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Abstract. The paper examines the effect of gender composition of executive body on financial per-
formance and financial health of the firms. The data of more than thousand Czech travel agencies 
and tour operators for the period 2008–2015 was employed in the paper. To test the relationship 
between firm performance and gender diversity in leadership, the regression model was applied. 
After using alternative measurement for gender diversity of executive body and controlling for firm 
size, firm age, executive body size, leverage ratio and industry, the results have shown that the gender 
composition of executive body has no statistically significant effect on both firm performance and 
financial health of firms. The study deepens empirical knowledge about the relationship between 
gender diversity of executive body and corporate performance and financial health and brings new 
insights into the link between these phenomena in the Czech Republic.

Keywords: gender, women in leadership, gender diversity, financial performance, financial health, 
bankruptcy models.

JEL Classification: J16, J7, G3, M5.

Introduction 

Gender diversity and its impact on corporate performance have been currently heavily dis-
cussed and actual topics. Women have been underrepresented at every level of corporate 
governance in a global context. In the USA, women occupied 20.2 percent of total board seats 
and 19.7 percent of senior level positions in the Fortune 500 companies in 2016 (Deloitte, 
2017). In Europe, women held 24 percent of corporate seats and 15 percent of executives in 
the largest European firms in 2016 (Eurostat, 2018). 

To increase the chance of women to get into governing bodies, the gender diversity within 
these bodies is supported by various means. In the European Union, the efforts on the issue 
of gender diversity in corporate boardrooms have emerged since the mid-1990s, in the form 
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of 96/694/EC Council Recommendation on the balanced participation of women and men 
in decision-making process recommends the member states to adopt integrated strategies to 
promote the representation of women and men in decision-making positions and to sup-
port initiatives to promote gender equality. Since 2010, gender equality has been promoted 
through Gender Equality Strategies. However, progress in this area has been only slow. This 
resulted in the preparation of the proposal for a Directive on promoting equality in decision 
making (Proposal for a Directive of the European Parliament and of the Council on Im-
proving the Gender Balance among Non-Executive Directors of Companies Listed on Stock 
Exchanges and Related Measures from November 2012 (European Commission, 2012)). This 
proposal included a mandatory 40 percent quota for the representation of under-represented 
sex for non-executive board members of listed companies (Deloitte, 2017a). However, this 
proposal has not been adopted yet when some member states prefer their own way of regu-
lating this area. Hence, the gender equality provisions have remained different in individual 
European Union member states. Several European Union countries have launched legally 
binding quotas for women on corporate boards (France: 40 percent; Austria: 35 percent; Bel-
gium, Italy, Greece: 33 percent and Germany: 30 percent) other have introduced mandatory 
corporate governance rules or recommendations to provide equal opportunities (Desvaux 
et al., 2017). These measures and the emphasis on reducing inequalities between men and 
women in managing positions are certainly correct from an ethical point of view. Neverthe-
less, the economic effect of these measures stays a puzzle. 

A lot of empirical papers have already probed into the relationship between the propor-
tion of women in leadership and corporate performance. However, the results are not uni-
form. While some studies found a positive link between female representation and corporate 
performance (e.g. Khan & Vieito, 2013; Lückerath-Rovers, 2013; Carter et  al., 2003), the 
others revealed no (Miller & del Carmen Triana, 2009; Rose, 2007) or a negative relation-
ship (e.g. Ahern & Dittmar, 2012; He & Huang, 2011; Adams & Ferreira, 2009). Hence, the 
evidence of the effect of gender diversity on corporate executive bodies on corporate perfor-
mance remains inconclusive. The representation of women at different management levels 
and on corporate boards differs significantly across all countries (Devillard et al., 2012). The 
differences in the proportion of women in leadership as well as the effect of female leading 
on corporate performance could be driven by a variety of country-specific socio-economic 
factors and could be also industry-specific. This paper helps to solve this puzzle within the 
economic framework of Czech Republic.

Studies focusing on the influence of women in management on the financial performance 
of companies most often use indicators of profitability in terms of return on assets, return 
on sales, return on equity or Tobin Q as indicator of financial performance (Joecks et al., 
2013). However, the profitability of the company does not provide a complete image of the 
company’s long-term perspective and its overall financial health. From this point of view, it 
is appropriate to supplement the indicators of profitability with other indicators that measure 
debt, liquidity or activity. Existing literature draws attention to the different management 
styles of men and women, where the feminine leadership style also called as social-expres-
sive pay attention on social aspects and relationship-oriented and the masculine leadership 
style is primarily task-based oriented (e.g. Audet et al., 2003; Radu et al., 2017). Feminine 
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management style may also be characterized by higher risk aversion (He et al., 2007). Thus, 
companies led by women may be characterized by higher liquidity and lower indebtedness 
and these indicators play an important role in assessing financial health. According to our 
knowledge, a study examining the relationship between gender diversity of executive bodies 
and the financial health of a company is missing and this study brings the new insights in 
this field. 

The aim of the paper is to examine the effect of gender composition of executive body on 
financial performance and financial health of travel agencies and tour operators using Czech 
data for the period 2008–2015. 

In the European context, the Czech Republic belongs to countries having a relatively low 
proportion of women in leadership. The statistical data shows that women’s representation on 
corporate boards has reached 10 percent which is 14 percentage points under the European 
average in 2016 (Eurostat, 2018). According to critical mass theory the positive effect of 
gender diversity on firm performance starts to emerge after reaching a certain proportion of 
women in executive body (Kanter, 1977).  The subsector of travel agencies and tour operators 
belongs to the sectors having relatively high representation of women in executive bodies. 
According to data from the Czech Business Register, women represented the 40 percent of 
executive body members in 2015. From this perspective the sector of travel agents seems 
to be appropriate to analyze the relationship between gender diversity in executive bodies 
and corporate performance, when the relatively high proportion of women make possible 
the identification of any positive effect. The Czech economy has not subjected to any sector-
specific regulations regarding gender diversity in corporate governance yet, the selection of 
only one industry did not seem problematic from this point of view. If the effect of gender 
diversity in leadership on corporate performance and financial health is positive, it may be a 
signal that the pressure on reaching higher proportion of women in leadership would con-
tribute to an increase of financial performance and health of Czech companies. On the other 
hand, it is necessary to consider specifics of the examined industry which may be attractive 
and suitable for women with regard to their abilities and preferences.

This paper is structured as follows. The first section provides the evidence of the impor-
tance of gender composition of executive body on firm performance. The second section 
focuses on the description of data and the models employed in the paper. The last section 
describes the empirical results and discusses the findings.

1. Gender diversity in leadership and firm performance

Gender issues and issues of discrimination against women in the labour market received 
relatively much attention over the past decades. One of the ways in which this research was 
directed was also the issue of representation of women in leadership and its influence on 
various aspects of operation and behaviour of the company. A relatively great attention was 
paid to examining the effect of gender diversity of corporate boards and management on 
firm performance.  

From the theoretical point of view, gender diversity in corporate executive body can influ-
ence performance through many channels. Economic literature offers a number of theories 
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explaining the relationship between gender diversity in governing bodies and corporate per-
formance. These theories include most frequently upper echelons theory, agency theory and 
resource dependency theory (Campbell & Bohdanowicz, 2015). 

Upper echelons theory states that the firm outcomes are determined by the character-
istics of top management team members, including experiences, values and personalities 
(Hambrick & Mason, 1984; Ellwood & Garcia-Lacalle, 2015). Man and women can differ in 
their characteristics and thus board gender diversity can influence the firm performance. A 
higher proportion of women on boards can improve creativity and critical thinking (Chris-
tiansen et al., 2016; Lee & Farh, 2004). Shrader et al. (1997) assume that managerial talent is 
distributed normally among women and men in the case of greater representation of women 
on boards and improves organizational learning and climate too. Greater gender diversity 
brings increased heterogeneity in attitudes, beliefs or values which could improve the deci-
sion making process. On the other hand, higher proportion of women in leadership could 
also result in factors which have a negative effect on corporate performance. For instance, 
the results by Melsom (2015) indicated a positive relationship between female managers and 
sickness absence rates, or Lee and Farh (2004) suggested the existence of lower group cohe-
sion in gender mixed groups. 

From the agency theory point of view, the higher proportion of women on boards could 
improve the financial performance due to better monitoring and supervising the activity of 
the firm (Campbell & Bohdanowicz, 2015). Female members of boards are more active, ask 
questions more often compared to male members, are better prepared for meetings (Vir-
tanen, 2012; Adams & Ferreira, 2009). All these factors could contribute to improve the 
decision making process. 

Finally, resource dependency theory emphasizes the influence of external factors on or-
ganizational behavior, in context of this theory, managers could act to reduce environmental 
uncertainty and dependence (Hillman et al., 2009). Pfeffer (1972) shows that boards enable 
firms to minimize dependence and receive resources. Women on board and gender diversity 
can improve the firm performance because of women bring different and valuable perspec-
tive to the boards. For example, Arfken et al. (2004) emphasize that women know the behav-
ior of certain markets and consumers better than men.

The results of empirical studies examining the relationship between gender composi-
tion of boards/management and firm performance are mixed. Some studies confirmed the 
positive relationship between proportion of women in leadership and firm performance (e.g. 
Beltran, 2019; Flabbi et al., 2019; Lückerath-Rovers, 2013; Carter et al., 2003). On the other 
hand, there are also studies that identified no or negative effect of women in leadership on 
firm performance (e.g. Adams & Ferreira, 2009; Miller & del Carmen Triana, 2009; Ahern & 
Dittmar, 2012; He & Huang, 2011; Ellwood & Garcia-Lacalle, 2015; Wang, 2020). A detailed 
overview is presented for example by Joecks et al. (2013) and Christiansen et al. (2016). 

The ambiguous results and conclusions may arise from different sources: the studies used 
different business performance indicators, different gender diversity measures, and they dif-
fered also in the number of involved control variables and applied methods. Moreover, the 
relationship was studied using the data sets of different countries and within different time 
periods (Joecks et al., 2013). 
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Kanter’s critical mass theory and institutional theory can then be used to explain the dif-
ferences between countries. According to Kanter’s critical mass theory (Kanter, 1977), the ef-
fect of women representation on boards on corporate performance is mixed and determined 
by gender composition of the examined group. This theory postulates that until a certain 
“critical mass” of women in a group is reached, this group does not benefit from different 
abilities and skills that women bring into the group. Torchia et al. (2011) confirmed that the 
proportion of women could play an important role in forming the firm strategy and level of 
innovation. They concluded that the increase of number of women on corporate board from 
one or two to at least three women (consistent minority) was possible to increase the level of 
firm innovation. Hence, the positive effect of gender diversity may not be fully realized in the 
countries or industries with low gender diversity on boards. Grosvold and Brammer (2010) 
or Cook and Glass (2014) examined the impact of institutional environment on representa-
tion of women on corporate boards. They showed that the national institutional system and 
mainly culturally and legally‐oriented institutions play an important role in shaping board 
diversity. 

The studies testing the link between women representation on boards/management and 
firm performance used mostly U.S. data or data from Nordic countries (e.g. Khan & Vieito, 
2013; Ahern & Dittmar, 2012; He & Huang, 2011; Miller & del Carmen Triana, 2009; Adams 
& Ferreira, 2009; Rose, 2007; Carter et al., 2003). However, corporate behaviour, corporate 
culture and gender stereotypes are country-specific to some extent which could affect the 
conclusions. Recently there have been also studies exploring this phenomenon in other Eu-
ropean countries such as Germany (Joecks et al., 2013), the United Kingdom (Haslam et al., 
2010; Pasaribu, 2017), the Netherlands (Lückerath-Rovers, 2013), Italy (Gallucci et al., 2015) 
or Spain (Campbell & Mínguez-Vera, 2008) or using the data of selected European compa-
nies (Green & Homroy, 2018; Christiansen et al., 2016). There are only a few studies devoted 
to post-communist countries. 

To our knowledge, there are only two papers dealing with this issue using Czech data, 
i.e. Janošová and Mikuš (2018) and Černík (2016). Both mentioned studies did not find a 
significant effect of gender diversity in corporate executive body on corporate performance. 
Janošová and Mikuš (2018) tested the link between gender diversity and corporate perfor-
mance using the data of selected firms from IT industry. They applied correlation coefficient 
regardless of other important factors of corporate performance. Černík (2016) used the re-
gression model and 2SLS estimator. Nevertheless, he did not take non-linearity of the exam-
ined relationship into account and he used only a small sample of heterogeneous Czech firms. 
Moreover, both studies tested the relationship between gender diversity of executive body of 
firms and its economic performance measured by indicators of profitability. This study aims 
to deepen the existing knowledge (1) it takes into account the possible non-linearity of tested 
relationship, (2) examines the effect of gender diversity not only on profitability but also on 
financial performance measured by bankruptcy models and (3) following the Kanter’s criti-
cal mass theory it uses the data of selected industry having the relative high proportion of 
women in executive body. 

From this perspective, this study brings new insights into the problem of gender diversity 
and it tries to fill the existing gap in the empirical literature.
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2. Data and methods 

The data for assessing the financial performance and health of the firms were obtained from 
the Albertina CZ Gold Edition database. This database contains information on all profit and 
non-profit entities in the Czech Republic that have been assigned a personal identification 
number (IČ). At present, this database covers the data of more than 2.7 million subjects. 
The data for travel agencies and tour operators (group 79.1 Travel agency and tour opera-
tor activities; 79.11 Travel agency activities; 79.12 Tour operator activities) was selected for 
the period 2008–2015 using Statistical classification of economic activities in the European 
Community Rev.2 (NACE Rev.2). The data for gender composition of executive body of the 
firms for the period 2008–2015 was obtained from the Business Register. 

Firstly, the sample was narrowed down and only entities whose data contained all the 
information necessary for assessing financial health and financial performance were selected. 
Than we chose the firms which were active in the examined period and their sales were high-
er than 4,230 US dollars (approximately 100,000 CZK) per year in all examined years. The 
final sample comprised data of more than thousand firms with data of most of the firms were 
not available for the entire time period. The number of firms in each year is shown in Table 2. 
According to Eurostat (2018) data, it represents on average 11 percent of travel agencies and 
tour operators in the Czech Republic in each year. In terms of firm size, small and medium-
sized businesses predominate in the Czech travel agents market. According to the European 
Commission definition for small and medium-sized enterprises, small and medium-sized 
companies represent the vast majority of the companies included in the sample and small 
companies form more than 90 percent of sample.1

The aim of the paper is to examine the relationship between gender composition of ex-
ecutive body, financial performance and financial health. More existing methods could be 
applied to assess financial performance and overall health of a company. Most of them are 
based on selected financial ratios or on a combination of these (Hult et al., 2008). 

To assess financial performance, two of the most frequently used indicators of profitability 
and financial performance were employed: return on assets (ROA) and return on sales (ROS) 
(Hult et al., 2008). Return on assets (ROA) was computed as earnings before interest and 
taxes (EBIT) divided by total assets; and return on sales (ROS) is earnings before interest 
and taxes (EBIT) divided by sales. Return on equity (ROE) belongs also to the group of fre-
quently used indicators of firm performance. Nevertheless, ROA and ROS enable to capture 
the performance of firms independently of the proportion of equity and debt used by the 
company. For this reason, they were used in the analysis.

The selected bankruptcy models were used for examining financial health. Bankruptcy 
models belong to the frequently used models that enable to distinguish the firms having 
good financial health and businesses that are in financial distress and are threatened by 
bankruptcy. Specifically, Altman’s Z’-Score model and model IN05 were employed (Altman, 

1 Commission Recommendation 2003/361/EC of 6 May 2003 defines micro, small and medium-sized enterprises. 
The small and medium-sized company employ fewer than 250 employees and have an annual turnover not ex-
ceeding 50 million EUR, and/or an annual balance sheet total not exceeding 43 million EUR. Small companies 
employ fewer than 50 employees and have an annual turnover and/or an annual balance sheet total not exceeding 
10 million EUR.
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1983; Neumaierová & Neumaier, 2005). According to previous studies testing the reliability 
of the selected bankruptcy models, these models have become suitable bankruptcy models 
for the Czech Republic (Altman et al., 2017; Machek, 2013). 

Altman Z’-Score model could by described as follow (Altman, 1983):  

 ′ = + + + +1 2 3 4 50.717 0.847 3.107 0.420 0.998Z A A A A A , (1)

where A1 is working capital/total assets, A2 denotes retained earnings/total assets, A3 is EBIT/
total assets, A4 represents book value of equity/book value of total liabilities, A5 is sales/total 
assets, and Z′ is overall index. 

According to value of Z′-Score, financially distressed and non-distressed entities could be 
identified. If Z′ is smaller than 1.23, the firm is threatened by bankruptcy (Distress zone); if 
Z′ is higher than 2.90, the firm is in a good financial condition without any financial distress 
(Safe zone) and the values between 1.23 and 2.90 denotes Grey zone, where the conclusion 
is not clear.  

Index IN05 is a country-specific bankruptcy model for the Czech Republic which was 
created and published by Neumaierová and Neumaier (2005). This model is an analogy of 
Altman’s Z-Score model derived for Czech conditions. It has been estimated using discrimi-
natory analysis on the data of Czech firms and showed good predicative ability with prob-
ability of the accuracy of the estimates exceeding 90 percent in the case of distress and safe 
zone (Neumaierová & Neumaier, 2005). This model is an analogy of Altman’s Z-Score model 
derived for Czech conditions and it could be described as follows (Neumaierová & Neumaier, 
2005):

 = + + + +1 2 3 4 505 0.13 0.04 3.97 0.21 0.09 .IN N N N N N , (2)

where N1 is total assets/total liabilities, N2 represents EBIT/interest expenses, N3 is EBIT/
total assets, N4 is total revenues/total assets and N5 represents current assets/short-term li-
abilities. EBIT is computed as profit/loss before tax and interest expenses. IN05 is the value 
of the index. According to the authors of the model recommendation, maximum value 9 for 
component N2 was used to avoid overvaluation of the index in the case of very low or zero 
interest expenses. The firms could be divided into three zones by index values: IN05 ≤ 0.9 is 
Distress zone; 0.9 < IN05 ≤ 1.6 is Grey zone and, IN05 > 1.6 denotes Safe zone. 

According to Kanter’s critical mass theory the relationship between firm performance 
and gender diversity of boards is not linear. Positive effect of gender diversity on firm per-
formance starts to emerge after reaching a certain proportion of women in executive body 
(Kanter, 1977). Kanter (1977) defined four categories that behave differently depending on 
the share of the minority in the group: uniform groups (only men or women), skewed groups 
(up to 20 percent of minority), tilted groups (20–40 percent of minority) and balanced group 
(40–60 percent of women). This objection was considered when searching for suitable mea-
surement for gender composition of executive body. Following this theory and as well as 
Kanter (1977) in her original work, the categories according to proportion of women in exec-
utive body were used: (1) men led firms (only men in executive body), (2) skewed executive 
body (0.1–20 percent of women in executive body), (3) tilted executive body (20.1–40 percent 
of women in executive body), (4) balanced executive body (40.1–60 percent of women in 
executive body), (5) tilted executive body 2 (60.1–80 percent of women in executive body), 
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(6) skewed executive body 2 (80.1–99.9 percent of women in executive body), (7) women led 
firms (only women in executive body). The number of firms (and percentage share of firms) 
in each group is shown in Table 1. The situation in the examined period for full sample of 
firms is presented in fourth row of Table 1. The firms under study are mostly medium or 
small firms having only few members in their executive bodies in many cases and the execu-
tive body of 60 percent of firms consists of only one member (Table 1). These firms having 
only one executive (man or woman) belong to the uniform groups and this group will pre-
dominate in the sample. To take into account this fact, the sample is split into two groups: 
firms having only one member of executive body and firms having two or more members of 
executive body. Subsequently, the number of firms in each group is presented separately in 
second and third row of the Table 1.   

Table 1. Number of firms according to the proportion of women in executive body in 2008–2015

Pro portion of 
wo men in exe-

cutive body

0
per-

cent of 
women

0.1–20 
per-

cent of 
women

20.1–40
per-

cent of 
women

40.1–60 
per-

cent of 
women

60.1–80
per-

cent of 
women

80.1–
99.9
per-

cent of 
women

100 per-
cent of 
wo men

Total

Firms having 
only one 
member of 
executive body

1,356
(56%)
(73%)

– – – – –
1,065
(44%)
(85%)

2,421
(100%)
(60%)

Firms having 
two or more 
members of 
executive body

504
(32%)
(27%)

3
(0%)

(100%)

137
(9%)

(100%)

699
(44%)

(100%)

56
(4%)

(100%)

0
(0%)

(100%)

187
(12%)
(15%)

1,586
(100%)
(40%))

All firms
1,860
(46%)

(100%)

3
(0%)

(100%)

137
(3%)

(100%)

699
(17%)

(100%)

56
(1%)

(100%)

0
(0%)

(100%)

1,252
(31%)

(100%)

4,007
(100%)
(100%)

The data shown in Table 1 are very interesting. If we focus on full sample (all firms), the 
distribution of firms into each group is not balanced. The large number of examined firms 
have a uniform executive body where the executive body consists only of men (46 percent 
of firms) or women (31 percent of firms). 17 percent of firms have balanced executive body 
(40–60 percent of women).  On the other hand, only very small number of the firms fit the 
description of skewed groups. This is consistent with critical mass theory that postulates 
that these groups show lower performance than uniform, tilted and balanced groups. This 
composition of executive bodies then occurs rarely due to natural tendency to apply more 
powerful models. The firms having only one member of executive body represent 60 percent 
of firms. The management of these companies is relatively equally divided between men and 
women, with 56 percent of these companies being controlled by men and the remaining 44 
percent by women. Firms having two or more members of executive body represent 40 per-
cent of surveyed firms. The firms having balanced executive bodies form 44 percent of this 
subsample. The equally large group is also consisted of companies having uniform executive 
body (32 percent of firms have only men in executive body and 12 percent of firms only 
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women in executive body), however, firms led by men predominate here. This may be due, on 
the one hand, to the fact that it is more difficult for women to assert themselves in manage-
ment positions, and, on the other hand, to the fact that women in leadership find it easier to 
accept male members either as a balancing element or to increase status of executive body.

As an alternative measure of gender diversity, Blau index was applied. It belongs to the 
very frequently used indicators of diversity in gender studies (Campbell & Mínguez-Vera, 

2008; He & Huang, 2011; Joecks et al., 2013). Blau’s index is calculated as 
2

2

1
1 i

i
P

=

−∑ , where 

i stands for sex (male, female), Pi is the percentage of executive body members in each cat-
egory. The values of the Blau’s index for board gender diversity range from 0 to 0.5, where the 
value of 0.5 means the equal number of men and women in an executive body (Blau, 1977). 

To quantify the relationship between financial health, financial performance and gender 
composition of executive body, regression model was used. 

 

−= β +β +β +
β +β +β +β +

1 1 2 3

4 5 6 7

· · ·
· · · · ,

   ln   
           

it it it it

it it i t t t

Y gender compexecutivebody firmsize firmage
leverage executivebody size NACE T u

  (3)

where i denotes firm, t is year, Yit is economic performance or financial health of the i-th 
firm in year t, gender comp executive bodyit–1 denotes gender composition of executive body 
of the i-th firm in year t–1, firm sizeit is the size of the i-th firm in year t, firm agei is the 
age of i-th firm in year t, leverageit is the leverage of i-th firm in year t, executive body sizeit 
denotes the number of person in executive body of i-th firm in year t,  NACEi is the dummy 
variable for industry of i-th firm and uit is the disturbance term. 6 . iNACEβ  is the vector of 
industry-specific fixed effects and 7 .t tTβ  is a vector of time-specific fixed effects. 

As the dependent variable, an estimate of financial performance (measured by ROA and 
ROS) or financial health (measured by Z′-Score and IN05) was employed. As the explanatory 
variable of the gender composition of executive body, two alternative indicators were used: 
(1) a categorical variable consisting of seven categories according to proportion of women in ex-
ecutive body, (2) Blau index of gender diversity. To solve the problem of endogeneity of propor-
tion of women in executive body, lagged values of explanatory variables were used. Joecks et al. 
(2013) have shown that the relationship between gender diversity and corporate performance is 
not linear but rather U–shaped. To take also this objection about the potential non-linearity of 
the examined relationship into consideration, also quadratic form of the Blau index was used. 

To achieve the robustness of the results, it was controlled for the firm size, the firm age, 
the executive body size, the leverage and the industry. The mentioned variables are tradition-
ally used in a large number of studies focused on corporate performance and gender diver-
sity (Joecks et al., 2013; Adams & Ferreira, 2009; Campbell & Mínguez-Vera, 2008). It was 
not controlled for independence of the executive body when this variable belongs to usual 
board characteristics and is frequently used in corporate board analyses (Adams & Ferreira, 
2009; Green & Homroy, 2018). There are several reason for non-inclusion of this variable 
into regression. Firstly, the lack of the data as well as the fact that in the case of small firms 
which predominated in the sample the sample can be expected only low executive body 
independence.
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The firm size is measured by the sum of total assets. The firm size could be one of the fac-
tor affecting firm performance. Nevertheless, the relationship between firm performance and 
a firm size is not clear. From the economic theory point of view, the large firms could realize 
the economies of scale and scope and reach lower costs due to specialization and more effec-
tive implementation of operations. They could also benefit from higher competitive power. 
Contrary, smaller firms could be more flexible and respond quickly to market changes and 
achieve better financial performance compared to larger firms (Majumdar, 1997).

The firm age is measured as the number of years since the founding of the company. From 
the theoretical point of view, also the age of firm could affect the firm performance but even 
here the link is not clear. The older firm could benefit from experience, reputation and built 
business relationships and networks. These factors might be the reason for higher economic 
performance of older firms. On the other hand, the younger ones could be more flexible, they 
could suffer less bureaucracy and they are more active in seeking of market opportunities. 
(Majumdar, 1997; Agiomirgianakis et al., 2006; Kuncová et al., 2016). 

The executive body size is measured by the number of members of the executive body of 
firm. It belongs also to the factors that could affect firm performance and as well as in the 
previous cases, the link is not clear here. The large board size allows representation of various 
shareholders and stakeholders and enables greater specialization and expertise of individual 
members. It could strengthen the firm performance by better monitoring and controlling 
the activities of managers by a large group of people. On the other hand, more conflicts can 
arise in large executive bodies, individual members cannot express their opinion properly. 
The board membership become just an honest function and the board members have only 
symbolic role. These factors speak for the negative impact of a large executive body on firm 
performance (Kalsie & Shrivastav, 2016). 

The leverage is calculated as the ratio of total debt to total assets. It reflects the financing 
of the company and the riskiness of the business in financial terms. High leverage ratio can 
cause financial problems and affect firm performance also in operation activities. The use of 
foreign capital allows the company to develop their activity more quickly and strengthening 
the firm performance. On the other hand, it can signal problems in the management of the 
company and create low confidence in the company (Ibhaguia & Olokoyob, 2018). 

The industry is measured by dummies according to NACE classification Rev. 2. Two cat-
egories are distinguished, travel agency activities and tour operator activities. In contrast to 
the operation of travel agencies, the activities of tour operators are subject to a certain degree 
of regulation in the Czech Republic. It is also more difficult to enter this sector. These factors 
may affect the performance of firms in each subsector.

The Ordinary Least Squares estimator (OLS) with robust standard errors and firm fixed 
effects in all models was applied. According to the results of the Hausman test, the random 
effects estimator (RE) was used in selected cases where the time-invariant variables emerged. 

The descriptive statistics are shown in Table 2. The table shows that the most variables did 
not change very dramatically in the individual years. Significant changes could be noticed in 
the development of Z′-Score and IN05 index, where these indexes significantly declined in 
2009. This decline can be explained by the financial crisis of 2008, which was fully reflected 
in the Czech economy just in these years. The decrease of demand, profitability and liquidity 
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resulted in a deterioration in the average financial health of companies. Significant changes 
can be also seen in the case of company size, when the average size of companies (measured 
by the amount of total assets in thousands of US dollars) decreased. This can be explained 
by the reaction of firms to the economic downturn and the effort to optimize its size and 
financial structure. 

Table 2. Descriptive statistics

2008 2009 2010 2011 2012 2013 2014 2015

Z′-Score 4.9459 
(5.4190)

4.2634 
(4.7824)

4.4295 
(5.1819)

4.6527 
(6.7182)

4.2856 
(5.989)

4.6117 
(9.6077)

4.4620 
(7.4644)

4.3722 
(6.5218)

IN05 1.6518 
(4.2373)

1.0275 
(9.4312)

1.5668 
(6.6291)

1.7869 
(4.9237)

1.8375 
(4.5408)

1.8472 
(6.688)

2.4227 
(11.857)

1.9032 
(4.8476)

ROA 0.0410 
(0.3077)

–0.0114 
(0.3331)

0.0069 
(0.3597)

0.0105 
(0.3338)

0.0155 
(0.3082)

–0.0054 
(0.3589)

0.0280 
(0.271)

0.0347 
(0.2592)

ROS 0.0078 
(0.2177)

–0.0066 
(0.3182)

–0.0098 
(0.2508)

–0.0193 
(0.2751)

–0.0327 
(0.3994)

–0.0190 
(0.3349)

–0.0053 
(0.3426)

0.0101 
(0.1962)

Proportion 
of women in 
executive body

0.4196 
(0.4419)

0.4083 
(0.4366)

0.4082 
(0.4344)

0.4120 
(0.4373)

0.4398 
(0.4355)

0.4308 
(0.4354)

0.4166 
(0.4326)

0.4263 
(0.4305)

Blau index 0.0973 
(0.1948)

0.1028 
(0.1992)

0.1064 
(0.2020)

0.1028 
(0.2000)

0.1143 
(0.2074)

0.1120 
(0.2049)

0.1125 
(0.2057)

0.1191 
(0.2091)

Firm size1) 717.279 
(3507.0)

780.311 
(3981.0)

736.547 
(4023.4)

760.996 
(4050.4)

777.134 
(4219.1)

616.324 
(3318.3)

453.252 
(1736.3)

488.881 
(1749.6)

Firm age 9.1265 
(4.9134)

10.1526 
(4.9542)

10.3888 
(5.3022)

10.9418 
(5.545)

11.3665 
(5.8671)

11.129 
(6.2238)

11.9505 
(6.3238)

12.4058 
(6.663)

Leverage 0.8456 
(0.732)

0.8048 
(0.5958)

0.8208 
(0.6634)

0.8175 
(0.7254)

0.7815 
(0.6301)

0.8080 
(0.6884)

0.7664 
(0.6634)

0.7717 
(0.6637)

Executive body 
size

1.5058 
(0.7234)

1.5188 
(0.7135)

1.5135 
(0.7132)

1.4678 
(0.6673)

1.5077 
(0.7275)

1.5194 
(0.7974)

1.4841 
(0.7132)

1.5096 
(0.7239)

Executive body 
members
Only one 
member 0.6031 0.5892 0.5946 0.6154 0.5982 0.6095 0.6131 0.6058

Two or more 
members 0.3969 0.4108 0.4054 0.3846 0.4018 0.3905 0.3869 0.3942

NACE2)

79.10 0.0661 0.0610 0.0541 0.0728 0.0949 0.1113 0.1201 0.1212
79.11 0.4475 0.4296 0.4407 0.4532 0.4592 0.4611 0.4753 0.5019
79.12 0.4864 0.5094 0.5052 0.4740 0.4459 0.4276 0.4046 0.3769
N 514 426 481 481 453 566 566 520

Note: 1) Total assets in thousands of US dollars, 2) share in individual groups (mean of dummy varia-
bles), standard errors in parentheses.
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3. Results and discussion

Firstly, the relationship between representation of women in executive body and firm fi-
nancial performance/financial health was examined using very simple method. The firms 
were divided into groups according to the proportion of women in executive body and then 
compared the economic performance/health of firms in each group. The data for the year 
2015 was used. The results are shown in Table 3 and Table 4. 

Table 3 presents the results of bankruptcy models used for assessment of financial health 
of examined firms in 2015. The results are very similar for both applied bankruptcy mod-
els. We can see that approximately 50 percent of all examined firms are in a good financial 
condition and 25 percent of examined firms are in a financial distress. After dividing firms 
according to the proportion of women in executive body, it can be concluded that results 
are very similar for both the men led firms (0 percent of women in executive body) and the 
women led firms (100 percent of women in executive body). In both groups, approximately a 
quarter of firms suffer from financial distress and a half of firms are in safe zone. The financial 
health of firms having balanced executive body (40–60 percent of women in executive body) 
is only slightly better comparing to women and men led firms. The situation is very different 
in both groups of tilted executive body firms (20–40 percent of women in executive body and 
60–80 percent of women in executive body). While the financial health of companies with 
20–40 percent of women in executive body is below average, the financial health of compa-
nies with 60–80 percent of women in executive body is, on the contrary, significantly above 
the average. However, these findings need to be treated with caution due to small number 
of these companies.

Table 3. Financial health of travel agencies and tour operators in 2015 according to the proportion of 
women in executive body (number of firms)

All firms 0 percent of women 20.1–40 percent of women

Distress 
zone

Grey 
zone

Safe 
zone

Distress 
zone

Grey 
zone

Safe 
zone

Distress 
zone

Grey 
zone

Safe 
zone

Z′-Score 122
(23%)

126
(24%)

272
(52%)

50
(22%)

58
(25%)

123
(53%)

12
(46%)

3
(12%)

11
(42%)

IN05 137
(26%)

133
(26%)

250
(48%)

59
(26%)

61
(26%)

111
(48%)

9
(35%)

8
(31%)

9
(35%)

N 520 231 26

40.1–60 percent of women 60.1–80 percent of women 100 percent of women

Distress 
zone

Grey 
zone

Safe 
zone

Distress 
zone

Grey 
zone

Safe 
zone

Distress 
zone

Grey 
zone

Safe 
zone

Z′-Score 19
(20%)

24
(25%)

52
(55%)

0
(0%)

1
(14%)

6
(86%)

41
(25%)

40
(25%)

80
(50%)

IN05 24
(25%)

21
(22%)

50
(53%)

0
(0%)

2
(29%)

5
(71%)

45
(28%)

41
(25%)

75
(47%)

N 95 7 161

Note: Distress zone: Z′ ≤ 1.23, IN05 ≤ 0.9; Grey zone: 1.23 < Z′ ≤ 2.9, 0.9 <  IN05 ≤1.6; Safe zone: 
Z′ > 2.9, IN05 > 1.6.
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The financial performance measured by return on assets and return on sales depending 
on gender composition of executive body is shown in Table 4. The results are very similar for 
individual profitability ratios. The data shows that the financial performance of firms having 
balanced executive body is not better than performance of uniform executive body firms but 
is more or less similar. The conclusions for both groups of tilted executive body firms vary 
significantly where the financial performance of firm having 20–40 percent of women in ex-
ecutive body is below average and performance of firm having 60–80 percent representation 
of women in executive body is significantly above average. Finally, the financial performance 
of women led firms is higher than men led firms using both profitability ratios. 

Table 4. Financial performance of travel agencies and tour operators in 2015 (mean of profitability 
ratios) 

All firms 0 percent of 
women

20.1–40 
percent of 

women

40.1–60 
percent of 

women

60.1–80 
percent of 

women

100 percent 
of women

ROA 0.0347 
(0.2592)

0.0258  
(0.2638)

0.0110 
(0.1640)

0.0363 
(0.2393)

0.0729 
(0.0549)

0.0488 
(0.2820)

ROS 0.0101 
(0.1962)

0.0084 
(0.1911)

–0.0737 
(0.4592)

0.0195 
(0.1300)

0.0338 
(0.0412)

0.0193 
(0.1677)

N 520 231 26 95 7 161

However, these results may be somewhat misleading. There are many factors that can 
have a significant impact on a financial performance and a financial health of a firm. Empiri-
cal studies have shown that the size of the firm or its age belong to the leading factors of firm 
performance (e.g. Majumdar, 1997; Coad et al., 2013). Industry (subsector), size of executive 
body and other factors may also play an important role. The uneven distribution of these 
factors among surveyed groups of companies can lead to distorted conclusions.

To take the above-mentioned objections into account, the data for the period 2008–2015 
was used and a regression model was applied to estimate the impact of gender diversity of 
executive body on business performance and financial health. The conclusions are shown in 
Tables 5 to 11. As the dependent variable, an estimate of financial performance (measured 
by ROA and ROS) or financial health (measured by Z′-Score and IN05) were used. As ex-
planatory variables, lagged value of composition of executive body was applied. For most 
robustness of the results, two alternative indicators of executive body composition were used 
containing a categorical variable consisting of seven categories of executive body gender 
composition and Blau index of gender diversity. Finally, it was controlled for the firm size, 
the firm age, the executive body size, the leverage and the industry to take into account the 
impact of these factors.

Tables 5, 6 and 7 show the results of OLS and RE estimation with ROA, ROS, Z′-Score 
and IN05 as dependent variable and proportion of women in executive body in the form of 
dummy variables for different types of executive body as key explanatory variable and con-
trolling for further variables (Eq. (3)). Firstly, the regression models were estimated for full 
sample of firms (Table 5). However, most of the companies in the sample are represented by 
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small firms which are managed by only one person (man or woman). The management of 
these companies has its specifics and can differ from the management of larger companies, 
where the final decision is the result of a consensus of more members. In addition, these 
companies are always led only by a man or a woman and they do not allow us to assess the 
impact of mixed executive body on firm performance and financial health. Controlling for 
executive body size in the regression model partly solve this problem. However, for most 
robust results the firms were split into two subsamples according to executive body size: 
(1) firms having only one executive and (2) firms having two or more executives. Then re-
gression models were estimated separately for each subsample (Table 6 and 7).   

Using the full sample of firms, the results have shown that the proportion of women 
in executive body is not a significant factor affecting neither firm performance (measured 
by ROE and ROS) nor financial health (measured by Z′-Score and IN05) (Table 5). The 
regression coefficients for all groups representing the proportion of women on boards are 
not statistically significant. The only exceptions are selected groups in the model (3) and 
model (4). In the case of model (3) the regression coefficient for skewed executive body 
1 (0–20 percent of women) is statistically significant and suggests the better value of ROS 
of firms having this compositions of executive body as compared with men led firms. 
However, using the ROA as the indicator of firm performance (model 1) does not confirm 
the impact of this type of management on business performance. In addition, a very small 
number of firms had this composition of board, so the results are not important. Using 
model (4) the regression coefficients for tilted executive body 2 (60–80 percent of women) 
and women led firms (100 percent of women) are statistically significant and indicate that 
firms having these gender compositions of executive body have lower value of Z′-Score 
(and lower financial health) in comparison with men led firms (0 percent of women in 
executive body). However, the results have not been confirmed with using IN05 as an 
indicator of financial health. 

Concerning the link between other explanatory variables and firm financial performance 
and financial health, firm size and leverage are the significant factors affecting firm perfor-
mance and financial health. 

The positive relationship between firm size and financial performance (ROA, ROS) and a 
negative relationship between firm size and financial health (Z′-Score, IN05) have been found 
out. According to economic theory, the relationship between firm size and firm performance 
is ambiguous. Larger firms could profit from the economies of scale and the formalization of 
procedures and operations. On the other hand, these firms can suffer from worse corporate 
governance. However, higher performance of larger companies in our case is not so surpris-
ing and this conclusion is consistent with the findings of large number of empirical studies 
(Majumdar, 1997; Agiomirgianakis et  al., 2006; Guest, 2009; Joecks et  al., 2013; Kuncová 
et al., 2016) where the positive effects of firm size predominated. On the other hand, Konečný 
and Částek (2016) came to the opposite conclusion using the data of Czech firms. The link 
between the firm size and its financial performance can therefore be sector-specific. Para-
doxically lower financial health of larger firms compared to smaller ones can be explained 
by their stronger bargaining position that allows them to have lower liquidity and higher 
financial obligations in comparison with smaller firms. 
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The negative effect of leverage on financial performance (ROA and ROS) and also on 
financial health (Z′-Score and IN05) has been identified. The firms having higher level of 
leverage achieve lower financial performance and lower financial health. These conclusions 
are in line with the part of empirical studies (e.g. Phillips & Sipahioglu, 2004; Ibhaguia & 
Olokoyob, 2018) that as well found the negative effect of leverage on financial performance 
of firms. 

Table 5. OLS- and RE-regression models estimation for proportion of women in executive body – all 
firms

Variables
ROA
(OLS)

(1)

ROS
(OLS)

(2)

ROS
(RE)
(3)

Z′-Score
(OLS)

(4)

IN05
(OLS)

(5)

Proportion of women 
in executive body(t–1)

   0.1–20 percent 0.0898    
(0.1343)

0.1153   
(0.1273)

0.0918**   
(0.0385)

–2.7352  
(4.2309)

9.0696  
(8.7374)

   20.1–40 percent –0.0333   
(0.0570)

0.0025    
(0.0479)

0.0287   
(0.0549)

–6.4460   
(5.0310)  

–0.5445   
(1.7286)

   40.1–60 percent –0.0648   
(0.0428)

–0.0301   
(0.0455)

–0.0130    
(0.0234)

–1.9058   
(1.3506)

1.3546   
(1.3941)

   60.1–80 percent –0.0610   
(0.0664)

0.0032   
(0.0493)

0.0145   
(0.0227)

–4.1288**   
(1.6393)

0.5926   
(1.6382)

   100 percent 0.0199   
(0.0467)

0.0097  
(0.0660)

0.0116   
(0.0170)

–1.6849*   
(0.9929)

1.3642   
(1.1449)

Ln Firm size 0.0897***   
(0.0200)

0.0556***   
(0.0213)

0.0069   
(0.0054)

–3.6910***   
(0.5493)

–2.0393*   
(1.1034)

Firm age –0.0538***   
(0.0168)

–0.0175   
(0.0129)

0.0009   
(0.0012)

–0.5460   
(1.2410)

0.2304    
(1.6197)

Leverage –0.2642***   
(0.0417)

–0.0999***   
(0.0306)

–0.1186***   
(0.0207)

–2.4216***   
(0.7225)

–2.8478***   
(0.9999)

Executive body size –0.0354**   
(0.0178)

–0.0185   
(0.0238)

–0.0186   
(0.0114)

0.1811   
(0.5355)

–1.5307   
(1.1223)

NACE Yes Yes Yes Yes Yes
Firm fixed effects Yes Yes – Yes Yes

Constant 0.5475*   
(0.2910)

0.1634   
(0.1626)

0.0692   
(0.0449)

34.2761   
(23.2789)

15.4959   
(26.5885)

R2 0.5363 0.5240 – 0.6693 0.3387
N 3,493 3,493 3,493 3,493 3,493

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.

The conclusions that the proportion of women in executive body does not have a statisti-
cally significant effect on the financial performance and health of firms were also confirmed 
using the sample of companies that have two or more members of executive body. The es-
timates of coefficients of regression models are presented in Table 6. Using the five percent 
level of significance, the regression coefficients for proportion of women in executive body 
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are not statistically significant. The only exception is women led firms in model (2). Here, 
the results suggest the worse value of ROS of firms having this compositions of executive 
body as compared with men led firms. However, using the random effects estimator (model 
3) and also the ROA as the alternative indicator of firm performance (model 1), the statisti-
cally significant impact of this type of management on firm performance has not confirmed 
at 0.05 level of significance.

Table 6. OLS- and RE-regression models estimation for proportion of women in executive body – firms 
having two or more members of executive body

Variables
ROA
(OLS)

(1)

ROS
(OLS)

(2)

ROS
(RE)
(3)

Z′-Score
(OLS)

(4)

IN05
(OLS)

(5)

IN05
(RE)
(6)

Proportion of women 
in executive body(t–1)

   0.1–20 percent 0.0347   
(0.1315)

–0.0031   
(0.1619)

0.0990*   
(0.0515)

–8.5065   
(8.9030)

13.1429   
(11.3083)

2.6678   
(1.5761)

   20.1–40 percent –0.1163   
(0.0830)

–0.1048   
(0.0801)

0.0095   
(0.0585)

–12.0196   
(8.7841)

–0.3304   
(3.1272)

1.3219   
(1.0582)

   40.1–60 percent –0.1868*   
(0.0966)

–0.2027*   
(0.1061)

–0.0514   
(0.0337)

–7.384468    
(4.8285)

1.8669    
(3.9447)

0.4585    
(0.4697)

   60.1–80 percent –0.2091*   
(0.1221)

–0.2231*   
(0.1164)

–0.0255   
(0.0280)

–9.2655*   
(4.8156)

0.1725   
(4.2059)

1.0037   
(0.9577)

   100 percent –0.2758*  
(0.1580)

–0.3132**   
(0.1526)

–0.0682*   
(0.0382)

–6.7465   
(4.6961)

–0.1369   
(3.8204)

0.4815   
0.5405

Ln Firm size 0.0861***   
(0.0275)

0.0318   
(0.0201)

0.0013   
(0.0094)

–3.8218***   
(0.6047)

–1.0069*   
(0.5600)

–0.3392**   
(0.1630)

Firm age –0.1250***   
(0.0396)

–0.0770**   
(0.0376)

0.0017   
(0.0020)

0.5013   
(1.1484)

1.1877    
(1.1870)

–(0.0387)   
(0.0586)

Leverage –0.3408***   
(0.0747)

–0.1780***   
(0.0593)

–0.1954***   
(0.0437)

–1.4789   
(2.0850)

–1.6047   
(1.2928)

–1.8670***   
(0.5116)

Executive body size –0.0401**   
(0.0194)

–0.0380   
(0.0323)

–0.0299   
(0.0202)

0.2172   
(0.2980)

–1.1656   
(1.0687)

–0.7143     
(0.5438)

NACE Yes Yes Yes Yes Yes Yes
Firm fixed effects Yes Yes – Yes Yes –

Constant 1.7183*** 
(0.5564)

1.2252**   
(0.5379)

0.1795   
(0.0648)

23.8737   
(20.1718)

–8.5709   
(18.3608)

5.5850***    
(1.1025)

R2 0.5940 0.6259 – 0.6329 0.3422 –
N 1,324 1,324 1,324 1,324 1,324 1,324

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.

The influence of women in executive body on the performance or financial health of 
the firms has not been confirmed even in the companies that have only one executive body 
member and are thus managed by only one person (man of woman). The situation is shown 
in Table 7. The regression models (Eq. (3)) are estimated for subsample of firms having only 
one member of executive body. The regression coefficients for the explanatory variable female 
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executive (100 percent of women in executive body) are not statistically significant. Hence, 
the gender of the executives is not the factor that would affect the performance and financial 
health of the firms.

Table 7. OLS- and RE-regression models estimation for proportion of women in executive body – firms 
having only one member of executive body

Variables
ROA
(OLS)

(1)

ROS
(OLS)

(2)

ROS
(RE)
(3)

Z′-Score
(OLS)

(4)

IN05
(OLS)

(5)

IN05
(RE)
(6)

Proportion of women 
in executive body(t–1)

   100 percent (female  
   executive)

0.0835   
(0.0650)

0.0671   
(0.1166)

0.0344*   
(0.0199)

–0.5062   
(0.9321)

1.8886   
(1.7076)

0.1472    
(0.8920)

Ln Firm size 0.0812***   
(0.0299)

0.0432**   
(0.0176)

0.0090   
(0.0063)

–3.1869***   
(0.3431)

–1.0603***   
(0.2589)

–0.9246***   
(0.1997)

Firm age –0.0394*   
(0.0231)

–0.0077   
(0.0131)

0.0002   
(0.0014)

–0.6934   
(1.2412)

–0.1754   
(1.5754)

0.1033**    
(0.0449)

Leverage –0.2676***   
(0.0514)

–0.0872***   
(0.0314)

–0.0819***   
(0.0198)

–2.3071***   
(0.5225)

–2.2464***   
(0.4047)

–2.3550***   
(0.3882)

NACE Yes Yes Yes Yes Yes Yes
Firm fixed effects Yes Yes – Yes Yes –

Constant 0.1062   
(0.4404)

0.0180   
(0.2002)

0.0120   
(0.0459)

33.8045   
(23.7160)

16.0740   
(27.0407)

6.6078***   
(1.2719)

R2 0.5571 0.5245 – 0.8190 0.8174 –
N 2,049 2,049 2,049 2,049 2,049 2,049

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.

To receive more robust results and to consider the gender diversity per se and possible 
nonlinearity of relationship between gender diversity and firm financial performance/health, 
Blau index and its squared as the measurement of gender diversity were used in regression. 
Blau’s index range from 0 to 0.5, where the value of 1 means uniform executive body and 
value of 0.5 means the equal number of men and women in an executive body. As in the 
previous case, the regression models were estimated for the full sample of firms and subse-
quently also for companies that have two or more executives.

The results for all firms are shown in Tables 8 and 9. Table 8 presents the results of OLS 
and RE estimation with ROA and ROS as dependent variable and Blau index as explanatory 
variable representing gender diversity of boards. Also the further controls were added to the 
models to filter out their effect on dependent variable. Table 9 presents the results of OLS 
regression models for Z′-Score and IN05 as dependent variable. The findings are consistent 
with our previous results. The significant link between gender diversity of boards and com-
pany’s performance or its financial health has not been identified. The size of company and 
the leverage are only statistically significant factors affecting firm financial performance and 
financial health in the Czech subsector of travel agents. 
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The same conclusions have been confirmed in the case of using a sample of companies 
having two or more executive body members (Tables 10 and 11). Even in this case, gender 
diversity of executive body has not affect the financial performance or the financial health 
of companies.

Table 8. OLS- and RE-regression models estimation for Blau index: explanatory variable financial per-
formance – all firms

Variables
ROA
(OLS)

(1)

ROA
(OLS)

(2)

ROS
(OLS)

(3)

ROS
(OLS)

(4)

ROS
(RE)
(5)

ROS
(RE)
(6)

Blau index(t–1)
–0.1428**   
(0.0655)

0.3985   
(1.0010)

–0.0603  
(0.0616)

0.5653    
(0.7037)

–0.0263   
(0.0444)

0.5775   
(0.6728)

Blau index2
(t–1) – –1.1014   

(2.0506) – –1.2728   
(1.4457) – –1.2211   

(1.3579)

Ln Firm size 0.0897***   
(0.0200)

0.0899***   
(0.0200)

0.0555***   
(0.0213)

0.0556***   
(0.0213)

0.0067   
(0.0051)

0.0065   
(0.0051)

Firm age –0.0539***   
(0.0167)

–0.0541***   
(0.0168)

–0.0175   
(0.0129)

–0.0176   
(0.0129)

0.0009   
(0.0012)

0.0009   
(0.0012)

Leverage –0.2645***   
(0.0416)

–0.2644***   
(0.0417)  

–0.1002***    
(0.0305)

–0.1001***   
(0.0305)

–0.1185***   
(0.0206)

–0.1187***   
(0.0206)

Executive body size –0.0346**    
(0.0176)

–0.0357**   
(0.0178)

–0.0175   
(0.0237)

–0.0186    
(0.0238)

–0.0157   
(0.0106)

–0.0190*   
(0.0113)

NACE Yes Yes Yes Yes Yes Yes
Firm fixed effects Yes Yes Yes Yes – –

Constant 0.5473**   
(0.2675)

0.5500**   
(0.2678)

0.1715   
(0.1454)

0.1745   
(0.1456)

0.0704*   
(0.0406)

0.0761*   
(0.0420)

R2 0.5362 0.5362 0.5239 0.5240 – –
N 3,493 3,493 3,493 3,493 3,493 3,493

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.

Table 9. OLS-regression models estimation for Blau index: explanatory variable firm financial health – 
all firms 

Variables
Z′-Score

(OLS)
(1)

Z′-Score
(OLS)

(2)

IN05
(OLS)

(3)

IN05
(OLS)

(4)

Blau index(t–1)
–3.8038  
(3.0232)

–64.3411 
(48.7984)

1.1305  
(2.2640)

–20.5231 
(18.8644)

Blau index2
(t–1) – 123.1682 

(93.9101) – 44.0561  
(37.8089)  

Ln Firm size –3.6793*** 
(0.5484)

–3.6943*** 
(0.5500)

–2.0402*  
(1.1029)

–2.0456*  
(1.1031)

Firm age –0.5488  
(1.2419)

–0.5344  
(1.2406)

0.2166  
(1.6186)

0.2217  
(1.6185)

Leverage –2.4178*** 
(0.7200)

–2.4305*** 
(0.7210)

–2.8694*** 
(0.9975)

–2.8736*** 
(0.9961)
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Variables
Z′-Score

(OLS)
(1)

Z′-Score
(OLS)

(2)

IN05
(OLS)

(3)

IN05
(OLS)

(4)

Executive body 
size

0.0210                 
(0.4874)

0.1359           
(0.5214)

–1.5789         
(1.1141)

–1.5378         
(1.1167)

NACE Yes Yes Yes Yes
Firm fixed effects Yes Yes Yes Yes

Constant 32.8546             
(23.2738)

32.5648      
(23.2472)

17.0677      
(26.5249)

16.9641      
(26.5201)

R2 0.6661 0.6678 0.3377 0.3379
N 3,493 3,493 3,493 3,493

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p <0.1.

Table 10. OLS- and RE-regression models estimation for Blau index: explanatory variable financial 
performance – firms having two or more members of executive body

Variables
ROA
(OLS)

(1)

ROA
(OLS)

(2)

ROS
(OLS)

(3)

ROS
(OLS)

(4)

ROS
(RE)
(5)

ROS
(RE)
(6)

Blau index(t–1)
–0.2209   
(0.1536)

0.8884   
(1.2043)

–0.2154   
(0.1673)

0.9336   
(0.7708)

–0.0500   
(0.0609)

0.7833   
(0.7217)

Blau index2
(t–1) – –2.2861   

(2.5669) – –2.3681 
(1.7052) – –1.700059    

(1.4731)

Ln Firm size 0.0830***   
(0.0272)

0.0842***   
(0.0274)

0.0280   
(0.0197)

0.0292    
(0.0199)

0.0037   
(0.0094)

0.0033   
(0.0093)

Firm age –0.1001***   
(0.0339)

–0.1038***   
(0.0352)

–0.0470   
(0.0303)

–0.0509   
(0.0314)

0.0018   
(0.0020)

0.0018     
(0.0020)

Leverage –0.3465***   
(0.0741)

–0.3452***    
(0.0742)

–0.1843***   
(0.0586)

–0.1829***   
(0.0587)

–0.1940***   
(0.0434)

–0.1941***   
(0.0434)

Executive body 
size

–0.0403**   
(0.0186)

–0.0430**   
(0.0197)

–0.0376   
(0.0317)

–0.0404    
(0.0322)  

–0.0201    
(0.0178)

–0.0291   
(0.0208)

NACE Yes Yes Yes Yes Yes Yes
Firm fixed 
effects Yes Yes Yes Yes – –

Constant 1.3136***   
(0.4580)

1.3821***   
(0.4861)

0.7331*    
(0.4129)

0.8042*   
(0.4363)

0.1226**   
(0.0601)

0.1462**  
(0.0675)   

R2 0.5918 0.5925 0.6232 0.6238 – –
N 1,324 1,324 1,324 1,324 1,324 1,324

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.

Our results are consistent with the findings of previous studies examining the relationship 
between women in executive body and firm performance in the Czech Republic, i.e. Janošová 
and Mikuš (2018) and Černík (2016). According to Grosvold and Brammer (2010) or Cook 
and Glass (2014) the national institutional system and mainly culturally and legally‐oriented 

End of Table 9
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institutions play an important role in board diversity. National institutions and gender ste-
reotypes could play an important role in explaining the effect of executive body diversity on 
firm financial performance. According to Hofstede Insights (2019), the Czech Republic ranks 
among the countries with a masculine culture. Women are still in the role of mothers and 
family cares, and their place in society is seen through this lens. The representation of women 
in management is low and the male management style is perceived as victorious (Křížková, 
2003; Dytrt, 2013). In this environment, women in leadership may adopt a male management 
style and hence, the benefits of gender diversity may not fully reap. According to surveys 
by the Public Opinion Research Center (2016), there has been some development towards 
a higher level of perception of the role of men and women in society in recent years in the 
Czech Republic. Taking into account the influence of institutions and their development 
over time, the gradual implementation of the principles of gender equality in Czech culture 
and the related gradual changes in behavior patterns, it can be expected that the examined 
relationship may evolve over time, and in the future there may be a positive effect of a higher 
representation of women in management on firm performance.

Table 11. OLS-regression models estimation for Blau index: explanatory variable firm financial health – 
firms having two or more members of executive body

Variables
Z′-Score

(OLS)
(1)

Z′-Score
(OLS)

(2)

IN05
(OLS)

(3)

IN05
(OLS)

(4)

IN05
(RE)
(5)

IN05
(RE)
(6)

Blau index(t–1)
–13.858   
(9.2472)

–76.3034   
(59.4625)

2.4753   
(5.8061)

–15.1336   
(18.4215)

0.9561    
0.8941

9.5278   
(16.3109)

Blau index2
(t–1) – 128.6912   

(105.3452) – 36.2897   
(40.0147) – –17.43753   

(32.1904)

Ln Firm size –3.8158***   
(0.6018)

–3.8804***   
(0.6214)

–0.9689*  
(0.5468)

–0.9871*      
(0.5501)

–0.3543**   
(0.1686)

–0.3544**    
(0.1687)

Firm age 0.8160   
(0.9957)

1.026985   
(0.8680)   

1.0502   
(0.8765)

1.1097   
(0.8973)

–0.0365   
(0.0580)

–0.0368   
(0.0580)

Leverage –1.5009 
(2.0574)

–1.5752   
(2.0676)

–1.6710   
(1.2986)

–1.6919   
(1.2937)

–1.8640***   
(0.5084)

–1.8696***   
(0.5066)

Executive body 
size

0.0233   
(0.2211)

0.1759    
(0.2496)

–1.2648   
(1.0648)

–1.2217   
(1.0545)

–0.4897    
(0.4347)

  –0.6240   
(0.5422)

NACE Yes Yes Yes Yes Yes Yes
Firm fixed 
effects Yes Yes Yes Yes – –

Constant 19.5109   
(17.9131)

15.6509   
(15.2348)

–6.0271   
(13.0536)

–7.1155   
(13.4323)

5.2694***   
(1.016)  

5.5776***   
(1.1109)

R2 0.6241 0.6275 0.3394 0.3397 – –
N 1,324 1,324 1,324 1,324 1,324 1,324

Note: Robust standard errors in parentheses, *** p < 0.01, ** p < 0.05, * p < 0.1.
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Conclusions 

The introduction of mandatory quotas for the proportion of women on boards and promot-
ing the higher representation of women in leadership has been frequently discussed topic. 
The main objective of this measure is to guarantee gender equality but it has strong overlaps 
towards the performance of firms and, therefore, the economic performance and competi-
tiveness of the whole economy.

This article brings new insights into this area. It aimed to examine the link between gen-
der composition of executive body and financial performance and financial health of travel 
agencies and tour operators using Czech data. 

The proportion of women in leadership is relatively low in the Czech Republic. Women 
represent approximately 10 percent of corporate boards members (Eurostat, 2018). Testing 
the relationship between the proportion of women in management and business performance 
and the estimation of real impact of women in leadership on firm performance can be prob-
lematic in these conditions. According to critical mass theory, the positive effect of women in 
management starts to emerge after reaching a certain proportion of women in leadership. The 
subsector of travel agencies and tour operators is one of the industries having relatively high 
proportion of women in management. The proportion of women in executive bodies reaches 
approximately 40 percent here. Hence, the tourism industry appeared to be relatively suitable 
for testing the relationship between gender diversity in leadership and firm performance in 
the conditions of the Czech Republic.

To examine the relationship between gender composition of executive body and finan-
cial performance and health, the regression model was used and the endogeneity problem 
and Kanter’s critical mass theory implications were considered. For the robustness of the 
conclusions, alternative indicators of company performance (ROA and ROS) and financial 
health (Z′-Score and IN05) were used. The results have shown that the gender composition 
of executive body is not significant factor affecting neither firm performance nor financial 
health in the industry reporting high representation of women in leadership. Women led 
firms, men led firms and gender balanced executive body firms report very similar financial 
health and financial performance. 

The study has several theoretical and also practical contributions. He extends the existing 
empirical evidence and brings new insights into the relationship between gender diversity of 
executive body and firm performance. The study (1) brought specific conclusions valid for 
the sector having naturally high proportion of women in leadership, (2) examined the impact 
of women in leadership not only on corporate performance but also on financial health, (3) 
brought new findings for the Czech Republic, where this issue was not given much attention. 

The findings have also interesting practical implications for corporate governance and 
also for government policy. The study has shown that even in sectors where the representa-
tion of women in leadership is naturally high, higher proportion of women in leadership (or 
having gender-balanced executive body) is not the guarantee of higher financial performance. 
On the other hand, it has not been proved that higher proportion of women in leadership 
would have a negative impact on firm performance and health. In the case of small firms 
managed by only one person, it has been also shown that the firm performance is not affected 
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by gender of executive. Thus, it can be stated that there is no need to worry that a higher 
proportion of women in leadership negatively affect corporate performance. On the contrary, 
the higher proportion of women in leadership could help to meet social goals in the form of 
gender equality without the negative impact on firm performance.

The findings that are presented here have also some limitations. They are valid for an in-
dustry where women are represented naturally well. In male-dominated industries, the con-
clusions may be somewhat different. The performance of female led firms in these industries 
may be lower due to their different cognitive and non-cognitive skills in comparison to men 
or due to possible discrimination in the market (this may come from customers, employees 
or other companies). The country-specific factors may play their role as well. From this point 
of view, our conclusions should not be fully generalized to other European countries. Also 
the data for period 2005–2015 are used in the study which could limit the relevance of the 
results for today. However, the issue of representation of women in management and their 
behavior is not an area that would change and develop dramatically. Changes in the patterns 
of behavior and actions of both men and women in management and changes in winning 
strategies are a long-term process. From this point of view, the conclusions of the study 
should be still valid a relevant for today.

This study focused on financial performance and health. In the background, there is 
also non-financial performance that reflects consumer satisfaction, quality of products and 
employee satisfaction and it is a very important component of the company’s overall perfor-
mance. Consideration of this dimension will be the subject of further research.
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