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This section looks at practices across Australia, Germany, Norway,
Spain, the United Kingdom and European Union, and is grouped
into three parts:
1. Mandatory quotas: Germany, Norway and Spain
2. Voluntary targets: Australia and United Kingdom
3. The European Union’s impact

The impact of quotas and targets differs depending on the
context and culture of the country. Germany, Norway, Australia
and the United Kingdom have achieved their transformation
objectives – while Spain has had limited success and The
European Union has not been able to start.
It is clear that while both approaches can work, success ultimately
rests on the incentive to transform, and the consequences of not
achieving the quota or target.
The differences between quotas and targets are explored in part
one of this report: fact and fiction.
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2. True stories: lessons from the rest of the world

Legislated quotas:
Germany, Norway and Spain

Germany
In Germany, listed companies have both management and supervisory
boards. The management board is responsible for day-to-day decisionmaking, while the supervisory board offers strategic guidance to the
company, and monitors the performance of the management board.
In 2015, the German parliament legislated that at least 30% of all listed companies
boards must be female, and around 3,600 DAX-registered companies and large comanaged companies were given a year to comply. 38 Companies that did not have
at least 30% female board representation could not appoint another male board
member, and the seats would remain open until a suitable female candidate could be
found. By May 2018, all DAX30 companies had reached this goal. 39

The companies that remained listed
benefited from a new wave of qualified
talent: the women appointed after 2006
were generally more qualified than those
already appointed, and the gender pay
gap decreased from 36% to between 24%
and 26%. This shows that the necessary
talent is available if the correct networks
are tapped and that board transformation
leads to benefits for women across all
levels of the company45.

There are still not enough women on management boards and at top-leadership
levels - another 1,100 female top executives need to be appointed to DAX30

Spain

companies to reach the 30% target for top executives .

In 2007, Spain passed the Gender
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Equality Act: neither men nor women

Norway

could make up more than 60% of the

In 2003, the Norwegian parliament passed a law that at least 40% of all listed

board. Companies were given eight

companies’ board members should be female . Compliance with this law was

years to comply.
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voluntary.

However, unlike Norway and Germany,

By 2005, only 24% listed company directors were female. In 2006, the quota became

there were no penalties for not

mandatory, and companies were given two years to reach the quota. Companies

reaching the quota. Instead, the Spanish

which did not comply would be fined, or even dissolve 42. By 2009 all companies had

government gave preferential points

reached the quota .

to gender-neutral companies when
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However, between 2003 and 2008, the number of listed companies more than halved
from 380 to 186, and it could be argued that companies delisted to avoid the quota 44.

evaluating which companies to
contract with 45.

38 Worker-participation.eu. (2016). 30% female quota in supervisory boards of German DAX companies. https://www.worker-participation.eu/About-WP/What-s-new/30female-quota-in-supervisory-boards-of-German-DAX-companies. 39 Russell Reynolds Associates (2018). DAX30 – Supervisory Board Study 2018. https://www.russellreynolds.
com/en/Insights/thought-leadership/Documents/DAX%2030-Supervisory%20Board%20Study_eng.pdf. 40 Russell Reynolds Associates (2018). DAX30 – Supervisory Board
Study 2018. https://www.russellreynolds.com/en/Insights/thought-leadership/Documents/DAX%2030-Supervisory%20Board%20Study_eng.pdf. 41 Betrand et al. (2018: 3).
Breaking the glass ceiling? The effect of board quotas on female labor market outcomes in Norway. http://ssrn.com/abstract=2488955. 42 Davies (2011: 22). Women on boards:
February 2011. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/31480/11-745-women-on-boards.pdf; Betrand et al. (2018:
3). Breaking the glass ceiling? The effect of board quotas on female labor market outcomes in Norway. http://ssrn.com/abstract=2488955. 43 Davies. (2011: 22). Women on
boards: February 2011. https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/31480/11-745-women-on-boards.pdf. 44 Betrand et
al. (2018: 7). Breaking the glass ceiling? The effect of board quotas on female labor market outcomes in Norway. http://ssrn.com/abstract=2488955. 45 Betrand et al. (2018: 10).
Breaking the glass ceiling? The effect of board quotas on female labor market outcomes in Norway. http://ssrn.com/abstract=2488955.
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There was limited success: the number
of compliant companies only rose from
4.25% to 4.98% between 2005 and 2014;
female directorships increased from 6.8%
to 11.6%, and companies with at least
one female director increased from 26%

Norway

to 42% 46.
Mateos de Cabo et al. found that
companies who earn more than 5% of
their income from government contracts
were more likely to comply with the
quota. In 2005, 11.11% fell into this
bracket, by 2014 the number had fallen
to 10.42%.

However, the analysis shows
that the incentive was not being
carried through: the revenue
that these compliant companies
generated from government did
not increase significantly.

Germany

Spain

45 Mateos de Cabo et al. (2019: 3). Do ‘soft law’ board gender quotas work? Evidence from a natural experiment. European Management Journal. https://doi.org/10.1016/j.
emj.2019.01.004. 46 Mateos de Cabo et al. (2019: 3). Do ‘soft law’ board gender quotas work? Evidence from a natural experiment. European Management Journall. https://doi.
org/10.1016/j.emj.2019.01.004.

17

2. True stories: lessons from the rest of the world

Voluntary targets:
Australia and United Kingdom

Australia
In 2010, the Australian Institute of Company Directors (AICD) launched its Chair’s Mentoring Program, followed by the board diversity
scholarships a few years later47. These programmes did not deliver the expected results.
The AICD then introduced a voluntary target - by 2018, 30% of the board members for ASX200 companies should be women 48 . At the end
of 2018, 29.7% of the board members of ASX200 companies were women.49

The AICD suggest that extensive media coverage with monthly reports and collaboration with the 30% Club
contributed to the success.
Additionally, institutional shareholder pressure helped: The Australian Council of Superannuation Investors (ACSI) introduced a voting policy
of a 30% target for women on boards and a recommendation against re-election of directors on boards with poor gender diversity 50.

United Kingdom
The FTSE 100, 250 and 350 are indices of companies listed on the London Stock Exchange. The largest 100 companies are called the FTSE
100, the largest 350 the FTSE 350, and 101st to the 350th largest the FTSE 250. Size is measured by market capitalisation.
In 2011, the Davies Review set a voluntary target: by the end of 2015, 25% of the directors on FTSE 100 boards should be women. This
target was achieved in 2015, six months ahead of schedule. From March 2015, there were no all-male FTSE 100 boards 51.
The 2016, the Hampton-Alexander Review set new targets which include both board members and senior management: by 2020,
33% of the executive committee and their direct reports in FTSE 100 companies, and 33% of board members in FTSE 350, and should be
women.
The results for board members and senior management are impressive: from 2011 to 2018, FTSE 100 representation increased from
12.5% to 30.2%, and FTSE 350 representation increased from 9.5% to 26.7%. The FTSE 250 was at 24.9%; 27% of the FTSE 100 executive
committee and their direct reports were female. 19 companies achieved the 33% target, and another 21 companies well on track to do so
by 2020.

47 AICD (2017: 3). 30% by 2018: Gender Diversity Progress Report. https://aicd.companydirectors.com.au/-/media/cd2/resources/advocacy/board-diversity/pdf/06440-4-polgender-diversity-quarterly-report-jan19-a4_final.ashx. 48 AICD (2017: 3). 30% by 2018: Gender Diversity Progress Report. https://aicd.companydirectors.com.au/-/media/cd2/
resources/advocacy/board-diversity/pdf/06440-4-pol-gender-diversity-quarterly-report-jan19-a4_final.ashx. 49 AICD (2017: 3). 30% by 2018: Gender Diversity Progress Report.
https://aicd.companydirectors.com.au/-/media/cd2/resources/advocacy/board-diversity/pdf/06440-4-pol-gender-diversity-quarterly-report-jan19-a4_final.ashx. 50 AICD (2017:
3). 30% by 2018: Gender Diversity Progress Report. https://aicd.companydirectors.com.au/-/media/cd2/resources/advocacy/board-diversity/pdf/06440-4-pol-gender-diversityquarterly-report-jan19-a4_final.ashx. 51 FTSE Women Leaders (2016: 6). Hampton-Alexander Review 2016. https://ftsewomenleaders.com/wp- FTSE Women Leaders (2016: 6).
Hampton-Alexander Review 2016. https://ftsewomenleaders.com/wp-content/uploads/2016/11/Hampton-Alexander-2016.pdf/uploads/2016/11/Hampton-Alexander-2016.pdf.
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The European Union’s impact
In 2012, the European Union tried to institute a quota for all listed companies of the member-countries. The proposed quota stipulated that
by 1 January 2020, neither men nor women could make up more than 60% of the non-executive directors of the board52.
The European Commission focused on non-executive directors as this allowed for a balance between promoting gender diversity and
minimising interference with the day-to-day running of companies 53.
The European Commission stated that consequences for non-compliance ‘must be effective, proportionate and dissuasive’, and at a
minimum include:
1.

administrative fines

2.

exclusion from public tenders

3.

partial exclusion from funding by the European Union’s structural funds, and

4.

a court declaring the appointment or election of non-executive directors in conflict with relevant national legislation a nullity 54.

Member countries did not accept the quota, and it has not been adopted by member countries.

52 European Commission (2012, Article 4.1). COM(2012)614. https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52013AP0488&rid=14. 53 European Commission
(2012: 5). COM(2012)614. https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52013AP0488&rid=14. 54 European Commission (2012, Article 6.2). COM(2012)614.
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52013AP0488&rid=14.
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