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Abstract 

This study examined the relationship between board gender diversity and the 

performances of oil and gas companies listed on the Nigeria Stock Exchange.  The 

research design used was expo facto because data were derived from the audited 

financial report of the selected listed firms in the Nigeria Stock exchange within the 

period of 2014-2021.  The researcher purposively selected the oil and gas sector with a 

total population of nine listed companies. The dependent variable was firm 

performances represented by return on the asset while the independent variable was 

board gender diversity proxy by the percentage of women on board. It discovered that 

18 out of 88 board members in the industry were female (21%). The ordinary least 

square method was used in analyzing the data and the finding revealed that there is a 

positive and significant relationship between gender board diversity and the 

performances of oil and gas industries in Nigeria, thus, the hypothesis was rejected.  

Hence, the study recommended that the percentage of women on the corporate board in 

Nigeria especially in the oil and gas industry should be increased from 21% to 40% 

which is the international gender benchmark since it positively influences the 

performances of the firms.  

 

Keywords: Board of directors, board gender diversity, corporate governance, diversity, 

financial performances. 

 

Introduction 

The success of the company and the maintenance of sound corporate governance and 

investor relations depend on the board of directors being efficient and effective (Mallin, 

2010). The board of directors, according to Okoyeuzu (2021), is an essential component 

of corporate governance because of its function in supervising and advising senior 

management. According to Carter, Frank, Simkins, and Simpson (2010), boards of 

directors are typically thought to have four main responsibilities: supervising and 

controlling managers; supplying managers with information; ensuring that applicable 

laws and regulations are followed; and connecting the corporation to the outside world. 
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The board of directors, a component of corporate governance, is established to protect 

the interests of principals against agents determined to extract private benefits from the 

organization, according to Berle and Means (1932), who describe the purpose of the 

board by elaborating that separation of ownership and control of capital in publicly 

owned firms leads to conflicts of interest between principals (the board of directors) and 

agents. When determining whether a board is capable of and successful in attaining its 

goals, the makeup and structure of the board are of crucial importance (Lincoln & 

Adedoyin, 2012). 

According to Mohammed and Dauda (2019), the structure and membership of the board 

of directors should reflect diversity. Board diversity is characterized as a variance in the 

make-up of the board of directors by Kang, Cheng, and Gray (2007). While some 

academics view board diversity as a structural phenomenon involving board 

independence, CEO duality, and director ownership, Hoang, Abeysekera, and Ma (2016) 

describe board diversity as a structural phenomenon consisting of gender, age, and 

ethnicity. The makeup of the Board may be determined by the directors' ages, ethnicities, 

nationalities, or genders (Ogboi, Aderimiki & Enilohobo, 2018). Shin and Gulati (2011) 

argue that diversity can increase employee morale and productivity, as well as consumer 

and shareholder value. 

Gender diversity is very important when discussing board composition. Ekadah and 

Josphat (2012) define board gender diversity as the inclusion or presence of female 

directors in the boards. Langevoort (2010) assert that board diversity would occur 

naturally from the uniform distribution of talent and skill between gender while Valsan 

(2015) affirm that there has been a long record of gender discrimination and inequality 

of opportunities in our society.   

As a value-driver in organizational strategy and corporate governance, modern firms are 

increasingly focusing on board gender diversity (Marinova, Plantenga, & Remery, 2010). 

While Abdullah, Ismail, and Nachum (2016) contend that board gender diversity has no 

effects on firm financial performance, Li and Li (2020) investigate the effect of the female 

chairperson of the audit committee on financial irregularities of Chinese listed firms and 

find that female chairpersons are more capable of reducing financial irregularities than 

men, through improved quality of financial reports and internal control. There is 

currently a problem with board gender diversity, and women are fighting for additional 

positions in both public and commercial enterprises (Aladejebi, 2021). 

There is widespread awareness of gender disparity, public campaigns, and laws 

requiring diversity policies to be adopted and disclosed, as well as required quotas with 

associated penalties (Valsan, 2015). According to Vob (2015), rules requiring quotas for 

female representation on boards of directors have been passed in Spain, Norway, 

Iceland, and France; regulations requiring quotas are still being debated in Belgium, the 

Netherlands, and Italy (Ahern & Dittmar, 2012). In Germany, a quota rule was 

implemented requiring that 30% of board seats be held by women. The quota system 
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was justified on the grounds of promoting gender equality and creating a "fairer society" 

(Oie, 2015).  

It was argued that the number of women on corporate boards is disproportionately low 

when compared to their representation in the workplace; the percentage of female 

directors in Australia, Canada, Japan, and Europe is estimated to be 8.7%, 10.6%, 0.4%, 

and 8%, respectively (EPWN, 2004; EOWA, 2006).  Adam and Ferreira (2009) argue that 

women held 14.8% of Fortune 500 board seats in 2007 (Catalyst, 2007).  Delloite Nigeria 

(2018) discover that women were just 17.4% of board members of 138 sample 

companies and 5.8% were chairpersons in Nigeria; also women in both senate and House 

of representative agreed to pursue 35% appointment in public appointments (Aladejebi, 

2021). 

Previous works yield mixed results, with some authors finding positive effects of 

diversity on financial performance (Brahma, et. al.,2020; Isidro & Sobral, 2014) and 

others observing negative effects (Ahern & Dittmar, 2012; Yaseer et. al., 2012), thereby 

making the study inconclusive.  In contributing to knowledge, especially in a developing 

country like Nigeria, this study seeks to determine the relationship between board 

gender diversity on the financial performance of oil and gas companies listed on the 

Nigeria stock exchange.  

 

Objective 

To determine the relationship between board gender diversity and the financial 

performances of Nigeria oil and gas companies 

 

Research Hypothesis 

Board gender diversity is not significantly related to the financial performances of 

Nigeria oil and gas companies 

 

Scope of the study 

This study is restricted to all the oil and gas companies listed on the Nigeria stock 

exchange majorly because few studies were carried out in these sectors, most authors 

concentrated on the financial and the manufacturing sectors; in order to ensure proper 

trend analysis were done, it made use of financial statements of the companies for seven 

(8) years i.e. 2014-2021.  

 

Literature review 

Diversity and Gender board diversity 

Diversity refers to those characteristics and circumstances that are distinct from those 

we possess and exist outside the groups to which we belong, but are present in other 

people and groups. These characteristics and circumstances may include age, ethnicity, 

class, gender, physical abilities/qualities, race, religious status, gender expression, 

educational background, geographic location, income, marital status, parenting status, 
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and work experiences. According to Milliken and Martins (1996), there are observable 

and non-observable characteristics that makeup diversity. Observable characteristics 

include things like gender, age, race, and ethnicity while non-observable characteristics 

include things like personal value, personality traits, and education. Swartz and Firer 

(2005) observe that board diversity is the range of qualities present on the board of 

directors, including types of expertise, personality, age, managerial history, learning 

style, gender, values, and education.  

The concept of "board gender diversity" denotes how many women are on company 

boards of directors (Dutta and Bose, 2006; Julizaerma and Sori, 2012). While Imade 

(2019) recognizes board gender diversity as nothing more than a component of board 

diversity, it refers to the variations in the number of women on the boards of corporate 

firms. Board gender diversity is described by Robbins and Decenzo (2005) as depicting 

the varied personal characteristics that make the workforce heterogeneous. The benefits 

of having women on the board are summarized as follows by Carter, Simkins, and 

Simpson (2003): increased diversity of viewpoints in the boardroom; strategic input to 

the board; influence on organizational decision-making and leadership styles; provision 

of female role models and mentors; improved company image with stakeholder groups; 

and women's capabilities and availability for director positions.  

A diversified board is seen to enhance a company's reputation and success. Stiles (2001) 

opine that board diversity especially age, gender, and nationality increases access to 

important supplies, which would improve performance. Stiles (2001) also emphasizes 

that group diversity has a positive impact on management tasks by increasing overall 

problem-solving capacity, while at the same time establishing interactions and external 

links with the environment and, as a result, winning crucial resources for businesses. 

Board members with diverse perspectives are also more likely to challenge previously 

held assumptions resulting in a more proactive board. The board is tasked with 

determining the company’s aims and objectives and putting in place strategic plans and 

policies needed to fulfill those aims. Epstein and Roy (2006) identify three core 

objectives that a high performing boards must achieve as provision of superior strategic 

guidance to ensure the company’s growth and prosperity, ensure accountability of the 

company to its stakeholders and ensure the creation of highly qualified executive teams 

tasked with managing the company. The corporate governance code (2010) emphasize 

the role of the board as leading and controlling the company and providing 

entrepreneurial leadership of the company within a framework of prudent and effective 

controls which allows for apt assessment and management of risk.   

Fondas (2000) in shehata (2013) identify the reasons that presence of women on board 

leads to increasing firms’ values. First, women are more independent as they are not part 

of the “old boys” network, thus can increase the firm’s value. Second, women might 

provide more insights about the companies’ opportunities in meeting their customers’ 

needs, since they might better understand customers’ behaviours and needs. Nielsen and 

Huse (2010) opine that women on board can reduce the level of conflict and ensure high 
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quality of board development activities. The study on how female and male directors 

behave has shown that women usually show more ethical awareness (Bernardi & Guptill, 

2008). 

 

Financial performances 

Financial performances measure a company's overall financial health over a specified 

time period and can be used to compare the performance of similar businesses in related 

industries or between industries in general. The two types of firm performance are 

financial and non-financial performance. The main source of information for calculating 

a company's financial performance is its financial statements, which are the result of 

accounting and include the balance sheet, which displays the assets, liabilities, and 

equity of the company, the income statement, which lists the revenues, costs, and profits 

for a specific period, and the cash flow statement, which shows how well a company uses 

assets from its primary mode of business to generate revenues; and the statement of 

changes in the owners’ equity that represents the changes in the owner’s wealth. George 

and Karibo (2014) define it as success in meeting pre-defined objectives, targets, and 

goals within a specified time. Santos and Brito (2012) opine that superior financial 

performance can be represented by profitability, growth, and market value. Profitability 

is a measure of a firm’s past ability to generate returns while growth demonstrates a firm 

past ability to increase its size. The non-financial performance facets are customer 

satisfaction, employee satisfaction, environmental performance, and social performance. 

 

Board gender diversity and firm financial performances. 

When Brahma, Nwafor, and Boateng (2020) looked at the percentage of female directors 

and the financial results of FTSE 100 companies from 2005 to 2016, they found that 

board gender diversity had a favorable and significant impact on financial results. 

Temile, Jatmiko, and Hidayat (2018) use secondary data taken from the yearly financial 

reports of 50 chosen companies for a period of five years to investigate the effects of 

gender diversity and earnings management methods on quoted companies' corporate 

performance in Nigeria (2010-2014). The findings showed that whereas female chief 

financial officers have a favorable and significant link with financial performance, female 

chief executive officers had a negative but negligible impact on the financial performance 

of enterprises in Nigeria. 

According to a study by McKinsey and Company (2020) on 1007 businesses from North 

America, Australia, Asia, Africa, Europe, and South America, 25% of those businesses 

outperformed their competitors in terms of profit level by 21% and in terms of long-

term value generation by 27%. In South Africa, the return on assets and the return on 

equity were both positively impacted by the inclusion of women on boards (Willows & 

Van der Linde, 2016). In their 2008 study of non-financial firms listed on the Madrid 

Stock Exchange, Campbell and Minguez Vera used Spanish companies from 1995 to 2000 
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as their sample. They discovered a significant positive relationship between company 

financial performance and the percentage of Spanish female employees. 

Ogboi, Aderimiki and Enilolobo (2018) investigate the effect of board diversity on bank 

performance between 2011and 2015 using the fixed effect generalized least square 

regression, the result showed that gender diversity and board composition was 

positively linked to financial performance. Diversity within the senior management 

ranks was evidenced in higher perceived levels of overall performance, profitability and 

return on equity (Allen, Dawson, Wheatly & White, 2008).  

The results of Tran, Hoang, and Trans's (2015) investigation into the effects of gender 

diversity in corporate business boards of management and directors on banks' 

performance in the ASEAN banking system show that both percentages of women on 

boards of management have a significant and positive impact on firms' performance, 

while the percentage of women on boards of directors in Malaysia has a neutral impact. 

Terjesen, Couto, and Francisco (2015) study how female directors can improve boards' 

independence and effectiveness, and they find that they give the public a good 

impression of a company's ethical behavior. Al-Rahahleh (2017) investigates how the 

corporate dividend policy for a group of all non-financial businesses listed on the Amman 

Stock Exchange (ASE) between 2009 and 2015 is affected by the effectiveness of 

corporate governance and the gender diversity of the board. According to the study, 

corporate dividend policy is positively impacted by the board's gender diversity and 

corporate governance excellence. Women tend to take fewer risks than men, as 

demonstrated by Charness and Gneezy (2012). According to Calabro, Torchia, and Huse 

(2011), adding more women to the board of directors increases the level of innovation 

of businesses. 

Better problem solving and giving creative ideas are positively correlated with 

heterogeneity (Michael & Hambrick, 1992). Investors generally have a positive reaction 

to the proportion of women directors in Singaporean enterprises, according to Kang, 

Ding, and Charoenwong's (2010) research. Haniffa and Hudaib (2006) discovered that 

women in senior management roles tend to take more risks, which improves financial 

performance. According to Griscombe and Mattis (2002), diversity helps organizations 

recruit and keep the finest individuals, minimize costs by reducing attrition and lawsuits, 

improve marketing and market knowledge, problem-solving skills, organizational 

flexibility, and overall performance. According to Bird and Brusch (2002), women prefer 

stability over rapid firm growth, viewing self-fulfillment rather than financial 

achievement as the primary metric of success.  

Ertac and Gurdal (2012) study whether men and women make different decisions in the 

group context as compared to an individual risk context, and find that women are more 

risk-averse than men, in both when deciding individually and when they are part of a 

group with regard to risk-taking on behalf of others. Welch, Welch and Hewerdine 

(2008) demonstrate that female entrepreneurs showed a higher degree of risk aversion 

than their male counterparts. Mirza et al., (2012) explain that low return on investment 
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are attributed to females working on top of the firm  due to  the belief of the society that 

women are emotional destructive, risk averse and not well educated. In a study carried 

out by Mohammad, Abdullatif & Zakzouk (2018) on whether the percentage of women 

on boards of directors and medium-level executive management positions in Jordanian 

banks affected these banks' financial performance, it reveals that there is no statistically 

significant relationship between percentages of women on boards and the banks' 

financial performance. 

Dobbin and Jung (2011) come to the conclusion that board gender diversity has a 

negative and neutral impact on performance, contending that having a woman as the 

CEO of a company tends to make it perform worse due to cultural factors, lack of 

emotional stability, and problems with patience. According to Yaseer, Entebang, and 

Abu-mansor (2012), there is no correlation between business success in Pakistan and 

board gender diversity. By examining board diversity and its effect on corporate 

performance in the largest 500 businesses from Denmark, Norway, and Sweden from a 

Nordic viewpoint, Randy (2006) finds no significant correlation between the factors 

investigated.  

Carter et al. (2010) evaluate the effects of having more ethnic minority and women board 

members and come to the conclusion that there is no meaningful correlation between 

business performance and either gender or background. Adams and Ferreira (2009) 

investigated the connection between corporate board diversity and firm financial 

performance in the US, and they discovered both positive and negative relationships 

between board gender diversity and financial performance. The positive impact a 

gender-diverse board had on a firm financial performance was in companies with weak 

governance as measured in takeover defenses, while they had a negative impact on 

companies with stronger governance also measured in the takeover. In their study of the 

diversity-performance relationship, while taking risk into account, Francoeur et al. 

(2008) in Alm & Winberg (2016) find that the impact of board diversity on financial firm 

performance varied depending on the companies' circumstances; females had a positive 

impact on businesses operating in challenging conditions with a higher risk of failure, 

while they also discover that businesses with a high proportion of females in the 

boardrooms generally perform better. 

Reviewing the literature above indicates that there are conflicting results as regards the 

impact of board gender diversity, and the majority of these studies were done outside 

Nigeria. Hence, the study contributes to knowledge by considering the relationship 

between board gender diversity and firm’s performances within Nigeria contexts. 

 

Agency Theory 

This research is based on agency theory. According to Jensen and Meckling (1976), an 

agency relationship occurs when one person—the principal or owner—engages 

another—the agent or manager—to carry out a service or activity on the principal's 

behalf. Both sides are perceived as being logical and seeking to maximize their individual 
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advantages. By offering a practical explanation of relationships where the parties' 

interests are at odds and can be aligned by adequate monitoring and a well-planned 

compensation mechanism, this theory clarifies issues resulting from the separation of 

ownership and control (Davis, Schoolman and Donaldson, 1997). A core idea of agency 

theory is the function of a board in monitoring and controlling managers (Carter et. al., 

2003). It implies that the independence of the board, which in turn strengthens the 

board's capacity to oversee management, is typically increased by diversity. A more 

balanced board that includes representation from varied groups, such as different 

genders, is likely to prevent one person or a small group from controlling the decision-

making process (Hampel, 1998 in Wagana and Nzulua) (2016) Thus, agency theory 

predicts that having female directors on board will enhance business performance. 

 
Methodology  
Method of data collection  
The study made use of secondary data which was gathered from the financial statements 
of oil and gas companies listed on Nigeria stock exchange covering the period of 8 years 
from 2014–2021. The time frame selected was to give room for proper analysis and 
comparison. The researcher purposively selected oil and gas sector with total population 
of nine companies listed in Nigeria stock exchange namely Ardova oil (Forte oil plc ), 
11plc (Mobil oil Nig. plc), MRS oil Nig. plc, Total Nig. plc, Conoil plc , Oando plc, Capital 
oil, Japual oil and marine services plc and  Eternal plc. 
 
Model Specification 
The dependent variable is firm financial performances represented by return on assets 
while the independent variable is gender board diversity which was calculated using the 
percentage of female board members over the total number of board members (Ahern 
& Dittmar, 2012; Luckerath-Rovers, 2013). The control variables is firm size, which is 
measured as the logarithms of total assets 
Based on the above, the model is formulated as 
ROA=f (GBD) 
ROA = α0 + α1WOB + α2FZ + ℯ 
Where: 
ROA= return on assets 
WOB= % of women represented on board 
FZ = firm size  
ℯ = error 
A-priori expectation; α1, α2 > 0 
 

Discussion and Findings 
Presentations of data 

Table 1 Percentage of total women on board in oil and gas sector 

Descriptions Board members 

Total board member 88 

Total women on board 18 

Percentage of women on board 21% 
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Source: Author 2022 

 

Table 2 Breakdown of firms with the number of women represented on board  

Descriptions No of firms % 

Firms with no women on board 2 22 

Firms with 1 woman on board 4 44 

Firms with 2 women on board 1 11 

Firms with more than two women on board 2 23 

 9 100 

Source: Author 2022 

 

From above, the study revealed that 21% of women were represented on the corporate 

board of oil and gas industries in Nigeria.  The breakdown revealed that two firms did 

not have women on the corporate board, four firms had one woman, one firm had two 

women and two firms had more than two women on the board 

 

Discussion of Results 

Table 3  

Dependent Variable: ROA 

Method: Least Squares 

Sample (adjusted): 2 47 

Included observations: 37 after adjustments 

Variable Coefficient Std. Error t-Statistic Prob.   

C 89.13420 28.26472 3.153550 0.0036 

WOB 9.280109 13.88562 0.668325 0.0001 

FZ 11.35203 3.915168 2.899500 0.0068 

R-squared 0.944717     Mean dependent var -6.942868 

Adjusted R-squared 0.935800     S.D. dependent var 26.76707 

S.E. of regression 6.782171     Akaike info criterion 6.813865 

Sum squared resid 1425.933     Schwarz criterion 7.075095 

Log likelihood -120.0565     Hannan-Quinn criter. 6.905961 

F-statistic 105.9493     Durbin-Watson stat 1.601033 

Prob(F-statistic) 0.000000    

          
Source: Author 2022 

 

The coefficient of determination R2 is 0.95, meaning that 95% of the variability in ROA 

(dependent variable was influenced by the independent variable while the remaining 

5% is unexplained and may be caused by other factors not built into the model, which 

implies that the model is fit. The adjusted coefficient of determination (adj.R2) also shows 

that after taking into account the loss in the degree of freedom as a result of the 
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additional entry of explanatory variables in the model, the estimated model has a good 

fit ( adjusted R2 = 0.94). The value of Durbin-Watson statistics of 1.601033 reveals the 

absence of autocorrelation in the model, revealing that the forecasting power of the 

estimated model is more reliable. 

 The coefficient of the explanatory variable (WOB) is positive indicating that a unit 

change in its value, leads to a 9.28 increase in ROA with a p-value of 0.0001. This shows 

that there is a positive and significant relationship between the proportions of women 

represented in the board room and return on assets in Nigeria for the period of time 

considered in the oil and gas industry. The result was in line with Brahma, Nwafor & 

Boateng (2020); Ogboi, Aderimiki & Enilolobo (2018); Willows & Van der Linde (2016). 

The model is statistically significant at a 5% level with a p-value of 0.0000 which is 0%. 

In our study, the overall significance of the regression model F- statistics of 105.9493 at 

p-value of 0.0000 is less than 0.05, which suggests that null hypothesis is not true, thus 

we reject it. Therefore, gender board diversity has positive impact on firm performances. 

 

 Conclusion 

This study focus on analyzing the relationship between gender board diversity and 

financial performances of oil and gas companies listed on the Nigeria Stock exchange 

between 2014 and 2021. Data collected from this study were analyzed using the 

ordinary least square method through E-views statistical package, the study conclude 

that a positive and significant relationship exists between gender board diversity and 

firm financial performances of oil and gas industries in Nigeria. An increase in the 

proportion of females on the corporate board will lead to a 9.28 increase in return on 

assets which will in turn increase financial performances.  

 

Recommendations 

According to Deloitte Global (2017), it is thought that businesses with top management 

made up of people from both genders will foster creativity and corporate innovation 

because they will draw on different skills, experiences, and knowledge. As a result, 

reducing the gender divide is important for fairness, effective governance, and inclusive 

economic growth. Corporate boards should be more diverse, and encouraging women to 

serve on them is a supporter of basic justice, equality of opportunity, and non-

discrimination in the workplace. The past record of discrimination and exclusion from 

the highest levels of corporate leadership can be made up for by giving female directors 

priority (Broome, Conley, & Krawiec, 2013). 

 The study recommends that the proportion of females represented on board should be 

increased to meet up with the 40% gender benchmark which was adopted by some 

developed countries, and which will eventually improve the financial performances of 

the industry. The study also recommends that 22% of the listed companies not having 

women represented on their corporate boards should give room for gender diversity to 

improve the future financial outlook of the organization. The inclusion of females in the 
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board room will assist in retaining the best talent, cost reduction, and improved 

decision-making (Griscombe & Mattis, 2002).  
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