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Executive Summary

Claire Braund, Executive Director, Women on Boar ds
PO Box 787, Gosford NSW 2250, Australia
Ph: +612 4362 133 or 0409981781, Email: clair e.braund@womenonboar ds.org.au

The purpose of my Churchill Fellowship was to examine wleattk, Norway and France are
doing to increase the number of women on boards and ingminaat/ executive roles. In six
weeks | interviewed 60 people, presented to a profedsimmaen’s network and a university
forum and attended a global women'’s forum as one of 1,300adete
Key learnings
» Australia is well placed to address gender diversity on lspéd needs to keep focussed
to enable retain the momentum which has enabled it ahéad of the UK on this issue.
* There is power in building international coalitions arouraldocial and economic
imperatives of a more gender equal world.
Conclusions
* Boardroom guotas get women on boards, improve governanceamgkdinking. They
do not move women into the executive pipeline.
» Europe is moving towards quotation law at individual couatrgt EU levels.
* The UK is following Australia in using its corporate govero@ code to push companies
to set gender targets and report performance.
» Traditional role modelling, stereotypes and unconsciondegebias are as common in
Norway, France and much of Western Europe as they #ne dK.
* Most companies are playing around the edges of reform to evoekpractices and
approaches to retaining and recruiting women into rolesamagement and above.
* The same issues affect women in the UK, Norway aadderand include; child bearing
and care, equal pay and insufficient retirement fumdspeerceived weaknesses in CVs

* Women appear to universally under-sell and under-rate themselves

Dissemination and I mplementation

The findings from my Churchill fellowship provide a relevand aimely international perspective
on the current debate in Australia regarding gender balancengmany boards and opportunities
for women in the workplace in general. It will provideianportant background report for further
policy development within the corporate and government seatioere it will be made available
to company chairs, CEOs, Government Ministers and polidgersaThe findings have been, and

will be, presented at several forums and will promatettie Women on Boards network.
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Introduction & Acknowledgements

This report summarises the findings of my Churchill Felluprsesearch tour in London (United
Kingdom), Oslo and Bergen (Norway) and Paris and Ddayfirance) in September and October
2011. My research examined the policies and programs in iplélcese countries to increase the

number of women on boards and in management/ executege tospecifically addressed:

Implementation of the quota system in Norway and France

« Progress towards recommendations of the Davies Repahnie UK

» Economic drivers for diversity within the subject countries

* Workforce and diversity policies and their uptake by men and wome

* Use and effectiveness of gender targets at general, managemesxecutive levels

» Cultural effects of quotas and targets on companies @idehders and staff

* New and innovative strategies being used to capture and takamt

» The debate on quotas, targets, and the encouragement of wamdirector and senior

roles

Acknowledgements

I would like to thank the Winston Churchill Memorial Tréist supporting my research.

Many others deserve thanks for their invaluable assistaaoe particularly indebted to
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law and for their work in putting together a program of govemnand related meetings.

Sincere thanks also to Harald Norvik and Mai-Lill lbsklon Executive Directors of public listed
companies in Norway, for introducing me to their felldwaics, directors and CEOs who
generously gave their time to meet me. Particular thank&it-Lill who hosted an excellent lunch
for me at her home and to Marianne Okland, a NorwegianBXenutive Director living in

London, for their insights and friendship.

To Adeline Diab and Christine Valentin, professional woieth, my thanks for the time we

spent together in Deauville and Paris and for your anecdotesompanionship.

Alison Maitland, author and journalist with the Finandiahes made many introductions as did

Dr Ines Wichert. The latter also invited me to speak@ European Professional Women’s
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Network meeting at Mercer in London, thereby opening nmavwy doors and channels for my
research in the UK and Europe.

Thanks to Dr Ruth Sealy who gave me the opportunity taksfethe International Centre for
Women Leaders at Cranfield School of Management and kept ioedape with progress in the
UK on boardroom diversity.

| remain indebted to Vanessa Gunner, Fiona Hathorn and ensmmbthe Women on Boards

network in London who passed on my letter of introductionsadip meetings for me.
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Recommendations

This report recommends:

The Australian Government commission the Corporations amédt$aAdvisory
Committee to conduct a review of the progress towards improegumbers of women
on the boards of ASX500 companies. The review should idehgfparriers preventing
more women reaching the boardroom and make recommendatiandinggvhat
government and business could do to increase the proportiooneémon ASX boards.
Arising from the CAMAC report and as per the arrangemizats the Davies Repdrtthe
Government appoint and resource a six-person steering comtuitrezet every six
months and report annually on progress. Representativedude at least one

ASX director and one representative each from the Austraistitute of Company
Directors, Australian Human Resources Institute, Cledt€ecretaries Australia, Women
on Boards and a graduate business school.

The Government commit to looking at boardroom quotas if ASXpearies have not
achieved 25% female representation at board level by 2014.

The ASX Corporate Governance Council consults on Comp@avernance Principle 2
with regard to appointing independent members to the nommnsatommittee.

Executive search firms develop a code of conduct for bediggaearch methods to
improve women’s opportunities and access to jobs in the baandzad at executive and
management levels.

Treasury conduct a study on the economic cost of keeping womef the workforce in
Australia and the value of improving funds for childcare atier services to improve
workforce participation.

Organisations need to give greater encouragement and supparen to move into

more challenging roles.
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Program

My Churchill Fellowship covered a period of six weeks betw&®August and 19 October.
Meetings were held with: chairs of public listed compan@#sQs; executives responsible for
diversity and talent; women in senior positions in business rgent policy makers,

researchers; executive search firms; and organisatitimg similar charter to Women on Boards.

France

» Hilary Ellis, President European Professional Womentsviid

* Miriam Garnier, VP Women on Boards European Professimahen’'s Network
* Marie-Claude Peyrache, Director Board Women Partnegr&no

» Sarah Sweeney, Women Equity for Growth

e Christine Valentin, CEO CV Consultants

* Attendees at the Women’s Forum for Economy and Society invilea France
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United Kingdom

 Robert Baker, Mercer

« Julia Bond, Non Executive Director

* Jo Cameron, Founder Network of Aspiring Women

» Jacey Graham Director Brook Graham

*  Sir Philip Hampton, Chair Royal Bank of Scotland Group

« Marcus Hanke, CEO Avisen

* Fiona Hathorn, Angel Investment Advisor

» Sally-Ann Hibberd, COO International Willis Internatariimited

* Baronness Sarah Hogg, Chair Financial Reporting Cbunci

» Alison Horrocks, Senior VP Corporate Governance & Compaayefary Inmarsat
* Margaret Johnson, Group CEO Leagas Delaney

* Ros Kelly, director Thiess and former Federal Labanisfer

* Martin Kendall Founder New Independent Directors Ltd

e Julia MacDonald, AlixPartners

» Alison Maitland, Business author, journalist and speakeri€ial Times

» Sir Nicholas Montagu, Chairman of Council Queen Maryeisity of London

* Helena Morrissey, Founder 30 % Club

* Marianne Okland, Managing Director Avista Partners

* Maria Perez, Head of Diversity and Inclusion EMEA, UBS

e Helen Pitcher, Chairman IDDAS Limited

* Dr Ruth Sealy, International Centre for Women Leadeasfirld School of Management
* Charlotte Sweeney, International Head of Diversity anotukion Nomura International
* Peninah Thomson, Director FTSE Cross Cultural Mentdpiragram

* Helen Wells, Director Opportunity Now

* Helen Whitehead, senior advisor UK Government

* Dr Ines Wichert

* Suzanne Wood, Russell Reynolds Associates
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Norway

» Liev Askvig, Chair Oslo Bors

* Christian Berg, CEO Hafslund ASA

* Atle Degre, Partner Kluge Advokatfirma DA

 Anne Bi Fossum, Private Investor

* Anne Grethe Solberg, Director Futura

» Juliet Haveland, Senior Advisor Norwegian Ministry of Cield Equality and Social
Inclusion

* Arni Hole. Director General Ministry of Children and Eqtal

e Elin Hurvenes, Founder and Chair Professional Boards Forum

* Prof Morten Huse, Professor in Organisation and Manageh®wegian School of
Management

* Mai-Lill Ibsen, Non Executive Director

* Pino Kosiander, Senior Advisor Norwegian Ministry of Childiequality and Social
Inclusion

e |dar Kreutzer, CEO Storebrand

* Ylva Lohne, Senior Advisor Equality and Discrimination Ombonan

* Prof. Ellen Mortensen, Professor of Comparative LiteeaUniversity of Bergen

* Ingvild Myhre, Non Executive Director

» Hilde Myrberg, Executive Vice President Orkla ASA

e Harald Norvik, Chairman and Director Telenor and ather

* Svein Rennemo, Chairman Statoil ASA

» Christian Rytter JR. ADM. Direktor L Gill- Johanness&/S

* Ludvik Sandnes, Executive Director Corporate Finance Nétdgion RBS

* Tove Solemdal, Ministry of Trade and Industry

* Tove Solend, Procurement Manager Karsten Moholt

* Nina Solli, Assistant Director NHO - ConfederationNssrwegian Enterprise

e Turid Solvang, Managing Director Styre Institutt

* Prof Inger Stensaker, Professor Department of Stratedjvianagement at Norwegian
School of Economics

» Dr Mari Teigen, Research Director Institute for SbBiasearch

e Lina Tordsson, REFORM Resource Centre for Men

e Jarl Ulvin, Head of Investments Odin Funds

« Eva von Hirsch, Non Executive Director
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Research Project 1: United Kingdom

Summary

“There is the will but they are still looking for theay.”
Helen Wells, CEO Opportunity Now.

Activism for UK business to consider seriously the paucityafen on boards and in senior roles
has been steadily growing over the last few years. The Gmoeart has indicated it wants to see
change and there has been a burst of activity and reptstiogiing the Government sponsored
Women on Boards Report (hereafter referred to as thie®Reporl) of 2011. During my two
weeks in London, | developed a better understanding of how coraeieesponding to this

push and the level of commitment to improving gender diversityn&sy large companies in the

UK are part of global operations, the impact of thesegés go beyond the UK.

The UK has decided to pursue a very similar track to Aligtin its bid to get more women on
boards. The Corporate Governance Code was updated in 201Qteigeinder as a measure of
company performance and will be updated again in 2012 imitheeecommendations from the
Davies Repott The code is similar to the ASX Corporate Governanaen€its Principles and
Guidelines in that it requires listed companies to ‘congplgxplain’ why they are not following
its recommendations. It is clear that like Australia,Wkeprefers companies to voluntarily take
action to improve gender balance on boards and across mamagather than legislate them to

do so.

The business case for diversity in all forms in the Bikaw well understood among the FTSE100
companies, less understood by the FTSE250 (101-350) and possiblyrdisdegyatirely by most
small to medium enterprises. Importantly though, the paotwomen on boards and in
leadership roles in FTSE companies in the UK is warrastiffifcient media and public attention

to push companies to develop and implement policies to drawggeh

The Global Financial Crisis highlighted concerns aboutabel of financial expertise at board
level. As Helen Pitcher, of boardroom consultancy IDAA%IS'...risk and challenge are not
encouraged in the behavioural dynamic of conflict adveraedsd She has noticed a number of
trends, including a rise in the number of Non Executivedors on boards and Chief Financial
Officers (CFOs) quitting in their early 50s for boarcesolThis may be due to the Financial
Services Authority tightening the definition of who is a ditd proper person’ to be on the boards

of the many financial institutions in London. This action desvn some criticism as it limits

10
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positions to highly experienced banking sector director©<&nd CFOs — ranks that do not

include many women.

On the plus side, Pitcher said that companies give far attetion to corporate governance since
2009, including board composition and the dynamics of decisitinghan boards. This has led
to an increased understanding of the need for greater g@aalender) diversity on boards, in

particular in FTSE100 and private companies, housing (drat)dtusts and charities.

Executive search firm Russell Reynolds noted that whige'é@arly days yet’, the media debate is
starting to drive change at the top and FTSE100 companieslang that women be included on
director shortlists. It is one of 19 signatories to a vialnncode of conduct addressing gender
diversity and best practice relating to board level app@ntsa Regarded by some people | spoke
with as ‘a bit weak’ the code has seven provisions, incluihagsearch firms should ensure that

at least 30% of the candidates on the their long lists areemom

There are a large number of programs to increase thbers of women in management and other
leadership roles since 2003/2004 in the UK. However their effeetbseis uncertain and there is
something of a backlash against ‘special treatment éonem.” Human resources units still tend to
run many of the programs under the Diversity and Inclusion baratker than operational

business units integrating such programs into their opesati

Other trendsinclude:

* Women are remaining with companies but not progressing far wortperate ladder.

* The ‘old girls network’ is alive and well and pushing hagdiast quotas.

* Presenteism (being seen to be present at work) haemex since the second global
shock, with people wanting to be seen at work. Tshigarking against women, in
particular those who are part-time.

* Women are still working under the delusion that ‘merit’ will feem the job.

* Women are not putting themselves forward as they think migrgtand alone.

* Men are unsure with how to deal with the new diversity regincewhat it means for

them.
The under-recognised issue for the UK may be what Brussdoing. Viviane Reding, the

European Commissioner for Justice, threatened in March 20dié&se quotas in all 27 EU

nations if self-regulation does not result in women pgawg 30 % of supervisory board positions

11
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by 2015, with that figure rising to 40 % by 2020. She has indi¢htadf self-regulation fails,

legislation on quotas, backed up by credible sanctions wliivfol
The main drivers for change

In 2010, Lord Mervyn Davies of Abersoch CBE reviewed howgtineernment could remove
obstacles to women attaining board positions followingelease of statistics showing almost no
improvement in women’s board participation in the UK’s top l@®manies. Between 2003 and
2010, the percentage of women on the boards of FTSE 100 compaei¢om 8.6 % (101
directorships) to 12.5 % (135 directorships among 1,076 FTSE ¥iflais). The picture was
even worse in the FTSE 250 companies, where 52.4 %of compaerie$ownd to have no women

on their boards and the overall percentage of female oliseaias 7.8 %.

The Davies Repariwas published in February 2011 and received much publicityldivied the
Higgs’ and Tysohreports of 2003, which had made similar findings and recemdations and
gave impetus to several major programs and initiativeagoove diversity in major companies in
the UK. These included the FTSE100 Cross Cultural MergdProgram, the Professional Boards
Forum (imported from Norway) and the Brook Graham spstidiversity and inclusion
consulting service. | spoke with the principals of thesamsgtions for this Churchill Fellowship.
All agreed that the Davies Repontas the catalyst for action in getting some real monmentu
behind the push for better diversity on FTSE boards.

The Davies Repartade 10 recommendations including that FTSE100 companies shoufior ai
a minimum of 25% female board members by 2015 and companigs giublicly disclose the

number of women working at board and executive levelsagthih the whole organisation.

In October 2011 the International Centre for Women Leaate@sanfield School of
Managemerit reviewed progress made following the Davies RépaArsummary of their key

findings is below.

FTSE100
* 61 companies made statements that acknowledge gender giigmsds in
relation to the current debate about corporate boards
» 33 set targets for the percentage of women on boards
* 22.5% of new board appointments went to women

* 14.2% of 1,092 director positions are held by women

12
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* 56% of companies reported having a policy on boardroom diyehsitvever these
policies are generally not supported by measurable targeksanreporting
* Four companies set themselves a target of more thaadbmmended 25%
FTSE250 (100-350

* 55 companies made statements that acknowledge gender giigmsds in

relation to the current debate about corporate boards
* 18% of new board appointments went to women
* 8.9% of director positions are held by women
» 35% of companies reported having a policy on boardroom diyehsitvever these

policies are not generally supported by measurable targelksanreporting

The Davies Reporialso resulted in the Financial Reporting Council, thiejendent
regulator for corporate governance, issuing a consuitabcument on whether to further
amend the UK Corporate Governance Cotiesommendations on diversity.

Interestingly when the code went out for consultatin2009, the question of diversity did
not yield any concerns or submissions. It was not th@iFRC included a
recommendation on diversity in a 2010 draft document tr@gtlpeommented. By
contrast, in Australia, the revision of the ASX CoigdterGovernance Code in 2009 was
used by Women on Boards and others to lobby strongly fategetiversity to be part of
the Code.

The revised UK Corporate Governance Code recommendsdsteplanies report
annually on their boardroom diversity policy, including demn and on any measurable
objectives that the board has set for implementingttiey and the progress it had made
in achieving the objectives. Supporting Principle B.2 sthias‘the search for board
candidates should be conducted, and appointments maderigraganst objective
criteria and with due regard for the benefits of divgrsit the board, including gender.”

The Davies Reportvent one-step further, recommending the FRC update ttie ©0
‘require listed companies to establish a policy concernirgdsioom diversity This

created some controversy in the UK due to such pres@mtvding on a voluntary code.

13
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FRC President, Baroness Sarah Hogg, released theaotthétreview in October 2011,
saying that on 1 October 2012, Section 2 of the code wdimetend FTSE companies:

* Include a description of the board’s policy on diversitgluding gender, any
measurable objectives that it has set for implemenkiagolicy, and progress on
achieving the objectives.

» Consider the balance of skills, experience, independamt&nowledge of the
company on the board, its diversity, including gender, hevbtdard works
together as a unit, and other factors relevant to itstefemess on boards in

evaluations of the board.

How the FRC will advise companies of the new recommtgmagof the code is unclear.
In my discussions with Baroness Hogg, | mentioned th@nASX Corporate Governance
Council presented Australia-wide workshops with referenaterials. These assisted
ASX companies who had little idea of how to start a ditygrand inclusion program in
the boardroom and beyond. It is not clear how, ohd,ERC plans to update the market

on the new provisions in the Code.

One potential issue for FTSE companies is that neilieeFRC nor the Davies Steering
Committee has established clear guidelines for report mistdar Ruth Sealy, the lead
author on the Cranfield review, said there was a ceatamunt of confusion about what
categories in which to count women in order to sefetisr This was particularly evident in
multi-jurisdictional companies or those that are Bigsrse. Key to the success of both the
new FRC guidelines and the ongoing work of the Davies i8ge@€ommittee will be the

development of some clear and synthesised reporting oadel

No quotas in the boardroom

Business position on quotas

The shock of the Global Financial Crisis of 2008, the pubss bf face for the financial sector
and the Walker Revietnto the banking crisis created a climate of uncergainthe UK. The
previously unquestioned governance of many companies by boardsougt to public account
and questions were being asked about how boards were pemigtad. Derek Higgs, in his

review of the role and effectiveness of Non Executive Diredn 2003, had sounded the warning

14
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bell when he noted that the boards of FTSE companiessimrieed with a club of white Anglo-

Saxon men close to retirement age, of which only a fewrshad taken heed.

One of these was Sir Phillip Hampton, the chair of Saiysbbetween 2004 and 2009. When |
met him, he told a story of how during his five year chamship of the major retailer he
appointed the first, second and third women to the boaravénelssed the conversation around
the table change to include items such as customer exparemdéow these were being

evaluated and acted upon.

“You could argue this was a management issue, but the boedd teeact as a goalkeeper for the

stuff that gets missed — it's a balance between giaatkgy and detail.” Sir Phillip Hampton.

Sir Phillip, who resigned as chair of Sainsbury’s in 200®been involved with nearly all of the
influential programs to improve diversity in the UK over gast decade. These include the FTSE
100 Cross Cultural Mentoring Program, Professional Bdaodsm and the more recent 30 %
Club, a network of UK chairs, investors and business leadang peer pressure to drive

voluntary support for a target of 30% target women on boardsiandnagement roles.

As a strong advocate for diversity, he said he is ‘relaikéhere is a quota of 25% women on
boards’ as there is not ‘a shattering absence’ of womelhwihét is a relatively few positions.
However, he thinks setting a quota is fundamentally the witong to do, as he believes
companies should see the clear business imperatives foingtand promoting women into

leadership and board roles and take action themselveslyCtharbetter companies are doing this.

Sir Phillips’ view that a quota is the wrong way to gsti®ngly echoed by many people
interviewed for this report. It would be fair to démat there is almost unanimous opposition to
mandatory quotas in the world of UK business; from women d¢hoot want to be seen as
‘tokens’, men who think everyone needs to ‘get there on manitl'the more enlightened chairs,
CEOs and executives who are doing something about it anywayoammhnies who do not want

any more regulation.

The Gover nment position on quotas

The Home Secretary and Minister for women and equdlitgresa May, announced in September
2011 that she had ditched a former Labour Government propdsatéoccompanies to publish the
pay of their women workers and a recommendation for compuigmder quotas in the

boardroom. Ms May abandoned the proposal, introduced by Lalbdeputy leader Harriet

15
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Harman during her time as women’s minister, saying foecglity laws ‘frighten the horses’.
She is backed by the financial press, the Institute of @ireevho labelled the idea as ‘bad for
business’ and the business lobby group the Confederation ohBritlastry (CBI), who believe

legislating on gender will simply create more red tapetima of economic hardship.

However, British Prime Minister David Cameron has cbft& more women to sit on the boards
of the biggest companies, saying current figures for woméoardrooms were “'simply not good
enough.” Hosting an event at 10 Downing Street in Oct2b&d, Mr Cameron challenged
businesses to set out their plans to increase femalesegpagon at senior levels and committed
the government to monitoring and publishing via a website thdauof women on the boards of

listed UK companies.

Voluntary targets preferred

Many of the people interviewed for this report weréawour of companies setting gender targets
for boards and management. However, some privately qonestjust how effective these targets
would be if the culture of the company did not change amggtsivere seen as a means of

‘favouring women.’

Jacey Graham, partner at Brook Graham, a specialitsity and inclusion consulting company,
said that companies are erring towards aspirationadmréthn absolute targets. One could argue
that this gives them room to move should the targets not belheDavies Repart
recommended that FTSE100 Chairs publish their aspirational rgeamgdets for their boards. Only
33 met the September 2011 deadline.

After experience working with women'’s advancement atlSimel Lloyds TSB, Graham believes
that the key to making real progress on diversity is llfotbout the CEO and well placed
guestions from the Chair.” She is a fan of ‘hard wirting system’ to ensure that measurable

practices are put into place that gain awareness and engiatgieom the staff and the board.

The recently founded 30% Club supports a target of 30% womenaodsband in management
roles. The club works to influence the political and meldiate in order to promote women into
the boardroom pipeline. Helena Morrissey, the co-founddreo80% Club and CEO of Newton
Funds, believes that pressure to improve governance from themevesector could well be the

answer to the diversity issue.

16
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“Put diversity into governance monitoring and have fundagars approach companies to ask why
(they have not set targets, measured and reported thriifonce or board statistics or put diversity

programs into place),” Ms Morrissey said.

Charlotte Sweeney, head of diversity at investment bankukyreaid that the UK needs better
governance and risk management around targets. Theseedegl e get past the underlying, and

often male, assumption that the best person will not ggbthif there is a target to meet.

Sweeney outlined where the UK financial services sectghtnhiave shot itself in the foot in
relation to gender targets in the workforce. She saidl®g Bank introduced them in 1999 and
they were seen not to work. The bosses were concerrad, theught the females getting the
appointments were not good enough and women would not put tkesyg®ward for roles. “In
hindsight there was a lack of sophistication in the eng@ntation and debate around the use of

targets - we needed the sociology and psychology around,it 8xigeeney said.

Rebecca Worthington, an asset manager with five NE& rblelieves targets are the answer, but
is concerned about the lack of women in senior corporags vath the capacity to step onto
boards. Until recently the only female financial diredtothe listed property sector in Britain,
Worthington said she rarely comes across other womemiat $&vels in banking, property and

insurance and questions whether there is a pipeline.

Structural and cultural issues

Worthington also said that both structural issues arndrediperceptions about how people work
loom large in Britain. As the only member of her mothemigrwho went back to work, she was
conscious of the thin veneer of social acceptance about Ingr deareer woman. This can be

compounded if a woman has a career husband to ‘earin@fior the family.’

Certainly British professional women are not as outspokehear American and Australian
counterparts. Maria Angelica Perez, the diversity manatggBS in the UK, said there is a strong
sense in Britain that performance results in promotsmnsrewards. Many women do not want to
be associated with women’s networks and gender issues @&&en as not being their struggle.
Margaret Johnson, the Mexican born, half Spanish,Swdftish CEO of advertising firm, Leagas
Delaney, sees it as a lack of aspiration that can leralilShe said she was “socialised from the
cradle about equality — | grew up with it...] don’t persbnedlate to the debate because it's not

my experience, but intellectually | see it and can emgelthi
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Charlotte Sweeney commented on the lack of pushback astiamieg from women in corporate
UK who are passed over for positions they are clearly capdlaoing. “They are either too polite
or don't care, but what it means is no-one is really bleeid to account.” Along with others,
Sweeney agrees that addressing the societal and sttugsues around how the UK works is the
key to improving women'’s participation in the workforce and cartde. This includes corporate
idiom, definitions and practical applications of flexiblerwpractices, workforce culture and male

insecurity around the rise of women in positions of powerlaadership.

Helen Whitehead, lead researcher on the Davies F%epa'mi many of the submissions to the
review focussed on the structural and cultural issues teaépt women from moving forward in
their career; having children, cost and availabilitglfdcare (the too hard factor), issues

associated with part-time work and CVs not matching tobslee men around them.

Which sectors are best?

Pitcher says the diversity discussion is taking place effdgtin the financial services sector and
in major retailers, such as Tesco and Sainsbury, andltdwesectors. However many sectors have

put their head in the sand and are simply paying lip servitestmlea.

Investment banking has a poor reputation for gender diversit\g@rehrs to be caught in the
paradigm of ‘fixing the women rather than the culture.” Ré@nking fares better when it comes
to long-term sustainable diversity programs. Companies dowegsitly well, such as British

Telecom, IBM and Cisco, have seen a direct impact obdttem line.
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Research Project 2: Norway

Summary

Norway is known for; being a wealthy country whose citizenjoy the highest standard of living
in the world and; for its famous quotation law reqgrits public listed company boards to
comprise at least 40% of the under-represented gender. Duyihganveeks in Norway, | was
able to look at the philosophy underpinning the quotatiaralad the impact on the culture of

boards, companies and Norwegian business and society.

I was also able to delve more deeply into what is nakiwg in Norway. | discovered that like
many industrialised countries it has:

* Agender pay gap

* Low numbers of women in management roles

* A highly segregated labour market

Difficulty attracting young women into the science,diid engineering professions

Traditional perceptions about the role of men and womeratkahard to change.

However, it was interesting to note that the NorwegiameBnment has identified these areas of
inequality and developed a national action plan to adtiness. Arni Hole, the Director General

of the Ministry for Children and Equality, said in M@y they are trained to see inequality and to
develop legislation and economic incentives to change “cultefgviour and unsound
stereotypes.” She cites the father’s parental leaveaqsothe biggest intervention Norway has

made to challenge culture and stereotypes.

Liss Schanke of KS, a representative body for local and r@gamrthorities, puts it well when she
says; "Women in decision-making leads to decisions being diideently and a change in
behaviour, attitudes and roles.” This was supported by thee@tOs and senior women from
major Norwegian companies that | spoke to, where thersti®iag focus on workforce equality

and integrating family and work life in a sustainabkenmer.

Understanding Norway

The key to understanding Norway is to realise thatatsscial democracy. All political parties
and people have a strong financial and moral commitroghietcommon principles of equity and
social inclusion. Founded in its current form in 1814 by 130 wiemwanted self-government for

Norway after hundreds of years of being tied to the DandsSwedes, they drew up a
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Constitution in which power was vested in the peasantrfanters rather than in the

professional or business classes.

There are 163 Norwegian Parliamentarians who sit in tegional areas rather than in party
blocks, thus minimising conflict and argument and masimg opportunities for discussion and
agreement. Government is strongly decentralised in Norwily 480 municipalities across 19
regions. All Governments have a commitment to ensuringlibanfrastructure, standard of living
and educational and health services in remote andareas in Norway are equal to those of the

larger cities.

The social reforms in Norway are funded in large parebyrns from the Government’'s
investment in Norwegian companies, which can be up to 60%@¥dn some cases. The
Government also takes an annual return of around four pefreamits Government Pension
Fund, which receives the monies from the 80% tax on profita the oil and gas industries. The
fund is worth around US$600 Billion and controls approximate®s% of all listed shares in
Europe and more than 1% of all the publicly traded sharege world. The country’s citizens also
pay relatively high rates of tax compared to global counterjpaid companies are expected to

contribute to generous pension and other benefit schemes.

However, while it is tempting to say that without oil Nagncould not fund its many generous
social programs, we must remember that the countsyanglobal leader in social equality and
inclusion when it was a simple agriculture and fishingneeny. Eva von Hirsch, an
anthropologist and Non Executive Director from Bergen, g&itieveryone has always worked in
Norway and children are taught to be physically and atlgrindependent from a young age. The

state has always supported families as it regarttsiit&n capital as its single greatest asset.

Examples of thisinclude:

* The world’s most generous paid parental leave scheme oédiksviully paid or 56 weeks
at 80 % of full-time salary. The father’s entitlemehti@2 weeks is part of the package, but
cannot be used by the mother and is lost if not taken.

* The National Insurance Scheme, covering almost all veeiésues such as minimum
pensions for all, health insurance, parental benefpsodective rights and gender issues.
The financing of this Scheme / Law is tripartite: Stataployers and employees and the
self employed.

* A nationwide program to provide full coverage of early childgalaces from 1st year of

age, with 80% subsidies from the State.
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In a speech to the European Parliament on 24 March 2011 jnistdvlof Government

Administration, Reform and Church Affairs, Rigmor Aasradilined a basic precept of

Norwegian government. “The modern Norwegian welfare stdteirsded on women'’s

participation in the work force. This is the backbone of3bandinavian welfare model.” In short,

the Norwegian economy benefits from having women in the laboce,feo the Government puts

major resources into making family and work life mutpalclusive, not mutually exclusive.

Char acteristics of Norwegian cor por ations

It is important to understand some of the charactesisti Norwegian corporations when

reviewing the quotation law.

There are two major types of Norwegian corporationsC)PRublic Limited Company
(ASA) and Private Limited Company (AS).

The Government has major investments in critical NorwegBA and AS companies,
mainly under the control of the Ministry of Trade and Indus

The employees of a PLC have a right to be represented bodhe of directors and/or in
a corporate assembly (which is responsible for electiembers of the board of directors)
if there are more than 30 employees in the company.

Companies with more than 200 employees must elect a corpssa®bly with at least
12 members of which two thirds are elected by the owser¢holders) and one third by
and among the employees. The main duty of the corporsgenady is the election of the
board of directors.

Nominations committees are independent and not drawn frobotlrd. The committee is
responsible for evaluating the board selection processeeemmmending directors for
election to the general assembly. It can meet up to 3@ fr@eannum.

The Chair is elected annually by the general assemblisasften not a serving director of
that company, but someone with expertise identified as bauegatto the company.

The chair is expected to remain completely independert.iftludes maintaining a
separate office to the company.

Recommended terms of office for directors are two ydarismany serve longer.

Most companies follow the Norwegian Code of Practice fap@ate Governance, which
recommends that remuneration of the board of directors igketl to the company’s
performance and share options are not granted.

Directors frequently hold large portfolios, due to thlatively low remuneration.
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Remuner ation of executives and directors

Section 11 of the Norwegian corporate governance code dtatesmuneration of the board of
directors should not be linked to the company’s performahnbe company should not grant share
options to members of its board. Director and execugwineration is low by global standards.
For example, the Chair of Statoil (world's 36th biggest gany) earns approximately
AU$120,000 per year, chairs of medium sized PLCs earn betg®50-$80K and the top CEOs

would earn between AU$1m - $2m.

A number of people | spoke to brought up director and eixectgmuneration, as Norway is

losing some of its top talent overseas. While Norvikevels executive salaries in the UK and
USA are too high, he says Norway’s are too low for tpeeixecutives, directors and chairs. Jarl
Ulvin, head of investments at Odin Funds, said thaetisea push from the investment community

for directors to be better paid, in order to compertbesi® for their work and attract outside talent.

How has quotation law worked?

Almost all of the chairs, directors and CEOs | spoké were opposed to the quotation law when
it passed through the Norwegian Parliament in 2003, prillgipacause it was in conflict with
shareholder rights. They now recognise it was necessdriw&change, happened relatively
painlessly and produced good outcomes for company governancecaety. deeiv Askvig, chair

of the Oslo Stock Exchange, summed it up when he said, itaoily it would never have

happened - the quota was the only path.”

It was during the discussion with a group of directorsexetutives at the house of Mai-Lill
Ibsen, one of the Norway'’s celebrated Golden Skirts (nicknamlorway for qualified women
who are in high demand for board positions) that | discovenedf the reasons the

implementation of the quota system was relatively smgotn the outcry it originally generated.

In 2001 the Minister for Trade and Industry, Angsar Gabrelsenvened a meeting of influential
public and private companies with the Olso Stock Exchanget tqpsa corporate governance
code. This came into effect in 2004 and was a catalysestructuring many boards. It also
established the independence of the nominations committe&cal @iank in Norwegian

governance and one that Askvig and the Chairs | spoke withghtrsupport.
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“The members of the nomination committee should bectsd to take into account the interests of
shareholders in general. The majority of the comméterild be independent of the board of
directors and the executive personnel.” (Section 7, Norwegae of Practice for Corporate

Governance)

One of the people working on the code, Ludvik Sandnes, anineesbanker with the Royal
Bank of Scotland, said the independence of the nominations itte@rneally helped with the
implementation of the quotation law’ as it gave the oldalerboard members who in truth needed

to step aside, somewhere else to go.

Svein Rennemo, the Chair of Statoil, confirmed this gaghat the reform occurred during a
period of change, a coincidence of timing that resultedraw generation of board members of

both sexes with different experiences being appointed @shh Norway.

As he told 30 European Chairs early in 2011, their thinking wizere he was at 10 years ago in
terms of over-playing the challenge of a quota system and estierating the benefits of change

that doing something different can bring.

He believes that the quotation law in Norway has degiver
* More educated directors
* Improved board governance
* Younger board members
» Directors with different experiences

» Acloser connection to company executives

The last point particularly is worth noting, as Rennemdebes there is a role for people on the
board who have middle and senior management experience. hgald$rave CEO and CFO
experience on the board, but you should also have somethingatsething different,” he said,

“like people are more alert to execution issues.”

One outcome of quotation law has been the development imtleestanding that diversity is not
just about gender but background, understanding, experiencejcgigatenality. This echoes the
comments made by Margaret Johnson in the UK, in reladicalture influencing your tendency

to self-advocate.
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Harald Norvik, the Chair of global Telecoms company Telsagt non-Norwegian experience is
of value in itself and PLC boards increasingly needdbtiside expertise. In November 2011,
Telenor appointed its fourth overseas director, forméisBrTelecom executive Sally Davis, to
the board.

If there is a downside to the quotation law, it can le& $e the number of women in management
and executive positions who quit their jobs to take up baded. Leiv Askvig said the quotation
law resulted in a number of ‘hotshot women in thei BA@s’ and early 40s’ leaving executive
careers early; which he believes was a mistake. Nag\aksb sceptical of people quitting
executive roles to become career directors, saying aircéetvel of work and life experience is

needed to participate fully on a board.

The flipside is that for many women, being a directonase flexible than working in an
executive role and allows them to combine family and wibek Turid Solvang, who started the
Norwegian equivalent of the Institute of Company Diregtbetieves the quotation law killed off
the myth that board work is so onerous that you cannot cenitbivith being a parent and opened

the boardroom up to all comers.
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Women in the workforce

In Norway close to 80% of women work and the countrythagourth highest birth rate in
Europe. Clearly Norwegian women feel comfortable havimgera and children. However,
statistics can hide a bigger picture as there are a farmber of women working part-time (67 %
with children under the age of 10) in traditional roles (@ay, healthcare) who are saying no to

management roles because of the dual demands on their éatedcby family and work.

Professor Ellen Mortensen of Bergen University, sadhen still see themselves as caregivers,
own just 20 % of the nation’s wealth and do worse in divotban men. She spoke of a
movement to ‘go back to being housewives’ as a symptom t@cs great wealth creating a
lack of aspiration among young women. Marianne Okland,ravélgian rugby loving, British
based investment banker turned Non Executive Director, sasl madia in Norway is
contributing to the lack of career ambition as, ‘everyonewasits to be the wife of a footballer”.

She calls it the Beckham factor.

Prof. Mortensen cited the university sector as onethstahad been resistant to change and highly
patriarchal. Less than 20 % of full professors acrossvlpare women. Professor Inger Stensaker
from the Norwegian School of Economics said that 10 yearshage were no female professors
and now there are 13. It is being forced to come intovitte the advent of quotas for public listed

boards.

Nina Solli, assistant director at the ConfederatioNafwegian Enterprises (NHO), said that if
women feel the personal price being paid is too high thek will lose out. “To feel like a good
mother you need to gather the family for dinner,” she sditt Jomewhat old-fashioned notion
was confirmed by several Norwegians and perhaps reflee@grarian roots of Norwegian

society, where women kept the animals and children alhiewhe men fished the North Sea.

Solli, who coordinates the Female Future Program foNth@® believes the main focus for
Norwegian business should be skilling and encouraging mongew to move into management
and executive roles. The NHO program has been running 2d@zkand challenges enterprises to
make a long term commitment and set up objectives aimegdraliting more women into
management and the boardroom, and women to build networks aincoatird membership. To

date 1,251 women have qualified to take up board posts anddemoending leadership tasks.
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For CEQO's Idar Kreutzer, the CEO of Storebrand, ands@én Berg, CEO of Hafslund ASA,
creating a dynamic and flexible work environment is coretaining female (and male) talent.
Both ran extensive talent programs which function eqdatlynen as well as women. Storebrand,
a financial services company with most of its activilated to life insurance and pension savings,
offers:
* Full top-up of 46 week paid parental leave payment — ie, the eliife between what the
government pays and the applicants salary
* Five weeks annual leave
» 10 days elder care per year for employees to care for pgnegts etc
* An agreement with recruiters that at least one mdroae woman are included on the
final list

* Technology to support working from outside the office

When | spoke with Berg, he had the male company secretérg tward and man in charge of a
big power generator away on four and six months’ parerstaéleespectively. He said that this
level of flexibility is required from employers who cani@mand 100 % in the office perfect

service from employees.

Harald Norvik believes it is time for the discussion kamge and for Norway to look at
recognising the experience women have as mothers and profdssismelevant to boards and
other roles. He cites conflict resolution, motivatindiskand the capacity to manage a multi-
dimensional career, experiences and people as keyaewprits for people in executive and later

board roles.

“Leadership is advantage by people with different experienwesneed society to accept a career
path where people can work, live and then come back to waik,agthout being disadvantaged,”

Norvik said.
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Research Project 3: France

French men see French women as women first, then as French, then as professionals.
They see other women of other nationalities as American/ Australian/ British first then as
professional s then as women.

A consummate Parisian female corporate executive usetbtbkplain why two thirds of the new

entrants to CAC40 boards in France in 2011 were foreign.

Summary

France was the country in which | was able to gathelettst information for my Churchill
Fellowship. This was in part due to the few contacts lih&atance and difficulties in obtaining
meetings with those introduced to me via email. Howahese | did meet gave me an overall
picture of a more complex, but inherently gender diverse soaieiyhich women’s workforce
participation is high (more than 70%) due to excellent carelca strong sense of independence

and a general belief that everyone should work.

I met with five women in Paris, who gave me a stromgeehat the quota law introduced early in
2011 has been quickly adapted into the day to day of Frempbrate life, but the twist has been
the large numbers of foreign women appointed ahead of Frenoénv Marie-Claude Peyrache, a
former senior executive at France Telecom, member dfridrech Legion of Honour and founder
and director of Board Women Partners, said by appoimtorgen from overseas, boards were
ticking several diversity boxes, not just the one on gendaisdthelped Frenchmen save face

when it came to giving up their boardroom seats to women.

An issue that was harder to grasp in France wasothelexity of the secondary and tertiary
education systems, which from my basic understanding efééctietermines your path in life. To
be a top-level civil servant you have to go to Ecole Natedsidministration, while to be an
engineer you must go to Ecole Polytechnique. It appeargdhaschool, rather than your work
experience, then plays a large part in how high you go in admatii® and onto boards.

Civil servants also have their retirement funds calcdlatethe position they occupy for the last

six months of career, whilst everyone else takes an aggrefytite best 25 years.

As one English woman working in France whom | spoke to suggéBtaace has a lot to learn

on governance... and the vectors for change are women.”
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The French Stock market
In order to understand what quotation law means in Erang important to have a working
knowledge of the French stock market of which the followinglaaenost important indexes:
* CAC 40 represents a capitalization-weighted measure of thed0Osignificant values
among the 100 highest market caps on Euronext Paris.
* CAC Mid 60 represents the 60 largest French equitiestateCAC 40.
* SBF 120 is the most actively traded stocks listed nsPl includes all 40 stocks in the
CAC 40 index plus a selection of 80 additional stocks listeth@®temier Marché and
Second Marché under Euronext Paris.

» SBF 250 represents all sectors of the French economy.

The Premier Marché, Second Marché and Nouveau Marché sentipei three divisions of the

French equities market.

Impact of quota law

“We tried everything and it did not work...we needed tatigetn moving.
A code is voluntary so there is not enough adherence.
If you don’t do something special for women you won'tr@ase the numbers at the top.”

Marie Claude Peyrache

In January 2011, the French Parliament passed a lawingplairge companies to reserve at least
20% of their boardroom positions for women by 2014 and 40% by 20&7qudia law had been
mooted for some time, however France first had to chasgemnstitution to allow for sex equality
before proposing the bill. The French legislation applie®hoes2,000 companies in France which

are either listed, have more than 500 employees or revexges0 million euros.

Just six months later the largest companies on the Frenchesidtknge had exceeded the 20%
guota, with close to 70% of new entrants appointed t€#@40 being female. This was a big
rise from 2004, when women held only 7.2% percent of board seatks Bnd telecoms

companies have led the way.

Interestingly and somewhat controversially, there is ndfteavsovernment boards and
committees. This has caused some disquiet in Paiity, that is very used to the ‘monarchy of
civil servants’ that reign supreme in France, runningalternment boards and chairing several

listed boards despite having little real experiencelferposition.
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Mentoring women on boards

Board Women Partners is a leading not-for-profit mengoprogram launched in 2007 by Marie-
Claude and her partner, Preaux-Cobti, Director Genefiladbra, with the support of McKinsey
and France Telecom. The program is based on Peninah THerR3@E 100 Cross Company
Mentoring Program, mentioned previously in this repodaf8 Women is a cross-mentoring
program that puts decision-makers (the mentors, Chaiofnemajor companies) directly in contact
with the mentees: senior level women who are able toeapthese positions within a period of

three years or less.

Each Chairman selects one woman (or several) from theicompany who matches the profile
and who are then mentored by the Chairman of another cynigleing part in the program.
Mentors and their mentees meet regularly two tcethirees per year. All Chairmen reunite once a

year and the mentees two or three times a year.

As of December 2011, the program comprises 29 Chairmen and 4desie€fhere have been 11

mentees join the board of an SBF 120 company.

Women'’s Forum for the Economy and Society

France provided one of the highlights of the Fellowship inltlaats able to attend the Women'’s
Forum for the Economy and Society in Deauville. This wasxaraordinary experience, giving
me an opportunity to meet male and female leaders ardpsbns of change from around the
world. The global meeting drew a record audience of 1,48&ipants from 84 countries. | was

the only Australian attending, which marked me out in the drow

A discovery program ran as an adjunct to the main sesai@hprovided delegates with the
opportunity to follow specific streams in more depth thatplenary presentations allowed. The
range of topics addressed under the theme banner of “Wiahdfed from the Arab Spring to

Tweeting, and showcased scores of women leading from the tedipescore of our societies.

| took part in the stream on women in the boardroom, wihdbded a US-style boot camp. It was
instructive that there was nothing new in any of the sessand some of them were presenting
ideas Women on Boards has been advocating for years. Theptoh@éomen on Boards was

very new to everyone | spoke to and there is clearly notikiedgt anywhere globally.
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Conclusions

* Boardroom guotas get women on boards, improve governanceamgkdinking. They
do not move women into the executive pipeline.

» Europe is moving towards quotation law at individual couatrgt EU levels.

* The UK is following Australia in using its corporate govero@ code to push companies
to set gender targets and report performance.

» Traditional role modelling, stereotypes and unconsciondegebias is as common in
Norway, France and much of Western Europe as it lseitJK.

* Most companies are playing around the edges of reform offevoekpractices and
approaches to retaining and recruiting women into rolesamagement and above.

* The same issues affect women in the UK, Norway aadderand include; child bearing
and care, equal pay and insufficient retirement fuadd,CVs perceived as weaker due to
career gaps and less experience in operational, overseédsg client roles.

* Women appear to universally under-sell and under-rate themsebesting greater

encouragement and support to apply for, and move into, maiteraiiag roles.

References

1. Women on Boards (the Davies Reportl), 2011, Lord Mervyn Daviébersoch,
www.bis.gov.uk/assets/biscore/business-law/docs/w/11-745-woméonaras. pdf

2. Higgs review of the role and effectiveness of Non Executivediors, 2003, Derek
Higgs, http://webarchive.nationalarchives.gov.uk/+/http://wvingdv.uk/bbf/corp-
governance/higgs-tyson/page23342.html

3. Tyson report on the recruitment and development of Non Exeddirectors, 2003, Prof.
Laura Tyson and others,
www.london.edu/facultyandresearch/research/docs/TysonRegort.pd

4. Women on Boards Six Months Monitoring Report, 2011, Intesnat Centre for Women
Leaders at Cranfield School of Management, www.som.@&ldrdic.uk/som/dinamic-
content/media/Research/Research%20Centres/Centre%20for% 2020 eaders/6%
20month%?20monitoring%20report-final%20pdf.pdf

5. UK Corporate Governance Code, amended 2010, Financial RepoatimgiC
www.frc.org.uk/corporate/ukcgcode.cfm

6. Walker review of corporate governance in UK banks and othe@ndial industry entities,

2009, Sir David Walker, www.hm-treasury.gov.uk/d/walker_review_26pt9.

30



