certain social responsible organizational
practices [39], such as those related to the reconciliation of work and family life. Therefore, on the
one hand, those companies with sensitivity towards conciliation will value feminine profile features.
On the other hand, signaling theory [42–44] offers support to the higher presence of women in executive
positions on those companies. Potential female candidates will positively value information about
the responsible social preference of the firm when they consider applying for an executive position.
As Srinidhi et al. [105] point out “in general, female participation on boards is seen to be favourable for
several reasons, such as females (relative to males) are more sensitive to charitable and community
matters, have a wider educational and work experience background and communicate in a more
participatory manner which often encourages a broader perspective and inclusion of stakeholder
needs”. Reconciliation opportunities as part of the total compensation model may act as a signaling
element, given that these measures are highly assessed by women.

Stakeholder theory suggests that a company is required to respond to a multiplicity of
stakeholders [40]. Additionally, according to the legitimacy theory, companies should take into
account the trends and demands of society and frame their activities within the social changes.
The trend towards the introduction of women’s participation in decision-making positions is justified
both by the social requirements of female representation and for the possible improvements in the
company’s performance. Therefore, it is expected that the decisions of the organization are consistent
with gender diversity trends. As Kartadjumena and Rodgers [106] argue, companies can improve their
management decisions when the interests of different stakeholders are taken into account, in addition
to shareholders.

For Daily, Certo and Dalton [107], women could better understand the needs of female customers.
James [108] explores the advantages of learning and innovation resulting from work-life balance
provision in knowledge-intensive companies, as part of a mutual gains research agenda. James [108]
(p. 288) found that “by making available the kinds of work-life balance arrangements self-reported by
workers as offering meaningful reductions in gendered everyday work-life conflicts, employers can
also enhance the kinds of learning and innovation processes that are widely recognized as fundamental
to firms’ long-term sustainable competitive advantage”.

3. Study Design and Hypotheses Development

This study investigates the effects of several variables related to the business strategy followed in
2008, the year hardest hit by the current economic crisis and its impact on the future incorporation of
women in management five years later. The objective of this study is to better understand the influence
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of several strategic decisions in a representative sample of small and medium Spanish enterprises at
the most critical moment of the current economic crisis in the future presence of women leaders.

Potential hypotheses are categorized into different groups based on the structure of a questionnaire.
In order to test the validity of the strategic decisions, we examine three aspects, past actions, current
behavior and practices, and future prospects of SMEs in Spain. Hence, we want to test whether the
influence of strategic decisions positively affects the future of female executives in these firms. To test
our hypotheses, we developed a questionnaire with 19 items (the items are set out in Table 1) grouped
into fourth dimensions: (1) strategic actions undertaken by the company in the 2006–2008 period
before the financial crisis, (2) firm general information in 2008, (3) firm information about measures to
balance work and family life in 2008, and (4) position of the enterprise respect to competition in 2008.
Responses to the questionnaire were used to construct the variables. The items were developed based
on previous dimensions. A seven-scale instrument was used to measure the position of the company
compared to the competition, with one being strongly much lower than the competition and seven
being strongly much higher than the competition. Moreover, we obtain information from secondary
sources for the post-crisis variables.

Table 1. Question-items.

Questions - Dimension 1:
PAST STRATEGY

D1 Did the firm introduce innovative processes in the 2006–2008 period?

D2 Did the firm create new products or improved services in the 2006–2008
period?

Questions - Dimension 2:
PRESENT STRATEGY

D3 Does the firm carry out advertising?
D4 Does the firm apply any measure of reconciliation of work and family life?

What is the position of the firm compared to the competition on the
following questions? (with 1 being strongly much lower than the
competition and 7 being strongly much higher than the competition)

D5 Introducing innovations?
D6 Growing in recent years?
D7 Offering quality of services?
D8 Setting competitive prices?
D9 Having reputation and brand recognition?

D10 Setting wages?
D11 Regarding the degree of employee satisfaction?
D12 Providing training to employees?

Questions - Dimension 3:
FUTURE STRATEGY

Questions formulated to companies that have affirmed they will expand
their business in the coming years

How does the firm plan to expand its activity in the coming years?
D13 Expanding the size of the current business?
D14 Expanding the geographical coverage?
D15 Offering products or services related to existing?
D16 Offering other products or services not related to existing?

Control variables:

Firm Age
Firm Size Number of employees

Number of Owners

Therefore, we formulate the following hypotheses:

(I) Hypotheses relating to pre-crisis strategies: Hypothesis Ia: There is a positive relationship
between the firms that have introduced innovative processes in the pre-crisis period and the
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presence of Female CEO five years later. Hypothesis Ib: There is a positive relationship between
the firms that have created new products or improved service in the pre-crisis period and the
presence of Female CEO five years later.

(II) Hypotheses relating to strategies during the crisis: Hypothesis IIa: Firms with a strong competitive
position on strategic issues are more likely to be run by women five years later. Hypothesis IIb:
Firms implementing measures to balance working life and family are more likely to be run by
women five years later.

(III) Hypotheses relating to future strategies: Hypothesis IIIa: Firms having a future growth strategy
are more likely to be run by women five years later.

For each hypothesis, there is no single theory but a combination of those mentioned in the
theoretical framework. Different authors suggest that the use of more than one approach helps to
obtain a greater understanding of the practice [109,110]. As noted by Gray et al. [111] theories should
be complementary to each other.

4. Data and Methodology

This study builds on a representative sample of Spanish small and medium-sized enterprises in
a central-eastern province of Spain (Teruel). This data set relies on the SABI (Iberian Balance Sheets
Analysis Systems) database in 2008 and in 2015 (the latest information provided is for January 2013).
Besides, information about strategic business decisions used in this analysis comes from a survey
conducted in 2008, the year in which the economic downturn manifested critically.

The initial data sample consists of all non-financial firms belonging to the services sector in 2008,
a total of 1,652 enterprises. Throughout this year, a questionnaire was prepared and sent by post and
by electronic mail to all the firms, potential respondents, together with a stamped addressed return
envelope in the case of the traditional post mail. When the letters were returned or not answered, we
interviewed the possible respondent by phone. At the beginning of the survey, to avoid non-response
or self-selection bias, the interviewers placed particular emphasis on the anonymity of the responses
and informed that no individualized or confidential data on the results would be distributed. In this
way, we tried to avoid the possible non-response of those firms that fear that their information may
reach the hands of potential competitors or that it may be misused. The sample necessary for the study,
with a confidence level of 95 percent and a low mistake to +-4 for 100, is 441 companies. The final
response of 522 represents about a 31.6 per cent response rate, more than usual in this kind of surveys.
This supposes an estimation error of 3.55 percent for the mentioned level of confidence. Definitively, it
is possible to indicate that the sample represents a great set of companies of the population as a whole,
which allows the results to be generalized, although “leading thinkers and methodologists from both
the postpositivist and constructivist schools have long recognized that generalizations can never be
made with certainty” [112] (p. 1457). According to Polit and Beck [112] no method, qualitative or
quantitative, is perfect when it comes to generalizing the results.

In this section, we are trying to build up a model to predict female CEO presence on firms in 2013,
using data on strategic decisions obtained in 2008. We are searching for associations between the firms
running by women and different items in the survey and other control variables.

The dependent variable is dichotomous; the two categories of CEOs, are male and female.
Since we are interested in the odds of female CEO, the reference category is men. Therefore,

women were coded as one and men as zero. Based on the research questions and because our dependent
variables are dichotomous, such a female CEO versus male CEO, logistic regression seemed to be the
best method of analysis, so our approach draws from logistic regression model to test our hypotheses.

The logistic regression model employs the binomial probability theory. There are two values to
predict: that probability (P) is one rather than zero, i.e., the female CEOs belong to one firm rather
than the others. A model is created that includes all predictor variables that are useful in predicting
the response variable. Logistic regression calculates the probability of success over the likelihood of
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failure. Since the research question is whether strategic decision variables would affect the odds of
CEO differently for men and women, the statistical method employed was binary logistic regression.
The general form of a logistic regression equation from which the probability of Y is given by:

P(Y) =
1

1 + eβ0+β1ix1i+β2ix2i+···++βnixni
(1)

In which P(Y) is the probability of Y occurring, e is the base of natural logarithms, and β are the
coefficients. A value close to zero means that Y is very unlikely to have occurred, and a value to one
implies that Y is very likely to have occurred. In our study, the logistic model predicts the probability
of a woman being CEO for the ith firm. Therefore, for a given firm, Y will be either zero if the outcome
did not occur or one if the outcome did occur. On the other hand, P(Y) will be a value between zero
and one, where zero is no chance that the CEO being women and one means that certainly the CEO
will be a woman in 2013.

Following the proposed hypotheses, the predictor variables considered in this study are represented
by the answers to the questions that were asked to interviewees. The model includes the predictor
variables listed in Table 1. We included three control variables that are used in prior studies: firm
age, firm size measured by the number of employees, and the number of owners. As stated by
Ali [113] (p. 8), “compared to old firms, new firms with less formalized policies and practices may be
better positioned to capitalize on the benefits of gender diversity, such as creativity and innovation”.
Regarding the size of the firm, some studies suggest that enterprises managed by women tend to be
smaller than those run by men [114,115].

Logistic regression provides knowledge of the relationships among the variables, in this case, the
propensity for firms to be run by women. Two logistic regression models were performed with Female
CEO as the dependent variable. The first model included as predictor variables: D1, D2, D3, D4, D5,
D6, D13, D14, D15, D16 and three control variables. The second model included: D1, D2, D3, D4, D5,
D6, D7, D8, D9, D10, D11, D12, D13, D14, D15, D16 and three control variables.

We developed two logistic regression equations with the predictor and control variables as:

ln(odds o f f emale CEO in 2013) = β0 + β1D1(1) + β2D2(1) + β3D3(1)+β4D4(1) + β5D13(1)+

β6D14(1) + β7D15(1) + β8D16(1) + β9(Firm Age) + β10(Firm Size)
+β11(Number o f owners) + ε (Model I)

(2)

ln(odds o f f emale CEO in 2013) = β0 + β1D1(1) + β2D2(1) + β3D3(1)+β4D4(1) + β5D5 + β6D6

+β7D7 + β8D8 + β9D9 + β10D10 + β11D11 + β12D12+

β13D13(1) + β14D14(1) + β15D15(1) + β16D16(1) + β17(Firm Age)+
β18(Firm Size) + β19(Number o f owners) + ε (Model II)

(3)

A positive value of R2 indicates that as the predictor variable increases, so does the likelihood of
the CEO being women. A negative value implies as that the predictor variable increases, the probability
of the outcome occurring decreases. If a variable has a small value of R2 then it contributes only a small
amount of the model. The odds ratio (Exp (B)) of an event occurring are defined as the probability of
an event occurring divided by the likelihood of that event no occurring:

Odds =
P(event)

P(no event)
(4)

P(event Y) =
1

1 + e−(β0+β1ix1i+β2ix2i+...++βnixni)
(5)

If the value is higher than one, then it indicates that as the predictor increases, the odds of the
outcome occurring increase. Conversely, a value less than one suggests that as the predictor increases,
the odds of the outcome occurring decrease. Values less than one mean that as the predictor variable
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increases, the odds of CEO being women in 2013 decrease. The positive values indicate that the CEO
will be a woman is more likely than will be a man, while the negative values indicate that be a woman
executive is more likely than no to occur.

5. Results

In this section, the data analysis and SPSS results based on the Spanish SMEs data collected are
analyzed and discussed. The empirical results are based on data for 522 service firms, in 2008; however,
97 data were lost in 2013, leaving the sample reduced to 425 companies. Regarding the follow-up loss
bias, typical of cohort studies where observations are totally or partially lost over time, the values that
can be considered subject to bias are not reached, since the value of 18.58% loss between the data of the
first and the second cohort is below the value of 20% indicated in previous studies [116].

Table 2 summarizes descriptive statistics for the main variables analyzed in this study, the
differences between the strategic decisions taken in 2008, differentiated by the female and male
executives in 2013. Only 22.13 percent of executive managers are female over the sample period of 2013.

Table 2. Executive Strategic decisions by Gender.

CEO Female CEO Male

Mean Std. Deviation Mean Std. Deviation

D1 0.78 0.42 0.78 0.42
D2 0.43 0.50 0.42 0.49
D3 0.57 0.50 0.63 0.48
D4 0.58 0.50 0.56 0.50
D5 5.12 1.43 4.81 1.46
D6 4.96 1.38 5.03 1.27
D7 5.63 1.09 5.62 0.97
D8 5.45 1.10 5.32 1.09
D9 5.74 1.08 5.55 1.19
D10 4.91 1.31 5.00 1.03
D11 5.77 1.07 5.50 1.16
D12 4.81 1.63 4.84 1.46
D13 0.41 0.50 0.56 0.50
D14 0.55 0.51 0.35 0.48
D15 0.36 0.49 0.29 0.46
D16 0.05 0.21 0.10 0.31

Firm age 19.27 7.78 19.61 10.89
Firm size (number employees) 3.54 2.44 4.46 3.13

Number of Owners 2.06 1.06 3.58 10.67

Note: N = 425 (77 CEO women, 348 CEO man). Missing = 522 − 425 = 97.

In summary, the descriptive statistics show that more female executives run firms in 2013 that
decided to grow by expanding the size of the business that held at that time by offering products
or services related with the existing ones or expanding their geographical coverage. In addition,
descriptive statistics indicate that firms that had introduced improvements in their products in the
2006–2008 period, had slightly above more female CEOs five years later, in 2013. The average age of the
firms is 19.61 years in the case of men and 19.27 in the case of women; more female executives are found
in younger companies than men executives. Regarding the size of the company measured by number of
employees, the statistics’ descriptive part shows that the average number of employees, in enterprises
run by women was 3.54, while in firms run by men the average was 4.46 employees, so executive
women manage more small firms than their male counterparts. Ownership of these companies was
concentrated in few hands; in the case of companies run by male CEOs in 2013, the average was 3.58
owners, while businesses in companies directed by women had an average of 2.06 owners.
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The main results of the two models of logistic regression in our investigation are presented in
Table 3. From this information, research questions can be answered.

Table 3. Logistic regression of predictors of female CEO.

Models Model 1 Model 2

Dependent
Variable: Female CEO Female CEO

B S.E. Wald df Exp
(B) B S.E. Wald df Exp

(B)

Constant −11.52 ** 6.01 3.68 1 0.00 −12.59 * 7.48 2.84 1 0.00
Controls:

Firm Age 2008 0.00 0.00 2.05 1 1.00 0.00 0.00 2.30 1 1.00
Firm Size

(number of
employees) 2008

0.08 0.13 0.35 1 1.08 0.14 0.16 0.81 1 1.15

Number of
Owners 2008 −0.10 0.21 0.21 1 0.91 −0.26 0.32 0.67 1 0.77

Predictors 2008:
D1 −0.27 1.10 0.06 1 0.76 −1.27 1.34 0.89 1 0.28
D2 −0.56 0.73 0.59 1 0.57 −0.69 0.91 0.58 1 0.50
D3 0.42 0.87 0.23 1 1.52 −1.13 1.20 0.89 1 0.32
D4 2.66 *** 1.01 6.88 1 14.26 2.76 ** 1.22 5.13 1 15.76
D5 0.88 *** 0.32 7.43 1 2.41 1.67 **** 0.54 9.70 1 5.30
D6 −0.83 ** 0.34 5.89 1 0.44 −1.02 * 0.54 3.53 1 0.36
D7 −0.80 0.55 2.09 1 0.45
D8 1.12 * 0.69 2.67 1 3.06
D9 −0.49 0.47 1.08 1 0.61

D10 −0.71 0.46 2.38 1 0.49
D11 0.23 0.48 0.23 1 1.26
D12 −0.07 0.35 0.04 1 0.93
D13 −1.32 0.84 2.46 1 .27 −2.55 ** 1.18 4.62 1 0.08
D14 1.47 ** 0.75 3.84 1 4.37 2.10 ** 1.01 4.30 1 8.19
D15 −0.20 0.78 0.06 1 0.82 −0.19 0.98 0.04 1 0.83
D16 −0.04 1.27 0.00 1 0.96 1.00 1.72 0.33 1 2.71

Cox and Snell R
Square 0.24 0.30

Nagelkerke R
Square 0.40 0.51

Chi-square 31.57 (df = 13, p < 0.03) 40.12 (df = 19, p < 0.03)
Classification %

correct 84.6 88.6

Note: The levels of significance are * p < 0.1; ** p < 0.05; *** p < 0.01; **** p < 0.001; Categories of the gender of the
CEO in 2013, 1: Female 0: Male 1

Two logistic regressions models were conducted to assess whether the independent variables
significantly predicted whether or not a female executive run a firm. Being as the dependent variable,
Female CEO is a dummy variable that takes the value one, when the CEO is a woman and zero
otherwise. In the model one when all predictor variables are considered together, they significantly
predict whether or not a woman runs a firm.

The full model one significantly predicted Female CEO (Omnibus chi-square = 31.57, df = 13,
p < 0.03). The Chi-square p-value suggests that the overall model predicts female CEO occurrence or
non-occurrence significantly better than when only the constant was included. The model accounted
for between 24 percent and 40 percent of the variance on female CEO, with 84.6 percent of CEOs
successfully predicted. Table 3 gives coefficients, the Wald statistic and associated degrees of freedom,
and probability values for each of the predictor variables. This shows that items D14(1), D4(1), D5, and
D6 reliably predicted female CEOs. The value of the coefficient of the position of the firm compared to
the competition on the growing in recent years (item D6) reveals that an increase in the value of this
predictor is associated with a decrease in the odds of female CEO, by a factor of 0.44. The coefficient
of this variable suggests a negative relationship between this variable and female CEO occurrence.
The implications of the results are as follows. They suggest that the position of the firm compared
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to the competition on the growing is negatively associated with female CEO, otherwise, it is more
likely finding female CEOs in companies that have grown less than the competition in recent years.
On the contrary, each unit increases the position of the firm compared to the competition introducing
innovations (item D5) score is associated with an increase in the odds of female CEO by a factor of 2.41.

On the other hand, the categorical variable coding of D14(1), company plans to expand its activity
in the coming years by expanding the geographical coverage, indicates that when the company plans
to spread out its activity in the coming years expanding its geographic coverage, the probability that in
the future the CEO being a woman is 4.37 times high than the probability of being a man. Furthermore,
the item D4(1) suggests that when the firm applied any measure of reconciliation of work and family
life, the likelihood that CEO being a woman in 2013 is 6.88 times greater than whether the company
did not implement reconciliation measures.

The odds of female CEO improve by 2.41 times for each unit increase in D5 test score. Therefore,
when the firm is more innovative than the competition, it is more likely that in the future the company
is managed by a woman.

The Model II significantly predicted Female CEO (Omnibus chi-square = 40.12, df = 19, p < 0.03).
The pseudo R2 estimates indicate that approximately 30 percent and 51 percent of the variance on
whether the CEO is a female can be predicted from the combination of independent variables. We can
see that 88.6 percent of the CEOs were predicted correctly. Model II reports that D4(1), D5, D6, D8,
D13(1), D14(1) are significant. The values of the coefficient of D4(1) reveal that when D4 is one, this
means that the firm implemented measures to reconcile work and family life in 2008, suggesting that
firms that contributed to balance family and personal life have a probability of 15.76 times to be led by
female CEOs in 2013.

The item D13(1) concerning the decision of the company to expand its activity in the coming years
increasing the size of the current business is negatively associated with female CEOs, that is, it is more
likely to find female CEOs in businesses that do not plan to expand their activity that in those that
opt for growing. In contrast, the sign of D14(1) suggests that firms seeking to grow to expand the
geographical coverage are 4.30 times more likely to be managed by women in the future.

The sign of the predictor D4(1) indicates that firms that have adopted measures to reconcile work
and family life are 15.76 times more likely to be managed by women in the future than those led
by men.

The results suggest that when the relative position of the firm is less competitive in prices, it is
more likely to have female executives, but the significance is low. On the other hand, when the position
of the firm compared to its competitors on introducing innovations is stronger, the likelihood that the
company will be administered by women is 9.7 times higher, with statistically significant differences at
the level of p < 0.001. Notwithstanding, it is more likely to find female CEO in firms that have grown
less than their competitors.

6. Discussion and Conclusions

This paper extends the work on female executives in the service sector. The study drew on a sample
of SMEs in Spain to advance our understanding about the characteristics of businesses run by women
in this industry. By looking at the 2008 global economic recession, the article attempts to investigate
the contribution of strategic decisions of firms at that time in the future presence of female executives
in SMEs. To this end, we formulated a questionnaire in 2008 about strategic business decisions and
tried to predict the influence of these actions on the later likelihood that women ran companies.

Two binomial logistic regressions were conducted in order to find the set of predictors which
best discriminate between male and female CEOs. The dependent variable is, therefore, a categorical
variable which takes on the values zero or one depending on whether the CEO in 2013 has been
female or not. In the first model, three statistically significant variables were selected in the logistic
regression to explain female CEOs in SMEs in a positive way: firms that have affirmed they will
expand their business in the coming years by expanding the geographical coverage, business that
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applied measures of reconciliation of work and family life, and firms that introduced more innovations
compared to the competition. Chen et al. [88] also found that female representation is positively
associated with performance only for leading innovative firms. Kanter [65] also noted that companies
high on innovation tend to employ more women.

By contrast, a better position of the firm on growth terms, compared to competitors, has negatively
contributed to predicting the existence of female executives. It is more likely finding female executives
in companies that have grown less than their competitors in recent years. These findings are consistent
with theories that suggest that women are less likely to take risks. This approach presumes that the
theory of agency anticipates lower costs of agent behaviors contrary to the interests of the principal [31].
Regarding business that applied measures of reconciliation of work and family life, the results follow the
same line as those obtained by Blasco-Burriel et al. [13] for Spanish women entrepreneurs. A possible
explanation could be that the shortage of women entrepreneurs is due to the conflict between family
and work life. Perhaps, the introduction of measures of reconciliation of work and family life in
SME led women to accept an executive position. Flexibility between job and family would be in line
with other studies [91,92]. This study also links up with the signaling theory that observes that the
characteristics of the company, in this case of labor flexibility, could attract women to occupy executive
positions. By incorporating women to the management position, companies contribute to reducing
the glass ceiling and add to meeting the expectations required by society as demanded by the theory
of legitimacy.

In the second model, the three statistically significant variables contributing to the prediction
of businesses managed by women coincide with model I: firms that have affirmed they will expand
their business in the coming years by expanding the geographical coverage, business that applied
measures of reconciliation of work and family life, and firms that introduced innovations compared to
the competition. In this model, two additional variables contribute significantly to predicting firms
managed by women, the relative position of the firm on setting competitive prices influences positively,
and the future growth of the company focusing on current products or markets impacts negatively.
Again, the most risk-averse profile of women would explain this result.

Based on these results, it can be concluded that the probability that a CEO is a woman is higher on
firms that at the height of the financial crisis affirmed that they applied measures of reconciliation of
work and family life, were more innovative than their competitors, and would expand their business
in the coming years by expanding the geographical coverage, but they have grown less than the
competition in recent years and would not expand the size of their current business on the same
products and markets. Han et al. [1] find that enterprise size has a significantly negative impact on the
presence of female-CEOs.

The study proposes theoretical and practical insights into the corporate diversity debate. On the
one hand, this article offers a further essential contribution by understanding female CEOs presence,
predicting whether the CEO is male or female, and promoting sustainable small and medium enterprise
development during times of crisis. Particularly, the results of the two models coincide in providing
strong evidence that firms with a larger fraction of female CEOs (1) previously applied more measures of
conciliation of labor and family life, (2) adopted growth strategy based on expanding the geographical
coverage, and (3) were more innovative than their competitors. Our results also highlight that SMEs
that have grown more than their competitors in recent years and have formulated strategies of growth
intensifying the size of their current business are less likely to have female CEOs. These results are
in line with those obtained by Han et al. [1], reflecting the influence of the firm characteristic on the
gender of CEOs.

Moreover, our study contributes to complementary theoretical perspectives on corporate
governance of SMEs firms. Several theories, such as agency, stakeholders, legitimacy, signaling
or institutional approaches have been integrated in order to derive predictions about the relation
between a number of strategic decisions of SMEs and the future presence of females on executive
positions in the Spanish crisis context, as well as to obtain fuller understanding of and deep insights
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into female participation in business. We consider that it is not adequate to use a single theory for our
theoretical framework due to the fact “that theory is always incomplete in the social sciences” [111]
(p. 9).

The present study offers several significant and decisive contributions. With these results, this
paper adds evidence to research showing that strategic decisions have both direct and mediating
effects on the prediction of businesses run by women. Our analysis reveals that the future presence of
female CEO is not so much influenced by past business decisions as by present strategies and by the
forecasts about future policies to be followed in the medium and long term. As for current strategy, the
commitment to innovation and conciliation as a competitive advantage over competing companies
stands out for its positive effect on the future presence of women. In the opposite direction, it should
be noted the strong position in terms of growth, since these firms will have the lowest future female
presence. As for future strategies, among those companies that are committed to growth, the least
risky strategy is these that have a more significant relationship with the female presence. The positive
impact of growth through market diversification stands out, while future growth strategies based on
the same products or services as the current ones, have the opposite effect.

According to our results, it can be suggested that companies and governments must continue
to invest and promote innovation, as well as the implementation of conciliation measures, even in
situations of difficulties and economic crisis, among other reasons because of their positive influence
on the future presence of women on making-decision positions.

Therefore, our results are important, not only for academics and practitioners but for government
and policy-makers. They should consider the importance of these findings in order to enhance the
glass ceiling and gender diversity policies. They offer suggestions to improve the current regulation
and practices. Guidelines focused on the mentioned issues will help to increase female participation in
executive positions and to reduce the glass ceiling. In 2007, Spain became one of the first countries in
the European Union to implement a recommended gender quota law for women’s participation on
boards [117]. Nowadays, large Spanish companies have to implement compulsory equality plans, and
it is planned to extend to smaller companies.

Despite several significant findings, this study has some limitations, which suggest several
opportunities for potential research. One of the limitations arises from the lack of more rich information
about the profile of the CEO. Unfortunately, in the database used there is no information on some
variables, such as the remuneration of women managers, age or previous work experience, and
therefore, we could not perform some analysis. It should be taken into account that women are not
randomly assigned o executive positions among firms, but unobservable individuals’ characteristics
may affect female promotion. In future research, it would be interesting to tackle this bias controlling
for a set of individual executive features [118]. Nevertheless, the corporate governance perspective
adopted in this analysis complements previous alternative approaches based on the CEO’s profile.

On the other hand, we have combined primary information from a survey with data obtained
from SABI (Iberian Balance Analysis System) database. The delay in the publication of the information
led to the fact that more up-to-date analyzes could not be performed.

In the future, researchers could replicate the study in other regions or countries as well as in
other industries and could even compare the service sector with other sectors with a lower presence of
women in management positions. Differences in the economic, social or cultural context, as well as in
the participation of women in the economic sphere, may imply differences in the results. It would also
be interesting to analyze whether there are measures aimed at achieving greater flexibility between
work and family in other sectors and countries. In addition, based on the agency’s theory, in future
studies, it would be interesting to analyze whether there is a duality between executive women and
family members in SMEs so that by enjoying certain control rights over the company, they could
influence the decision strategies in the organization.



Sustainability 2019, 11, 5601 14 of 18

Author Contributions: Conceptualization, L.E.-S. and A.F.G.-C.; methodology, L.E.-S.; writing—original draft,
L.E.-S. and A.F.G.-C..; writing—review and editing, L.E.-S. and A.F.G.-C.; visualization, A.F.G.-C..; project
administration, L.E.-S. and A.F.G.-C.; funding acquisition, L.E.-S. and A.F.G.-C.

Funding: This work was supported by the Government of Aragón (Group Reference CREVALOR: S42_17R and
CEMBE: S11-17R) and co-financed with FEDER 2014-2020 “Construyendo Europa desde Aragón” and by the
Spanish Ministry of Economy and Competitiveness-FEDER (ECO2017-86305-C4-3-R).

Conflicts of Interest: The authors declare no conflict of interest.

References

1. Han, S.; Cui, W.; Chen, J.; Fu, Y. Why Do Companies Choose Female CEOs? Sustainability 2019, 11, 4070.
[CrossRef]

2. Jensen, M. The Modern Industrial Revolution, Exit, and Control Systems. J. Finance 1993, 48, 831–880.
[CrossRef]

3. Whetten, D.A. Organizational Decline: A Neglected Topic in Organizational Science. Acad. Manag. Rev.
1980, 5, 577–588. [CrossRef]

4. Daily, C.M.; Dalton, D.R.; Cannella, A.A. Corporate Governance: Decades of Dialogue and Data. Acad.
Manag. Rev. 2003, 28, 371. [CrossRef]

5. Daily, C.M. Bankruptcy in Strategic Studies: Past and Promise. J. Manag. 1994, 20, 263–295. [CrossRef]
6. Daily, C.M.; Dalton, D.R. Bankruptcy and Corporate Governance: The Impact of Board Composition and

Structure. Acad. Manag. J. 1994, 37, 1603–1617. [CrossRef]
7. Abor, J.; Adjasi, C.K.D. Corporate Governance and the Small and Medium Enterprises Sector: Theory and

Implications. Corp. Gov. Int. J. Bus. Soc. 2007, 7, 111–122. [CrossRef]
8. Bennett, R.J.; Robson, P.J.A. The Role of Boards of Directors in Small and Medium-Sized Firms. J. Small Bus.

Enterp. Dev. 2004, 11, 95–113. [CrossRef]
9. Eisenberg, T.; Sundgren, S.; Wells, M.T. Larger Board Size and Decreasing Firm Value in Small Firms. J.

Finance Econ. 1998, 48, 35–54. [CrossRef]
10. Gilmore, A.; Carson, D.; Grant, K. SME Marketing in Practice. Mark. Intell. Plan. 2001, 19, 6–11. [CrossRef]
11. Hisrich, R.; Brush, C. The Woman Entrepreneur: Management Skills and Business Problems. J. Small Bus.

Manag. 1984, 22, 30–37.
12. Vazquez Fernandez, M.V. Women in Business and Management-Spain. In European Women in Business and

Management; Davidson, M.J., Cooper, C.L., Eds.; Paul Chapman Publishing: London, UK, 1993; pp. 185–199.
13. Blasco-Burriel, M.P.; Brusca-Alijarde, I.; Esteban-Salvador, M.L.; Labrador-Barrafon, M. Scarcity of Women

Entrepreneurs: Some Spanish Perceptions. Int. Bus. Manag. 2016, 10, 5363–5375.
14. European Institute for Gender Equality (EIGE). Gender Statistics Database. Available online: http://eige.

europa.eu/gender-statistics/dgs/browse/wmidm (accessed on 25 September 2019).
15. Catley, S.; Hamilton, R.T. Small Business Development and Gender of Owner. J. Manag. Dev. 1998, 17, 75–82.

[CrossRef]
16. Martin, L.M. Are Women Better at Organisational Learning? An SME Perspective. Women Manag. Rev. 2001,

16, 287–296. [CrossRef]
17. Martin, L.M.; Wright, L.T. No Gender in Cyberspace? Empowering Entrepreneurship and Innovation in

Female-Run ICT Small Firms. Int. J. Entrep. Behav. Res. 2005, 11, 162–178. [CrossRef]
18. Bourletidis, K.; Triantafyllopoulos, Y. SMEs Survival in Time of Crisis: Strategies, Tactics and Commercial

Success Stories. Procedia Soc. Behav. Sci. 2014, 148, 639–644. [CrossRef]
19. Latham, S. Contrasting Strategic Response to Economic Recession in Start-up versus Established Software

Firms. J. Small Bus. Manag. 2009, 47, 180–201. [CrossRef]
20. Michael, S.C.; Robbins, D.K. Retrencehment among Small Manufacturing Firms during Recession. J. Small

Bus. Manag. 1998, 36, 35.
21. Giannacourou, M.; Kantaraki, M.; Christopoulou, V. The Perception of Crisis by Greek SMEs and Its Impact

on Managerial Practices. Procedia Soc. Behav. Sci. 2015, 175, 546–551. [CrossRef]
22. Pricop, O.C. Critical Aspects in the Strategic Management Theory. Procedia Soc. Behav. Sci. 2012, 58, 98–107.

[CrossRef]

http://dx.doi.org/10.3390/su11154070
http://dx.doi.org/10.1111/j.1540-6261.1993.tb04022.x
http://dx.doi.org/10.2307/257463
http://dx.doi.org/10.5465/amr.2003.10196703
http://dx.doi.org/10.1177/014920639402000202
http://dx.doi.org/10.5465/256801
http://dx.doi.org/10.1108/14720700710739769
http://dx.doi.org/10.1108/14626000410519137
http://dx.doi.org/10.1016/S0304-405X(98)00003-8
http://dx.doi.org/10.1108/02634500110363583
http://eige.europa.eu/gender-statistics/dgs/browse/wmidm
http://eige.europa.eu/gender-statistics/dgs/browse/wmidm
http://dx.doi.org/10.1108/02621719810368718
http://dx.doi.org/10.1108/EUM0000000005819
http://dx.doi.org/10.1108/13552550510590563
http://dx.doi.org/10.1016/j.sbspro.2014.07.092
http://dx.doi.org/10.1111/j.1540-627X.2009.00267.x
http://dx.doi.org/10.1016/j.sbspro.2015.01.1235
http://dx.doi.org/10.1016/j.sbspro.2012.09.983


Sustainability 2019, 11, 5601 15 of 18

23. Muller, P.; Mattes, A.; Klitou, D.; Lonkeu, O.-K.; Ramada, P.; Ruiz, F.; Farrenkopf, J.; Makowska, A.;
Mankovska, N.; Robin, N.; et al. Annual Report on European SMEs The 10 The Anniversary of the Small Business
Act; European Union: Brussels, Belgium, 2018. [CrossRef]

24. Ali, M.; Kulik, C.T.; Metz, I. The Gender Diversity–Performance Relationship in Services and Manufacturing
Organizations. Int. J. Hum. Resour. Manag. 2011, 22, 1464–1485. [CrossRef]

25. Jackson, S.E.; Schuler, R.S.; Rivero, J.C. Organizational Characteristics as Predictors of Personnel Practices.
Pers. Psychol. 1989, 42, 727–786. [CrossRef]

26. Forbes, D.P.; Milliken, F.J. Cognition and Corporate Governance: Understanding Boards of Directors as
Strategic Decision-Making Groups. Acad. Manag. Rev. 1999, 24, 489–505. [CrossRef]

27. Robinson, G.; Dechant, K. Building a Business Case for Diversity. Acad. Manag. Perspect. 1997, 11, 21–31.
[CrossRef]

28. Parker, L. Social and Environmental Accountability Research. Account. Audit. Account. J. 2005, 18, 842–860.
[CrossRef]

29. Ntim, C.G.; Soobaroyen, T. Corporate Governance and Performance in Socially Responsible Corporations:
New Empirical Insights from a Neo-Institutional Framework. Corp. Gov. An Int. Rev. 2013, 21, 468–494.
[CrossRef]

30. Alchian, A.A.; Demsetz, H. Production, Information Costs, and Economic Organization. Am. Econ. Rev.
1972, 62, 777–795.

31. Jensen, M.C.; Meckling, W.H. Theory of The Firm Manajerial Behaviour, Ageny Cost and Ownership
Structure. J. Financ. Econ. 1976, 3, 305–360. [CrossRef]

32. Fama, E.F. Agency Problems and the Theory of the Firm. J. Polit. Econ. 1980, 88, 288–307. [CrossRef]
33. Fama, E.F.; Jensen, M.C. Separation of Ownership and Control. J. Law Econ. 1983, 26, 301–325. [CrossRef]
34. Li, Z.F. Mutual Monitoring and Corporate Governance. J. Bank. Financ. 2014, 45, 255–269. [CrossRef]
35. Li, Z.F. Mutual Monitoring and Agency Problems. SSRN Electron. J. 2014, 1–40. [CrossRef]
36. Martín-Ugedo, J.F.; Mínguez-Vera, A.; Palma-Martos, L. Female CEOs, Returns and Risk in Spanish Publishing

Firms. Eur. Manag. Rev. 2018, 15, 111–120. [CrossRef]
37. Burgess, Z.; Tharenou, P. Women Board Directors: Characteristics of the Few. J. Bus. Ethics 2002, 37, 39–49.

[CrossRef]
38. Burke, R.J. Women on Corporate Boards of Directors: A Needed Resource. J. Bus. Ethics 1997, 16, 909–915.

[CrossRef]
39. Nielsen, S.; Huse, M. The Contribution of Women on Boards of Directors: Going beyond the Surface. Corp.

Gov. An Int. Rev. 2010, 18, 136–148. [CrossRef]
40. Freeman, R.E. Strategic Management: A Stakeholder Approach; Pitman: Boston, MS, USA, 1984.
41. Mukhopadhyay, M. Mainstreaming Gender or “Streaming” Gender Away: Feminists Marooned in the

Development Business. In The Palgrave Handbook of Gender and Development; Palgrave Macmillan UK: London,
UK, 2016; pp. 77–91. [CrossRef]

42. Spence, M. Job Market Signaling. Q. J. Econ. 1973, 87, 355–374. [CrossRef]
43. Spence, M. Signaling in Retrospect and the Informational Structure of Markets. Am. Econ. Rev. 2002, 92,

434–459. [CrossRef]
44. Connelly, B.L.; Certo, S.T.; Ireland, R.D.; Reutzel, C.R. Signaling Theory: A Review and Assessment. J. Manag.

2011, 37, 39–67. [CrossRef]
45. Ashforth, B.E.; Gibbs, B.W. The Double-Edge of Organizational Legitimation. Organ. Sci. 1990, 1, 177–194.

[CrossRef]
46. Patten, D.M. Exposure, Legitimacy, and Social Disclosure. J. Account. Public Policy 1991, 10, 297–308.

[CrossRef]
47. Suchman, M.C. Managing Legitimacy: Strategic and Institutional Approaches. Acad. Manag. Rev. 1995, 20,

571–610. [CrossRef]
48. Scott, W.R. Institutions and Organizations; SAGE Publications: Thousand Oaks, CA, USA, 1995.
49. Scott, W.R. Institutional Theory: Contributing to a Theoretical Research Program. Gt. Minds Manag. Process

Theory Dev. 2005, 37, 460–484.
50. Carter, D.A.; Simkins, B.J.; Simpson, W.G. Corporate Governance, Board Diversity, and Firm Value. Financ.

Rev. 2003, 38, 33–53. [CrossRef]

http://dx.doi.org/10.2873/248745
http://dx.doi.org/10.1080/09585192.2011.561961
http://dx.doi.org/10.1111/j.1744-6570.1989.tb00674.x
http://dx.doi.org/10.5465/amr.1999.2202133
http://dx.doi.org/10.5465/ame.1997.9709231661
http://dx.doi.org/10.1108/09513570510627739
http://dx.doi.org/10.1111/corg.12026
http://dx.doi.org/10.1016/0304-405X(76)90026-X
http://dx.doi.org/10.1086/260866
http://dx.doi.org/10.1086/467037
http://dx.doi.org/10.1016/J.JBANKFIN.2013.12.008
http://dx.doi.org/10.2139/ssrn.2406191
http://dx.doi.org/10.1111/emre.12132
http://dx.doi.org/10.1023/A:1014726001155
http://dx.doi.org/10.1023/A:1017987220508
http://dx.doi.org/10.1111/j.1467-8683.2010.00784.x
http://dx.doi.org/10.1007/978-1-137-38273-3_6
http://dx.doi.org/10.2307/1882010
http://dx.doi.org/10.1257/00028280260136200
http://dx.doi.org/10.1177/0149206310388419
http://dx.doi.org/10.1287/orsc.1.2.177
http://dx.doi.org/10.1016/0278-4254(91)90003-3
http://dx.doi.org/10.5465/amr.1995.9508080331
http://dx.doi.org/10.1111/1540-6288.00034


Sustainability 2019, 11, 5601 16 of 18

51. Erhardt, N.L.; Werbel, J.D.; Shrader, C.B. Board of Director Diversity and Firm Financial Performance. Corp.
Gov. 2003, 11, 102–111. [CrossRef]

52. Esteban-Salvador, M.L. Variables Influencing the Gender Composition of Boards: The Spanish Evidence. J.
Women Polit. Policy 2011, 32, 305–332. [CrossRef]

53. Shrader, C.B.; Blackburn, V.B.; Iles, P. Women in Management and Firm Financial Performance: An
Exploratory Study. J. Manag. Issues 1997, 9, 355–372. [CrossRef]

54. Bear, S.; Rahman, N.; Post, C. The Impact of Board Diversity and Gender Composition on Corporate Social
Responsibility and Firm Reputation. J. Bus. Ethics 2010, 97, 207–221. [CrossRef]

55. Ben Barka, H.; Dardour, A. Investigating the Relationship between Director’s Profile, Board Interlocks and
Corporate Social Responsibility. Manag. Decis. 2015, 53, 553–570. [CrossRef]

56. Byron, K.; Post, C. Women on Boards of Directors and Corporate Social Performance: A Meta-Analysis. Corp.
Gov. An Int. Rev. 2016, 24, 428–442. [CrossRef]

57. Hafsi, T.; Turgut, G. Boardroom Diversity and Its Effect on Social Performance: Conceptualization and
Empirical Evidence. J. Bus. Ethics 2013, 112, 463–479. [CrossRef]

58. Harjoto, M.; Laksmana, I.; Lee, R. Board Diversity and Corporate Social Responsibility. J. Bus. Ethics 2015,
132, 641–660. [CrossRef]

59. Hyun, E.; Yang, D.; Jung, H.; Hong, K. Women on Boards and Corporate Social Responsibility. Sustainability
2016, 8, 300. [CrossRef]

60. Jiang, X.; Akbar, A. Does Increased Representation of Female Executives Improve Corporate Environmental
Investment? Evidence from China. Sustainability 2018, 10, 4750. [CrossRef]

61. Setó-Pamies, D. The Relationship between Women Directors and Corporate Social Responsibility. Corp. Soc.
Responsib. Environ. Manag. 2015, 22, 334–345. [CrossRef]

62. Biggins, J.V. Making Board Diversity Work. Corp. Board 1999, 20, 11–16.
63. Bernardi, R.A.; Threadgill, V.H. Women Directors and Corporate Social Responsibility. EJBO Electron. J. Bus.

Ethics Organ. Stud. 2010, 15, 15–21.
64. Daily, C.M.; Dalton, D.R. Women in the Boardroom: A Business Imperative. J. Bus. Strategy 2003, 24, 205–209.

[CrossRef]
65. Kanter, R.M. Men and Women of the Corporation; Basic Books: New York, NY, USA, 1977.
66. Terjesen, S.; Sealy, R.; Singh, V. Women Directors on Corporate Boards: A Review and Research Agenda.

Corp. Gov. An Int. Rev. 2009, 17, 320–337. [CrossRef]
67. Alimo-Metcalfe, B. Leadership and Assessment. In The Essence of Women in Management; Prentice-Hall:

London, UK, 1995.
68. Oakley, J.G. Gender-based barriers to senior management positions: Understanding the scarcity of female

CEOs. J. Bus. Ethics 2000, 27, 321–334. [CrossRef]
69. Core, J.; Guay, W. The Use of Equity Grants to Manage Optimal Equity Incentive Levels. J. Account. Econ.

1999, 28, 151–184. [CrossRef]
70. Coles, J.L.; Li, Z.F.; Wang, A.Y. Industry Tournament Incentives. Rev. Financ. Stud. 2018, 31, 1418–1459.

[CrossRef]
71. Giroud, X.; Mueller, H.M. Corporate Governance, Product Market Competition, and Equity Prices. J. Finance

2011, 66, 563–600. [CrossRef]
72. Bertrand, M.; Hallock, K.F. The Gender Gap in Top Corporate Jobs. ILR Rev. 2001, 55, 3–21. [CrossRef]
73. Vieito, J.P.; Khan, W.A. Executive Compensation and Gender: S&P 1500 Listed Firms. J. Econ. Financ. 2012,

36, 371–399. [CrossRef]
74. Bugeja, M.; Matolcsy, Z.P.; Spiropoulos, H. Is There a Gender Gap in CEO Compensation? J. Corp. Financ.

2012, 18, 849–859. [CrossRef]
75. Coles, J.L.; Li, Z.F. Managerial Attributes, Incentives, and Performance. SSRN Electron. J. 2019. Available

online: https://ssrn.com/abstract=1680484 (accessed on 10 October 2019). [CrossRef]
76. Lee, P.M.; James, E.H. She’-e-Os: Gender Effects and Investor Reactions to the Announcements of Top

Executive Appointments. Strateg. Manag. J. 2007, 28, 227–241. [CrossRef]
77. Davidson, M.J.; Burke, R.J. Women in Management Worldwide: Progress and Prospects–An Overview. In

Women in Management Worldwide; Gower: Farnham, UK, 2016; pp. 19–36.
78. Talke, K.; Salomo, S.; Rost, K. How Top Management Team Diversity Affects Innovativeness and Performance

via the Strategic Choice to Focus on Innovation Fields. Res. Policy 2010, 39, 907–918. [CrossRef]

http://dx.doi.org/10.1111/1467-8683.00011
http://dx.doi.org/10.1080/1554477X.2011.613733
http://dx.doi.org/10.2307/40604152
http://dx.doi.org/10.1007/s10551-010-0505-2
http://dx.doi.org/10.1108/MD-12-2013-0655
http://dx.doi.org/10.1111/corg.12165
http://dx.doi.org/10.1007/s10551-012-1272-z
http://dx.doi.org/10.1007/s10551-014-2343-0
http://dx.doi.org/10.3390/su8040300
http://dx.doi.org/10.3390/su10124750
http://dx.doi.org/10.1002/csr.1349
http://dx.doi.org/10.1108/jbs.2003.28824eaf.002
http://dx.doi.org/10.1111/j.1467-8683.2009.00742.x
http://dx.doi.org/10.1023/A:1006226129868
http://dx.doi.org/10.1016/S0165-4101(99)00019-1
http://dx.doi.org/10.1093/rfs/hhx064
http://dx.doi.org/10.1111/j.1540-6261.2010.01642.x
http://dx.doi.org/10.1177/001979390105500101
http://dx.doi.org/10.1007/s12197-010-9123-1
http://dx.doi.org/10.1016/j.jcorpfin.2012.06.008
https://ssrn.com/abstract=1680484
http://dx.doi.org/10.2139/ssrn.1680484
http://dx.doi.org/10.1002/smj.575
http://dx.doi.org/10.1016/j.respol.2010.04.001


Sustainability 2019, 11, 5601 17 of 18

79. Hambrick, D.C. Upper Echelons Theory: An Update. Acad. Manag. Rev. 2007, 32, 334–343. [CrossRef]
80. Hambrick, D.C.; Mason, P.A. Upper Echelons: The Organization as a Reflection of Its Top Managers. Acad.

Manag. Rev. 1984, 9, 193–206. [CrossRef]
81. Muller-Kahle, M.I.; Schiehll, E. Gaining the Ultimate Power Edge: Women in the Dual Role of CEO and

Chair. Leadersh. Q. 2013, 24, 666–679. [CrossRef]
82. Wang, M.; Kelan, E. The Gender Quota and Female Leadership: Effects of the Norwegian Gender Quota on

Board Chairs and CEOs. J. Bus. Ethics 2013, 117, 449–466. [CrossRef]
83. Miller, T. Demographic Diversity in the Boardroom: Mediators of the Board Diversity—Firm Performance

Relationship Toyah Miller and María Del Carmen Triana. J. Manag. Stud. 2009, 46, 755–786. [CrossRef]
84. Torchia, M.; Calabrò, A.; Huse, M. Women Directors on Corporate Boards: From Tokenism to Critical Mass.

J. Bus. Ethics 2011, 102, 299–317. [CrossRef]
85. Nakagawa, Y. The Gender DiversityFirm Performance Relationship by Industry Type, Working Hours, And

Inclusiveness: An Empirical Study of Japanese Firms. J. Divers. Manag. 2015, 10, 61–78. [CrossRef]
86. Na, K.; Shin, K. The Gender Effect on a Firm’s Innovative Activities in the Emerging Economies. Sustainability

2019, 11, 1992. [CrossRef]
87. Zahra, S.A.; Neubaum, D.O.; Huse, M. Entrepreneurship in Medium-Size Companies: Exploring the Effects

of Ownership and Governance Systems. J. Manag. 2000, 26, 947–976. [CrossRef]
88. Chen, J.; Leung, W.S.; Evans, K.P. Female Board Representation, Corporate Innovation and Firm Performance.

J. Empir. Financ. 2018, 48, 236–254. [CrossRef]
89. Schwartz, F.N.; Zimmerman, J. Breaking with Tradition: Women and Work, the New Facts of Life; Grand Central

Publishing: New York, NY, USA, 1993.
90. Brush, C.G. Research on Women Business Owners: Past Trends, a New Perspective and Future Directions.

Entrep. Theory Pract. 1992, 16, 5–30. [CrossRef]
91. Cesaroni, F.M.; Paoloni, P. Are Family Ties an Opportunity or an Obstacle for Women Entrepreneurs?

Empirical Evidence from Italy. Palgrave Commun. 2016, 2, 16088. [CrossRef]
92. DeMartino, R.; Barbato, R. Differences between Women and Men MBA Entrepreneurs: Exploring Family

Flexibility and Wealth Creation as Career Motivators. J. Bus. Ventur. 2003, 18, 815–832. [CrossRef]
93. Weiler, S.; Bernasek, A. Dodging the Glass Ceiling? Networks and the New Wave of Women Entrepreneurs.

Soc. Sci. J. 2001, 38, 85–103. [CrossRef]
94. Brush, C.G. Women and Enterprise Creation: Barriers and Opportunities. In Enterprising Women: Local

Initiatives for Job Creation; Gould, S., Parzen, J., Eds.; OECD: Paris, France, 1990.
95. Goffee, R.; Scase, R. Business Ownership and Women’s Subordination: A Preliminary Study of Female

Proprietors. Sociol. Rev. 1983, 31, 625–648. [CrossRef]
96. Kaplan, E. Women entrepreneurs: Constructing a framework to examine venture success and failure. In

Frontiers of Entrepreneurial Research; Kirchhoff, B.A., Long, W.A., McMullan, E.W., Vesper, K.H., Wetzel, W.E., Jr.,
Eds.; Babson College: Boston, MA, USA, 1988; pp. 643–653.

97. Scott, C.E. Why More Women Are Becoming Entrepreneurs. J. Small Bus. Manag. 1986, 24, 37–44.
98. Clevenger, L.; Singh, N. Exploring Barriers That Lead to the Glass Ceiling Effect for Women in the US

Hospitality Industry. J. Hum. Resour. Hosp. Tour. 2013, 12, 376–399. [CrossRef]
99. Jianakoplos, N.A.; Bernasek, A. Are Women More Risk Averse. Econ. Inq. 1998, 36, 620–630. [CrossRef]
100. Byrnes, J.P.; Miller, D.C.; Schafer, W.D. Gender Differences in Risk Taking: A Meta-Analysis. Psychol. Bull.

1999, 125, 367–383. [CrossRef]
101. Miller, C.C.; Burke, L.M.; Glick, W.H. Cognitive Diversity among Upper-echelon Executives: Implications

for Strategic Decision Processes. Strateg. Manag. J. 1998, 19, 39–58. [CrossRef]
102. Koellinger, P.; Minniti, M.; Schade, C. Gender Differences in Entrepreneurial Propensity. Oxf. Bull. Econ. Stat.

2013, 75, 213–234. [CrossRef]
103. Block, J.; Sandner, P.; Spiegel, F. How Do Risk Attitudes Differ within the Group of Entrepreneurs? The Role

of Motivation and Procedural Utility. J. Small Bus. Manag. 2015, 53, 183–206. [CrossRef]
104. Zeffane, R. Trust, Personality, Risk Taking and Entrepreneurship. World J. Entrep. Manag. Sustain. Dev. 2015,

11, 191–209. [CrossRef]
105. Srinidhi, B.; Gul, F.; Tsui, J. Female Directors and Earnings Quality. Contemp. Account. Res. 2011, 28,

1610–1644. [CrossRef]

http://dx.doi.org/10.5465/amr.2007.24345254
http://dx.doi.org/10.5465/amr.1984.4277628
http://dx.doi.org/10.1016/j.leaqua.2013.05.001
http://dx.doi.org/10.1007/s10551-012-1546-5
http://dx.doi.org/10.1111/j.1467-6486.2009.00839.x
http://dx.doi.org/10.1007/s10551-011-0815-z
http://dx.doi.org/10.19030/jdm.v10i1.9262
http://dx.doi.org/10.3390/su11071992
http://dx.doi.org/10.1177/014920630002600509
http://dx.doi.org/10.1016/j.jempfin.2018.07.003
http://dx.doi.org/10.1177/104225879201600401
http://dx.doi.org/10.1057/palcomms.2016.88
http://dx.doi.org/10.1016/S0883-9026(03)00003-X
http://dx.doi.org/10.1016/S0362-3319(00)00111-7
http://dx.doi.org/10.1111/j.1467-954X.1983.tb00724.x
http://dx.doi.org/10.1080/15332845.2013.790258
http://dx.doi.org/10.1111/j.1465-7295.1998.tb01740.x
http://dx.doi.org/10.1037/0033-2909.125.3.367
http://dx.doi.org/10.1002/(SICI)1097-0266(199801)19:1&lt;39::AID-SMJ932&gt;3.0.CO;2-A
http://dx.doi.org/10.1111/j.1468-0084.2011.00689.x
http://dx.doi.org/10.1111/jsbm.12060
http://dx.doi.org/10.1108/WJEMSD-08-2014-0025
http://dx.doi.org/10.1111/j.1911-3846.2011.01071.x


Sustainability 2019, 11, 5601 18 of 18

106. Kartadjumena, E.; Rodgers, W. Executive Compensation, Sustainability, Climate, Environmental Concerns,
and Company Financial Performance: Evidence from Indonesian Commercial Banks. Sustainability 2019, 11,
1673. [CrossRef]

107. Daily, C.M.; Certo, S.T.; Dalton, D.R. A Decade of Corporate Women: Some Progress in the Boardroom, None
in the Executive Suite. Strateg. Manag. J. 1999, 20, 93–100. [CrossRef]

108. James, A. Work-Life “Balance”, Recession and the Gendered Limits to Learning and Innovation (Or, Why It
Pays Employers to Care). Gender Work Organ. 2014, 21, 273–294. [CrossRef]

109. Deegan, C.; Rankin, M.; Voght, P. Firms’ Disclosure Reactions to Major Social Incidents: Australian Evidence.
Account. Forum 2000, 24, 101–130. [CrossRef]

110. Gray, R.; Kouhy, R.; Lavers, S. Corporate Social and Environmental Reporting A Review of the Literature
and a Longitudinal Study of UK Disclosure. Account. Audit. Account. J. 1995, 8, 47–77. [CrossRef]

111. Gray, R.; Owen, D.; Adams, C. Some Theories for Social Accounting? A Review Essay and a Tentative
Pedagogic Categorisation of Theorisations around Social Accounting. In Sustainability, Environmental
Performance and Disclosures; Dave, O., Freedman, M., Jaggi, B., Eds.; Advances in Environmental Accounting
& Management; Emerald Group Publishing Limited: Bingley, UK, 2009; Volume 4, pp. 1–54. [CrossRef]

112. Polit, D.F.; Beck, C.T. Generalization in quantitative and qualitative research: Myths and strategies. Int. J.
Nurs. Stud. 2010, 47, 1451–1458. [CrossRef]

113. Ali, M. Impact of Gender-Focused Human Resource Management on Performance: The Mediating Effects of
Gender Diversity. Aust. J. Manag. 2016, 41, 376–397. [CrossRef]

114. Fischer, E. Sex Differences and Small-Business Performance among Canadian Retailers and Service Providers.
J. Small Bus. Entrep. 1992, 9, 2–13. [CrossRef]

115. Kalleberg, A.L.; Leicht, K.T. Gender and Organizational Performance: Determinants of Small Business
Survival and Success. Acad. Manag. J. 1991, 34, 136–161.

116. Manterola, C.; Otzen, T. Bias in clinical research. Int. J. Morphol. 2015, 33, 1156–1164. [CrossRef]
117. Spanish Organic Law 3/2007, of 22 March, for effective equality between women and men, published in BOE.

State Official Gazette No. 71 of 23 March 2007. Available online: https://www.boe.es/eli/es/lo/2007/03/22/3/con
(accessed on 10 October 2019).

118. Böckerman, P.; Bryson, A.; Ilmakunnas, P. Does High Involvement Management Improve Worker Wellbeing?
J. Econ. Behav. Organ. 2012, 84, 660–680. [CrossRef]

© 2019 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
article distributed under the terms and conditions of the Creative Commons Attribution
(CC BY) license (http://creativecommons.org/licenses/by/4.0/).

http://dx.doi.org/10.3390/su11061673
http://dx.doi.org/10.1002/(SICI)1097-0266(199901)20:1&lt;93::AID-SMJ18&gt;3.0.CO;2-7
http://dx.doi.org/10.1111/gwao.12037
http://dx.doi.org/10.1111/1467-6303.00031
http://dx.doi.org/10.1108/09513579510146996
http://dx.doi.org/10.1108/S1479-3598(2010)0000004005
http://dx.doi.org/10.1016/j.ijnurstu.2010.06.004
http://dx.doi.org/10.1177/0312896214565119
http://dx.doi.org/10.1080/08276331.1992.10600408
http://dx.doi.org/10.4067/S0717-95022015000300056
https://www.boe.es/eli/es/lo/2007/03/22/3/con
http://dx.doi.org/10.1016/j.jebo.2012.09.005
http://creativecommons.org/
http://creativecommons.org/licenses/by/4.0/.

	Introduction 
	Theoretical background 
	Gender Diversity and Corporate Governance 
	Women’s Participation in Organizational and Innovative Strategies 
	Reconciliation of Work and Family Life 

	Study Design and Hypotheses Development 
	Data and Methodology 
	Results 
	Discussion and Conclusions 
	References

