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THE MERITS OF LEGISLATING TO ENSURE BOARD DIVERSITY:
AN INTERNATIONAL PERSPECTIVE

‘Europe’s listed companies will be forced to reserve at least 40 per cent of their non-executive direc-
tor board seats for women by 2020 or face fines and other sanctions under a proposal being drafted by
the European Commission’. Although several EU countries — including France, Italy, Spain and the Neth-
erlands — have already adopted their own national quotas, such hard limits have run into fierce resistance
by Britain and Sweden, which currently have no limits. An official in the UK’s business department said
the government had yet to see the commission’s proposal, but added: “Our position will still stand — we
are opposed to legislation for quotas”. It is obviously controversial issue whether to treat the legislation
for quotas as an inherent and indispensable instrument for board diversity and for the preservation of
gender balance at all. In my personal opinion, it must be considered, insofar as the legislation for quotas
already vyields its fruits and renders benefits in some countries such as France, Italy, Spain, and Nether-
lands. However, UK and Sweden support exact and undeniable opposition to the adoption of quota laws
(James Fontanella-Khan, 2012). The paper will analyse and discuss the advantages and disadvantages,
privileges and drawbacks of legislation to provide board diversity.
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KopropartuBTik KYKbIKTaFbl AMPEKTOPAAP KeHECIiHAEr apaAyaHAbIAbIKTbIH,
3aH, 60MbIHLLA APTbIKLLIbIAbIKTAPbI: XaAbIKAPaAbIK, KO3Kapac

bya Makarapa WeTeAAiK 3aHHamaAap OOMbIHWIA, OHbIH iWIHAE afblALIbIH KYKbIFbl GOMbIHLLA
KOPMopaTUBTI KYKbIKTarbl (BPUT. KOMMNaHUs KYKbiFbl) AvpekTop KeHeciHiH apaAyaHAbIFbIH KaMTaMachl3
eTy VYWIiH 3aH LWbIFAPYAbIH apTbIKLIbIAbIKTAPbIH XaAblKapaAblK, MepCreKTMBaAaH KapacTbipblAQAbI.
«Eyponaaafbl AUCTUHTIAIK KOMMaHmgAap 2020 XXbIAFa A€MiH SeAAEP YLLIH aTKapyLbl eMeC AMPEKTOPAAP
KEHECiHiH kemiHae 40 nanbi3blH cakTayFa MaXKOyp 6oaaabl Hemece Eypona KoMMCCUSIChIHBIH, YCbIHbICHI
GoMbIHLLIA arbINMYAAAP MeH 6acka CaHKUMSAAAPAbI KapacTblpaabl». EO-HbIH GipHeLle eAi, COHbIH illiHAE
®paHumg, Mtaams, Mcnanmnsa skeHe HuaepAaaHAbl, ©3A€PiHiH YATTbIK, KBOTaAapbiH KaObIAAAFaHbIMEH,
MYHAQM KaTaH wekTteyaep YAbIOpUTaHna meH LLIBeumsiHbIH KapCbIAbIKTapbiHa Tan 60AAbl. 3aHHaMaHbI
KBOTa PETIHAE Kapay SpTYPAIAIKKE >KoHe MeHAEPAIK Terne-TEHAIKTI CakTan KaAyFa apHaAFaH KaXkeTTi
KYPaA PeTiHAE eMeCTiri aHbiK. MeHiH nikipiM OoMbIHIIA, KBOTA GOMbIHLLIA 3aHHAMa KasipAiH e3iHAe
®paHumsg, Mtaams, Mcnanms >keHe HuaepAaHAbl CUSIKTbI KEMBIip eAAEPAE 63 XKEMICIH Bepeai >koHe
namaa okeAeai. Aaanaa, YAbIOputaHus xoHe LLIBeums KBOTaAbIK, 3aHAAPAbI KAObIAAAYFa HAKTbl XKOHE
CO3Ci3 KapPCbIAbIKTbI KOAAQABL. Makaaapaa apTYPAIAIKTI KamMTaMacbl3 eTy YLUiH 3aHHama eHri3yAiH
APTbIKWbIABIKTAPbl MEH KEMLLIAIKTEPI TaAAQHAADBI )KOHE TaAKbIAAQHAADI.

Tyiiin ce3aep: oieApep, AMPEKTOPAAP KEHEC, KOMMaHMUS KYKbIFbl, 6ackapma apTypAiAiri, 6ackapy.
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3aC/\YI'M B 3aKOHOAAQTEAbCTBE MO obecrneyeHuo pa3H006pa3m| CoBeta:
MeXAYHapOAHas nepcnekTuBa

B aAaHHOM cTaTbe paccmaTpmBaloTcst obuume BOMpoChbl 06ecreveHuns reHAepHOro paBeHCTBa B
AQHIAMICKOM npaBe. [TPOBOAMTCS aHAAM3 HOPMATUBHBIX aKTOB, HA OCHOBE KOTOPbIX obecrnevnBaeTcs
reHaepHoe paseHCTBO B COBETE AMPEKTOPOB MO 3apyOeskHOMY MpaBy, BKAIOYAs KOPNopaTMBHOE NPaBo
AQHIAMICKOro npasa. B HacTosiee Bpemsi AMCTUHIOBble KoMnaHuy EBpornbl 06s3aHbl 3ape3epBrpoBaTh
He MeHee 40 MPOLIEHTOB MECT AASI XKEHLLMH, He SIBASIIOLLMXCS UCTIOAHUTEAbHbIMU AMpekTopamu K 2020
roay. Ecan ata Hopma 6yaeT HapyLeHa, TO AQHHbIe KOMMaHWK BGYAYT NoABEpP KeHbI WTpaam 1 APyrm
CaHKUMSIM MO MPEeAAO>KEHMIO, MOArOTOBAEHHOMY EBponerickon komuccuern. OTMETUM, UYTO HECKOABKO
ctpaH EC, Bkatouas @paHumio, MTtaamio, Mcnanmio u HuaepaaHabl, y>ke NpuHSAAM CBOU COBCTBEHHbIE
HaLMOHaAbHbIE M36MpaTeAbHble KBOTbI MO 06ecrneyeHnio reHAepHOro paBeHcTsa. B BeankoGputaHum
u LLIBeumn B HacTosilee BpeMs He MMEIOTCS Takme orpaHuyeHus. COOTBETCTBEHHO B 3TMX CTpaHax
NPEeANoAaraembIM Mep o 06ecrneyeHnio reHAEPHOrO PABEHCTBA OKA3bIBAETCS KECTKOE COMPOTUBAEHME.
AOAXKHOCTHOE AMLO B GPUTAHCKOM B13HEC-AEMapTaMeHTe 3asB1AO, YTO NMPABUTEAbCTBY elle NPeACTOUT
YBUAETH MPEAAOKEHME KOMUCCMM, OAHAKO M A00aBMAO: «Hala nosvums npexHss — Mbl NPOTUB
3aKOHOAQTEAbCTBA B OTHOLIEHWM M3OMpaATeAbHbIX KBOT». B AQHHOW CTaTbe pacKpbIBAE€TCS CMOPHbINA
BOMPOC O TOM, CAEAYET AWM pacCMaTpmBaTh 3aKOHOAATEABCTBO B OTHOLLEHWMM KBOT Kak HEOTbEMAEMbIN
W HEMNpemeHHbIi MHCTPYMEHT AAS pa3HOOOpa3uns COBETOB M BOOOLLE AAS COXPAHEHUS! TeHAEPHOro
6anaHca? ABTOpbI CTaTbM MOAAraloT, YTO FEHAEPHbIM GAAAHC HEOOXOAMMO YUMTbIBATh, MOCKOABKY
3aKOHOAATEABCTBO O KBOTAX YK€ AQeT CBOM MAOAbI M MPErMYLLLECTBA B HEKOTOPbIX CTPaHaX, TakMX Kak
®paHums, Mtaams, Mcnanmsa u HuaepaaHabl. B ctatbe npoBeaeH aHaAM3 M packpbiTbl MPeUMYLLECTBa,
NMPUBMAEIMM M HEAOCTATKM 3aKOHOAATEALCTBA AAS obecrieueHns pazHoobpasms cocTaBa COBETOB MO

reHAEPHOMY PaBEHCTBY.

KAroueBble croBa: KEHLLUMHbI, Coset ANPEKTOPOB, KOPNOpaTUBHOE MpaBo, pa3Hoo6paalAe COBETOB,

yrnpaBA€HUe.

Certain facts

It is important and appropriate to have an equal
number of genders as it improves and encourages
not only the business performance, but also it fa-
cilitates to better decision making which encompass
comprehensive experience, new outlook, and ex-
traordinary viewpoints. Lord Davies states that ‘cor-
porate boards perform better when they include the
best people who come from a range of perspectives
and backgrounds’ (Lord Davies, 2011). However,
the lack of women on the board and the slow process
of increase of female executives and non-executives
are likely to be a widespread problem in order to
provide beneficial board diversity at all. Accord-
ing to the latest data, the FTSE 100 now has 17.3
per cent women directors, up from 12.5 per cent in
2010 (Brian Groom, 2012). The certain challenge
is that there are eight companies in the FTSE 100
that which still have men-only boardrooms, which
must diversify the board. Nevertheless, one of the
company which consists only men on the board, the
mining firm of Kazakhstan, Kazakhmys’s spokes-
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person states that the only viable option is to select
the best candidates irrespective to gender, race and
background, whereas other companies’ spokesper-
sons assert that the lack of the amount of female on
the board is not related with the discrimination Jill
Treanor, ‘“‘Women in the boardroom: Vince Cable
urges top firms to diversify boards’ The Guardian
(London, 30 November 2012). It can be derived
from the abovementioned statements that in order to
reach the balance of gender and to raise the number
of female workers, women not only should strive
for success, be capable to solve some complicated
tasks, but also they should have broad shoulders and
appropriately combine their career and personal life
(Brian Groom, 2012).

Pieters K. also states that there are some ob-
stacles, which preclude to the board diversity. It
includes problems such as particular vulnerability
among men which occur in stressful and rival en-
vironment (Karolien Pieters, ‘More effortsneeded
to improve genderequality in corporate governance
in the EU’ (2012) 13(3) European Business
Organization Law Review 495). In addition, wom-

Journal of Actual Problems of Jurisprudence. No2 (86). 2018 31



The Merits of Legislating to Ensure Board Diversity: An International Perspective

en are more inclined to stress and amenable to
pressure comparing with men that is inherent to the
position in the board.

There are numerous privileges of board diver-
sity, reflecting the attainment of better corporate
governance, the admittance to broad and vigorous
perspective, the preservation of permanent respon-
sibility which is inherent for women only in major
circumstances (Lord Davies, 2011). It is obvious
that companies that comprise women even the mi-
nor amount score higher than companies which do
not consist any women.

The benefits of having a diverse board are clear.
Trustees who understand the cultures, issues and
needs of their patient population can provide deep-
er insight and make better decisions about how to
serve their communities. Boards that have more di-
verse membership report that their discussions are
richer and more deeply informed. Trustees also say
that the broader perspectives shared by board mem-
bers who are culturally competent can help their or-
ganizations to avoid missteps in implementing new
programs and services for patient populations with
specific beliefs and needs.

Board members who are sensitive to issues af-
fecting service to diverse patients can move gov-
ernance to a different level. They push back dur-
ing board conversations, offering perspectives that
broaden the board’s thinking, resulting in discus-
sions that are more purposeful and generative. In-
creasing diversity on a board doesn’t happen over-
night, however. It requires dedication and a shift in
thinking about board recruitment and selection. But
the advantages are worth it, say trustees and senior
executives from organizations that have succeeded
in diversifying their board.

Appropriate board structure is vital for ensuring
good governance. Board structure refers to the size
and composition of the board, including its inde-
pendence, the presence of representative members
and the balance of gender, racial, cultural and other
forms of diversity, skills and experience.

A board operates most effectively when its
members have different skills, knowledge and expe-
riences. The responsible minister and board should
understand the board’s structural requirements to
fulfil the agreed role. When determining composi-
tion and succession planning, consideration should
be given to the:

— current performance of the board

— competency and experience mix of board
members

— values of the public sector body, board and
board members

— length of service of current board members

— diversity of current board members

— specified  compositional  requirements,
including representative obligations

— availability of potential board members to
fulfil requirements.

As diversity has become top-of-mind for most
companies and corporate Boards, the concept has
broadened from the familiar categories of gender,
geography, race, and the likes to an understanding
that the best ideas can only flourish when an
organization embraces individuals with different
views and experiences. In this broader understanding,
true diversity is “diversity of thought” that reduces
“group think™; and it is perhaps the best way to unlock
fresh perspectives, innovation, and organizational
creativity. Only with broad viewpoints that originate
from differences in perspective will the Board be
able to provide the opinion(s) necessary to make the
governance and advisory function meaningful.

Board diversity is much more than simply a
question of fairness. Lack of diversity represents
a missed opportunity to bring in new thinking,
insights, experiences, and knowledge — with regard
to different markets, consumers, practices, and more.
And it can impact negatively on decision-making,
corporate governance, and financial performance.
Indeed, culturally homogenous Boards can face
significant blind spots in responding to various
environmental clues, market trends, and in guiding
their companies’ future strategies. A strong and
diverse Board has therefore become absolutely
crucial, particularly in the face of increased
global competition and the need for greater Board
accountability and transparency.

Recruiting a more diverse group of Board
members is important, but in itself that is not
enough. It must be accompanied by inclusion — a
company culture that genuinely welcomes, values,
and leverages the advantages of diversity.

An effective way of bringing about diversity at
the Board level is to increase gender diversity. Any
approach to increasing gender diversity on Boards
will have to address both the demand and supply
fronts simultaneously: Encouraging corporates to
engage in more aggressive recruiting efforts that
extend beyond the traditional pool of candidates is
the starting point. Meanwhile, the aspirant women
directors should understand what it takes to be on
a Board, and then take steps to acquire the requisite
Board skills.

The issue of gender diversity on Boards in India
is not a new one. However, Section 149 (1) of the
Companies Act, 2013, mandating that every publicly
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listed company must have at least one woman Board
director, has brought this issue to the forefront.

The categories of companies which need to
comply with the requirement of having at least one
woman director are as follows:

a. Listed companies,

b. Public companies with a paid-up share capital
of INR one billion or more,

c. Public companies with a turnover of INR
three billion or more

Accurate advantages of legislation

There are two types of enactment of legislation
concerning quotas: mandatory and voluntary. The
recent research demonstrates that the voluntary quo-
tas are less effective in assistance of preservation of
gender balance (Lord Davies, 2011).

There was a marginal rise in the number of
female executives from 2% in 1999 to 5.5% in 2010,
while the number women non-executive directors
increased moderately from 10% in 1999 to 15.6 %
in 2010 (Lord Davies, 2011).

1. There is still some debate about issues of the
enactment of quota laws by different countries. It
can be seen from the data that France, Netherlands,
and Norway which are complying with mandatory
legislation for quotas have significant improvements
in the rise of female on board For instance, the num-
ber of women on board in Norway has achieved
significantly from 6.8% in 2002 to 44.2 % in 2011
(Francois Moscovici, 2012). Similar approaches are
now being rolled out in other European countries,
including Belgium, France, Italy, the Netherlands
and Spain (Lord Davies, 2011).

Russell M. supposes that quotas are good for de-
mocracy. As parties’ freedom to select whom they
want is seen as an essential part of democracy, they
can choose and reserve seats by law and rules of
quotas without any discrimination (Erika Watson,
2012).

Boards of directors, made up of executive direc-
tors and non-executive directors, are responsible for
the governance of their companies, and for provid-
ing the right checks and balances within businesses
to strengthen decision-making and accountability.
The job of a board director can be a hard one; as
Oliver Parry from the Institute of Directors told us,
“they are running global organisations where their
decisions from second to second can have lifelong
consequences for the business”.But they are also
individuals working together, interacting with each
other, and challenging each other, for the benefit
of the company. Our inquiry into BHS highlighted
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what can happen when individual board members
do not act solely for the benefit of the company as
a whole, but are unduly influenced by the interests
of one dominant director. To mitigate this risk, we
stressed the need for strong individual directors,
who are prepared to challenge effectively.

To be an effective board, individual directors
need different skills, experience, personal attributes
and approaches. They need the ability to know when
to ask pertinent questions and to ensure all interested
groups connected with the company are engaged. All
boards need to mitigate the risks of group think. The
benefits of diversity on the board are not obviously
reflected in their make-up, which remain remarkably
uniform. Currently, of 1,087 director positions in
FTSE 100 companies, only 26.7% are women.
There is one all-male board, Convatec Group plc.
Statistics are also poor on ethnic diversity: only 8
per cent of executive and non-executive positions
in FTSE 100 companies are held by people from
BAME backgrounds.Describing board directors, the
Prime Minister said in October 2016: “Too often
the people who are supposed to hold big business
accountable are drawn from the same, narrow social
and professional circles as the executive team. And
too often the scrutiny they provide is not good
enough. A change has got to come”.

The Code requires companies to include a
description of the board’s policy on diversity,
including the gender balance of the board, the
measurable objectives thatit has set for implementing
the policy, and the progress made on achieving these
objectives. However, these reporting requirements
have not had the intended impact in tackling the
homogeneity of board composition. Whilst the
UK is a world leader in many facets of corporate
governance, that is not the case on board diversity.
Nigel Wilson, from the UK’s largest fund manager,
told us that there is a huge gap in representation
between men and women, between different
ethnic groups, and spoke of a lack of constructive
engagement with workers.

It is common for boards to delegate aspects of
their work to committees of the board. This allows
the board to distribute its workload and enables
the subcommittee to perform a detailed analysis
of important or sensitive matters before making
recommendations for the board to consider. The
board, not the board committee, is accountable for
all decisions.

When assessing its strategic priorities, the board
should consider what types of committees it may
require. It may have several ‘standing’ or permanent
committees, such as a finance or an audit and risk
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committee, with other committees established as
required. Board committees need to be established
with:

— aspecific charter, with clear terms of reference

— delegations that do not undermine the board’s
delegations to the CEO

— an appropriate number of directors, including
a majority of non-executive directors, if allowed by
the enabling legislation

— procedures for making and keeping agendas
and minutes, and reporting to the board

— a clear expectation that the decision
making responsibilities of the full board are not
to be compromised by the activities of any board
committee, and that significant issues will be
reported to the board for the board to discuss and
decide upon.

The board must continually monitor the activities
of each committee as part of its duty of care, diligence
and good faith. A committee’s charter should be
evaluated annually to ensure it is appropriately
focused and that the committee is fulfilling its
functions. If not, amendments should be made.

The most notable advantages are —

1. It reflects the real world — something every
company should be sensitive to.

2. Healthy debate can lead to better decisions.

3. Divergent backgrounds mean tackling the
same idea in differing ways.

4. Great ideas come from disruption of the status
quo.

5. Your clients and customers are diverse.

6. This can make your company knowledgeable
and sensitive to a wider variety of groups.

7. Counsel from a variety of authorities is
sensible.

8. Setting an example at the top will hopefully
have a trickle-down effect within the organization.

9. Improved reputation and brand.

10. A variety of backgrounds can make the
company more adaptable to its ever changing
environment.

Some apparent limitations

However, the head of one of the UK’s big fund
managers, Helena Morrissey supposes that Norway
which has quota laws demonstrates some success,
but not in the number of female executives. Accord-
ing to the point of view of Morrissey H., it is ap-
propriate to launch the 30 Per Cent Club to facilitate
and enhance the board diversity. By maintaining it,
the target of EU — reserve 40 per cent of their non-
executive director board seats by 2020 is likely to be

met insofar as it is likely to be helpful and power-
ful tool in preservation of gender balance in Britain
(Meg Russell, 2011).

One of the apparent drawbacks of implementa-
tion of quotas is the presence of tokenism. It implies
that ‘there will always be a question in people’s
mind that somebody only got onto a board or into a
certain position because of a quota’ (David Oakley,
2012).

The head of corporate governance at the ABI,
Andrew Ninian states that “We are sceptical about
quotas as, while they might create numerical equal-
ity, investors are more concerned about the overall
effectiveness and performance of boards, which is
driven by expertise not just gender” (Anne Sweig-
art, 2012). It is the one of the causes of opposition to
mandatory legislation of Britain.

Having directors with diverse skills doesn’t
necessarily lead to better firm performance. Us-
ing US data, our research found that increasing the
amount of skills on a board from 10 to 13 reduces
firm performance by about 2.4%. The boards with
more skills performed worse than boards with less.
In taking into account other research, we suggest
that boards whose directors share common skill sets
have better firm performance because they can com-
municate effectively.

In theory, the optimal board combines monitor-
ing and advisory roles to varying degrees. However,
how individual director skills map into these roles is
less well understood. Research on board makeup has
mixed answers when it comes to what contributes to
success. For example, one study finds that directors
with CEO experience increase firm value, while an-
other found no such relationship. One reason for this
could be that the usefulness of a director’s skills to a
board depends in part on the other skills represented
on a board.

US firms are now required to disclose the skills
of their directors: in our study, this allowed us to
assign skills to directors that would have been hard
to characterise based on their employment history
alone. Using these disclosures, we found that the av-
erage director has three skills, out of the 20 we ex-
amined. The most common skill among directors is
management skills (38% out of all assessed skills).
At the board level, there’s usually one director with
finance and accounting skills. Boards also tend to
have directors with management skills (90% of all
boards).

Usually diversity of skills is found to be ben-
eficial in decision making, as it brings greater re-
sources to problem solving and could lead to a more
complete analysis of an issue. However, different
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personal and professional backgrounds may lead
to different ways in which team members interpret
information and to multiple representations of a
problem. In turn, this may lead to delays in decision
making.

Research also suggests that diversity in a group
could lead to failures, as it might cause the group
(boards in our case) to be less integrated. This might
also lead to a higher level of dissatisfaction and turn-
over among group members. For example, directors
may be more likely to leave the board as they may
not feel that they are part of a group.

Misunderstandings and disagreement can mean
less effective decision making within multidiscipli-
nary teams. Having boards with directors who have
different beliefs may lead to disagreements within
the board. As a result, the board invests inefficiently
because directors anticipate future disagreements.

One of the reasons for diverse skilled boards
performing worse could be because of the lack of
common ground between board members. Directors
need to be able share skills to be able to communi-
cate effectively. There is evidence that groups with
greater skill diversity communicate more formally
and are less well integrated.

This then could hamper these groups’ ability to
make better decisions for their firms. The negative
association between diversity and communication
isn’t just limited to skills or one’s previous industry
or occupational experience. For example, in groups
where members have different educational back-
grounds, research shows an increase in turnover
among group members.

Then there’s the opposite effect — skills shared
by directors could lead to better communication and
then improved firm value. One way to look at this
is to group skills by their functions. For example,
governance and risk management skills could be
grouped together under monitoring skills, where-
as leadership and entrepreneurial skills could be
grouped together under advising skills.

Our research provides some evidence that cer-
tain skills may appear together on the board. For
example, we find that when there is a director with
governance skills on the board, we are more likely
to find another director with risk management skills
on the board. We are not suggesting that all firms
should have a few skills on their boards. Our results
suggest that firms should take a step back and think
about how they choose their directors and how the
communication among directors may be affected by
having many skills on the board.

Also when firms appoint directors, they face
many search problems. For example, US boards
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need to have at least one director on the board who
is a financial expert and majority of board members
need to be independent directors. Add to these, gov-
ernance regulations that may seek to, for example,
increase gender diversity on the board (like the one
implemented by Norway).

Then a firm looking for a new financial expert
director may need to find a director who would be
a financial expert and an independent director, and
someone who would also be increasing gender di-
versity on the board. In the presence of other fric-
tions, like search costs, firms may not be able to
cover all these dimensions at the same time. Simi-
larly, in trying to meet governance regulations fo-
cusing on one characteristic (like independence) or
one objective (diversity) firms may not achieve the
best match between new directors and the board. So
governance regulations may not always lead to bet-
ter company performance.

Apparent paramount measures

Pieters K. Suggests that ‘since most women who
are eligible for the board lack practical boardroom
experience, companies will have to support these
women through practical national measures as
regards access of women to the boardroom and
to top management mentoring, preferably by
experienced men, and training. Large companies are
taking important steps to assist women on their way
to the top in combining family and working life’ (Jill
Treanor, 2012). There fore, such measures are the
valuable and important in gender balance.

The board should have sufficient independence
to discharge its responsibilities. Where permitted by
legislation, the chairperson should be independent.
A lack of independence can contribute to increased
complexity in managing conflicts of interest and
reduced efficacy of the board. Factors or relation-
ships that may negatively impact on the independent
management of issues should be identified at the
commencement of the board meeting, and decisions
made on actions to mitigate this impact.

Conclusion

Good governance is entirely essential and inher-
ent for good performance. So it is appropriate neces-
sity to increase women in order to achieve and score
higher at a certain level (Karolien Pieters, 2012).

To conclude, ‘the quotas have raised the pres-
ence of women in the boardrooms of publicly listed
companies dramatically and have led these corpo-
rations to develop new institutional capacities’
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(Liza Ramrayka, 2012). Moreover, from the report
of Lord Davies, it can be seen that the main and
inherent instrument of gender balance is the imple-
mentation of quotas (Liza Ramrayka, 2012). Tar-
gets and quotas are the only way that will change
things, in particular the preservation of gender bal-
ance and improvement in growth of women execu-

tives and non-executives at all (Louisa Peacock,,
2012). Therefore, it is obviously appropriate to im-
pose and implement quotas in order to reach the
perfect target — gender balance and women equal-
ity at all. The imposition of legislated quota system
is possible though it is not easy and to enact it with-
out any obstacle.
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