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M
uch has been written in the media about the need for there to be 

an increased number of women at the most senior executive and 

non executive levels within organisations. In fact there is now a 

strong body of evidence that suggests that greater gender diversity in the 

NBOBHFNFOU�PG�DPNQBOJFT�DPJODJEFT�XJUI�JNQSPWFE�DPSQPSBUF�mOBODJBM�
performance and higher stock market valuations.

The issue of gender has been addressed at a political level too. Initially, 

the Norwegian government passed a law in 2003 requiring that 40 per 

DFOU�PG�/PSXFHJBO�mSNT��EJSFDUPST�CF�XPNFO�BOE�NPSF�SFDFOUMZ�UIF�
new Companies Act in India was passed requiring every listed company 

to appoint a female board director. In the UK in 2010, David Cameron 

appointed the Labour peer Lord Davies of Abersoch to report on gender 

diversity in the boardroom. The outcome was the Davies Report, Women on 

#PBSET�XIJDI�XBT�QVCMJTIFE�JO�'FCSVBSZ�������5IFSF�IBT�CFFO�TJHOJmDBOU�
activity in other countries, too, with differing degrees of success.

Despite this, people are now questioning whether the rhetoric on greater 

gender diversity is based simply on a perceived sexual discrimination and 

AQPMJUJDBM�DPSSFDUOFTT��PS�XIFUIFS�XPNFO�JO�TFOJPS�QPTJUJPOT�EP�JOEFFE�
JNQSPWF�DPSQPSBUF�QSPEVDUJWJUZ�BOE�mOBODJBM�QFSGPSNBODF �-FU�VT�FYBNJOF�
some of the evidence used in this debate.

In their 2010 report, Women Matter 2, management consultants McKinsey 

& Co wrote that companies with a higher proportion of women on their 

executive committees were also the companies that had the best 

performance. A reference to this report was contained in the Davies Report.

5IF�$SFEJU�4VJTTF�3FTFBSDI�*OTUJUVUF�T�SFQPSU�5IF�$4�(FOEFS�������8PNFO�
in Senior Management, states that an increased number of women in 

TFOJPS�NBOBHFNFOU�QPTJUJPOT�JNQSPWFT�DPNQBOJFT��mOBODJBM�QFSGPSNBODF�
and makes a difference for investors in terms of equity market returns. 

Apparently compelling evidence that we should be actively seeking more 

women for C-Suite and boardroom roles.

0O�UIF�PUIFS�TJEF�PG�UIF�EFCBUF�%S�*BO�(SFHPSZ�4NJUI�PG�UIF�6OJWFSTJUZ�PG�
4IFGmFME�BOE�1SPGFTTPS�#SJBO�.BJO�PG�UIF�6OJWFSTJUZ�PG�&EJOCVSHI�#VTJOFTT�
4DIPPM�BOBMZTFE�UIF�CPBSE�DPNQPTJUJPO�BOE�QFSGPSNBODF�PG�UIF�6,�T�����
CJHHFTU�DPNQBOJFT�MJTUFE�PO�UIF�'JOBODJBM�5JNFT�4UPDL�&YDIBOHF�CFUXFFO�
�����BOE�������5IFZ�XFSF�RVPUFE�JO�5IF�&DPOPNJD�+PVSOBM�BT�TBZJOH�UIBU�
there is no evidence to suggest that having more women in the boardroom 

FJUIFS�JODSFBTFT�PS�EFDSFBTFT�UIF�DPNQBOZ�T�QSPEVDUJWJUZ�
Two University of Michigan academics, Kenneth Ahern and Amy Dittmar, 

analysed the performance of Norwegian companies following the 

JOUSPEVDUJPO�PG�UIF������MBX�UIBU�SFRVJSFE����QFS�DFOU�PG�/PSXFHJBO�mSNT��
directors be women. They found, amongst other things, that since the law 

XBT�QBTTFE�UIFSF�IBT�CFFO�B�TJHOJmDBOU�EFDMJOF�JO�5PCJO�T�2�	B�NFBTVSF�PG�
B�DPNQBOZ�T�BTTFUT�JO�SFMBUJPO�UP�JUT�NBSLFU�WBMVF
�
8IJMF�UIF�TUBUJTUJDBM�mOEJOHT�IJHIMJHIUFE�JO�UIF�$SFEJU�4VJTTF�SFQPSU�TVHHFTU�
UIBU�EJWFSTJUZ�EPFT�DPJODJEF�XJUI�JNQSPWFE�DPSQPSBUF�mOBODJBM�QFSGPSNBODF�
and higher stock market valuations, the authors acknowledge that their 

research was not able to answer the causality question and that this is an 

important limitation to the observations made in the study.  It is therefore 

disingenuous to suggest that simply putting females into executive roles 

PS�JOUP�UIF�CPBSESPPN�XJMM�JNQSPWF�B�DPNQBOZ�T�mOBODJBM�QFSGPSNBODF�BOE�
market value. There are too many variables and imposing gender quotas is 

not the way forward, either for companies or for women.

An international view

To understand how corporate boards are being structured to deal not only 

with the growing pressure to diversify, but also to deal with the challenges 

PG�PQFSBUJOH�JO�B�EZOBNJD�FDPOPNJD�FOWJSPONFOU�5JO[PO�(SPVQ�B�HMPCBM�
BMMJBODF�PG�JOUFSOBUJPOBM�FYFDVUJWF�TFBSDI�mSNT�SFDFOUMZ�VOEFSUPPL�B�
comprehensive survey into the age and gender of executive and non-

executive board members of publicly listed companies within its 10 

member countries worldwide. The study involved almost 2000 directors in 

more than 180 publicly listed companies. One of the aims of the study was 

UP�FWBMVBUF�	PO�B�HMPCBM�CBTJT
�XIBU�EJGGFSFODFT�FYJTU�CFUXFFO�UIF�CPBSET�
PG�DPNQBOJFT�JO�UIF�"NFSJDBT�"TJB�1BDJmD�4DBOEJOBWJB�BOE�&.&"�SFHJPOT�
and what lessons could be learned.

As might be expected, there are stark differences in each of the markets 

JODMVEFE�JO�UIF�TVSWFZ��1BSUJDVMBSMZ�JO�"TJB�	QFSIBQT�XJUI�UIF�FYDFQUJPO�PG�
4JOHBQPSF
�UIF�GBJMVSF�PG�DPNQBOJFT�UP�SFDSVJU�BOE�SFUBJO�XPNFO�JO�TFOJPS�
management positions is exacerbating the talent shortage that many 

organisations are already facing, though India has made great efforts to 

DIBOHF�UIJT��5IF�DVMUVSBM�BSHVNFOUT�DPOUJOVF�UP�CF�NBEF�	XPNFO�BSF�UIF�
IPNF�NBLFST�FUD
�CVU�HJWFO�UIF�SBQJE�FDPOPNJD�HSPXUI�UISPVHIPVU�"TJB�
and the fact that over half of all graduates in the region today are female, 

JU�IBT�CFDPNF�B�CVTJOFTT�JNQFSBUJWF�GPS�DPNQBOJFT�UP�mOE�XBZT�JO�XIJDI�UP��
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IDFW�RU�ÀFWLRQ�

employ, retain and promote talented women.

In other countries, the outlook for women is much brighter. The numbers 

taking up positions in the C-Suite and the boardroom are rising although 

many women will claim the progress still remains painfully slow. In the UK, 

BQQSPYJNBUFMZ������QFS�DFOU�PG�DPSQPSBUF�CPBSE�NFNCFST�BSF�GFNBMF�
BMUIPVHI�UIJT�JT�TUJMM�CFMPX�UIF�UBSHFU�PG����QFS�DFOU�BOE�TMJHIUMZ�MFTT�UIBO�
UIF�&6�UBSHFU�PG����QFS�DFOU��"VTUSBMJB�BOE�/FX�;FBMBOE�BSF�TJNJMBS�BU�
BSPVOE����QFS�DFOU�GPS�CPUI�DPVOUSJFT��(JWFO�JUT�FNQIBTJT�PO�EJWFSTJUZ�PVS�
mOEJOHT�TVSQSJTJOHMZ�TIPXFE�UIF�64�o�XJUI�POMZ������QFS�DFOU�PG�CPBSE�
NFNCFST�CFJOH�GFNBMF�o�TJHOJmDBOUMZ�MBHHJOH�CFIJOE�&VSPQF�"VTUSBMBTJB�
and Singapore.

8F�DPVME�mOE�OP�FWJEFODF�UIBU�JO�6,�"VTUSBMBTJBO�4JOHBQPSFBO�BOE�64�
companies the rise or fall in corporate value could be directly related to 

HFOEFS�EJWFSTJUZ��8IBU�XF�EJE�mOE�IPXFWFS�XBT�UIBU�UIFSF�PUIFS�NPSF�
compelling issues to be considered relating to women in the C-Suite and 

boardroom.

Emerging issues

First, women bring different and complementary leadership styles to 

UIF�XPSLQMBDF�UIBU�DBO�CF�PG�TJHOJmDBOU�CFOFmU�UP�DPNQBOJFT��5IFSF�JT�
evidence to support the claim that feminine leadership can help to create 

a team-oriented, collaborative and non-competitive culture within an 

organisation.

Second, it was apparent in the Tinzon survey, that in many companies 

good management practices continue to be based on what could be 

called stereotypical masculine traits. Where women employ management 

CFIBWJPVST�UIBU�EP�OPU�mU�XJUI�UIF�MFBEFSTIJQ�NPEFMT�BDDFQUFE�CZ�

employees, managers and senior executives, this potentially leads to 

a lower performance evaluation, even though the actual results women 

NBOBHFST�BDIJFWF�BSF�JO�MJOF�XJUI�	PS�FYDFFE
�UIF�DPSQPSBUF�PCKFDUJWFT�BOE�
indeed the achievements of their male peers.

Third, ongoing government support in areas such as child care and 

NBUFSOJUZ�MFBWF�XJMM�CF�OFFEFE�JO�BMM�BSFBT�JG�UIF�CFOFmUT�PG�HSFBUFS�HFOEFS�
diversity are to be able to be fully harnessed. Furthermore, companies also 

need to do much more to encourage and retain women in management 

roles. By providing an appropriate balance between work and family life, 

more women will remain in the workforce which, in turn, will provide the 

corporate pipeline with more potential female leaders.

In the early 1990s, the USA had the sixth highest female labour 

QBSUJDJQBUJPO�SBUF�BNPOH����0&$%�DPVOUSJFT��#Z������JUT�SBOL�IBE�GBMMFO�
UP���UI��5IF�MBDL�PG�AGBNJMZ�GSJFOEMZ��QPMJDJFT�JODMVEJOH�QBSFOUBM�MFBWF�	JO�
DPNQBSJTPO�XJUI�PUIFS�0&$%�DPVOUSJFT
�JT�CFMJFWFE�UP�BDDPVOU�GPS�BSPVOE�
30 per cent of this decrease.

Fourth, the lead for any initiative must come from those seated at the top 

of the organisation. Simply expecting the gender diversity issue to be 

EFBMU�XJUI�CZ�UIF�)3�EFQBSUNFOU�XJMM�VMUJNBUFMZ�BDIJFWF�WFSZ�MJUUMF��$&0T�
and board chairmen must not only take the lead but also make a visible 

commitment to driving change within the organisation.

Finally, and perhaps most contentiously, the issue of remuneration parity 

NVTU�CF�BEESFTTFE��5IFSF�JT�FWJEFODF�UIBU�UIF�mOBODJBM�QBDLBHFT�PGGFSFE�
to female executives falls woefully short of their male counterparts in the 

NBKPSJUZ�PG�PSHBOJTBUJPOT�BMUIPVHI�UIFSF�BSF�DPOnJDUJOH�WJFXT�PO�XIZ�UIJT�JT��
Little wonder that talented women feel like second-class citizens and have 

very little faith in the system.

As we move into the digital era, remuneration parity is something which will 

need to be addressed, not the least because the millennial generation is 

not motivated by hierarchical promises or autocratic management styles. 

With the increasing management talent shortage occurring across countries 

and across industries, astute business leaders are beginning to realise that 

this is an issue which demands attention. 

Increasing female participation in management positions should not be 

seen as something that is simply a box ticking exercise imposed to satisfy 

quotas. Rather, diversity at senior levels is of paramount importance to 

all organisations who wish to stand out in an increasingly competitive 

marketplace. Q

 

5IF�(MPCBM�3FDSVJUFS�T�6,�4VNNJU�PO�'FCSVBSZ���UI�JO�
London will address gender diversity within the topic of 

&WPMVUJPOBSZ�3FDSVJUNFOU��5P�EJTDVTT�UIF�XBZ�GPSXBSE�
BOE�CF�QBSU�PG�UIF�EFCBUF�CPPL�OPX��
IUUQ���UJOZVSM�DPN�HSTVNNJU�����
 


