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AB STRACT' Based on the

idea that the majority of family companies and
the dominance of patriarchy in the social
structure in Turkey may reduce the effectiveness
of female managers in company management,
this study aims to examine the effect of female
managers on firm performance in Borsa Istanbul
(BIST) companies. We limited our study to 126
manufacturing companies that were
continuously traded in the BIST in the 2010-
2017 periods. In general, the following results
were obtained in the multiple regression
analyzes. The ratio of women in the board of
directors and the presence of at least 1 woman in
the board of directors were not found to have a
significant effect on performance criteria. While
the effect of having 2 or more women in the
board of directors on ROE and having 3 or more
women on EVA/TA was significant, the effects
on other performance criteria were not found to
be significant.
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OZ' Tiirkiye’de  aile  sirketlerinin
¢ogunlukta olmasinin ve toplum yapisinda
ataerkil yapmin hakim olmasmimn, sirket
yonetimlerindeki kadin yoneticilerin etkinligini
azaltabilecegi diisiincesinden yola ¢ikarak bu
calismada, Borsa Istanbul (BIST) firmalarinda
kadin yoneticilerin firma performansi iizerindeki
etkisini incelemek amacglanmistir. 2010-2017
doneminde BIST’te kesintisiz olarak islem
goren 126 imalat firmasimi alarak caligmamizi
sinirlandirdik.  Yapilan  ¢oklu  regresyon
analizlerinde genel olarak su sonuglar elde
edilmigtir. Yonetim kurulundaki kadin orani ile
yonetim kurulunda en az 1 kadin olmasinin
performans odlgiitleri tizerinde etkisi anlamli
bulunmamistir. Yonetim kurulunda 2 ve daha
fazla kadin olmasmin ROE, 3 ve daha fazla
kadm bulunmasimnin EVA/TA iizerindeki etkisi
anlamli  iken, diger performans o6lgiitleri
iizerindeki etkileri ise anlamli bulunmamustir.
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1. INTRODUCTION

The participation of women employees in the labor force, which is an
important factor in sustainable economic development, is of great importance for
the development of both microeconomic and macroeconomic policies of
countries. Despite the importance of women's employment, it is seen that the
place of women in the economic structure in our country is lower than that of
men. The incompatibility of the qualitative skills of women, especially in the
process of entering the working life, and the conditions of entry to the labor
market can be counted among the important reasons why women are lower than
men in total employment in Turkey. In addition, factors such as the
incompatibility between two different lifestyles in the migration from the village
to the city, the level of education, the high number of children, and the layoffs in
times of economic crisis play a retarding role in the change of this process.

However, it is thought that the positive policies pursued by both public
and private sector representatives towards women's employment and the decrease
in the "role difference" thoughts between gender discrimination in the country are
effective in the increase in the number of women in working life day by day.

According to the “Gender Gap 2017 Report” of the World Economic
Forum, it is stated that there is a 32% difference between women and men in
terms of both basic needs, opportunities encountered and the resulting gains.
Although this gap has largely closed in basic areas such as education and health,
it is seen that the gap continues especially in the areas of participation in the
economic process and influence in political decisions (Ministry of Development,
2018: 1). Factors such as eliminating the sectorial distinction between genders in
employment, developing central government social policies and local
government practices to increase women's employment, increasing incentives to
increase women's entrepreneurship, and providing necessary trainings to improve
their competencies in the labor market play a major role in reducing this gap.

Women employees are individuals who cannot be at the forefront of the
society but have a significant impact on the development and progress of the
society. The more productive and active women play a role in society, the more
the social development process will increase. For this reason, the participation of
women in economic life is of great importance in terms of the emancipation of
labor force in social and economic development. In addition, this role undertaken
by women will also enable them to change their social status by giving them a
separate identity in the society (Karabryik, 2015: 240).

When women are faced with the desire to contribute to the economic
situation of the family and to have a say in the administrative sense by destroying
the traditional patterns existing in the society, by not accepting the role of mother
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or wife in the social context, they have to overcome many individual and social
obstacles (Karatepe and Aribag, 2015: 8). Such obstacles, which are evaluated
within the scope of gender and role inequalities, are frequently encountered in
business life as well as in daily life. There are obstacles that prevent them from
taking part in business life and even being promoted, which are expressed as
"glass ceiling syndrome" in the field literature, especially for women in business
life.

Glass ceiling is a syndrome that prevents women from being preferred
and progressed in managerial areas, especially when compared to the total
number of women in the workforce (Mordi et al., 2011; Kolade and Kehinde,
2013: 79). They are invisible artificial barriers that prevent women from reaching
higher positions within organizations. This is why women must overcome
isolation, gender stercotypes and performance pressures in order to be a
successful manager (Akpinar-Sposito, 2013: 489). The fact that companies
cannot hold senior management positions due to these obstacles in front of
women causes other problems in terms of their representation in company boards
of directors. The fact that the insufficient number of female managers in the
boards of directors, which constitutes the managerial decision mechanism of the
companies, brings “the glass ceiling syndrome” to mind (Sahin et al., 2018:
1149).

Despite the efforts made in democratization movements in our country,
it is seen that the position of women in the processes of authority, responsibility
and participation in decisions is not at the desired level. This shows us that women
do not have sufficient administrative and political effectiveness (Karatepe and
Aribas, 2015: 9). However, we can say that various studies and developments
have been experienced in our country, especially since 1995, in order to adapt to
the changing new world order (Tung et al., 2015: 12). Foremost among these, the
elimination of reservations made by the "Convention on the Elimination of All
Forms of Discrimination Against Women" (CEDAV) adopted by the United
Nations in 1979, inclusion in the 1995 Beijing Declaration and action plans, the
establishment of the Ministry of Family and Social Policies in 2011 and the fact
that its managers were selected from women are among the positive
developments towards this process. In addition, researching the effectiveness of
women executives in the boards of companies in the strategic and operational
decisions of companies in recent studies (Carter et al., 2003; Arosa et al., 2010;
Lanis & Richardson, 2011; Ertimur et al., 2010) has also enabled the elimination
of the legal deficiency in this issue. Despite the adoption of a moderate transition
process to the legislation including the corporate governance codes that have been
put into practice since 2003, the fact that many principles were not followed in
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the reports published on the results necessitated the need for legal arrangements
regarding this process. In this context, it can be stated that the change in the
"Corporate Governance Principles" communiqué in Turkey in 2012 and the
statement of "at least one female member in the board of directors", and its
inclusion as a recommendation in the Turkish Commercial Code (Sahin et al.,
2018: 1148) allow women to overcome the glass ceiling syndrome they have
experienced to some extent. Corporate governance can be expressed as a
managerial process that determines the management of companies and their
shareholders, the board of directors, the relations between managers and other
stakeholders who are in relationship and expectation, and includes the rules for
protecting the rights of all the elements in the company, especially the
shareholders (Meydan and Basim, 2007: 49). In other words, corporate
governance means the rules that regulate the relationship between company
management and shareholders and stakeholders (Aktan, 2013: 152).

The corporate scandals encountered around the world in recent years
have turned all the attention to the corporate governance principles, which
constitute the basic content of the management, and specifically to the company's
board of directors (Arslantas, 2012: 2). The boards of directors are among the
most important corporate governance mechanisms that will ensure that company
executives behave in a way that takes into account the interests of the
shareholders holding company shares (Atilgan, 2017: 316).

Research on the effectiveness of boards considering the stakeholder
perspective and based on classical corporate governance theories, argues that
board members and managers of companies have wider responsibilities besides
increasing shareholder share value and protecting the interests of the owners (De
Andres et al., 2005; Kouaib et al., 2020). Financial scandals and moral losses in
recent years have put corporate boards under increasing pressure to recognize the
need for monitoring and to respond to societal obligations. In this sense, it is
emphasized that the duties of the boards of directors are no longer limited to
maximizing shareholder value, but also to address the increasing concerns about
sustainable performance practices in institutions (Buallay et al., 2020:4; Rao and
Tilt, 2020: 63). In this context, it is of particular importance for the
implementation of a successful corporate governance to design the structures of
the board of directors that will align the interests of the shareholders and
stakeholders of the companies with each other; because in the studies in the
literature on the subject, the structure and characteristics of the board of directors
come to the fore as factors affecting company performance (Anderson and Reeb,
2004: 221).
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Modern boards of directors have to monitor and oversee the performance
and activities of top management in order to best protect and evaluate the interests
of the company's shareholders (O’Connell and Cramer, 2010: 387). In their audit
assignment, boards use their time and resources to monitor firm performance and
the behavior of senior managers (Martinez and Alvarez, 2020: 1252). In addition,
the boards of directors also undertake duties such as developing company
strategy, implementing these strategies in the best way, and establishing solid
relations with the external environment. When the contents of these duties are
analyzed, it can be seen that the boards of directors have a direct impact on the
financial and value performances of the companies (Karayel and Dogan, 2014:
76). The fact that various scandals have occurred in certain periods in the boards
that have undertaken such important tasks, as stated above, has led to the criticism
of their structure, features and their effects on company performance (Hsu & Wu,
2014) and questioning its homogeneity. On the other hand, according to the
estimation results of the model in the study conducted by Erhardt et al. (2003) for
127 large companies in the USA in 1993, it was determined that the performance
of the companies increased and a positive effect emerged as a result of the
increase in the diversity in the boards of directors of the companies (Dogan,
2018:134). It is seen that women's participation in company management is
effective in terms of motivation and role model, as well as providing performance
and economic contributions. It should not be forgotten that they can set an
example for other women by being a role model with their knowledge and
experience, creating a friendly atmosphere, helping to increase the image and
reputation of the company, and taking place in the senior management and even
on the board of directors (Arioglu, 2014: 19).

The low representation of women in the board of directors has brought
about certain discussions. Recent studies reveal that gender diversity in boards of
directors has a positive effect on the financial performance of companies. In the
study of Carter et al. (2010: 399) it is argued that the increase in gender diversity
in the board of directors will increase the independent behavior of the board. The
main reason is that female board members tend to ask questions that male
members cannot (Carter et al., 2003: 37). In addition, the fact that women
members create different perspectives due to their degree of preparation for board
meetings, their professional profiles and collaborative excellence will ensure a
better quality of discussions in the board (Liu et al., 2014: 169). In the gender-
diverse board of directors, female members also add a different perspective to the
decision-making process, helping to understand the complexities in the business
environment. They can contribute positively to the value of the company by
improving the image of the company and therefore the behavior of the customers
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and the performance of the company (Smith et al. 2006; Campbell and Vera,
2010: 43). Since gender diversity on the board is seen as supporting family life,
empowering women and advancing flexible working arrangements, it will also
help the firm gain positive social acceptance (Francoeur et al., 2008). Women's
ability to build relationships (Dargnies, 2012), their ability to make the firm
important to female customers and the workforce (Liu et al., 2014), their expertise
in human resources and advertising (Balasubramanian and Anand, 2013) can
make female board members an invaluable asset for companies (Chauhan and
Dey, 2017: 26).

Studies on the number of women on the board of directors, company
performance and the added value it produces are based on two theories. The first
of these theories is the agency theory and the other is the resource dependency
theory (Jermias and Gani, 2014: 137; Chauhan and Dey, 2017: 26). The main
element in agency theory is based on balance. Accordingly, there must be a
balance between the independent members of the board and the non-independent
members. Therefore, it is argued that since the external and independent members
will not be under the influence of the chairman of the board of directors and other
members, it will enable them to monitor senior managers and their activities more
effectively, and this will positively affect the company's performance and market
value (Shoham et al., 2020: 2; Jermias and Gani, 2014: 137).

According to resource dependency theory, the main goal of organizations
is to maintain their existence. The fulfillment of this aim can only be achieved by
providing a competitive advantage that can cope with the environment, creating
and developing new resources and capabilities suitable for the ever-changing
conditions of competition and choosing strategies to obtain appropriate resources
(Caligkan, 2017: 225). In addition, the theory states that the organization is not
only a passive social structure that has to adapt to its environment, but also a
social structure that affects its environment with the moves it makes to reach the
resources it needs in order to survive (Atilgan, 2017:319). Therefore, it is argued
that one of the important functions of the company's board of directors is to
provide critical resources such as advice and consultancy to increase the
legitimacy of the company (Wang et al., 2020: 3). The inclusion of independent
members in the structure of the board of directors will be beneficial for
establishing external links with the company, providing information
communication, and providing resources that provide support in different
subjects and fields. For this reason, it is argued that the board of directors can
work more independently by increasing diversity in the board of directors (Ocak,
2013:109). Resource dependency theory, with a similar idea to the agency theory,
argues that the number of independent members in the company's board of
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directors is high, and argues that this will make a positive contribution especially
in relations with actors outside the company (Atilgan, 2017:319). Another feature
of the resource dependency theory is that the diversity in the company's board of
directors will facilitate access to critical resources that are important for the
company, especially in obtaining resources from the external environment, and
will positively affect the financial performance and added value of the company
by reducing transaction costs and environmental uncertainties (Hillman et al.,
2000: 237-238).

As stated above, in addition to the contributions of gender diversity
boards to company value and financial performance, empirical evidence based on
agency theory also shows that gender diversity in the board of directors has a
positive, negative or insignificant effect on firm performance and market value
(Adams and Ferreira, 2009; Carter et al., 2010; Chapple and Humphrey, 2014;
Talavera et al., 2018). In addition, scientists state that the excess of gender
diversity in the board of directors can lead to possible conflicts in board meetings,
which may have negative effects on board compliance, thus hindering the
performance and competitive advantage of companies (Jurkus et al., 2011; Post
and Byron, 2015; Triana et al., 2014). In particular, not allowing women on some
boards the power they need to make effective decisions can lead to poor
performance. Thus, diversity is a double-edged sword that can hinder or enhance
strategic change and performance (Tasheva and Hillman, 2019: 760). Although
there are such opinions in the literature, including gender diversity in the board
of directors, that is, the number of female members being in equal balance with
the number of male members, will allow the formation of a more balanced board
structure and increase the independence of the board of directors. This will cause
the decisions to be taken in the board of directors not to be taken on behalf of any
person or group (Dogan, 2018: 133).

In a rapidly globalizing world, the management function becomes even
more difficult and complex when companies turn to new business areas or
markets outside of their core business or existing markets. The structure, size and
composition of the company's board of directors may vary depending on the
company, sector and country, both due to the legal obligations that bind the
company management and some reasons originating from the companies. In this
context, it is natural to expect the quality, quantity and gender distribution of the
company's boards of directors to have a positive or negative impact on their
financial performance; because it has extensively studied the composition of the
boards of directors elected by the company's sharecholders and the effects of this
composition on firm performance (Ozen and Yilmaz, 2016: 456).
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The survival of companies operating in accordance with free market
economy conditions is closely related to maximizing financial criteria such as
profitability, liquidity, growth, added value and firm value. High financial
performance increases the interest of both investors and relevant stakeholders in
the company (Ozen and Yilmaz, 2016: 456). In this context, financial
performance indicators are one of the most important criteria that managers,
stakeholders, investors, analysts or academic researchers use when determining
company performance. In addition, financial performance criteria are among the
important determinants in order to compare both the position of the company in
the sector and other companies on the basis of common data (Aslantas and
Yilmaz, 2020: 330).

In this study, which we have conducted based on the above ideas about
the structure of the board of directors, we examined the data of 126 companies
by applying multiple regression analysis method to seek an answer to the question
of whether the distribution of women in the board of directors of companies in
the manufacturing sector, which are members of BIST, has an effect on firm
performance. Both profit-oriented and value-oriented measures were used as
financial performance variables. ROE (Return on Equity) and ROA (Return on
Assets) were taken as profit-oriented variables, while MVA (Market Value
Added) and EVA (Economic Value Added) were taken as value-added variables.

2. LITERATURE REVIEW

When the domestic and international literature is examined, the effect of
diversity in the company's board of directors and female managers on company
performance has been evaluated in terms of various criteria. These criteria are as
follows:

In their study, Farrell and Hersch (2005) examined the effect of diversity
in the board of directors of companies and the effect of female managers on the
corporate management and financial performance of businesses. As a result of
the literature review they conducted for this purpose, Farrell and Hersch observed
that female managers have many positive characteristics in terms of value
judgment, tendency towards risks and decision-making compared to their male
colleagues, and that they tend to serve on the boards of companies with better
performance. Adams and Ferreira (2009) examined the effect of female managers
on the financial performance of firms in the study they conducted in companies
operating in various sectors in the USA. As a result of their analysis, it was
determined that there is a positive relationship between gender diversity and
profitability. However, they stated that the fact that women are on the board of
directors has a significant impact on the value of the firm.
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Wang and Clift (2009) examined the relationship between gender
diversity, the percentage of women on the board of directors, and the financial
performance of firms, using various data from the top 500 companies operating
in Australia. They found that large firms tend to have relatively more female
managers and that gender diversity does not have a significant effect on firm
performance. Darmadi (2010) examined the relationship between gender
diversity in the board of directors and financial performance by using 2010 data
of companies traded on the Indonesian stock exchange. According to the findings
obtained from the analyzes, a positive relationship was determined between the
ratio of female members in the board of directors and profitability. In their study,
Julizaerma and Sori (2012) analyzed the relationship between gender diversity in
the board of directors and firm performance by using various data of companies
operating in Malaysia for the period 2008-2009. As a result of the analysis, it was
revealed that there is a positive relationship between gender diversity and firm
performance and profitability.

Ocak (2013) analyzed the relationship between the ratio of women in
company management and their financial performance, using the data of 101
companies operating in Turkey for the period 2008-2012. According to the
research findings, it was determined that ROA, as an indicator of financial
performance, increased as the proportion of women in the company's board of
directors increased. On the other hand, a negative relationship was observed
between the fact that the CEO/General manager of the company is female and
ROA as an indicator of financial performance. Karayel and Dogan (2014)
examined the relationship between gender diversity in the board of directors and
financial performance by using the data of companies that are consistently
included in the BIST 100 index during the 2009-2012 period. According to the
results of the statistical analyzes, there was no significant relationship between
the ratio of women in the company's board of directors and ROE and Tobin's g.

Low et al. (2015) examined the effect of female ratio on the profitability
of the board of directors of 5,503 companies operating in Hong Kong, South
Korea, Malaysia and Singapore. After the analysis of the researchers, it has been
determined that female managers have a positive effect on firm profitability.
Another finding of the study is that the effect of female managers on financial
performance is higher, especially in countries where women's labor force
participation is limited, while it is lower in other countries. Garcia et al. (2015)
analyzed the effect of board diversity on financial performance in banks in terms
of gender and nationality factors. They analyzed the 2004-2010 data of 159 banks
from 9 different countries, including Canada, France, Germany, Italy, the
Netherlands, Spain, Sweden, the UK, and the USA. According to the results of

790



KAUJEASF 12(24), 2021: 781-809

the research, it has been determined that gender diversity has a positive effect on
the financial performance of banks, while national diversity has a negative effect
on financial performance.

Otluoglu et al. (2016) examined the relationship between gender diversity
and financial performance in the board of directors of 49 companies included in
the BIST 100 index during the 2010-2015 period. As a result of the analysis, it
was seen that the presence of female members in the board of directors has a
positive role on ROE and Tobin's q, and the proportion of women in the board
has a positive role on ROA and cash flow. Chauhan and Dey (2017) examined
the effect of female managers (female ratio, having at least 1 woman, 2 or more
women) on firm performance in 3.000 companies operating in both the National
Stock Exchange of India and the Bombay Stock Exchange during 2002-2014. In
the study, it was concluded that female managers do not make a significant
contribution to the financial performance of the companies.

Wiengarten et al. (2017) examined the impact of personal characteristics
of those appointed as corporate sustainability managers on financial performance.
In the study, profitability ratios of 123 companies were analyzed with various
variables covering the 2004-2012 period. As a result of the analysis, it has been
determined that the managers related to corporate sustainability have a positive
effect on the profitability of the company. Another finding obtained in the study
is that there is a positive relationship between the competence of female managers
and financial performance, especially in corporate sustainability. In the study of
Atilgan (2017), the relationship between the number of board members, the ratio
of independent board members, the ratio of female members in the board of
directors and financial performance were examined by using data from the period
2011-2016 of 293 firms traded in BIST. As a result of the analysis, it has been
revealed that there is a negative relationship between the ratio of female members
in the board of directors and financial performance.

Conyon and He (2017) tested the relationship between firm performance
and gender diversity on the board of directors using data from more than 3,000
US firms for the period 2007-2014. According to the analysis findings, it was
understood that the fact that women are in the board of directors and their
percentage in the board affect the financial performance positively. It has been
determined that the effect of gender diversity in the board of directors on market
and accounting performance is heterogeneous. It has been determined that female
managers have a stronger effect in companies with high financial performance.
Ghosh and Ansari (2018) examined the relationship between board size, gender
diversity, and financial performance using various data from 1,263 cooperative
banks operating in India for 2012. As a result of the analyzes made, it has been
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determined that the various characteristics of the board of directors do not affect
the financial performance; however, the gender diversity in the board of directors
partially contributes to the financial performance. In their study, Green and
Homroy (2018) examined the various characteristics of the board of directors of
177 companies operating in Europe and the effect of female managers on
financial performance. In their analysis, it was revealed that the gender
information of the children of the CEOs of the companies was taken as a factor
in the appointment of women to the company management, the participation of
female managers in the board of directors had a positive effect on financial
performance, and this situation had a positive effect on the profitability of the
company.

Owen and Temesvary (2018) statistically tested the relationship between
financial performance and gender diversity in the boards of directors using data
from 87 banks operating in the USA covering the years 1999-2016. In the
empirical findings obtained from the analyzes, it has been seen that the effect of
gender diversity of the board of directors on the financial performance of the
banks is not linear and the high number of women on the boards of directors has
a positive effect on the financial performance. It is possible to summarize the
above-mentioned field studies in general as follows: In the studies conducted by
domestic researchers on gender diversity in the board of directors, the presence
of women in the board of directors and the ratio of women, and the presence of
women in the board of directors abroad, the rate of women, the presence of at
least 1 woman, and the presence of 2 or more women are taken as independent
variables. ROE, ROA and Tobin's q were taken as dependent variables.

In our study, presence of women in the board of directors, ratio of
women, presence of at least 1 woman, presence of at least 2 or more women, and
absence of at least 3 or more women were taken as independent variables. Both
traditional (ROA and ROE) and value-oriented (EVA and MVA) financial
performance measures were taken as the dependent variable. It is possible to say
that this differentiates our research from previous empirical studies (especially
domestic) and will contribute significantly to the field literature.

3. DATASET, HYPOTHESES AND METHOD

This study includes companies in the manufacturing sector that took part
in the BIST continuously between 2010 and 2017. The research consists of 8,064
data observations in total (8 years) for our final sample, 126 unique firms. The
data of the variables used in the study were obtained from the Finnet
(www.finnet.com.tr), the Central Bank of the Republic of Turkey and the official
website of the Public Disclosure Platform (PDP). Table 1 lists the variables used
in the study and their explanations.
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Table 1: Variables Used in the Study and Their Explanations

Variable Explanation

Woman (%) Ratio of female executives in the board of directors

Woman >=1 Dummy variable is 1 for companies with at least 1
woman on the board; otherwise it is 0.

Woman >=2 Dummy variable is 1 for companies with 2 or
more women on the board of directors; otherwise
itis 0.

Woman >=3 Dummy variable is 1 for companies with 3 or
more women on the board of directors; otherwise
itis 0.

Ln(Board Size) Natural logarithm of board size

Ln(Firm Size) Natural logarithm of total assets

Leverage Ratio of total debt to total assets

Return on Assets (ROA) Ratio of period-end net profit to total assets

Return on Equity (ROE) Ratio of period-end net profit to total equity

TA Total Assets

MVA/TA Ratio of Market Value Added to Total Assets
MVA= (Total Number of Shares in Circulation x
Share Closing Price) - Book Value of Equity)

EVA/TA Ratio of Economic Value Added to Total Assets

[EVA= Operating Profit x (1-Corporate Tax Rate)
- (Invested Capital x Weighted Average Cost of
Capital)]

The EVA performance measure was calculated
according to the method used by Horasan and
Yilmaz (2019) in their studies.

The independent variable, dummy variable, control variable and
dependent variables used in the study are as follows:
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Independent variable = Woman %
Dummy variable = Woman >=1
= Woman >=2
= Woman >=3
Control variable = Ln(Board size)
= Ln(Firm size)
= Leverage
Dependent variable =ROA
=ROE
=MVA/TA
=EVA/TA

Based on the above data, the hypotheses of the research were established
as follows:

Hy = The effect of the presence of women on the company's board of
directors on profit and added value is not significant.

H; = The effect of the presence of women on the company's board of
directors on profit and added value is significant.

In the study, some descriptive statistics of the variables were primarily
included. Then, whether the independent variable and dummy variables have an
effect on the dependent variables were tested with the regression analysis method
in order to test the hypotheses established above. As can be seen in Table 1, the
calculated MV A and EVA values of the companies were divided by Total Assets
(TA-Total Assets) and their standardized values were used in the regression
analysis.

4. FINDINGS

4.1. Descriptive Statistics

In this part of the study, the distribution of female members in the board
of directors of companies by years and descriptive statistics about the dependent
variable, independent variable, dummy variable and control variable in the
research are included. The values of the number of female members and company
distribution are given in Table 2.
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Table 2: Number of Female Members and Distribution by Number of Companies

) Number of Female Members

Year . an .
Distribution 0 1 2 3 4 5 6

N 61 34 17 10 4 0 0
2010 % 4841 2698 1349 794 317  0.00 0,00
2011 N 58 34 19 11 3 0 1

% 46.03 26.98 8.73 2.38 0.00 0.79
2012 N 53 45 16 10 1 1 0

% 42.06 35.71 12.70 7.94 0.79 0.79 0.00
2013 N 57 47 13 8 1 0 0

% 4524 37.30 10.32 6.35 0.79 0.00 0.00
2014 N 54 44 21 7 0 0 0

% 42.86 34.92 16.67 5.56 0.00 0.00 0.00
2015 N 54 44 21 7 0 0 0

% 42.86 3492 16.67 5.56 0.00 0.00 0.00
2016 N 53 40 21 11 1 0 0

% 42.06 31.75 16.67 8.73 0.79 0.00 0.00
2017 N 56 36 24 10 0 0 0

% 4444 28.57 19.05 7.94 0.00 0.00 0.00

Total 446 324 152 74 10 1 1

% 4425 32.14 15.08 7.34 0.99 0.10 0.10

According to the results in Table 2, it was determined that 44.25% of the
companies did not have any women on the board of directors during the 2010-
2017 review period. It was observed that 32.14% of the companies have 1
woman, 15.08% of the companies have 2 women, 7.34% of the companies have
3 women, 0.99% of the companies have 4 women, and 0.10% have 5 and 6
women. In addition, it is seen that the period in which the enterprises that do not
have any women on the board of directors were the highest in 2010 (48.41%) and
the least in 2012 (42.06%). Based on this result, it is possible to say that BIST
manufacturing companies keep the participation of female managers in the board
of directors where strategic decisions are taken at a low level. Figure 1 gives the
total number of women on the board of directors of 126 companies by years.
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Figure 1: Total Number of Women in the Board of Directors by Years
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As seen in Figure 1, 2011 was the year in which 126 different companies
had the highest number of female members on the board of directors. It is
followed by 2016, 2012, 2010, 2014 and 2015, 2017 and 2013, respectively. The
annual average of female members per company was calculated as 0.91 in 2010,
0.98 in 2011, 0.92 in 2012, 0.80 in 2013, 0.85 in 2014 and 2015, 0.94 in 2016,
and 0.91 in 2017. The average values of the ratio of female members in the boards
of directors of companies in the period of 2010-2017 are as in Figure 2.

Figure 2: Proportion of Female Members
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0,00%
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When Figure 2 is examined, the average rate of female members on the
board of directors of companies was the highest in 2016, followed by 2017, 2011,
2010, 2014, 2015, 2012 and 2013, respectively. During the 8-year review period,
the average of female members was 12.02%.
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The results of the descriptive statistics of the variables used in the
analysis part of the study are also presented in Table 2.
Table 2: Summary Statistics of the Variables Included in the Analyzes

Variable N Minimum Maximum Mean Standard Deviation
Number of women 1008 0 6 0.895 1.003
Board size 1008 3 15 7.731 2431
Woman % 1008 0.000 0.750 0.120 0.140
ROE 1008 -1.857 0.861 0.050 0.228
ROA 1008 -0.541 0.372 0.035 0.086
MVA/TA 1008 -0.899 3.125 0.246 0.532
EVA/TA 1008 -2.783 3.052 0.024 0.568
Firm size 1008 14.853 24.365 19.696 1.613
Leverage 1008 0.0497 1.708 0.498 0.224

According to the average values reported in Table 2, the number of
female members per company in the 8-year period was 0.895, the size of the
board of directors was 7.731, and the rate of female members was 12%. When
the average financial values of the companies are examined, it has been
determined that the ROE ratio is 5%, the ROA ratio is 3.5%, the MVA/TA ratio
is 24.6%, the EVA/TA ratio is 2.4%, the firm size is 19.969, and the debt leverage
ratio is 49.8%.

4.2. T-Test Results

Table 3 shows the means of the values, the difference between the means,
the t statistical value, and the p probability values showing whether this is
significant or not, for the companies with and without female directors on the
board of directors in the 2010-2017 period.

Table 3: Comparison of Companies with and Without Women on the Board of

Directors
Mean of Mean of
. companies with companies Mean t p

Variable . .

no women on the with women on  difference value value

board the board
N 445 563
Board size 1.955 2.032 -0.077 -4.026 0.000"***
ROE 0.048 0.051 -0.003 -0.210 0.834
ROA 0.028 0.040 -0.012 -2.303 0.022™
MVA/TA 0.247 0.246 0.001 0.028 0.978
EVA/TA 0.022 0.025 -0.004 -0.105 0.916
Firm size 19.551 19.811 -0.261 -2.554 0.011™
Leverage 0.507 0.490 0.017 1.198 0.231

The symbols ***_ ** * indicate significance at the 1%, 5% and 10% level. The explanations of the
variables are presented in Table 1.
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In Table 3, the Independent Sample T-Test was used to determine the
difference between the values of companies with and without women on the
board of directors and to determine the significance of this difference. The
average values obtained according to the status of being or not a woman in the
board of directors in Table 3 and the p statistical results representing the
significance level of the difference between these values are interpreted as
follows.

The difference between the mean size of the board of directors of
companies that do not have women on the board of directors and those with
women on the board of directors was found to be 1% (t=-4.026, p=0.000). The
difference between the ROA mean was 5% (t=-2.303, p=0.022), and the
difference between the asset size mean was 5% (t=-2.303; p=0.022). In other
variables, the difference between the mean values was not significant at any level.
These comparisons show us that the choice of companies to nominate talented
female executives may be affected by the characteristics of the firm, that the share
of female executives on the board of directors of large firms is more pronounced
than that of small firms, and that the average ROA and board size of firms with
women on the board are higher and more significant.

4.3. Multiple Regression Analysis Results

Multiple regression analysis was used to test whether the proportion of
women in the board of directors, the presence of women, and the presence of 2
or more women managers have an effect on firm performance. Our multiple
regression model is set up as follows.

(firm performancei;) = Pot+piwoman;+B.control variables;ctpit

In the model, i represents the firm, t time, Bo represents the constant
coefficient, B; represents the coefficient of the independent variable, 3, represents
the coefficient of the control variable, and p represents the error term. ROE, ROA,
MVA/TA and EVA/TA company performance, percentage of women on the
board (% female members), having at least 1, at least 2 and at least 3 and more
women (puppet women), board size and company size are included in the model
as a control variable. The statistical results of 16 different multiple regression
models analyzed with the linear method are presented in Table 4, Table 5, Table
6 and Table 7.
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Table 4: Company Performance Analysis by Percentage of Women in the
Board of Directors (%)

ROE ROA MVA/TA EVA/TA

Coeff. t value Coeff. tvalue Coeff. tvalue  Coeff. t value
Female 061 1260 0.000 20.001  -0.073 -0.608  0.187 1.463
ratio (%)
];‘Z’:rd 0.019  0.727 -0.005 -0.549  0.124  1.901 -0.030 -0.431
Firmsize 0.039  7.975"" 0017 10369 0.015  1.198""  -0.060  -4.605™"
Leverage -0.238  -7.809™  -0.184  -18.175" 0225  2.959™*  0.058 0.725
C 20.632  -7443° 0197 -6.960"" -0393 -1.856"" 1.204 5.375""
R? 0.144 0.324 0.018 0.037
Adjusted 0.141 0.321 0.014 0.033
F 42.278 120.139 4.571 9.558
P 0.000" 0.000"" 0.001"" 0.000""
D-W 1.965 1.988 1.920 1.992
N 1008 1008 1008 1008

The symbols ***_ ** * indicate significance at the 1%, 5% and 10% level. The explanations of the
variables are presented in Table 1.

According to Table 4, which includes the statistical values obtained from

the analysis results of the effect of the ratio of women in the board of directors of
126 companies on the financial performance variables in the 2010-2017 period,
the effect was not significant. In other words, we concluded that the rate of
women in the company's board of directors did not affect the profit and value
added variables within the scope of the analysis. Independent variables explain
ROE as 14.4%, ROA as 32.4%, MVA/TA as 1.8%, and EVA/TA as 3.7%.

799



KAUJEASF 12(24), 2021: 781-809

Table 5: Company Performance Analysis with At least 1 Female Member in the
Board of Directors

ROE ROA MVA/TA EVA/TA

Coeft. t value Coeft. t value Coeff.  tvalue Coeff.  tvalue
Women>=1 -0.013  -0.970 0.005 1.196 -0.011  -0.326 0.024 0.665
Board size 0.023  0.863 -0.006 -0.659 0.128 1.948" -0.038  -0.547
Firm size 0.040  8.156™  0.017 10.403™"  0.015 1.270 -0.062 -4.782""
Leverage -0.239  -7.829""  -0.184 -18.162""  0.224 2,950 0.060 0.743
C -0.652  -7.851™"  -0.197 -7.1317° 0418 -2.018™ 1.270  5.783™"
R? 0.144 0.325 0.018 0.035
Adjusted R? 0.140 0.322 0.014 0.031
F 42.089 120.668 4.504 9.118
P 0.000™" 0.000™" 0.001™" 0.000™"
D-wW 1.965 1.991 1.919 1.989
N 1008 1008 1008 1008

The symbols ***_ **_ * indicate significance at the 1%, 5% and 10% level. The explanations of the

variables are presented in Table 1.

Table 5 shows the results of the regression analysis regarding the effect
of having 1 or more women on the board of directors of companies on financial
performance indicators. As can be seen in the table, it has been observed that
having 1 or more women on the board of directors has no effect on the financial
indicators taken as the dependent variable. Independent variables explain ROE
14.4%, ROA 32.5%, MVA/TA 1.8%, EVA/TA 3.5%.
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Table 6: Company Performance Analysis with At least 2 Female Members in
the Board of Directors

ROE ROA MVA/TA EVA/TA

Coeff. tvalue Coeff. t value Coeff. t value Coeff. t value

Women>=2  -0.031 -1.949°  -0.006 -1.072 -0.037  -0.934  0.029 0.686

Board size 0.031 1.150 -0.003  -0.328 0.142 2,131 -0.044 -0.623

Firm size 0.038  7.653""  0.017 10.056™  0.013 1.042 -0.060 -4.560""
Leverage -0.238 -7.825"" -0.184  -18.184™" 0.226 2,969 0.059 0.730

c -0.632  -7.543"™" -0.192  -6.904™" -0.394 -1.886" 1.251 5.648""
R? 0.146 0.325 0.019 0.035
Adjusted R? 0.143 0.322 0.015 0.031

F 42.928 120.562 4.760 9.128

P 0.000"* 0.000"*" 0.001** 0.000"**
D-wW 1.964 1.985 1.920 1.989

N 1008 1008 1008 1008

The symbols ***, ** * indicate significance at the 1%, 5% and 10% level. The explanations of the
variables are presented in Table 1.

According to Table 6, which includes the findings obtained in the
regression analysis conducted to examine the effect of having at least 2 female
members in the board of directors on company performance, only the effect on
ROE was significant (t=-1.949, p=0.000), while the effect on other performance
variables was not significant. Independent variables explain ROE as 14.6%, ROA
as 32.5%, MVA/TA as 1.9%, and EVA/TA as 3.5%.
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Table 7: Firm Performance Analysis in the Condition of Having At least 3
Female Members in the Board of Directors

ROE ROA MVA/TA EVA/TA
Coeff. t value Coeff. t value Coeff. t value Coeff. t value
Women>=3  0.003 0.103 0.005 0.655 0.038 0.611 0.175 2.692™
Board size 0.020 0.735 -0.006 -0.677 0.117 1.75™  -0.074 -1.056

Firm size 0.040 7.976™"  0.017 10329  0.017 1.364 -0.054 4117

Leverage -0.238  -7.805™"  -0.184  -18.164" 0.226 2.968"  0.063 0.781

C -0.655  -7.802""  -0.199  -7.135"" -0.437  -2.087"" 1.190 5.390""
R? 0.143 0.324 0.018 0.042
Adjusted R? 0.140 0.322 0.014 0.038

F 41.817 120.297 4.572 10.880

P 0.000™*" 0.000"*" 0.001** 0.000"*

D-W 1.965 1.986 1.917 1.992

N 1008 1008 1008 1008

The symbols ***_ **_ * indicate significance at the 1%, 5% and 10% level. The explanations of the
variables are presented in Table 1.

According to the findings in Table 7, which includes the results of the
regression analysis conducted to test the effect of having 3 or more women on the
board of directors of the companies, on the financial performance, only the effect
on EVA/TA was found to be significant at the 1% level (t=2.692, p=0.000), the
effect on other variables was not significant. In addition, 14.6% of ROE, 32.5%
of ROA, 1.9% of MVA/TA, 3.5% of EVA/TA were explained by independent
variables.

The p values in Table 4, Table 5, Table 6 and Table 7, which include the
results of multiple regression analysis, were less than 0.05, indicating that the
multiple regression models are significant as a whole. Durbin-Watson (D-W) test
statistical values were between 1.917 and 1.992, indicating that there is no
autocorrelation in the established models.
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4. CONCLUSION

Boards of directors are the center where more than one senior executives
come together and manage the corporate decision-making processes of the
enterprises. Therefore, the members of the board of directors play a key role in
the final decision-making processes of the company's plans, policies and strategic
activities. There is an increasing focus on gender diversity among members who
actively participate in decisions taken by the board of directors, which represents
the center of corporate governance components.

In recent years, many arrangements have been made around the world
aimed at increasing the representation of women on company boards; because the
issue of representation of women members on company boards of directors is
also of great interest to industry representatives, policy makers and researchers.
In addition, ensuring greater gender diversity in the company's board, where
corporate decisions are made, is also a prominent consideration in the current
governance arrangements. It is based on the idea that suggestions and regulations
to increase the ratio of female managers in the boards of directors will be
beneficial both for increasing women's employment and for company
performance. However, we cannot say that a consensus has been reached on the
benefits of diversifying the board of directors by appointing a female executive
to the boards, which affect all the governance mechanisms of the company with
the decisions taken.

In this study, we investigate the economic role of female executives on
the company's boards of companies operating in a traditional cultural society
dominated by men, still exhibiting strong resistance to gender equality, and where
it is difficult for talented female executives to participate in company senior
management. In the findings obtained in our analyzes, we could not find any
evidence that women's representation on the board of directors has an
economically significant effect on firm performance in general. However, it was
observed that women >=2 in the board of directors had a low negative effect on
ROE, and female >=3 had a positive and low significant effect on EVA/TA.
These results provide us with meaningful evidence that more female
representation on the board reduces ROE and increases the EVA/TA ratio. In
other financial variables, the evidence for the effects of the presence of female
managers on profit and value added was not significant. According to these
findings, Wang and Clift (2009), Karayel and Dogan (2014), Low et al. (2015),
Chauhan and Dey (2017), Atilgan (2017) studies were found to overlap with the
results of the study. In contrast, the studies of Adams and Ferreira (2009),
Darmadi (2010), Julizaerma and Sori (2012), January (2013), Garcia et al. (2015),
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Otluoglu et al. (2016), Wiengarten et al. (2017), Ghosh and Ansari (2018), Green
and Homroy (2018), Owen and Temesvary (2018) were found to be inconsistent
with the findings of this study.

As a result, the limitations of the study include the reasons such as the
fact that this study covers only a certain sector, there is a certain time period,
certain companies are included in the research, and companies operate in a
developing country where male dominance is dominant. For these reasons, we
cannot say that the recruitment of talented female managers who want to make a
career in company management mechanisms will not be beneficial in terms of
company performance in general. Findings from other studies to be conducted for
countries with different time periods, different sectors and institutional
arrangements on whether gender diversity improves firm performance may differ
from our results. While companies bring a heterogeneous distribution by
diversifying the board of directors, attention should be paid to the integration,
cost and promotion policies between male and female managers within the
organization. Finally, we hope that the results of this research will encourage
more extensive and more research in the future into whether the actual impact of
female executives on companies' earnings management is positive.
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