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FOR THE READER OF THIS REPORT
Finland Chamber of Commerce has actively promoted women’s leadership for many years. Today promoting
women leaders through self-regulation is a strategic target of Finland Chamber of Commerce. Our goal is
that the best persons are appointed to leadership positions of companies, regardless of their gender.
We are one of the owners of the Finnish Corporate Governance Code for Listed Companies. The Code has
been a powerful tool to increase women’s participation on the boards of listed companies of all sizes. Finland holds EU record of women’s participation on the boards of large cap companies. The achievement is
remarkable especially considering that it has been reached without legislated quotas.
This report is our third women executives study. In the autumn of 2011 we published our study called Men
Lead Business Operations of Listed Companies – Women End up in Support Functions. In the study covering
all Finnish listed companies we found that women’s number on executive team level is still very low and especially on business management almost non-existent even though women’s number on boards has risen
sharply during the past few years.
This observation led Finland Chamber of Commerce to take concrete action. On Women’s Day 2012 we
launched our mentoring programme for women executives where top-level executives mentor women
executives. Out of ca 250 applicants we could accept 42 to the program. The 1.5-year program has received
excellent feedback and we are considering continuation for it.
In autumn 2012 we published our second women executives study called The Glass Ceiling is Cracking –
Self-regulation Beats Quotas where we found that women’s number on corporate boards was still increasing sharply. The same did not apply to CEO or executive management level. Good news was that women’s
number on leading business operations had increased.
In our third report we have extended the scope of the study to cover all state-owned companies as well as
some of the largest unlisted companies in order to give a more comprehensive view on women’s leadership
in the corporate world.
The Finnish model of promoting women’s leadership through self-regulation attracts international attention. Representatives of Finland Chamber of Commerce have given speeches and presentations on the subject at many international events on several continents. This report as well as its predecessors is published
in this English version, too.
We will continue our efforts to promote women’s leadership in the future.

Helsinki, 6 November 2013
Leena Linnainmaa		
Deputy Chief Executive		

Antti Turunen
Legal Counsel
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BOARDROOM SUCCESS FOR
WOMEN - CHALLENGES IN
BUSINESS MANAGEMENT
The 3rd Women Executives report by Finland
Chamber of Commerce 2013
This is the third women executives report by Finland Chamber of Commerce. In this report we update women executives’ situation and reveal the
changes since the previous reports. In addition, we
have collected new kind of information regarding
unlisted companies.
In the first part of this report we describe the development of women’s number in corporate boardrooms. We also compare the Finnish situation with
international statistics. In particular, we handle the
different measures taken in other countries to promote women’s directorships from quota legislation
to corporate governance codes. Based on the date
we evaluate the functioning of self-regulation as
well as the reasons why attitudes towards quota legislation should be reserved.
In the second part of the report we describe
women’s umber in executive management. We cover all Finnish listed and state-owned companies as
well as some major unlisted companies. We don’t
just cover the number of women executives but we
also study their sectors of responsibility. For the first
time we also study the age structure of executives.

Preparation of the report
This report by Finland Chamber of Commerce covers all companies with main listing in Helsinki Stock
Exchange, 118 companies (26 large cap, 38 mid cap
and 54 small cap). The companies are divided into
three categories by their market capitalization: large-caps (over 1 billion Euros), mid-caps (150 million
Euros to 1 billion Euros) and small-caps (under 150
million Euros).
The report covers all Finnish state-owned companies, too (12 listed and 43 unlisted companies). We
also cover the largest unlisted companies based on
their turn-over. We chose 100 largest companies. 42
of them were already included in the study based
on their stock exchange listing. Out of the remaining 58 companies sufficient data was available on
the websites of 30 unlisted companies. Regarding
28 companies we did not find the data in question on company website. Some of these companies
may be part of a group of companies and data is
available elsewhere. Furthermore, the available data
regarding the 30 unlisted non-state-owned companies covered in the report varied. Due to the relatively small number of unlisted companies covered in
this study, too far-reaching conclusions should not
be made regarding them. The data, however, gives
food for thought and comparisons to listed companies are interesting. Data on state-owned and other unlisted companies was collected in September
2013.
The contents are based on the information given
by the listed and state-owned companies on their
websites, as well as various other studies and sources. The information on company websites was collected by assistant Jenna Pitkänen in September
2013. Data on boards of listed companies was collected during the AGM season in spring 2013 and at
that time the number of listed companies was 119.
When the source of the data provided in this report
is outside Finland Chamber of Commerce, we provide information on sources and direct links to them.
The results were analyzed by Deputy Chief Executive Leena Linnainmaa and legal counsel Antti Turunen. The English version of the report was written by
Leena Linnainmaa.
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WOMEN ON CORPORATE BOARDS
– INCREASING NUMBER WITHOUT
QUOTAS

Women on corporate boards
Women’s share on boards of Finnish listed companies was 23 per cent in 2013 whereas the figure was
only 7 per cent in 2003. The increase has been quick
and women’s share is now more than three times
higher than it was 10 years ago.

The Finnish business sector has since 2003 taken proactive measures to promote women directors on corporate boards. The target is a balanced situation where
women’s high education and share of the labour force reflects women’s participation on boards and thus
WOMEN’S SHARE OF DIRECcompanies find the best possible persons to their boards.
TORS 3 TIMES AS HIGH AS 10
Ten years ago men had de facto 100 % male quotas
YEARS AGO
on major companies’ boards. The situation has changed considerably in Finland where both the corporate
sector and government have contributed to a major
change in women’s participation on corporate boards.
The Finnish development differs positively from
In 2004 the Finnish Government set a target of 40 other EU Member States considering that the figuper cent women board members in state-owned com- res have been reached without legislated quotas,
panies. This target was reached already in spring 2006. such as in Norway or France. Furthermore, the figuIn spring 2008 the business sector added a recommen- res do not contain employee representatives unlike
dation in the Finnish Corporate Governance Code for in Germany where they increase women’s share conlisted companies requiring both genders to be repre- siderably. We have not been able to find statistics
sented on boards.
studying how much employee representatives add
In Finland both men and women are committed women’s share in Sweden.
to increase women’s directorships. This is undoubtedCompany size has a considerably impact on
ly behind the fact that women’s directorships in listed women’s share of directorships. In large cap compacompanies are on EU record level. Large cap listed com- nies women have more than 30 per cent of directorpanies have already more than 30 per cent women di- ships in Finland, whereas the figure is 23 per cent for
rectors. Considering this success, it is surprising that mid caps and 18 per cent for small caps. The same
quotas are still on the Finnish political agenda and Fin- phenomenon exists in other countries.
land is backing the EU quota directive proposal.
It is also noteworthy that all large and mid caps
In some EU Member States women’s directorships have both genders on their board. According to our
have not reached the same attention which has acce- study conducted during the AGM season of spring
lerated EU measures. The European Commission has 2013, only 13 of current small caps have all-male bogiven two proposals on the issue (quota directive and ards (17 small caps in 2012, 26 small caps in 2011).
board diversity policy reporting).
Furthermore, the market value of these companies
Finland can be seen as an example how to promo- is very low, 26 MEUR median.
te women’s directorships without quotas. Representatives
Board composition of Finnish listed companies
of Finland Chamber of Com100
merce have represented the
93
88
86
Finnish experience on such fo90
83
82
78
77
ra as World Chambers Cong80
ress in Doha, Arab Women’s
70
Leadership Forum in Dubai,
60
The Council of Europe and the
women %
50
World Bank. Many European
men %
40
Corporate Governance Codes
have followed the path shown
30
23
22
18
by the Finnish Corporate Go17
20
14
12
vernance Code.
7
10
The European Parliament re0
cognized the effectiveness of
2003
2008
2009
2010
2011
2012
2013
Finland’s Corporate Governance Code in its resolution in July
2011.1 The recognition was not
unjustified considering the active measures taken by
the business sector to promote women directors and
the results of these measures.
1 Women and business leadership, European Parliament resolution of 6 July 2011 (2010/2115(INI)), point 6.
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Accumulation of board memberships

According to a study published by Finland Chamber of Commerce in May 2013 there are 731 board
In Finland accumulation of directorships in listed positions in Finnish listed companies, and the seats
companies to same persons – men or women – is are divided between 642 persons, 509 of them men
not a particular problem because board positions and 143 women.
are divided between a large number of people.
The most directorship one person has in Finnish
listed companies is four. There are only five men
and one woman who have four directorships in our
listed companies.
In Finland 0.7 per cent of female directors of listed
DIRECTORSHIPS DIVIDED
companies have at least four directorships whereas
figure is 2 per cent in Norway for women and 1
BETWEEN A LARGE NUMBER the
per cent for men. 2 In both countries the large majority has just one directorship in listed companies. In
OF PEOPLE
Finland 85 per cent of board members of listed companies have only one board seat whereas the figure
is a bit lower in Norway, 83 per cent. Men’s figure in
Finland is 88 per cent and in Norway 89 per cent.3
It is self-evident that accumulation of board positions to the same persons is not
a desirable phenomenon. Efficient
Women on Boards in different sized companies in
board work requires sufficient moyears 2011, 2012 and 2013
tivation and time in addition to
35
know-how.
31
Accumulation of board positions
30
28
has
not increased in average since
26
last
year when one man had five
25
23
23
board seats in Finnish listed com19
panies, three men had four seats,
20
18
2011
16
16 men and one woman had three
%
2012
15
seats, 52 men and 20 women had
12
2013
two seats and 417 men and 118
10
women had just one seat. It can
be noticed, however, that five wo5
men have at least three directorships whereas last year there was
0
large cap
mid cap
small cap
only one such woman. On the other hand, the total number of women with at least two seats, has remained the same (21 women).
In Sweden board seats are acAccumulation of board memberships
cumulated more to same persons
Total
Listed companies
State owned unlisted companies
compared to Finland. In Sweden
two men have seven board mem81
berships in listed companies and
four men and two women have six
seats.4
57

23
17

16

8
2
2 Board positions

3 Board positions

6

1

4 Board positions

1

0

0

5 Board positions

2 Comments on the Directive on improving the gender balance among non-executive directors of listed companies, Professor Karin S. Thorburn,
Norwegian School of Economics, Discussion at the ECGI-European Commission Workshop, Brussels, January 23, 2013, Presentation - European
Corporate Governance Institute
3 Ibid.
4 Två steg framåt – ett steg tillbaka, AllBright Rapporten 2013, http://allbright.se/wp-content/uploads/2013/02/AllBrightrapporten-2013.pdf
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BOARD SEATS ARE NOT
ACCUMULATED IN STATEOWNED COMPANIES
The low number of board seat accumulation can be
seen in Finland also regarding state-owned unlisted
companies. There are 268 such board seats and they
are divided between 241 persons. One woman is,
however, the chair-person of four state-owned unlisted companies. As for men, accumulation is especially scarce as 92 per cent of them have just one
board seat in state-owned unlisted companies. As
for women the figure is slightly higher, while 89 of
women have just one directorship. This figure is, however, lower in listed companies where 85 per cent
of women have just one board seat.

cision-making of the board. The results support our
self-regulatory system. In the international discussion it is often stated that when women are elected to
directors because of outside pressure they are not
given real decision-making responsibility in board
work. It is very pleasing that in Finland women are
often appointed to audit committees which have an
essential role in listed companies.
Women on boards in other countries

The number of women’s board memberships very extensively in Europe. Norway holds world record with its quota legislation. In general the Nordic countries are ahead of other countries. In some
countries women’s directorships are still rare.
In international comparison women’s board seats
are very numerous in Finland - more than 30 per
cent in large listed companies, EU record actually.
Based on these figures it seems clear that reaching
40 per cent share for women will not last 40 years as
Vice-President Viviane Reding of the European Commission has estimated the European situation in general. Behind the
Accumulation of board positions (men / women)
Finnish success are measures talisted and state owned companies
ken by different parties, particu100 %
larly the recommendation of both
90 %
genders of the Finnish Corporate
80 %
Governance Code for Listed Com70 %
panies.
60 %
50 %

*Germany: the figure covers supervisory boards and includes employee representatives.
30 %
If employee representatives are not taken into
account, women’s share is merely 9 %.
20 %
Sources:
10 %
Malta, Portugal, Hungary, Cyprus and Estonia:
0%
European Commission, Gender Balance in Bo2 Board positions
3 Board positions
4 Board positions
5 Board positions
ards, January 2013. The figures cover the larwomen (amount)
25
6
3
1
gest listed companies in those countries.
men (amount)
56
17
5
0
Greece: Hellenic Corporate Governance Code
Provisions on Gender Balance and Figures, Hellenic Corporate Governance Council 27.9.2013
Belgium: Etude, Respect du code belge de gouvernance d’entreprise
Important committee positions for women in 2009, Rapports Annuels 2012, Guberna ja FEB
The Netherlands: The Dutch Female Board Index 2013
Finland
Spain: CNMV, Informe anual de Gobierno Corporativo de las companías del IBEX 35, Ejercicio 2012
The self-regulatory system of Finland has managed Australia: Australian Institute of Company Directors, 25.9.2013
to bring women to powerful postions as women Italy: Consob (The Italian Companies and Stock Exchange Commission), Database (2013)
have received a very satisfactory number of board UK: The Female FTSE Board Report 2013
seats in Finnish listed companies. Bachelor’s The- USA: Catalyst 2012
sis of Niklas Virtanen for Aalto University Business Denmark: Data received 8.10.2013 from Danish Business Authority
(Erhvehrsstyrelsen) based on statistics of August 2013
School (Spring 2013) The Role of Women Directors Germany: WOMEN-ON-BOARD-INDEX, Studie von FiDar, 15.9.2013
in Finnish Boardrooms – Examination of Committee Sweden: AP2 Index of Female Representation in publicly-quoted comMemberships covers all Finnish listed companies for panies, Nordic Investor Services, May 2013
France: AFEP, Association française des entreprises privées, tiedot saayears 2007–2011.5
tu 27.9.2013
The study indicates that women directors are fa- Finland: Finland Chamber of Commerce 2013
vored in the selection to at least one committee, as Norway: Styre og leiing i aksjeselskap, 1. januar 2013, Statistics Norway
40 %

well as in selection of audit committee members,
whereas director’s gender is irrelevant in the appointment of nomination and compensation committee members. Mr Virtanen finds that women
directors they are given true responsibility in the de-

5 http://kauppakamari.fi/wp-content/uploads/2013/07/Niklas-Virtanen-Bachelors-Thesis.pdf
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Women on Boards in different countries
Norway (all public companies)

41 %

Finland (large cap)

31 %

France SBF 120

27 %

Sweden (large cap)

25 %

Germany, DAX*

22 %

United Kingdom FTSE 100

19 %

Denmark (large cap)

18 %

USA Fortune 500

17 %

Italy (listed companies)

17 %

Australia ASX200

16 %

Spain IBEX 35

14 %

Netherlands

14 %

Hungary

12 %

Belgium BEL20

12 %

Cyprus

9%

Estonia

8%

Greece (large cap)

8%

Portugal

7%

Malta

3%
0%

5%

10 %

15 %

20 %

25 %

30 %

35 %

40 %

45 %

Figures have been rounded to full percentage points.

UK – women’s directorships increasing
Women’s board memberships have increased in the
UK particularly after the governments set a target
of 25 per cent board seats for women by 2015. Undoubtedly the possibility of government action has
contributed tot he awakening oft he business sector
to appoint more women directors.
Today 19 per cent of board seats of FTSE 100 companies are held by women while in our last year’s report we quoted the figure of 17.5 per cent. Today six
FTSE 100 companies don’t have any women on their
board whereas just a few years ago 18 per cent had
all-male boards. The change is reflected in the fact
that since 1 March 2013 out of all board appointments 25 per cent have been given to women.6
Women’s share in FTSE 250 companies is not
equally large (14.9 %). A fifth of these companies
(20.4 %, 51 companies) have all-male boards. Even
in this class of companies women’s share is increasing as 36 six per cent of new boar appointments
since 1 March 2013 have gone to women.7

Italy and France – women’s directorships increasing
In Italy and France women’s share on boards has increased considerably recently. This is due to a large
extent to quota legislation enacted in both countries in 2011. The figures were quite low a few years
ago. E.g. in Italy, a few years ago women’s share was
only ca 5 per cent whereas the current figure is ca
17 per cent.
In the large French companies (SBF 120 ja CAC 40)
women’s directorships have increased during the recent years as follows:8
SBF 120
CAC 40
2011 2012 2013 2011 2012 2013
17,2 % 21,9 % 26,6 % 21,1 % 25,2 % 29,3 %

6 Professional Boards Forum BoardWatch, BoardEx 1 October 2013, http://www.boardsforum.co.uk/boardwatch.html
7 Ibid.
8 Ranska: AFEP, Association française des entreprises privées, tiedot saatu 27.9.2013
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Sweden – slight decrease in women’s directorships
Unlike Finland, the Swedish development for two
years has been that women’s directorships are not
increasing any more but are slightly decreasing. In
2013 women’s share in listed companies decreased
to 22.3 per cent9 from last year‘s 22.7 per cent and
from recrord year 2011 (22.9 % ).10 The Swedish figure is stil very high in international comparison even
though it has decreased tot he level of year 2010.
Even in Finland the figure is higher in large caps
(25 % in 2013) than in small caps. Additionally, the
number of companies with at least a quarter of women on the board has decreased, while in 2013 there are 110 such companies (43.5 %), 117 in 2012
(45.6 %) and in 2010 still 122 companies (48.8 %).12
Women’s board memberships in state-owned
companies
For years, the Finnish government has taken active measures to promote women’s corporate board
positions. In 2004 the Finnish Government set a target of 40 per cent women board members in stateowned companies. This target was reached already
in spring 2006. This has been an important factor
in promoting women on company boards because partially state-owned companies include several important and well-known listed companies in
Finland. The ambitious and detailed target-setting is
also included in current Government’s gender equality program.
The target is today reached very satisfactorily.
Women’s share of directorships in companies fully
owned by the state, women’s share is 45.8 per cent
in average. However, there are three companies not
reaching the 40 per cent target.
As for state partially owned unlisted companies,
women’s share of board seats is 34.8 per cent. One
of these companies has no women directors.
Women’s board memberships in unlisted companies

FEW WOMEN ON BOARDS OF
LARGE UNLISTED
COMPANIES
This is not a very satisfactory result, especially because major pension companies were included in
the sample.

MEASURES TO INCREASE WOMEN’S
DIRECTORSHIPS
It is clear that in general there are not enough women on the boards of significant companies. The issue is widely discussed in Europe focusing on large
listed companies. Several countries have enacted
quota legislation. In those countries development
has been slow before legislative action. Furthermore, the European Commission has given two directive proposals.
The experiences on quotas are not merely positive. Actually, quotas have unintended consequences
and they have failed to promote women’s advancement to executive positions.
The most common method to promote women’s
board memberships in listed companies is to include a recommendation on gender balance in the
national corporate governance code. In most cases
these recommendations are rather general in nature
and don’t require specific results. The effectiveness
of the Finnish corporate governance code is based
on the clear and binding nature of the gender recommendation.
When considering the practises in different
countries and the number of women directors in
those countries, it becomes evident that quota legislation does not automatically give a higher number of women’s board seats than a well-functioning
self-regulatory system.

Due to issues of availability, we could only collect
data for 26 companies which is not a sufficient
sample to give reliable data on board compositions
in these companies. It is, however, noteworthy that
10 out of these 26 companies had all-male boards.
Women’s percentage of board memberships was
merle 12.4 per cent.

9 http://www.dn.se/ekonomi/farre-kvinnor-i-borsbolagen/
10 AP2 Index of Female Representation in publicly-quoted companies: boards, executive managements and employees. A study conducted by
Nordic Investor Services, June 2012. http://www.ap2.se/Global/Kvinnoindex/NIS%20AP2%20Fem%20Rep%20Index%20english.pdf
11 Andra AP-fondens index över andel kvinnor i börsbolagen: styrelser, ledningar och anställda. En studie genomförd av Nordic Investor Services i
maj 2013. http://www.ap2.se/Global/Kvinnoindex/NIS%20AP2%20Kvinnoindex%202013%20130530.pdf
12 Ibid.
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Women’s directorships have been promoted in
different ways in different countries. In some
countries no measures have been taken.
Country

Quota law

Self-regulation,
CG-Code

Norway
Finland
Latvia
France
Sweden
Iceland
Germany
Slovakia
Slovenia
UK kuningaskunta
Denmark
Czech Republic
Italy
USA

x

x
x

x

x
x
x
x

Australia
Lithuania
Bulgaria
The Netherlands
Spain
Belgium
Hungary
Austria
Ireland
Luxembourg
Poland
Cyprus
Romania
Greece
Estonia
Portugal
Singapore
Malta

x

x
x

Women’s
share of
board
seats
41 %
31 %
29 %
27 %
25 %
25 %
22 %
20 %
20 %
19 %

x

x

18 %
18 %

x

x
(SEC
disclosure
rule)
x

17 %
17 %

x

x

x
x

x
x

x

x
x
x

x

16 %
16 %
15 %
14 %
14 %
12 %
12 %
12 %
11 %
10 %
10 %
9%
9%
8%
8%
7%
7%
3%

Sources for women’s board memberships:
See above figure Women on boards in different countries.
European Commission, Gender Balance in Boards, January 2013. The
figures cover the largest listed companies in those countries.
Iceland: Comments on the Directive on improving the gender balance
among non-executive directors of listed companies, Professor Karin S.
Thorburn, Norwegian School of Economics, Discussion at the ECGI-European Commission Workshop, Brussels, January 23, 2013, Presentation
- European Corporate Governance Institute
Singapore: The Singapore Board Gender Diversity Report ’The Female
Factor’ 2012

The gender recommendations of corporate governance codes in different countries as well as information on quota legislation in different countries
can be found in the annexes of this report.
Self-regulation in different countries
CG Code in Sweden
A recommendation that balanced board composition should be an aim was included in the Swedish
Code of Corporate Governance in 2004. The approach has remained the same in the Swedish code updates.13 The major difference between Finland and
Sweden is the level imperativeness oft he recommendation. While the Finnish code requires results
or a public explanation, the Swedish code exresses
an aim and does not require an explanation if both
genders are not represented on the on board.
In Sweden one large and two mid caps have allmale boards while in these categories no company
has an all-male board. Out of Swedish small caps 10
companies have neither female directors nor executive management team members.14
Corporate Governance Codes in other countries
Recommendations supporting the election of women directors without concrete goals are included
the corporate governance codes of several countries, such as Belgium, Germany, the UK and the Netherlands (see more in Annex 1). The French code includes concrete figures but the recommendation
was given after the French quota law proposal was
in the Parliament and thus was not fully a self-regulatory measure by business initiative.
The codes can be found at the European Corporate Governance Institute website www.ecgi.org.

Measures to promote women’s board memberships
and results in different countries
13 The Swedish Corporate Governance Code http://www.ecgi.org/codes/documents/cg_code_sweden_feb2010_en.pdf
14 Två steg framåt – ett steg tillbaka, AllBright Rapporten 2013, http://allbright.se/wp-content/uploads/2013/02/AllBrightrapporten-2013.pdf
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The Finnish Corporate Governance Code has
proved its effectiveness
The recommendation of the Finnish Corporate Governance Code requiring both genders to be represented on the board has proved to be a powerful tool in increasing women’s directorships in listed
companies. The recommendation differs from the
corporate governance codes of other EU countries
for its requirement of transparency concerning the
reasons why a listed company has an all-male board.
Finnish listed companies hold EU record in the number of women directors even though there are no
legislated quotas governing listed companies.
The Finnish Corporate
Governance Code

Gender composition of Boards in listed companies

The Finnish Corporate Governan100
90
ce Recommendation of 2003 was
80
the first national code in the world
70
to mention the sex of board mem60
bers:
% 50
49 51
It is imperative for the board’s
40
30
work and its effective functioning
20
that the board is composed of di10
rectors with versatile and mutual0
2008
ly complementary capabilities and
skills. The age mix and the proportions of both sexes can also be taken into account in the composition of the board.
This text was included in the Code by the business sector’s own initiative. It was not a strong approach but it was a beginning and helped to pave
way for a stronger approach later.
In 2008, an updated Finnish Corporate Governance Code was issued. Recommendation 9 of the Finnish Corporate Governance Code for Listed Companies now states as follows:
Both genders shall be represented on the board.
This recommendation has been applicable from
the first annual general meeting held after 1 January 2010. The recommendation was kept unchanged
in the updated Corporate Governance Code issued
in June 2010.
If a company does not comply with the recommendation, it must account for and explain the
deviation from the Code. Actually, although some
other national codes handle diversity on the boards,
the Finnish Code is the only one requiring an explanation if both genders are not represented on the
board of a company. This requirement is what makes it effective.
The general experience in the Finnish market is
that most companies are reluctant to depart from
the Code due to the publicity of the departure. So
there was confidence that a recommendation requiring an explanation if not complied with will have
an effect. This confidence was not unfounded.
In 2008, when the Code was issued, only 51 per
cent of Finnish listed companies had a female board

10

member while 49 per cent of the companies had allmale boards. After the recommendation was given,
the ratio soon started to change. In 2009, already 59
per cent of the companies had at least one female
board member even though the recommendation
had not yet entered into force.
In spring 2010, the number of companies with at
least one woman board member rose to 74 per cent
of all listed companies. This can be seen as a success
as the change from 51 to 74 per cent happened in
two years and without much controversy. In spring
2011, the number rose to 78 per cent, in 2012 to 86
per cent and in 2013 to 89 per cent.

89

86
78

74
59
41
26

22
14

2009

2010
only men

2011

2012

11
2013

both genders

According to our study conducted during the
AGM season of spring 2013, only 13 of current small
caps have all-male boards (17 small caps in 2012, 26
small caps in 2011). Furthermore, the market value
of these companies is very low, 26 MEUR median.
Deviations to be explained
The Finnish Corporate Governance Code is based
on the Comply or Explain principle. The Code is binding for listed companies as a part Stock Exchange
regulations. If a company does not comply with a
recommendation of the Code, it must account for
and explain the departure from the recommendation. This requires public disclosure. A company must
disclose that it complies with the Code, and provide
information on any departures as well as their explanations on its website and in its annual Corporate
Governance Statement (see recommendation 54).
The disclosure duty has proved to be an efficient
way to increase the number of women directors, especially because the Finnish media has actively followed the development and supported change.

Guideline on Explanations
In the guideline15 issued by Securities Market Association16 in January 2012 the following instructions
are given:
In order to meet quality requirements, an explanation should be clear and comprehensive. In practice,
this means that the company shall
• tell what recommendation it departs from (number and heading of the recommendation),
• explain in what manner it departs from said recommendation,
• provide an explanation for the departure, and
• present the solution that the company has
adopted instead.
As for many of the recommendations, it may be well
founded for the company to describe the procedure
through which the company has arrived at the decision to depart from the Code. If the General Meeting
has made a decision related to departure from the
Code, it is often appropriate to explain the measures
taken by the Board of Directors or a Board Committee in this matter.
The guideline states also the following:
The explanations provided by companies that depart from recommendation 9 have in several cases
been too general and therefore insufficient. The Securities Market Association encourages companies
to follow the recommendation on the gender representation of the Board of Directors (recommendation 9) and states that if a company departs from the
recommendation, the informative quality of explanation must be sufficient. This means, for instance,
that the company describes the preparatory measures that it has taken for achieving a gender representation on the Board. It is not sufficient, for instance,
to merely state that the company has not been able
to find a suitable female director or that the Annual
General Meeting has decided on the composition of
the Board of Directors.
The quality of explanations is ameliorating
Finland Chamber of Commerce studied departures from the Code and their explanations in spring
2013 from all listed companies’ websites and corporate governance statements given for the year 2012.
In general it can be said that the quality of explanations is ameliorating compared to previous years
even though some problems still exist. It should be
noted that all deviating companies are small with limited resources. Some companies e.g. still describe
a deviation even though they don’t have an all-male
board anymore.

It is common that the explanations refer to longterm goals. This possibility was included in the Code of 2008 but was removed from the Code of 2010.
”The company departs only from recommendation 9
as both genders are not represented on the board. The
long-term goal of the company is, however, to comply
with the said recommendation”.
“The AGM of 2012 did not elect any women directors.
The long-term goal of the company is to comply with
the recommendation of the Code.”
“Both genders were not represented on the board and
the composition does not comply with the recommendation. Due to the relatively small size of the company
compliance with the recommendation is a long-term
goal.”
”Deviating from recommendation 9, both genders were
not represented on the board as despite attempts the
company did not manage to present female candidates for the board to the AGM. A long-term goal of the
company is to have both genders represented on the
board composition.”
” The Nomination Board is searching for female candidates that have industrial experience from businesses
similar to Company’s main lines of business. The Company aims at complying with the recommendation in
the long run.”
More often than in the previous years the explanation is justified by AGM decision or ownership structure.
“The AGM did not elect both genders to the board. The
proposal to the AGM for board composition was made
by shareholders representing 55.8 per cent of company
chares and the board informed them of the contents
of Recommendation 9. The shareholders wanted to
emphasize continuity in the board composition in view
of the key points of board work that could be visioned
and on the other hand did not see it needed, considering the quality and extent of company operations, to
extend board composition from the previous five members.”
“The board composition does not include both genders. Shareholders proposed and the AGM elected an
all-male board.”
”The majority owner’s requirement is that the board
composition clearly reflects the company’s ownership
structure and the goal is to have the largest shareholders’ extensive and continuing representation on the
bard and a suitable female member could not reasonably be found”.
One company gives company size as the explanation. This explanation is today not as common as it
was previously.

15 http://cgfinland.fi/files/2012/01/Guideline_comply-or-explain_en.pdf
16 www.cgfinland.fi
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”All board members are of same gender. The reason for
this is the small size of the company.”
One company gives the explanation that they just
could not find a female candidate. This explanation
is not any more as common as it was previously.
”Suitable candidates to fulfill the Code have not until
now been”.
One company refers to the main business of the
company.
”Considering the duties of the board and its efficient
operation the companys considers it important that
directors have diverse knowledge and that their experience complement each other. The nomination committee search for a suitable female board member to
fulfill the Code’s recommendation on gender representation. Until now the nomination committee has no
suitable candidate who knows the company business
sector well.”
On company gives the explanation that both genders are not needed.
“Deviating from Recommendation 9 representatives of
both genders were not elected to the board as this was
not needed considering the requirements of business
operations and the stage of the company.”
Some companies fail to disclose the deviation or
just state the fact without an explanation. Muutama
yhtiö jättää poikkeuksen kokonaan mainitsematta
tai tuo esille vain kyseisen faktan.
“Deviating from the Recommendation the company
board has not female member.”
One company describes a future change.
”The company has searched for a suitable female member to the board in order to fulfill the Recommendation
on gender representation. Previously such could not be
found but a candidate will be proposed to the AGM of
2013.”
Quota legislation in different countries
Many European countries have passed quota legislation for corporate boards. In those countries the
development has been slow before the quotas were
set. Annex 2 of this report contains information on
quotas in difference countries.
The discussion on quotas has been very lively in
Finland, too, where several members of the government have expressed their support for quotas whereas the business sector opposes them.
Quotas in Norway
The first quota law for corporate boards was enacted in Norway where the business sector failed to
take active measures to increase the number of women directors even after the threat of quota legislation had been announced. Quotas were initially
proposed by Mr Ansgar Gabrielsen, Trade Minister

representing the conservative party. Later on the
quota law was enacted by the actions of non-conservative parties.
The Norwegian quota law came into force in 2008
and sets a quota of 40 per cent in average of both
genders on the boards of all public companies, not
just listed companies. Non-compliance with the law
is sanctioned, and the final sanction is the dissolving
of the company that is breaking the law. No company has been dissolved and companies where quotas
are applicable comply with the law. However, many
public companies have been transformed to private
companies at least partially in order to avoid quotas.
The Norwegian quota law has caused some unintended consequences, such as the so-called golden
skirt phenomenon (see below). It is especially noteworthy that quotas have failed to increase the number of women CEO or executives.
Quotas in France
Another binding sanctioned law was enacted in
France where no self-regulatory measures such as a
recommendation in the Corporate Governance Code were taken by the business sector before quota
law was proposed. The law covers all listed companies as well as unlisted companies with more than
500 employees and 50 million Euros turnover. Listed
companies have to elect 20 per cent women members at the latest in the first general meeting after 1
January 2014 and 40 per cent at the latest in the first
general meeting held after 1 January 2017.
The French quotas are sanctioned so that board
elections in non-compliance of the law are void and
directors’ fees cannot be paid. The number of women directors in large listed companies has started
to increase (see above Italy and France – women’s
directorships increasing).
Quotas in other countries
Quota legislation has been enacted in several other
European countries, too. In Spain, quotas were enacted already in 2007 but the law comes into force
in 2015 when 40 per cent of directors have to be
women.
Furthermore, the parliaments of Belgium, Iceland,
Italy and the Netherlands have enacted quota laws.
In Germany the issue is discussed eagerly, although
no concrete action has been taken.
In Sweden Minister Margareta Winberg “threatened” companies with gender quota law proposals
in 2002 unless the number of women directors increases. The following year women directors’ number
doubled showing that a mere threat of quotas can
be effective.
In 2006 a quota law proposal was prepared in the
Swedish Ministry of Justice. General elections followed soon after and the new Justice Minister of the
conservative government issued a decision in 2007
that quota legislation will not be enacted.17 At first
the increasing of women directors’ number stagna-

17 Ministry of Justice, Resolution by the Governments 1.3.20007, Justitiedepartementet, Regeringsbeslut, 5, Ju2006/5290/L1, 1.3.2007.
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ted but today 22.3 per cent of directors of Swedish
listed companies are women (see more above Sweden – slight decrease in women’s directorships).
EU-level legislative action
The European Union has been highly interested
in women’s board memberships for several years. ”Equality in decision-making is not yet a fact,”
EU Fundamental Rights Commissioner Viviane Reding told a hearing of the European Parliament’s
women’s rights and gender equality committee on
14 July 2010. ”I do not rule out the possibility of putting forward legislation in this area,” she added.
In March 2011 Vice-President Viviane Reding gave the European companies one year time to increase women’s participation on corporate boards:
”We need to use all of our society’s talents to ensure that Europe’s economy takes off. This is why the
dialogue between the Commission and the social
partners is so important. I believe that self-regulation could make a difference if it is credible and effective across Europe. However, I will come back to the
matter in a year. If self-regulation fails, I am prepared
to take further action at EU level.”18 Also, Commissioner Michel Barnier has been committed to the issue.
In July 2011 the European Parliament issued a resolution supporting gender quotas if steps taken by
companies and the Member States are found to be
inadequate.19 The Parliament, however, acknowledged Finland’s successful self-regulatory approach as
the only country mentioned in this respect.
Furthermore, the European Commission dealt with the issue in two consultations on corporate
governance.20
As a result, the European Commission has given
two proposals for directives, the so-called quota directive21 proposed by Vice-President Viviane Reding
as well a directive on board composition diversity
policy reporting proposed by Commissioner Michel
Barnier.22 The quota directive includes the aim of attaining a 40% objective of the under-represented
sex in non-executive board-member positions in
publicly listed companies, with the exception of
small companies.

The diversity policy reporting directive would
require listed companies with the exception of
small companies to provide a description of the
company’s diversity policy for its administrative,
management and supervisory bodies with regard
to aspects such as age, gender, geographical diversity, educational and professional background, the
objectives of this diversity policy, how it has been
implemented and the results in the reporting period. If the company has no such policy, the statement shall contain a clear and reasoned explanation
as to why this is the case.
The thresholds for application of the two directive proposals differ from each other reflecting the
lack of coordination in the preparation of the two
proposals originating from different units of the European Commission.

18 Press release 1 March 2011 IP/11/242 “EU Justice Commissioner Viviane Reding meets European business
leaders to push for more women in boardrooms”
19 Women and business leadership, European Parliament resolution of 6 July 2011 (2010/2115(INI)), point 16 (b).
20 GREEN PAPER, The EU corporate governance framework, COM(2011) 164 final, 5.4.2011; GREEN PAPER, Corporate governance in
financial institutions and remuneration policies, COM(2010) 284 final, 2.6.2010
21 Proposal for a DIRECTIVE OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL on improving the gender balance among non-executive directors of companies listed on stock exchanges and related measures, 14.11.2012, COM(2012) 614 final, 2012/0299 (COD)
22 Proposal for a DIRECTIVE OF THE EUROPEAN PARLIAMENT AND OF THE COUNCIL amending Council Directives 78/660/EEC and 83/349/EEC as
regards disclosure of nonfinancial and diversity information by certain large companies and groups, 16.4.2013, COM(2013) 207 final, 2013/0110
(COD)
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The failure of quotas to promote women executives - unintended consequences of quota legislation

ring that they will not be appointed to CEO or toplevel executive positions. Quotas have ensured access to boards but have not helped to solve the real
problem but on the contrary may have contributed
to less women becoming CEO’s or line management
executives. Actually Sweden and Finland have more women on executive management team level in
listed companies than Norway.

The initial enthusiasm towards quota legislation
has started to wane even in Norway. The sanctioned quota law has increased women’s board memberships in public companies. However, they have
had no further effect to increase
the number of women executiComparison of the Nordic countries - Women leaders in
ves. This observation is included
listed companies
already in our previous report but
increasingly in other sources, too,
Finland
Sweden
Norway
such a Discussion Paper on Norway published by the European
40 %
Commission.23

QUOTAS DON’T
TAKE WOMEN TO
TOP EXECUTIVE
POSITIONS

23 %

22 %
19 %

21 %

23 %

18 %
15 %
12 %

6%

6%

1%
Board members

Furthermore, the new Prime Minister of Norway,
Ms Erna Solberg Solberg said in an interview that “I
don’t think you can use quotas to get more women
into the corporate world,” and continued that “You
have to give women more opportunities to build
better CVs.” 24
The new Prime Minister was spot on. Board memberships are just the tip of the iceberg. The real issue
is that very few women advance to top business management positions. The quotas in Norway have not
made it happen that women would be appointed
CEO’s or executive management teams any more
than in other countries. An impact assessment for
the legislation is planned.

MORE WOMEN EXECUTIVES
IN FINLAND AND SWEDEN
In Norway an unintended consequence of the quota legislation seems to be that when recruiting very
many new women directors simultaneously some
women with a promising career have left their jobs
to become board professionals thus in a way ensu-

CEOs

Management Group

CFOs

Also regarding the Netherlands the outcome is
the same; quota legislation has an impact on the
number of women’s board seats but not on the
number of women executives.25
The golden skirt phenomenon
The Norwegian quota legislation has produced a socalled golden skirt phenomenon. When quotas are
enforced, many new women candidates are needed
at the same time. In Norway one woman board professional holds eight directorships in public companies.26
Eight women in Norway but only two men have
held in average more than four board seats between
2007 and 2010. Furthermore, 21 women and only nine men have had an average of more than three board seat in listed companies during 2007-2010. The
accumulation of board seats has shifted from men
to women in Norway.27
In Finland nobody has more than four seats on
Finnish listed companies’ boards. See above Accumulation of board memberships.

23 http://ec.europa.eu/justice/gender-equality/files/exchange_of_good_practice_no/no_discussion_paper_no_2012_en.pdf pages 9-10.
24 http://www.bloomberg.com/news/2013-10-08/sex-gap-alive-and-kicking-in-norway-as-women-rule-in-politics.
html?goback=%2Egde_4728626_member_5793658515310530560#%21
25 The Dutch Female Boad Index 2013, figure 5. http://www.accountancynieuws.nl/Uploads/Files/femaleboardindex2013.
pdf?goback=%2Egde_4728626_member_271654270%2Egmp_4728626%2Egde_4728626_member_270850699%2Egmp_4728626%2Eg
de_4728626_member_271654270#%21
26 InnsideBørsen Q1 2012, Tema: Makt og kjønn, Burson-Marstelle, 22.1.2012, http://burson-marsteller.no/wp-content/uploads/2012/01/
Innside¬Børsen-Q1-2012.pdf
27 The ”Golden Skirts”: Changes in board composition following gender quotas on corporate boards, Morten Huse, BI Norwegian Business School
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Other unintended consequences of quotas
Decreasing number of public companies
Sanctioned quota legislation may be a barrier to
stock exchange listing especially for SME’s.
The Norwegian quota law covers all public companies, not merely all listed companies. During the
existence of the quotas, the number of public companies in Norway has decreased from over 600 to
merely over 300. The quotas have played a major role in this regrettable development but they are not
the only factor.28
The risk of decreasing number of listed companies should be taken seriously. Quotas should not
be legislated where self-regulation functions.
Impact on stock price
Enacting quota legislation may have some impact
on stock price. This was shown in a study by the
University of Michigan concerning Norway where
the study found that the constraint imposed by the
quota caused a significant drop in the stock price at
the announcement of the law.29

Legislation enhancing transparency
Quota legislation is not the only kind of legislative
action targeted for promoting women business leaders.
In 2004, the Swedish Annual Accounts Act was
amended to include a duty on companies to provide information on gender distribution at a management level in its annual accounts.31 This information
is required concerning board members, the managing director and other members of a company’s
management. Companies with a maximum of 10
employees are exempted from this duty of information. The 2004 amendment was justified by the Swedish Government on the grounds that the measure will contribute to a better distribution of women
and men in leading positions of the business sector
without causing significant costs to companies.
In the UK, the need to increase transparency is
currently under consideration.
The planned EU quota action includes requirements of transparency.

Increasing number of directors
Quota legislation evidently increases the number of
board seats when suitable previous directors hold
their seat but new ones must still be elected.
We have found anecdotal evidence of this development in our discussions with small listed companies with all-male boards.
If the number of directors grows for no other reason than adding women members, the composition
may be too large for effective board work.
We have found no international study or statistics
on this issue.
Business executives oppose quotas
The Finnish Business and Policy Forum EVA (www.
eva.fi) published a survey on women executives on
15 October 2013 with 1175 companies having responded to the survey.30
Almost half of the respondents (48 %) estimated
that a large share of women would be very beneficial for their companies. However, quotas did not receive support. Only 12 per cent of respondents supported quotas to any extent while 84 per cent were
against. Out of female respondents only 24 per cent
supported quotas.

28 Information received from Oslo Stock Exchange.
29 The Changing of the Boards: The Impact on Firm Valuation of Mandated Female Board Representation. Kenneth R. Ahern, Amy K. Dittmar.
http://webuser.bus.umich.edu/adittmar/NBD.SSRN.2011.05.20.pdf
30 EVA Analyysi: Huippua kohti – Näin naiset toimivat yritysten johtoryhmissä, http://www.eva.fi/blog/2013/10/15/eva-analyysi-huippua-kohtinain-naiset-toimivat-yritysten-johtoryhmissa/
31 Årsredovisningslagen Chapter 5, Paragraph 18b.
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WOMEN EXECUTIVES

Women CEOs

The discussion on gender quotas centers on boards of
listed companies. They are, however, just the tip of the
iceberg. While women’s board memberships in listed
companies are on satisfactory level, it is time to contemplate women’s participation on executive level. The
future board members are to be found among today’s
executives.
In addition to the number of women CEOs and other
executives, attention should be paid to the responsibilities of women executives. Women ending up in management of support functions rather than line management seems to be an international phenomenon. This
is not a minor detail as support functions do not usually
lead to CEO or board positions.
Quota legislation can quickly increase the number of
women’s board memberships. The Norwegian example
shows, however, that board quotas do not contribute to
an increasing number of women executives.
The small number of women executives is not easily
and quickly to be solved. Many factors contribute to the
situation starting from women’s choices in education
and too much self-criticism as well as employers’ passivity in promoting women’s career paths. Long-term
work to change attitudes is needed so that companies
will have best possible leaders in the future.
Internationally it is evident that men have an overrepresentation in corporate leadership and Finland is
no exception. We are witnessing, however, a positive
trend in women’s increasing number in business management. Unfortunately, our study does not support the
common belief that passing of time will change the situation as new generations come to the labour market.

Women CEOs in listed companies
Despite the increasing number of women board
members, an equivalent increase has not been seen
in CEO positions. There is only and woman CEO in
the Finnish listed companies (Nina Kopola, Suominen Plc), corresponding to 0.8 per cent of CEOs. The
situation was the same a year ago. Two years ago
there was none.
It seems that women’s share of board memberships increases in larger companies while the number of CEOs decreases.

FEWER WOMEN CEOs IN FINLAND THAN IN COMPARABLE
COUNTRIES
The number of women reaching CEO positions in
listed companies is lower in Finland than in Sweden,
UK or USA. It should be noted that the quota law
has not increased women CEO’s number in Norway
as none of the 25 largest companies have a woman
CEO.32

Women CEOs
8,0 %
7,0 %

6,0 %
5,0 %
4,0 %
3,0 %
2,0 %
1,0 %
0,0 %
Finland, listed
companies

Sweden, listed
companies

The UK, FTSE 100

USA, F500

Finland, un-listed

32 http://www.bloomberg.com/news/2013-10-08/sex-gap-alive-and-kicking-in-norway-as-women-rule-in-politics.
html?goback=%2Egde_4728626_member_5793658515310530560#%21
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Finland, state-owned

Sweden

Educational background of CEO’s

In Sweden, 5.5 per cent of CEO’s of listed companies
are women.33 If the figure is compared to the previous years’ figures (2 % in 2011, 4.3 % in 2012), positive development can be seen while the number
is still low. The situation can be elaborated by the
detail that there are more CEOs whose name is Johan (15 men) than women and even men called Anders reach women’s number (14). The typical CEO in
a listed companys is a 51-year old male called Johan
who has a degree from Stockholm School of Economics.34

In our report of 2011 we studied the educational
background of CEO’s. The outcome was that most
CEO’s of Finnish listed companies have a master’s
degree in engineering or economics. The situation
has not changed much since.
According to the Finnish Corporate Code for
Listed Companies the CEO’s education must be
disclosed on the company website and 110 companies comply. Out of these CEOs 43.6 per cent have
a degree in engineering (42.7 % in 2011), 50.9 per
cent have a degree in economics (45.2 % in 2011)
while 8.2 per cent have a degree in law (7.2 % in
2011). 10.9 per cent of CEOs have some other degree, such as a degree in political science, medicine
or agriculture-forestry.

UK
There are currently three women CEOs in FTSE 100
companies Carolyn McCall (EasyJet), Angela Ahrendts (Burberry) and Alison Cooper (Imperial Tobacco).35 Ms Ahrendts has announced movint to
Apple, although not to CEO position. The number
of women CEOs is declining as a couple of years ago
the figure was five.36 So even the UK is ahead of Finland in this respect even though no positive development is happening.

ECONOMICS AND ENGINEERING THE MOST COMMON

USA
Few major companies have a woman CEO in the
USA although more often than in Finland. Currently 22 Fortune 500 companies have a woman CEO37
(4.4 %). In less than ten year some improvement has
occurred as in 1996 only one led a Fortune 500 company.38
CEOs in unlisted companies in Finland
In unlisted companies women’s share of CEO positions increases compared to listed companies
although our sample is relatively small (43 stateowned and 30 other large unlisted companies). In
the largest unlisted companies women hold 6.9
per cent of CEO positions and 7.3 per cent in stateowned companies.

MORE WOMEN CEOs
OUTSIDE THE STOCK
EXCHANGE

33 http://www.dn.se/ekonomi/farre-kvinnor-i-borsbolagen/
34 Två steg framåt – ett steg tillbaka, AllBright Rapporten 2013, http://allbright.se/wp-content/uploads/2013/02/AllBrightrapporten-2013.
pdf
35 http://www.guardian.co.uk/business/2012/oct/03/ftse-100-women-chief-executives
36 http://www.independent.co.uk/news/uk/politics/number-of-female-executives-at-ftse-100-companies-is-falling-despite-efforts-toboost-women-in-industry-8665183.html
37 CNN Money, data updated 1.10.2013.
38 USA Today, Women CEOs slowly gain on Corporate America, 2 January 2009
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Several CEOs have double education (16 CEOs). The
typical combination is university level degree in engineering and education in economics (10 CEOs).
In large listed companies there are more CEOs with
double education as 25 per cent of them have two
degrees and one of them is always a degree in economics (we count MBA and eMBA degrees as economics).
Obviously the tradition in Finland that engineering is a common background for CEO’s has some
impact on the scarceness of women CEOs since
most engineering students are male. According to
the Union of Professional Engineers in Finland 18
per cent of new graduates in engineering were female but women’s share is growing.39
In Sweden the most common education of CEOs
is a degree in business school.40
As for unlisted companies, the CEOs education is most often in economics (46 % of CEOs) but
it should be noted that a degree in engineering is
not as common as in listed companies (29 %). Also
women’s share of the CEOs in unlisted companies is
larger than in listed companies as we describe above. The figure for unlisted companies includes stateowned and other major listed companies. Information on the CEOs’ education is not as readily available
as in listed companies.

Education of CEOs
(listed companies)

Women in executive management
Women in executive management teams of listed
companies
With proactive measures women’s share of board
positions in listed companies has increased significantly over the past 10 years. The same does not
apply to CEOs. CEOs is a very limited group and a
comprehensive picture of women executives’ situation requires studying the other executive managers.
Women in executive management teams
The number of women directors has increased considerably in Finland during the past eight years due
to systematic proactive measures. However, there
has been no development in the number of women
CEO’s. Furthermore, there has been no positive development in the top management level especially
if the areas of responsibility of women executives
are taken into account.
There are 856 in the executive management
teams of Finnish listed companies (832 in 2012).
Out of them 143 are women (16.7 %) when CEOs
are included in the number (133 in 2012). Out of
them 39 women are executives in
large caps, 54 in mid caps and 50
in small caps.

50,9 %

19.2 % OF EXECUTIVES ARE WOMEN

43,6 %

Business

Technical

When the figures are viewed without CEOs, the executive management teams have 738 members
and 596 of them are men (80.8 %)
and 142 women (19.2 %). In 2012
there were 713 executive management team members, 581 men
(81.5 %) and 132 women (18.5 %).

10,9 %

8,2 %

Legal

Other

Education of CEOs
(unlisted companies)
46 %

29 %
17 %
8%

Business

Technical

Legal

Other

39 http://www.uil.fi/portal/page?_pageid=157,24056&_dad=portal&_schema=PORTAL
40 Två steg framåt – ett steg tillbaka, AllBright Rapporten 2013, http://allbright.se/wp-content/uploads/2013/02/AllBrightrapporten-2013.pdf
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WOMEN’S SHARE ON THE RISE IN MID AND SMALL CAPS
If this year’s figures are compared the last year’s, it
can be noticed that women executives’ number is
rising in mid and small cap companies whereas no
improvement is taking place in large caps in general.

Women in executive management teams of stateowned companies
In our study last year we found that state-owned
listed companies have fewer women executives
than other listed companies. The figure for stateowned companies has risen slightly but women’s
share is still lower than in other listed companies.
Women in executive management teams of unlisted
companies

Women in Exec. management teams on listed companies
25,0 %
20,0 %
15,0 %
10,0 %

Women’s share of executive management teams is larger in unlisted
companies than in listed companies. In our sample unlisted companies women form 17.9 per cent
of executive management and the
figure is 20.0 per cent when CEOs
are not taken into account.

5,0 %
0,0 %

All listed companies

Large cap

Mid cap

Small cap

Total (without CEOs)

2012

16,0 %

16,5 %

16,1 %

15,5 %

18,5 %

2013

16,7 %

15,7 %

17,2 %

17,0 %

19,2 %

MORE WOMEN EXECUTIVES IN UNLISTED COMPANIES

Executive management without women
Several listed companies still have all-male executive level, 31 altogether (27 in 2012). Most of these
companies are small caps but there are four large
caps with all-male executive management teams (2
in 2012).
In Sweden a third of listed companies (86 companies) have no women on their executive management team (100 companies in 2012).41

Compared to listed companies, studying women
executives’ share in unlisted companies is more difficult than in listed companies as the information is
not always readily available on company websites.
The sample covers 30 unlisted companies and their
218 executive management team members.
Also, there are 43 state-owned unlisted companies with 245 executive management team members. Women’s share is 27.8 per cent and 32.2 per
cent if CEOs are not taken into account. This can be
regarded a high figure.

Women in Exec. management teams of state
owned listed companies
2012

2013

17,2 %
13,0 %

14,8 %

All state owned
companies

12,1 %

13,3 % 14,0 %

Majority state ownedMinority state owned

15,0 %

16,5 %

Total, no CEOs

18,5 % 19,2 %

All listed companies,
without CEOs

41 Två steg framåt – ett steg tillbaka, AllBright Rapporten 2013, http://allbright.se/wp-content/uploads/2013/02/AllBrightrapporten-2013.
pdf

19

Women's share in Exec. management teams
(without CEOs)
35,0 %
30,0 %

32,2 %

The division between business
operations and support functions
is significant because CEOs and
directors are typically appointed
from business management.

25,0 %
20,0 %
15,0 %

19,2 %

10,0 %

16,5 %

20,0 %

5,0 %

0,0 %
Listed companies

Listed companies, state
owned

Unlisted companies

A more thorough scrutiny reveals that women’s share in most state-owned companies remains below
20 per cent. Furthermore, 10 companies have no
women executives. Consequently, the share of companies without any women executives is equivalent
to other unlisted companies.

State owned companies
(unlisted)

WOMEN END UP IN
SUPPORT
FUNCTIONS

Very few women executives are in charge of business operations of listed companies on executive
management team level.

WOMEN’S SHARE OF
BUSINESS MANAGEMENT 9 %

NO WOMEN 10
STATE-OWNED COMPANIES,
MAJORITY IN 5
The high share of women executives in average state-owned companies is explained by some stateowned companies where women’s share is exceptionally high. Five companies have female majority
of executives

Women's share of Exec. management team
(state owned unlisted companies)
70 %

Women percentage

60 %
50 %
40 %
30 %
20 %
10 %

0%
67 60 57 57 50 47 43 40 38 33 29 27 25 25 22 22 20 20 20 20 20 20 18 17 17 17 17 14 14 14 14 13 13 0 % 0 % 0 % 0 % 0 % 0 % 0 % 0 % 0 % 0 %
% % % % % % % % % % % % % % % % % % % % % % % % % % % % % % % % %

Number of women in business management
increased
CEOs and executive management teams are in charge of the operations of listed companies. Executive
management teams typically have several members
leading business operations of the company as well
as some member in charge of support functions
such as finance, HR, communications, IT, sales, marketing, or legal affairs.
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In Finnish listed companies there are 856 CEOs and
executive management team members altogether
and 143 of them are women (16.7 %). Without CEOs
there are 738 executives and 596 of them are men
(80.8 %) and 142 women (19.2 %).
When CEOs are not taken into account, 460 executives lead business operations, constituting in
average 62 per cent of executive management
teams. Out of the executives 419 are men (91.1 %)
and 41 are women (8.9 %). Thus it can be said that
men still have a strong over-representation in business management on the executive team level.

WOMEN’S SHARE IN BUSINESS MANAGEMENT ON THE
RISE 2011: 26
2012: 35
2013: 41
It is gratifying that women’s number has risen in mid and small caps.
In large caps there are altogether
10 women in charge of business
operations, while the figure is 17
mid caps and 14 in small caps. Although the figures are rising, the
overall number of women in business management on executive
management team level is low.

Gender distribution in Exec. management
teams
men

women
8,9 %

19,2 %

Differences between business sectors

91,1 %

80,8 %

Management team

There is a connection between
women’s number in business operations and the company’s business sector. In the materials sector only 1 woman was leading
business operations on executive
team level while the figure for last
year was 3.

Business operations

Women, pcs.

Women leaders in business operations
(without CEOs)
45
40
35
30
25
20
15
10
5
0

large cap

mid cap

small cap

total

2011

8

12

5

25

2012

11

12

12

35

2013

10

17

14

41

MORE WOMEN IN
BUSINESS MANAGEMENT IN CONSUMER AND TECHNOLOGY SECTORS
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Women’s representation in business management
on executive level is strongest in consumer and service as well as technology sectors. The largest increase has occurred in industrials where women’s
share has risen from one to six.

WOMEN’S MAJORITY IN ONLY HR AND LEGAL AFFAIRS
Almost 40 per cent of Finnish listed companies have
a woman HR director on the executive management
team level (45 women). One fifth of listed companies have a woman CFO (22). In communications
and marketing women’s and men’s number is equal.
Women hold 13 of the chief legal officer/general
counsel positions (12 men). It should be noted that
in the majority of listed companies, particularly in
small caps, general counsels/directors of legal affairs
are not members of executive management team.

NO WOMEN IN BUSINESS
MANAGEMENT IN THE
ENERGY SECTOR
On the other hand, in the basic materials (3 women)
and energy (0) sectors few women are in business
management responsibility on executive management team level.

Women leading business operations in different
sectors
16
9

Consumer
goods and
services

Technology

6

4

Industrials

Financials

3

3

Healthcare

Basic Materials

0
Energy

Gender distribution by different functions
(listed companies)

Women executives in support functions
100 %

Extremely few women have advanced to lead the business operations of listed companies. There are considerably more women
executives in support functions,
especially in HR.

90 %
80 %
70 %
60 %
50 %
40 %
30 %
20 %
10 %
0%

22

HR

Legal Affairs

Communicati
ons and
Marketing

Financials

women

45

13

17

22

4

41

1

men

14

12

17

90

20

419

22

Sales

Business
operations

Other

Even though the clear majority of CFOs are men,
women hold a considerably number of these important positions (20.7 %) and women’s share has
increased since last year (18 %). Two large caps have
female CFO. E.g. in Norway only one of the 25 largest companies has a female CFO.42

MORE WOMEN EXECUTIVES
IN STATE-OWNED UNLISTED
COMPANIES

Unlisted companies
Women’s share in the executive management teams
is slightly higher in large unlisted than in listed companies. However, women’s share in business operations’ management is consistently lower than their
share of all executive positions. Women are clearly
under-represented in unlisted large companies’ business operations management on executive team
level even though their share is higher than in listed
companies.

An interesting observation is that unlisted companies differ from listed companies regarding the different functions that women are in charge of. For
example, in state-owned unlisted companies women CFOs are a clear majority whereas in listed
companies women hold 20.7 of CFO positions. On
the other hand, in other unlisted companies fewer
than 20 per cent of CFOs are women but the majority of general counsels are women
and in this respect the situation reGender distribution in Exec. management teams and
sembles that of listed companies.
in business operations
men

women

8,9 %
19,2 %

12,4 %

20,4 %

91,1 %

80,8 %

77,6 %

79,6 %

29,8 %
70,2 %

47,6 %
52,4 %

Exec. management Business operations Exec. management Business operations Exec. management Business operations
team
team
team
Listed companies

Unlisted companies

State owned unlisted companies

Women leaders
in supporting functions

in business operations

38 %

40 %

62 %

60 %

Un-listed companies

State owned un-listed companies

Akselin otsikko

Gender distribution in different management positions
(unlisted companies)
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42 http://business.financialpost.com/2013/10/09/quota-system-failing-to-bridge-norways-corporate-gender-gap/
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Akselin otsikko

Gender distribution in different management positions
(state-owned unlisted companies)
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The international state of affairs
The EU average of senior executives is merely 11 per
cent.43 For example in Germany’s DAX companies
women’s share on management board (Vorstand)
is just 6 per cent,44 while the figure in Sweden is 17
per cent.45 In international comparison the Finnish
figure 19.2 per cent is relatively high. Unfortunately
women’s share in executive management teams has
not increased considerably compared to last year
when the figure was 18.5 per cent in listed companies.46
Different trends can be found in some other
countries as in some countries women board members‘ number is not increasing even though women
have a not insignificant share of executive posi-

tions. For example in Romania, Estonia, Cyprus, Malta and Greece women’s share of executive positionsi s larger than on corporate boards in large listed
companies.
Women‘s advancement mostly to support functions is an international phenomenon. Most women
executives can be found among HR and CFOs. Our
study shows similar patterns.

Women excecutives in large listed companies in different countries
Estonia

26 %

Sweden

21 %

Cyprus

17 %

Finland (large cap)

16 %

Norway

16 %
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43 Women and men leadership positions in the European Union, 2013, European Commission (Oct. 2013), Figure 5. http://ec.europa.eu/justice/
gender-equality/files/gender_balance_decision_making/131011_women_men_leadership_en.pdf
44 WOMEN-ON-BOARD-INDEX, Studie von FiDar, 15.9.2013
45 Andra AP-fondens index över andel kvinnor i börsbolagen: styrelser, ledningar och anställda. En studie genomförd av Nordic Investor Services i
maj 2013. http://www.ap2.se/Global/Kvinnoindex/NIS%20AP2%20Kvinnoindex%202013%20130530.pdf
46 Women and men leadership positions in the European Union, 2013, European Commission (Oct. 2013), page 9. http://ec.europa.eu/justice/
gender-equality/files/gender_balance_decision_making/131011_women_men_leadership_en.pdf

Women in different executive positions
(International statistics)
2012

2013

31

30
21

14

13

HR

9

CFO

13
8

CEO

Source:
Grant Thornton International Business Report 2013. Women in senior
management: setting the stage for growth 47

The very significant increase of women CFOs is probably linked with the methodology oft he Grant
Thornton survey. It does not cover all companies of
a certain criteria but the compnies that responded
tot he survey which surely raises the error margin.
The age structure of executives
For the first time we have studied the age structure
of exucutive management teams of listed and unlisted companies. It is often said that when time goes by, women’s share of executive level will automatically increase when the younger generations enter
the labour market. Unfortunately our study indicates that this expectation is unfounded.
Age structure of executives in listed companies

13
8

Sales

Marketing

this group. Thus no conclusions can be drawn based
on this figure.
Besides the very small youngest group, the largest share of women executives are 46-50 year old
executives as 19.3 % of them are women. Women’s
share is the lowest in the age groups 56-60 year old
executives (11.9 %) and over 60 year old executives
(14.3 % women). It is somewhat dissappointing that
women’s share of 41-45 year old executives is only
15.3 per cent and in age group 36-40 it is 16.9 per
cent.
Women’s share in age groups 36-40 and 41-45 is
not such that it could be share that the younger generation will bring more top-level women executives (CEOs).
More than 80 per cent of the younger executives
(under 40 years) are still men and same applies to
the age group 41-45 years where women’s share is
merely 15.3 per cent.

More than 40 per cent of executive management
team members in listed companies are over 50 years old. Male executives are 49 years old in average
and women just slightly younger (48.3 years).
When we look at different age groups, women’s
share is the largest in the youngest age group (under 35 year old executives) as women’s share in this
group is 31.3 per cent. However, so young executives are very rare and there are only four women in

47 http://www.grantthornton.ie/db/Attachments/IBR2013_WiB_report_final.pdf
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As for CEOs of listed companies,
their average age is 51.2 years
and 60 per cent of them is older
than 50 years. Merely 13.1 per
cent of CEOs are 45 years old or
younger.

Age distribution in Exec. Management teams of listed
companies
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Age structure of executives
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40 years or
under

41-45 years

46-50 years

51-55 years

56-60 years

over 60
years

3,5 %

9,6 %

27,0 %

33,9 %

22,6 %

3,5 %

Data is not readily available for
a comprehensive study on the
age structure of executives in
unlisted companies. This leads
to a relatively small sample and
thus care should be taken when
conclusions are made.
In our sample of large unlisted companies 20 per cent of
executives are 45 years old or
younger and women’s share in
this group is only 17 per cent.
More than 40 per cent of women executives were in the age
group 50-55. Based on these
results, the situation in unlisted
companies seems to resemble that of listed companies and
supports our findings in this
respect. It seems that executive
management is not automatically changing into more female composition when young
executives are appointed.

Conclusion

Mentoring programme of Finland Chamber of Commerce for women executives

Why don’t women advance to line
management?

Finland Chamber of Commerce launched a mentoring program for women executive on women’s day
2012. The first seminar was held in May 2012 and
the program ends in November of 2013. At the same
time as this English version of the women executive report is published, we also publish our second
mentoring programme for women executives. It will
be open for applications until the end of November
2013 and the launching seminar will be held in January 2014.
A surprisingly large amount of women executives
applied for the first program, almost 250. All applicants were already in management positions and
some even held board positions. After a difficult and
thorough deliberation we selected 42 participants.
The program differs from previous Finnish programs in that all mentees have management experience and all mentors are top-level executives, e.g.
CEO’s or chair persons of major companies.
Thus the program is designed to avoid the usual
pitfall of mentoring programs arranged for women.
Although women are mentored they are not promoted. The problem is that men’s mentors tend to be
higher placed, are more likely to be CEOs and senior
executives, and are more likely to get them promoted than women’s. In the study”Why men still get
more promotions than women” published by Harvard Business Review, it was noticed having a mentor in 2008 in a population of more than 4,000 MBA
graduates, was predictive of getting a promotion in
2010, but only for the men. Woman’s mentors were helping them learn more about themselves, become more self aware, develop themselves further
and even get lateral moves, but men’s mentors were
working on the their mentees to be promoted.48 Today it is often said that it is essential to have a sponsor, not so much to have a mentor in order to be
promoted.
When our mentoring program was planned, we
received ideas from the FTSE 100 Cross-Company
Mentoring Programme49 and an equivalent program
in Canada. One of the reported results of these programs has been that male mentors have told that
they have learnt new insight and understanding of
women executives’ challenges.

The number of women in line management of listed
companies is almost non-existing. There is no single
reason behind the situation but many factors. Traditions, attitudes, stereotypes, women’s choices for
education, women’s lacking activity and excessive
self-criticism, difficulties of reconciling working life with private life, insufficient networking and the
lack of role models, mentors and sponsors can be
identified as reasons for the current situation.
The issue is covered more extensively in our last
year’s report.
Finland Chamber of Commerce in action for
promoting women executives
For already a decade, Finland Chamber of Commerce is committed to actively promote women’s access
to top executive positions. Promoting women executives through self-regulation is a strategic goal of
FCC.
Finland Chamber of Commerce is one of the owners
of the Corporate Governance Code for listed companies.
Finland Chamber of Commerce also participated
in the Women on Board project coordinated by Eurochambres with the target of increasing women’s
number on the boards and committees of chambers
of commerce.
Studies and statements
During the past few years, Finland Chamber of Commerce has prepared studies especially on women’s
board seats. In the autumn of 2011 we published
our first major study on the issue called Men lead
business operations of listed companies – Women
end up in support functions. This third report continues on the path shown by the previous studies.
Every spring Finland Chamber of Commerce prepares and publishes a study on the development on
women’s number on the boards of listed companies.
While promoting women executives through selfregulation is one of strategic goals of Finland Chamber of Commerce, we urge companies to make sure
that their leaders are selected among the best candidates, not merely among the best men.
Contacting listed companies
In addition to studies and statements, we also have
direct contacts with companies. In the late summer
of 2012, Risto Penttilä, the CEO of Finland Chamber
of Commerce has contacted all listed companies
with all-male boards. These contacts have mostly
been received favourably. The companies have also described their challenges concerning the issue.

48 Herminia Ibarra, Nancy M. Carter ja Christine Silva, http://hbr.org/2010/09/why-men-still-get-more-promotions-than-women/ar/1
49 http://www.praesta.co.uk/_resource/_upload/1660630653.pdf

27

Women executives website
Finland Chamber of Commerce launched a dedicated website on women executives (www.naisjohtajat.fi). Some materials can be found in English on the
website (including this report).
Exporting best practices
This report as well as its predecessors and some other statements of Finland Chamber of Commerce
have been published in English for the international
audience. We will continue our efforts to disseminate information on our best practices to promote
women executives.
Representatives of Finland Chamber of Commerce have presented the Finnish model of increasing
women’s number on corporate boards on many international fora, such as the World Chambers Congress in Doha, Arab Women’s Leadership Forum in
Dubai, Council of Europe, World Bank and on several occasions in Brussels and Germany. Our program
for autumn 2013 includes a speech at a high-level
Corporate Governance event at the Nordic Embassies in Berlin.
Other tools for promoting women executives
Equality planning at work-place
In Finland, The Act on Equality between Women
and Men requires all employers of 30 or more employees to produce a gender equality plan. The gender equality plan shall include an assessment of the
gender equality situation in the workplace, including details of the employment of women and men
in different jobs and a survey of the grade of jobs
performed by women and men, the pay for those jobs and the differences in pay. On the basis of
this assessment, the gender equality plan shall include necessary measures planned for introduction
or implementation with the purpose of promoting
gender equality and achieving equality in pay. There should also be a review of the extent to which
measures previously included in the gender equality plan have been implemented and of the results
achieved.
Many employers both on the private and public
sector fail to fulfill their duty concerning equality
planning or it is done minimally. The resources of
equality authorities are extremely limited and don’t
allow efficient monitoring. If companies wish to promote change, they have to take the matter in their
own hands and work on equality planning.
Implementation of EVA recommendations
An effective manner to promote women’s advancement to top positions would be to use the recommendations given by the Finnish Business and Policy Forum EVA in 2007 (www.eva.fi).
The steering committee of EVA’s “Women to the
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Top” project compiled ten recommendations based
on the findings of the EVA Report ”Women to the
Top! – A Leader Regardless of Gender”.
EVA recommendations include the following measures.
1)

The board of directors of a company should
make a decision according to which the best
resources are used regardless of gender.
2) Companies should draft plans aiming to promote equal opportunities for women and
men.
3) In large companies a person should be named to be responsible for developing ideas
and means for safeguarding and promoting
workforce diversity.
4) Achievement of workforce diversity should
be taken into consideration already in the
recruitment process.
5) Especially at the beginning of their careers
women should be advised to seek diverse
work experiences and take responsibility.
6) Small and medium-sized companies should
be encouraged to expand via suitable means.
7) Companies should offer equal opportunities
in the recruitment phase to both men and
women.
8) The lists of potential candidates drawn up by
head hunters should be monitored in early
stages of the recruiting process: if the group
of candidates includes only men, it should
be possibility to question the appropriateness of the list.
9) Mentor and advisor schemes are a good way
to screen and train potential climbers of the
career ladder.
10) We should try to influence the world of
thought of girls already at an early stage.
Real commitment to above-mentioned measures
recommended by EVA would certainly promote
women’s leadership in companies.
Enhancing transparency
Companies could also consider enhancing transparency so that listed companies would describe in
their annual reports the ratio of men and women
in their management and boards. This would be a
simple method to provide information and drawing
attention to the issue without causing costs to companies.
In Sweden this is required by law and the obligation does not cover just listed companies but a large
number of unlisted companies, too (see also above
Legislation enhancing transparency).

AFTERWORD
Women’s number in executive positions is slightly
increasing. The number of women’s directorships
in large listed companies is very satisfactory in Finland. It has become evident that women’s number
in business management does not increase automatically with new generations but new attitudes are
needed. It is essential to keep the issue in spotlight.
Finland Chamber of Commerce will continue its efforts to promote women executives. We will publish
studies and surveys in the future and will keep the
issue in the public discussion and act as a change
agent.
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ANNEX 1: GENDER RECOMMENDATIONS IN THE CORPORATE
GOVERNANCE CODES OF DIFFERENT COUNTRIESS

Country

CG Code

Australia

Requirements of disclosure of a diversity policy and proportion of women and
establishing measurable objectives for achieving gender diversity as well as
disclosure of skills and diversity for which the board is looking to achieve in
membership of the board.

Austria

42. The nomination committee or the entire supervisory board shall present
proposals to the general meeting for appointments to the mandates on the
supervisory board that have become vacant. In this context, the principles of
C-Rule 52, especially with respect to the personal and professional qualifications of the members and a balanced composition of expert knowledge in the
committee must be taken into account. Furthermore, the aspects of diversity of
the supervisory board with respect to the internationality of the members, the
representation of both genders, and the age structure shall be reasonably taken
into account.
52. When appointing the supervisory board, the general meeting shall take due
care to ensure a balanced composition of the supervisory board with respect to
the structure and the business of the company as well as the personal and professional qualifications of the supervisory board members. Furthermore, aspects
of diversity of the supervisory board with respect to the internationality of the
members, the representation of both genders and the age structure shall be
reasonably taken into account.

Belgium

2.1 The board’s composition should ensure that decisions are made in the corporate interest. It should be determined on the basis of gender diversity and diversity in general, as well as complementary skills, experience and knowledge. A
list of the members of the board should be disclosed in the CG Statement.

Denmark

2.1.6. THE COMMITTEE RECOMMENDS that once a year the board of directors
discuss the company’s activities to ensure relevant diversity at management levels, including setting specific goals and accounting for its objectives and progress made in achieving the objectives in the management commentary on the
company’s annual report and/or on the website of the company.
COMMENT: Diversity includes e.g. age, international experience and gender. It
would be appropriate to prepare action plans describing the company’s efforts
in respect of diversity at management levels addressing the needs and future
development of the company. Such action plans may supplement statutory requirements on target figures and policies for the gender-related composition of
management and reporting in this respect.
3.1.2. THE COMMITTEE RECOMMENDS that the selection and nomination of candidates for the board of directors be carried out through a thoroughly transparent process approved by the overall board of directors. When assessing its composition and nominating new candidates, the board of directors must take into
consideration the need for integration of new talent and diversity in relation to
age, international experience and gender.
3.1.3. THE COMMITTEE RECOMMENDS that a description of the nominated candidates’ qualifications, including information about the candidates’
• other executive functions, e.g. memberships in executive boards, boards of
directors, and supervisory boards, including board committees in foreign enterprises, be accompanied by the notice convening the general meeting when
election of members to the board of directors is on the agenda.
• demanding organisational tasks, and information
• about whether candidates to the board of directors are considered independent.
COMMENT: The description may contain information about recruitment criteria
established by the board of directors, including requirements for professional
and personal qualifications, knowledge about the industry, diversity (e.g. age,
international experience and gender), educational background, etc., which represent qualities paramount to the board of directors. The nomination to the general meeting on the composition of the board of directors should be drawn up
against this background.
3.3.2. THE COMMITTEE RECOMMENDS that the management commentary, in
addition to the provisions laid down by legislation, includes the following information about the members of the board of directors:
-• the age and gender of the relevant person
--

Finland
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Recommendation 9: …Both genders shall be represented on the board.

France

6.4. With regard to the representation of men and women, the objective is that
each Board shall reach and maintain a percentage of at least 20% of women
within a period of three years and at least 40% of women within a period of six
years from the shareholders’ meeting of 2010 or from the date of the listing of
the company’s shares on a regulated market, whichever is latter. Directors who
are permanent representatives of legal entities and directors representing employee shareholders are taken into account in order to determine these percentages, but this is not the case with directors representing employees. When the
Board comprises fewer than nine members, the difference at the end of six years
between the number of directors of each gender may not be in excess of two.

Germany

4.1.5 When filling managerial positions in the enterprise the Management Board
shall take diversity into consideration and, in particular, aim for an appropriate
consideration of women.
5.1.2 The Supervisory Board appoints and dismisses the members of the Management Board. When appointing the Management Board, the Supervisory
Board shall also respect diversity and, in particular, aim for an appropriate consideration of women. Together with the Management Board it shall ensure that
there is a long-term succession planning. The Supervisory Board can delegate
preparations for the appointment of members of the Management Board, as
well as for the handling of the conditions of the employment contracts including compensation, to committees.
---.
5.4.1 The Supervisory Board has to be composed in such a way that its members
as a group possess the knowledge, ability and expert experience required to
properly complete its tasks. The Supervisory Board shall specify concrete objectives regarding its composition which, whilst considering the specifics of the enterprise, take into account the international activities of the enterprise, potential
conflicts of interest, the number of independent Supervisory Board
members within the meaning of number 5.4.2, an age limit to be specified for
the members of the Supervisory Board and diversity. These concrete objectives
shall, in particular, stipulate an appropriate degree of female representation.
Recommendations by the Supervisory Board to the competent election bodies
shall take these objectives into account. The concrete objectives of the Supervisory Board and the status of the implementation shall be published in the Corporate Governance Report.
---

Greece

Section A – The board and its members – II. Size and composition of the board
Context
“…diversity in the board’s and senior executive team’s composition is essential
to broaden the perspective of the company and enable it to read effectively the
social (and customer) context in which the company operates and inspire confidence in its stakeholders. “
General principle
“The size and composition of the board should enable the effective fulfilment of
its responsibilities and reflect the size, activity and ownership of a company. Board composition should be driven by the fair and equitable treatment of all shareholders and demonstrate a high level of integrity. Moreover, the board should
be diversified as to gender and include a diversity of skills, views, competences,
knowledge, qualifications and experience, relevant to the business objectives of
the company.
Within such context, the company should pursue the optimum diversity, including gender balance, in the composition of its board and senior executive team.
Such composition aims at the efficient achievement of the company’s targets
on the basis that the company gains access to a wider talent pool; thus increasing the company’s competitiveness, productivity and innovation.“
Special practices for listed companies
“2.8 The diversity policy including, gender balance, for board members, as
adopted by the board, shall be published on the company’s website. The corporate governance statement shall make specific reference to the diversity policy
applied by the company in relation to the composition of its board and the percentage of each gender represented in the board and senior executive team.”
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Iceland

2.2 Size and Composition of the Board
The Board must be of a size and composition that makes it possible for the Board to discharge its duties efficiently and with integrity. The composition of the
Board must take into account the operation and policies of the Company, its
development stage and other relevant factors in its operation and environment.
Directors must be diverse and have a wide range of capabilities, experience and
knowledge
5. C.3 Role of the Nomination Committee
The role of the Committee13 should include, e.g.:
--Addressing gender ratios on the Company’s Board.
---

Italy

The Italian Corporate Governance Code contains some recommendations on
gender quotas.
Article 1 – Role of the Board of Directors
Criteria 1.C.1.
The Board of Directors shall perform, at least annually, an evaluation of the performance of the itself and its committees, as well as their size and composition,
taking into account the professional competence, experience (including managerial experience) gender of its members and number of years as director.
Comment
The Board of Directors is required to carry out a self-assessment, mainly on the
size, composition and functioning of both itself and its committees. In carrying
out such an assessment, the Board of Directors is required to verify that the various members (executive, non executive, independent) and the professional
and managerial competences, including international experience, are adequately represented, taking into account also the benefits that could stem from the
presence of different genders, age and seniority.

Norway

The composition of the board of directors in terms of the gender of its members
must satisfy the requirements of the Norwegian Public Limited Liability Companies Act (hereinafter the “Public Companies Act”).
8. Corporate assembly and board of directors: composition and independence
--The composition of the board of directors should ensure that the board can
attend to the common interests of all shareholders and meets the company’s
need for expertise, capacity and diversity. Attention should be paid to ensuring
that the board can function effectively as a collegiate body.
--The composition of the board of directors as a whole should represent sufficient
diversity of background and expertise to help ensure that the board carries out
its work in a satisfactory manner. In this respect due attention should be paid to
the balance between male and female members of the board. The board is responsible as a collegiate body for balancing the interests of various stakeholders
in order to promote value creation by the company. The board should be made
up of individuals who are willing and able to work as a team.

Poland

The following recommendation without a comply-or-explain requirement:
9. The WSE recommends to public companies and their shareholders that they
ensure a balanced proportion of women and men in management and supervisory functions in companies, thus reinforcing the creativity and innovation of
the companies’ economic business.
An additional recommendation on comply-or-explain basis:
II. 1.2a A company should operate a corporate website and publish on it, in addition to information required by legal regulations: (...) on an annual basis, in the
fourth quarter – information about the participation of women and men respectively in the Management Board and in the Supervisory Board of the company
in the last two years;

Slovenia
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9.2 --- The composition of the supervisory board should adhere to the principle
of equal representation of both sexes and all age groups, and generally be as
diverse as possible.

Spain

Gender diversity
A good gender mix on boards of Directors is not just an ethical-political or ”corporate social responsibility” question; it is also an efficiency objective which
listed companies might wish to work towards in the mid term at least. Neglecting the potential business talent of 51 % of the population -women- cannot be
an economically rational conduct for our country’s leading corporate names.
This is amply borne out by the experience of the last few decades which have
seen women occupying a growing place in the business world. But more effort
is required for this presence to extend into the senior executive and directorship
spheres. With this in mind, the Code calls on listed companies with few women
on their boards to actively seek out female candidates whenever a board vacancy needs to be filled, especially for independent directorship.
It is recommended as follows:
15. When women directors are few or non existent, the board should state the
reasons for this situation and the measures taken to correct it; in particular, the
Nomination Committee should take steps to ensure that:
a) The process of filling board vacancies has no implicit bias against women candidates;
b) The company makes a conscious effort to include women with the target profile among the candidates for board places.

Sweden

4.1 …The company is to strive for equal gender distribution on the board.

The Netherlands

III.1.3 The following information about each supervisory board member shall be
included in the report of the supervisory board: gender;--III.1.7
A periodic review can enhance the quality of the functioning of the supervisory board and the management board and help to ensure that the right choices
are made when preparing appointments or reappointments of supervisory and
management board members, for example in connection with the appropriate
composition of the boards or the appropriate diversity in their composition.
III.3 Expertise and composition
Principle
--The supervisory board shall aim for a diverse composition in terms of such factors as gender and age.
Best practice provisions
III.3.1 The supervisory board shall prepare a profile of its size and composition,
taking account of the nature of the business, its activities and the desired expertise and background of the supervisory board members. The profile shall deal
with the aspects of diversity in the composition of the supervisory board that
are relevant to the company and shall state what specific objective is pursued
by the board in relation to diversity. In so far as the existing situation differs from
the intended situation, the supervisory board shall account for this in the report
of the supervisory board and shall indicate how and within what period it expects to achieve this aim. The profile shall be made generally available and shall
be posted on the company’s website.
Explanation of and notes on terms used in the Code
III.3.1
--An important means of promoting independent action of the supervisory board
is to ensure the diversity of its composition in terms of such factors as age, gender, expertise, social background or nationality.
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UK

B.2: Appointments to the Board
Main Principle
There should be a formal, rigorous and transparent procedure for the appointment of new directors to the board.
Supporting Principles
The search for board candidates should be conducted, and appointments made,
on merit, against objective criteria and with due regard for the benefits of diversity on the board, including gender.
--B.2.4. A separate section of the annual report should describe the work of the
nomination committee, including the process it has used in relation to board
appointments. This section should include a description of the board’s policy on
diversity, including gender, any measurable objectives that it has set for implementing the policy, and progress on achieving the objectives. An explanation
should be given if neither an external search consultancy nor open advertising
has been used in the appointment of a chairman or a non-executive director.
Where an external search consultancy has been used, it should be identified in
the annual report and a statement made as to whether it has any other connection with the company.
B.6: Evaluation
Main Principle
The board should undertake a formal and rigorous annual evaluation of its own
performance and that of its committees and individual directors.
Supporting Principles
Evaluation of the board should consider the balance of skills, experience, independence and knowledge of the company on the board, its diversity, including
gender, how the board works together as a unit, and other factors relevant to its
effectiveness.
--The UK Corporate Governance Code In addition to the “comply or explain” requirement in the Listing Rules, the Code includes specific requirements for disclosure which must be provided in order to comply. These are summarised below.
The annual report should include:
--- a separate section describing the work of the nomination committee, including the process it has used in relation to board appointments; a description
of the board’s policy on diversity, including gender; any measurable objectives
that it has set for implementing the policy, and progress on achieving the objectives. An explanation should be given if neither external search consultancy nor
open advertising has been used in the appointment of a chairman or a non-executive director. Where an external search consultancy has been used it should
be identified and a statement made as to whether it has any other connection
with the company (B.2.4);
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ANNEX 2: QUOTA LEGISLATION IN DIFFERENT COUNTRIES
Country

Quota legislation

Austria

The Austrian Stock Corporation Act contains the following diversity rule since
July 2012:„When appointing the members of the supervisory board, the general
shareholders’ meeting shall take due care to check the expertise and personal
qualifications of the supervisory board members and to ensure a balanced composition with respect to the structure and the business of the company. Furthermore, reasonable attention is to be given to the aspect of diversity of the supervisory board with respect to the representation of both genders and the age
structure, and in the case of exchange-listed companies, also with a view to the
internationality of the members.“

Belgium

Law on gender diversity requires one third male and one third female directors.
Modification de la loi du 21 mars 1991 portant réforme de certaines entreprises publiques économiques Art. 2. Dans l’article 18 de la loi du 21 mars 1991
portant réforme de certaines entreprises publiques économiques, modifié par
l’arrêté royal du 18 octobre 2004, il est inséré un § 2bis rédigé comme suit : « §
2bis. Un tiers au moins des membres du conseil d’administration
désignés par l’Etat belge ou par une société contrôlée par l’Etat belge sont de
sexe différent de celui des autres membres. Pour l’application de la présente
disposition, le nombre minimum requis de ces members de sexe différent est
arrondi au nombre entier le plus proche. Si le nombre d’administrateurs de sexe
différent n’atteint pas le minimum fixé par la présente disposition, le prochain
administrateur nommé est de ce sexe, faute de quoi, sa nomination est nulle. Il
en va de même si une nomination a pour effet de faire baisser le nombre de ces
administrateurs de sexe différent sous ce nombre minimum requis. »
L’article 96, § 2, alinéa 1er, du Code des sociétés, inséré par la loi du 6 avril 2010,
est complété par un 6° rédigé comme suit : « 6° un aperc¸u des efforts consentis
afin qu’au moins un tiers des
membres du conseil d’administration soient de sexe différent de celui des autres
membres. »
Art. 4. Dans le même Code, il est inséré un article 518bis rédigé comme suit : «
Art. 518bis. § 1er. Dans les sociétés dont les titres sont admis aux négociations
sur un marché réglementé visé à l’article 4, au moins un tiers des membres du
conseil d’administration sont de sexe différent de celui des autres membres.
Pour l’application de la présente disposition, le nombre minimum requis de ces
membres de sexe différent est arrondi au nombre entier le plus proche. § 2. Si le
nombre d’administrateurs de sexe différent n’atteint pas le minimum fixé au §
1er, la prochaine assemblée générale constitue un conseil d’administration conformément à ce qui est prévu à ce paragraphe. En cas de non-respect de cette
disposition, tout avantage, financier ou autre, de tous les administrateurs, lié à
l’exécution de leur mandat, est suspendu. Ces avantages seront rétablis lorsque
la composition du conseil d’administration devient conforme au § 1er.
§ 3. Pour les sociétés dont les titres sont admis pour la première fois sur un marché réglementé visé à l’article 4, l’obligation prévue au § 1er doit être respectée
à partir du premier jour du sixième exercice social qui commence après cette
admission. § 4. Si le nombre minimum requis d’administrateurs de sexe different
de celui des autres administrateurs, fixé au § 1er, n’est pas atteint, le prochain
administrateur nommé est de ce sexe, faute de quoi, sa nomination est nulle. Il
en va de même si une nomination a pour effet de faire baisser le nombre de ces
administrateurs de sexe différent sous ce nombre minimum requis. »
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Denmark

In December 2012 The Danish Parliament adopted new rules on the gender
composition of company managements.
The rules apply for the largest Danish companies – around 1200; including listed
companies – which have an underrepresented sex within the management. By
“underrepresented” means that one gender is represented with less than 40 per
cent. The rules cover the same companies who are obliged to give a report on
their work with Corporate Social Responsibility.
The new rules oblige companies to set a target figure for the share of the underrepresented sex in the board of directors. The obligation is not a quota, so
the companies can set the target figure they find suitable and realistic for the
company and industry in question. Furthermore the companies must establish
policies on how to improve the share of the underrepresented sex in the management of the company. There is no formal requirement to the content of the
policies, so the companies are free to decide, what the policies are to contain.
The companies must report on the target figures and policies in the annual report. If the companies do not have an underrepresented sex within the management, the companies must report hereof in the annual report. Failure to comply
with the rules can lead to sanctions (fines).
The rules entered into force on 1st of April 2013. The companies must report on
the target figures and policies in the annual reports for the annual year 2013.
This means that the companies have not yet reported on the gender composition of the management. The Danish Business Authority will receive the annual
reports in April and June 2014. The Danish Business Authority will evaluate on
the reporting every year. Furthermore The Danish Business Authority will evaluate 4 years after the adoption of the Act to see if the rules have had the effect
that was intended.

France

A law passed in January 2011: from the first AGM after 1 January 2014: quota of
20 per cent. From the first AGM after 1 January 2017 quota of 40 per cent. Sanctions: directors’ fees may not be paid if the law is not complied with.

Iceland

A law passed in March 2010 requires Icelandic companies with more than 50
employees to have at least 40% of both gender represented on their boards by
September 2013. No sanctions are implemented in the law. The law applies to
the boards of publicly owned companies and public limited companies having
at least 50 employees. Boards composed of more than three persons must consist of at least 40 per cent of each gender by September 1st 2013.

Italy

The Italian Parliament adopted, in 2011, a specific law that requires (i) companies listed on the stock exchange and (ii) state-owned companies to introduce
“gender quotas” in their by-laws (Law n. 120/2011) in order to ensure a balance
between genders.
The less-represented gender must obtain at least “one third” of the directors
(and at least “one third” of the Supervisory Board’ members) elected. This division criterion applies for three consecutive mandates. For the first mandate, the
quota required is at least “one fifth”.
In case of not compliance, there are specific progressively sanctions.
Consob (National Commission for Listed Companies) can oblige listed companies to align their Board’s (and Supervisory Board) composition to the new rules.
If the composition of the Board of directors (or of the Supervisory Board) resulting from the election does not comply with the division criterion provided,
Consob warns the company involved to comply with this criterion within a specific maximum term from the warning. In the event of non-compliance with the
warning, Consob applies a fine and sets a new term compliance. In the event of
further non-compliance with respect to the new warning, the members elected
lose their position.
A different sanctions system concerns state-owned companies.
If the composition of the Board of directors (or of the Supervisory board) resulting from the election does not comply with the division criterion provided, the
Italian Prime Minister (or a delegated Minister) warns the company involved to
comply with this criterion within specific term; in case of not compliance, the
members elected lose their position.
The law is applicable for a limited period of time equivalent to three consecutive
mandates. After this period, companies are free to adopt or not gender quotas.

Norway
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If the board has three shareholder elected directors, each gender shall be represented. If the number of directors is 4 or 5, each gender shall be represented
by 2 directors. If 6, 7 or 8, each gender shall have at least 3. If 9 directors, then
4 If 10 or more, each gender shall be represented with 40 pct. Non-complying
companies can be liquidated by the court if a certain procedure is followed.
This is the same procedure that applies in the event of all other types of noncompliance.

Spain

Equality Act requires listed companies to appoint women to 40 per cent of all
board seats, up to 60 per cent. Companies have to comply as of 2015
“Orden ECC/461/2013, de 20 de marzo”: Article 5.3.f ):
“f ) El informe anual de gobierno corporativo deberá incluir información relativa
al número de consejeras que integran el consejo de administración y sus comisiones, así como el carácter de tales consejeras; todo ello con indicación de la
evolución de esta composición en los últimos cuatro años. Igualmente, se incluirá información sobre las medidas que, en su caso, se hubiesen adoptado para procurar incluir en su consejo de administración un número de mujeres que
permita alcanzar una presencia equilibrada de mujeres y hombres, así como las
medidas que, en su caso, hubiese convenido la comisión de nombramientos para que al proveerse nuevas vacantes:
1.º Los procedimientos de selección no adolezcan de sesgos implícitos que obstaculicen la selección de consejeras.
2.º La compañía busque deliberadamente, e incluya entre los potenciales candidatos, mujeres que reúnan el perfil profesional buscado.
Cuando a pesar de las medidas que, en su caso, se hayan adoptado, sea escaso
o nulo el número de consejeras, el consejo deberá explicar los motivos que lo
justifiquen.”

The Netherlands

At least 30 per cent of board members hall be female and at least 30 per cent
shall be male by 2015. The requirement is not mandatory but on Comply or Explain basis.
Large NVs and BVs will be required to have a more balanced composition on
their management and supervisory boards. The legislator aims to increase the
participation of women on the company boards of large NVs and BVs. This measure will lapse on 1 January 2016, but may be extended prior to this date.
Definition large company: A company will be regarded as large for these purposes if at least two of the following qualifications apply:
a. the value of the assets according to the balance sheet with explanatory notes,
considering the acquisition or manufacturing price, exceeds EUR 17.5 million;
b. the net turnover exceeds EUR 35 million; and
c. the average number of employees is at least 250.
General rule
The rule is to distribute positions in a way so that at least 30% of the positions
on the management and supervisory boards are held by women and at least
30% by men.
Sanction
If the composition of a company’s board is not balanced according to the Act on
management and supervision, then there is no legal sanction. An appointment
that does not achieve a balanced composition of a company’s board will not be
considered void. However, non-compliance with this rule must be explained by
the company in its annual report. Such explanation must include why it has not
done so and how it intends to do so in the future. The general meeting of such
company may then determine its position and, if deemed necessary, address
the management board and supervisory board on taking appropriate action.
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Women on Boards in different sized companies in
years 2011, 2012 and 2013
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This is the third annual women executives report by Finland
Chamber of Commerce. It covers all Finnish listed and
state-owned companies as well as a sample of the largest
unlisted companies. Women’s board memberships in listed
companies are already on a satisfactory level in Finland
unlike in some other countries. Women’s positions in the
executive management teams of listed companies have
increased but women mostly advance to leading support
functions. Women are still a rarity in line management in
listed companies. The age and gender structure of executive
management teams does not support the expectation that
time would solve the problem automatically.

