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This report has
eight sections:
1.

This
report can
help European and
South African businesses
do business responsibly. We
examine how board structure,
board size and the tenure
of directors influence the
gender composition
of boards.

Moving forward: A summary of our
recommendations covers learnings
from the European Union (EU), the
United Kingdom (UK) and South Africa.

2. Board 101: Fundamental building
blocks covers the links between diverse
boards, improved corporate governance
and stakeholder relations. We also look
at the overall differences between rulebased and principle-based governance
frameworks.

6. People on boards: The right fit gets
the best out of the board looks at
which roles have the most influence, the
implications of a dual chairperson-CEO
role, the importance of monitoring how
long directors stay on boards, and how
to prepare new directors for their board
roles.

3. Board gender diversity: The current
state of play reflects on the broad
spread of progress towards genderdiverse boards, and the reporting
requirements for listed companies in
South Africa, the UK and the EU.

7. Racial diversity: A powerful force for
good stresses that diversity is about
more than gender, and explores the
progress that South Africa, the UK and
the EU have made towards creating
boards that reflect the demographics of
the population.

4. Board structures: Form follows
function explains the differences
between one-tier, two-tier, hybrid and
Nordic structures, and the role of codetermination in European boards. We
also look at the correlation between
board structure and board size.

8. Levers of change: More than one way
to level the playing field reveals how
institutional investors and shareholders
have used their influence to encourage
more gender-diverse boards. We also
look at the role of the Broad-Based
Black Economic Empowerment Act 53
of 2003 (the B-BBEE Act) in South Africa
and its implications for gender diversity.

5. Women-led committees: Breaking
through the second glass ceiling
reflects on the importance of the audit,
nomination, remuneration and risk
committees for better-governed boards
and gender transformation.

Click on this icon to navigate between sections.
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Introduction: Trade
brings opportunity
for change
In 2020, our report Women on
South African boards — facts, fiction
and forward thinking explored the
state of gender diversity on boards
across a narrow range of European
countries, Australia and South
Africa. This report builds on that
work, exploring how trade partners
can learn from one another how
to create systemic change in both
their own and partner countries so
as to encourage gender parity on
boards.

2020
The EU was
South Africa’s
largest trading partner,
accounting for 26% of
imports and 19% of exports.

26%

We hope that this report
encourages more directors,
institutional investors and
shareholders to think deeply about
how they use their influence to
ensure that boards benefit from
the richness of thinking that comes
with a gender-balanced board.

China
made up 16%,
the USA 7%
and the UK 4% of
South Africa’s total trade.

16%

Trade brings opportunity for change. As
North-South trade intensifies, so too does
the opportunity for progressive companies
to learn from one another.

China

In 2020, the EU was South Africa’s
largest trading partner, making up 26%
of our imports and 19% of our exports.1 In
comparison, China made up 16%, the USA
made up 7%, and the UK made up 4% of
South Africa’s total trade. 2
Looking deeper into the EU, Germany was
South Africa’s largest EU trading partner
1

EU Chamber of Commerce and Industry in Southern
Africa. (2020). ANNUAL DIGEST 2020 SA–EU trade under
the SADC-EU EPA. https://www.euchamber.co.za/
news/annual-digest-2020-sa-eu-trade-under-thesadc-eu-epa/

2

Ibid.

19%

4

7% 4%
USA

UK

in 2020, accounting for 9.9% of our total
exports and 9.8% of our total imports.3

2020
Germany was
South Africa’s largest
EU trading partner.

The increase in trade relations between
the Northern and Southern hemispheres
is opening up opportunities for investment
in, and partnership with, South African
businesses. European businesses that buy
into South African operations have a duty
to understand their corporate governance
frameworks, especially the role of women
on boards. If they do not, they run the risk
of unintentionally perpetuating power
imbalances.

9.9%
total
exports

This report can help European and South
African businesses do business responsibly.
We examine how board structure, board
size and the tenure of directors influence the
gender composition of boards.
By explaining the differences in the structure
and functioning of boards, we hope to
make it easier for companies in different
countries to do business. We also hope to
take the best of both worlds and inspire both
European4 and South African companies to
use their influence to work towards gender
parity on boards across the globe.

3

South African Market Insights. (2020). South Africa’s
trade data page. South Africa’s biggest trading partners
for February 2020. http://www.southafricanmi.com/
south-africas-trade-data-page.html (EU figures
exclude the UK).

4

The European countries analysed for the purposes
of this report were Austria, Belgium, Denmark,
Finland, France, Germany, Iceland, Ireland, Italy, the
Netherlands, Portugal, Spain and Sweden. The UK
was also included, even though it is no longer a
member of the EU.
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9.8%
total
imports

Lessons from Europe

Moving forward:
A summary of our
recommendations

A place for employee leaders on a twotier board: Co-determination laws entrench
employees’ rights to be represented on
boards. This is beneficial for two reasons:
z A developmental approach: Influential,
high-potential employees get exposure
to how boards operate as part of their
professional development path.

Lessons from South Africa
Intersectionality: Racial and gender
diversity are taken seriously

z A holistic view of the company: Having
employees on the board may guard
against top-down decision-making.

B-BBEE as a lever for change: A strong
B-BBEE scorecard gives companies that
want to do business with the South African
government a competitive advantage.
Black women directors: Companies
can improve their B-BBEE scorecard by
appointing black, and especially black
women, directors.
Voluntary change over legislated
change: To avoid government interference,
companies should set and achieve racial
and gender diversity targets so that
their board demographics mirror the
demographics of the population.
Split the roles of the CEO and the
chairperson: The King IV Code
recommends that the CEO should not be
the chairperson of the board.

Shared learnings
Both one- and two-tier boards need more
women in powerful positions
Having women chairpersons and CEOs
shows other women on the board, as well
as company employees and investors, that
diversity matters — and that women can
make it to the top.
z For one-tier boards: Split the roles of
the chairperson and the CEO, and have a
woman in at least one of these positions.
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z For two-tier boards: Either the
chairperson of the supervisory board or
the CEO of the executive management
board should be a woman.

causes and obstacles when targets are not
reached.
Pave the way for women leaders through
training and mentoring
Training must cover both technical and
professional development.
z Director candidates: Each company
board operates slightly differently.
Companies must train director candidates
in the way the board works, and in what is
expected of them.
z Current executive directors: Regulatory
and industry changes are inevitable.
Make sure executive directors are
able to access ongoing professional
development opportunities.

Start with non-executive board members
placed as chairs on board committees
There are more non-executive than
executive board members, so it is easier to
get women onto boards in non-executive
roles, and into chairing board committees.

z Current non-executive directors: A nonexecutive directorship is a professional
position, and non-executive directors are
expected to keep abreast of regulatory
and industry issues. Women who strive
to be non-executive directors can
look to other women for mentorship in
developing interpersonal skills. They
should also invest in formal training to
cover the technical aspects of the role.

Appoint women to audit committees
Boards with women on audit committees
tend to have richer discussions about
board decisions and better-quality financial
reporting.5

z Long-standing directors: Long-standing
directors have valuable technical and
interpersonal skills that should not be lost
but passed onto the next generation of
women board members through formal
and informal mentorships.
Appoint women and people of colour to
nomination committees
Diverse nomination committees tend to
appoint more diverse board members.6
Institutional investors can demand
progress reports on clear diversity targets
Honest reports on clear diversity targets
can help keep companies focused on
reaching diversity goals. Effective reports
both celebrate success and identify
5

Oradi, J. & Izadi, J. (2020). Audit committee gender
diversity and financial reporting: Evidence from
restatements. Managerial Auditing Journal, 35(1), 67–92.

6

Mans-Kemp, N. & Viviers, S. (2015). Investigating board
diversity in South Africa. Journal of Economic and
Financial Sciences, 8(2), 392–414.
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Board 101:
Fundamental
building blocks

factors, such as tenure, education and skill.
It also covers age, race and gender.

Corporate governance
frameworks differ from
country to country

There are many European
companies that are exploring
investing in, or partnering with,
South African companies. A
responsible business relationship
takes into account the differences
in the operating contexts of
intercontinental businesses, and
the benefits that a diverse board
can hold for both trade partners.

There are two general approaches to
corporate governance: a rule-based
approach and a principle-based approach.11
1. Rule-based corporate governance is
based on a set of laws that determine
how a company should be run. For
example, the USA’s Sarbanes-Oxley Act
of 2002 is a federal law passed by both
houses of Congress.12
2. Principle-based corporate governance
uses codes that set out guidelines
and best practices. Companies apply
these codes or explain why they do not.
Examples include the UK Combined
Code of Corporate Governance12 and,
in South Africa, the King IV Code,
which follows an ‘apply and explain’
approach.13 The King IV Code’s approach
helps companies plan actions that are
appropriate for the organisation’s context
by requiring them to explain governance
decisions.14

A diverse board is linked
to better outcomes for all
stakeholders
The board of directors determines what a
company does and the impact it has on the
society within which it operates.7 One of the
ways that it does this is by putting in place
and monitoring the company’s governance
processes.
A broader range of knowledge, skills,
abilities, expertise and experience tends
to improve an organisation’s performance.8
Moreover, diverse boards tend to have
better governance processes, deeper
alignment with all stakeholder interests,
and a stronger focus9 on corporate social
responsibility.10 Diversity includes a range of
7

8

9

11 Nakpodia, F., Adegbite, E., Amaeshi, K. & Owolabi, A.
(2018). Neither principles nor rules: Making corporate
governance work in Sub-Saharan Africa. Journal of
Business Ethics, 151(2), August, 391.

Van den Heuvel, J., Van Gils, A. & Voordeckers, W.
(2006). Board roles in small and medium-sized family
businesses: Performance and importance. Corporate
Governance International Journal of Business in Society
14(5), September 2006, 467.

12 Arcot, S., Bruno, V. & Faure-Grimaud, A. (2010).
Corporate governance in the UK: Is the comply or
explain approach working? International Review of Law
and Economics, 30, 193.

Ali, F., Wang, M., Jebran, K. & Ali, S. (2021).
Board diversity and firm efficiency: Evidence from China.
Corporate Governance International Journal of Business
in Society, 21(4), 587–591.

13 Foster, R. (2020). The evolution and alignment of
institutional shareholder engagement through the King
and CRISA reports. Journal of Global Responsibility,
11(2), 147–149.

Melón-Izco, A., Ruiz-Cabestre, F. & Ruiz-Olalla, M.
(2020). Diversity in the board of directors and good
governance practices. Economics and Business Letters,
9(2), 97–98.

10 Hartmann, C. & Carmenate, J. (2021). Does board
diversity influence firms’ corporate social responsibility
reputation? Social Responsibility Journal, 17(8),
1299–1300.
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14 Natesan, P. & Du Plessis, P. (2019) Why King IV’s “apply
and explain” is so important. The Institute of Directors
South Africa (IoDSA). https://www.iodsa.co.za/
news/438882/Why-King-IVs-apply-and-explain-isso-important.htm
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Board gender diversity:
The current state of play
Large listed companies in Europe and South Africa
Listed companies must report on the progress that they are making
towards reaching diversity targets. Not only is this a legal requirement
in most countries, it also signals to all stakeholders that the company is
serious about transformation.
Trade partners can share their progress and the ways in which they report
on it. In doing so, they can inspire change across continents.
When comparing the data for the largest listed companies in Europe and South Africa15, one
sees that:
z In Europe, there is a large gap between the top performer, Iceland — where almost half of
the board members are women (48.9%) — and the lowest performer, Portugal — where less
than a third of the board members are women (28.1%).
z In South Africa, only 26.9% of the board members of companies listed on the Johannesburg
Stock Exchange (JSE) are women.15
PERCENTAGE OF WOMEN ON BOARDS IN COUNTRIES WITH THE LARGEST STOCK EXCHANGES
Austria
Spain
Ireland
Portugal
South Africa
Sweden
UK
Netherlands
Germany
Denmark
Finland
Iceland
France
Italy
Belgium
0%

10%
Poor performers

20%

30%

Mid performers

40%

50%

Top performers

15 European Institute for Gender Equality. (2021) Gender Statistics Database: Largest listed companies: Presidents, board
members and employee representatives. https://eige.europa.eu/gender-statistics/dgs/indicator/wmidm_bus_bus__
wmid_comp_compbm
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An overview of the
South African situation

Percentage of women
on large listed-company
boards

South African listed-company boards have become more
gender diverse, the proportion of women on boards having
increased from 12.6% in 2008 to 26.9% in 2021.16,17
There are no quotas or externally mandated targets for
gender diversity in South African company boardrooms.
Gender diversity is encouraged through voluntary
organisational targets and, in the case of black women,
incentivised through the B-BBEE Act.
The King codes make provision for voluntary targets:
The King IV Corporate Governance Code recommends
that companies should set their own targets for boardroom
diversity, and formally report on their progress. These
codes are binding on JSE-listed companies and unlisted
companies are encouraged to adhere to them.
The B-BBEE Act sets targets for economic transformation.
Companies that achieve these targets are given preference
in the awarding of government contracts. We cover this act
in the next section of this report.

48.9%

Iceland

28.1%

Portugal

Companies in the countries we looked
at must report on gender diversity
In most European countries, companies are legally required
to report on the gender composition of boards; however,
these wins in the boardroom do not filter down to senior
management. Reporting on senior management is only
legally required in six countries. It is recommended in the UK
governance code.18
South African designated employers19 are legally required to
report on diversity (in terms of race, gender and disability)
among senior management and other employees, and
listed companies must follow King IV recommendations for
setting targets and reporting on board gender diversity. 20
16 Businesswomen’s Association of South Africa. (2017). BWASA South African
Women in Leadership Census 2017. https://bwasa.co.za/wp-content/
uploads/2018/04/2017-BWASA-CENSUS-report.pdf
17 Businesswomen’s Association of South Africa. (2021). South African Women in
Leadership Census 2021.
18 Organisation for Economic Co-operation and Development (OECD). (2021).
OECD Corporate Governance Factbook 2021. https://www.oecd.org/
corporate/corporate-governance-factbook.htm
19 As defined by the Employment Equity Act 55 of 1998, South Africa.
20 Bosch, A., Van der Linde, K. & Barit, S. (2020). Women on South African boards
— facts, fiction and forward thinking. Stellenbosch Business School.
https://www.usb.ac.za/usb_reports/women-on-south-african-boardsfacts-fiction-and-forward-thinking/
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26.9%

South Africa

Board structures:
Form follows function
Not all boards are constituted in the same way.
The way a board is structured determines how
decisions are made — and who has the power
to influence those decisions. It also impacts the
tactics that companies use to ensure that more
women make it to the boardroom.

The
way a board
is structured
determines how
decisions are made —
and who has the power
to influence those
decisions.

As trade partners’ understanding of the power
dynamics at play increases, they become
better at applying the right pressure to ensure
improved outcomes in both their business
dealings and the gender transformation of
boards.
There are four different types of boards: one-tier, twotier, hybrid and Nordic boards. We discuss how they are
constituted, as well as the strengths and limitations of each.
The table below reflects the dominant board structure in
each country that we looked at. 21,22
One-tier

Two-tier

Hybrid

Nordic

Belgium

Austria

Italy

Denmark

France

Germany

Portugal

Finland

Ireland

Iceland

South Africa

Netherlands

Spain
Sweden
UK

21 Organisation for Economic Co-operation and Development. (2021). OECD
Corporate Governance Factbook 2021. https://www.oecd.org/corporate/
corporate-governance-factbook.htm
22 Deloitte. (2017). King IV Independent Directors. https://www2.deloitte.com/
za/en/pages/africa-centre-for-corporate-governance/articles/kingiv_
independent_directors.html
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One-tier boards are efficient but
may be conflicted
The one-tier structure consists of a single board with
executive and non-executive directors who are appointed
by shareholders at a general meeting.
This board is responsible for all aspects of a company’s
activities.

The one-tier board

monitors and reports
performance
develops business
strategy
approves major
transactions
appoints and removes
board members

shareholders appoint the
board at a general meeting

shareholders

board members

12

There are four advantages to a one-tier board:
1. Superior flow of information: All board members
(including executive and non-executive directors) are
invited to all board meetings, which makes it easier to
share information. 23
2. Quick, collective decision-making: As board meetings
with all directors happen more regularly, and there is no
need for separate board approvals, decisions are made
more quickly than in two-tier board structures. 23
3. An integrated perspective: As management and nonexecutive directors all sit on one board, both company
strategy and the day-to-day running of the business can
be discussed by the board. 23
4. An outside-in approach: A large pool of non-executive
directors with a diversity of backgrounds provides better
opportunities for all board members to understand more
intricate corporate issues that may impact the company. 23
There are also disadvantages:
1. Conflict around making and monitoring decisions:
Independent directors will build personal relationships
with executive directors, which may make it difficult for
independent directors to make impartial decisions. 23
2. The CEO may be the chairperson of the board: The
conflict between making and monitoring decisions is
heightened when the CEO is allowed to also perform the
role of chairperson of the board, especially if they rule
the board in an authoritarian fashion, to the exclusion of
other opinions. 23 King IV recommends that the CEO and
chairperson should not be the same person.

23 Block, D. & Gerstner, A. (2016). Penn Law: Legal Scholarship Repository.
University of Pennsylvania Carey Law School.
https://scholarship.law.upenn.edu/fisch_2016/1
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One-tier
boards ensure
a superior flow of
information and quick
decision-making.

Two-tier boards split the making and
monitoring of decisions but may not be
efficient
A two-tier system separates executive and non-executive
directors into a management and supervisory board
respectively, with each board having a specific role and
different levels of accountability. Responsibilities are split
between the boards.

The two-tier board
supervisory board

supervises management
board and provides strategic
advice
approves major
transactions

appoints and
removes
board members

investors

appoint

shareholders

supervisory board

management board
appoints
reports

supervisory board

management board
day-to-day running
of the company

14

There are two benefits to the two-tier board:
1. Watching the watchers: The supervisory board is an
independent, legally mandated monitor of management
decision-making. 24
2. A safe space to share information: Only management
are in management board meetings, which creates a safe
space where comprehensive information can be shared.
This results in quick decision-making in the management
board. 24
There are also limitations:
1. Undue influence: Management can influence
appointments through recommendations to shareholders
or by owning shares themselves. Management will then be
able to influence the supervisory board’s outlook. 24
2. Information asymmetry: Management may hoard or filter
information, which makes it difficult for supervisory boards
to make informed decisions. 24
3. Hindsight, not foresight: Management boards may report
results to the supervisory board only after decisions have
been implemented. The supervisory board, therefore,
cannot always prevent bad decision-making. 24

24 Jungmann, C. (2008). The dualism of one-tier and two-tier board systems in
Europe. Summer School on European Business Law 2009, 1–17. Düsseldorf Law
School.
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A
two-tier
board watches the
watchers and creates
safe spaces to share
information.

The hybrid system combines elements
of one- and two-tier boards
Italy and Portugal each have different hybrid systems:
Italy: A board of directors and a board of statutory auditors are appointed by shareholders at a
general meeting. These boards can delegate day-to-day managerial powers to an executive
committee or to executive directors. 25
Portugal: The management board, elected by shareholders, can have both executive and
non-executive directors. The board delegates day-to-day managerial powers to an executive
committee or to executive directors. The board is supervised by a statutory auditor who may
be part of, or be supported by, a supervisory board. 26

The Italian hybrid system

The Portuguese hybrid system

statutory
auditor

shareholders
appoint

supervisory
board

appoint

board of directors

statutory auditors
shareholders

delegate day-to-day managerial powers

management board

day-to-day managerial powers

executive committee

executive committee or executive directors

25 Organisation for Economic Co-operation and Development. (2021). OECD Corporate Governance Factbook 2021.
https://www.oecd.org/corporate/corporate-governance-factbook.htm
26 Fleckner, A.M. & Hopt, K.J. (2013). Comparative Corporate Governance. Cambridge: Cambridge University Press.
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The Nordic model combines
governance and management

The Nordic model

The Nordic model consists of a small board of directors
who are stewards of shareholders’ assets and also have
executive powers. 27 The second structure is the executive
management, who are only involved in the company’s
day-to-day activities. 28 Nearly all board members are nonexecutive directors, and there is always both a chairperson
and a CEO with clearly defined duties and responsibilities.

CEO

chairperson

shareholders’
assets

There is little correlation between
board structure and board size29
Two-tier boards of listed companies have between 8 and 17
board members, as shown in the graphic below.
Board structure and average board size of publicly listed
companies30

				

8
Netherlands

two-tier

one-tier

11

12

Austria
South
Africa

14

17

Sweden
Portugal
Spain

Germany

hybrid

Most of the countries we looked at do not stipulate how
many directors should be on boards. Exceptions are
Germany, with a maximum of 21 board members; Austria,
with a maximum of 20; and France, with a maximum of 18.31
27 International Finance Corporation. (2015). A Guide to Corporate
Governance Practices in the European Union. Washington: The
International Finance Corporation. https://www.ifc.org/wps/
wcm/connect/topics_ext_content/ifc_external_corporate_site/
ifc+cg/resources/guidelines_reviews+and+case+studies/
a+guide+to+corporate+governance+practices+in+the+european+union
28 Ringe, G. (2016). German versus Nordic board models: Form, function, and
convergence. Nordic Journal of Business, 65(1), 27-40.
29 Ferreira, D. & Kirchmaier, T. (2013). Corporate boards in Europe: Size,
independence and gender diversity. In M. Belcredi & G. Ferrarini, Boards and
Shareholders in European Listed Companies: Facts, Context and Post-crisis
Reforms, 191–224. Cambridge: Cambridge University Press.
30 Heidrick & Struggles. (2014). Towards dynamic governance 2014 — European
corporate governance report. http://www.heidrick.com/~/media/
Publications%20and%20Reports/European-Corporate-Governance-Report2014-Towards-Dynamic-Governance.pdf
31 Organisation for Economic Co-operation and Development. (2021). OECD
Corporate Governance Factbook 2021.
https://www.oecd.org/corporate/corporate-governance-factbook.htm
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Employees on two-tier
boards: The case for
co-determination
Co-determination is a system of
corporate governance in which
“managers and workers share
control over the day-to-day
governance of a firm, and the
ultimate purpose of the firm is
to serve the interests of both its
shareholders and workers.”32
All German companies incorporated
after 1994, and Swedish companies with
between 25 and 501 employees, are
expected to have worker representation on
management boards.33
Where there is a two-tier board structure,
co-determination is beneficial to board
gender transformation for two reasons:
1. A developmental approach: Influential,
high-potential lower-level employees get
exposure to how boards operate as part
of their professional development path.
2. A holistic view of the company: Having
lower-level workers on the board guards
against top-down decision-making.
The rest of the countries that we looked at
(including South Africa) do not cover codetermination in either their legislation
or codes.33

32 Jäger, S., Schoefer, B. & Heining, J. (2021). Labor in the
boardroom. The Quarterly Journal of Economics, 136(2),
669–725.
33 Organisation for Economic Co-operation and
Development. (2021). OECD Corporate Governance
Factbook 2021. https://www.oecd.org/corporate/
corporate-governance-factbook.htm
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Women-led
committees:
Breaking through
the second glass
ceiling

Women may
break through the
first glass ceiling and
get onto a board, but then
hit a second glass ceiling in
being appointed as a chair
or vice chair of a board
committee.

The audit, risk, nomination and
remuneration committees are
good places in which to influence
how companies are run and to
lobby for gender diversity. These
committees are not compulsory in
every country that we looked at.
This section of the report reflects
on different countries’ laws and
codes around these committees.
This should give trade partners
a better idea of the relative
importance and areas of influence
of each committee.
Board committees are created by the
board to deal with particular issues and
functions34, including remuneration,
identifying new board members and
overseeing financial reporting.35 They
also play an important role in corporate
governance as vehicles for advancing
regulatory reform.36
Women may break through the first glass
ceiling and get onto a board, but then hit a
second glass ceiling in being appointed as
a chair or vice chair of a board committee.37
34 Jiraporn, P., Uyar, A., Kuzey, C. & Kilic, M. (2019). What
drives board committee structure? Evidence from
an emerging market. Managerial Auditing Journal,
35(3), 373–375.
35 Kolev, K. Wangrow, D., Barker, V. & Schepker, D. (2019).
Board committees in corporate governance: A crossdisciplinary review and agenda for the future. Journal
of Management Studies, 56(6), 1138–1139.
36 Rekha, H. (2020). Board committees and financial
performance: Evidence from select Indian banks.
NMIMS Management Review, 38(4), 98.
37 Bozhinov, V., Koch, C. & Schank, T. (2019). The second
glass ceiling: Women’s role in supervisory boards
of German firms. Schmalenbach Business Review,
17(3), 385–386.
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This means that companies are losing out, seeing as there are correlations between genderdiverse committees and more equitable outcomes:
z Women-led remuneration committees tend to have fairer remuneration.38
z Women-led audit committees tend to have richer discussions about board decisions and
better-quality financial reporting.39

Audit committee: Oversight of financial and risk matters
An audit committee is mandatory in all the countries that we looked at, except in the UK. 40
The table below indicates the number of independent directors legislated or recommended
for inclusion in an audit committee in the different countries, as well as whether or not the
chairperson needs to be an independent director.

Audit committee characteristics40
Number of independent directors

Legislated

> 66%

Independent
chairperson

At least
one

> 50%

All

Austria

Denmark

Belgium

Portugal

Denmark

Germany

Spain

Ireland

Netherlands

Italy

Italy

Austria

Netherlands
Portugal
Spain
Recommended

Finland

France

Iceland
Ireland

South Africa

Finland

UK

Germany
South Africa
UK

38 Cook, A., Ingersoll, A. & Glass, C. (2019). Gender gaps at the top: Does board composition affect executive compensation?
Human Relations, 72(8), 1292–1308.
39 Oradi, J. & Izadi, J. (2020). Audit committee gender diversity and financial reporting: Evidence from restatements. Managerial
Auditing Journal, 35(1), 67-92.
40 Organisation for Economic Co-operation and Development. (2021). OECD Corporate Governance Factbook 2021.
https://www.oecd.org/corporate/corporate-governance-factbook.htm
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Nomination committee: Sourcing board members
A nomination committee is mandatory in Spain; the other countries that we looked at only
recommend it. 41
The table below indicates the number of independent directors legislated or recommended
for inclusion in a nomination committee in the different countries, as well as whether or not the
chairperson needs to be an independent director.

Nomination committee characteristics41
Number of independent directors

Two

> 50%

All

Legislated

Recommended

Independent
chairperson

Spain

Spain

Belgium

Germany

Germany

Finland

Ireland

France

Sweden

Iceland

Netherlands

Ireland
Italy
Portugal
South Africa
Sweden
Netherlands
UK

Austria, Belgium, Denmark, Finland, France, Iceland, Italy, Portugal, South Africa and the UK
do not specify that the chairperson should be independent.
Diverse nomination committees tend to appoint more diverse board members. By
making sure that women sit on or chair nomination committees, companies increase the
probability of transformation on their boards. 42

41 Organisation for Economic Co-operation and Development. (2021). OECD Corporate Governance Factbook 2021.
https://www.oecd.org/corporate/corporate-governance-factbook.htm
42 Mans-Kemp, N. & Viviers, S. (2019). The role of nomination committees in diversifying boards in an emerging market
context. Corporate Governance, 19(4), 648–668.
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Remuneration committee: Ensuring pay is fair
A remuneration committee is mandatory in all the countries we report on, except in
Germany, where it is only recommended. 43
The table below indicates the number of independent directors legislated or recommended
for inclusion in a remuneration committee in the different countries, as well as whether or not
the chairperson needs to be an independent director.

Remuneration committee characteristics43
Number of independent directors

Two
Legislated

Spain

50%

> 50%

Independent
chairperson

All but
chairperson

All

Austria

Iceland

Ireland

Finland

Italy

UK

France

South Africa

Spain

Netherlands

Recommended

Belgium

Sweden

Portugal

Germany
Ireland
Sweden
Netherlands

Risk committee: Monitoring company risk
Only France, Italy and South Africa recommend a separate risk committee. All other
countries, except Portugal, require or recommend that risk should be monitored and
reported on by the audit committee. 43

43 Organisation for Economic Co-operation and Development. (2021). OECD Corporate Governance Factbook 2021.
https://www.oecd.org/corporate/corporate-governance-factbook.htm
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People on boards: The
right fit gets the best
out of the board
Board roles: Some roles have more
influence than others
Although a board is collectively accountable for
the governance of a company, informally certain
board roles hold more influence than others,
depending on how the board is structured.
Understanding the relative power and influence
of board roles help us to identify key roles that
women should also fill.
Understanding these roles also means that
international trade partners can be certain that
they are dealing with the right person, at the right
level, when they negotiate the terms of a deal.

The one-tier board
board

CEO

management

shareholders

chairperson
lead independent director

In a one-tier board:44,45
z The CEO is the link between management and the board,
and is responsible for making sure that board decisions
are implemented. CEOs report to the board. They are
appointed by, and can be removed by, the board. A CEO
may not be a member of the remuneration, audit or
nomination committees.
z The chairperson leads the board and represents the
company at shareholder meetings, industry conferences
and among other stakeholders. Chairpersons are
accountable to the board, and are voted on and off by the
board. They may not be members of the audit committee,
nor may they chair the remuneration or social and ethics
committees.
z The lead independent director is the link between the
chairperson and the rest of the board, and chairs meetings
when the chairperson is not able to. Lead independent
directors also act as a sounding board for the chairperson
and lead the chairperson’s performance appraisal. They
are voted on and off by the board.

shareholders

board members

committees
executive directors

committee chairpersons

44 Institute of Directors in Southern Africa. (2009). King Report on Corporate
Governance for South Africa, 2009. IoDSA.
45 Institute of Directors in Southern Africa. (2016). King IV Report on Governance
for South Africa, 2016. IoDSA.
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z Board members determine which committees the
board will have, and who will sit on and chair them. The
full board ratifies major trade deals, investments and
acquisitions. It appoints and removes the chairperson
of the board. Board members are voted on and off by
shareholders.
z Executive directors are important players for trade
partners. They have the power to make decisions about
their own business field, as well as certain trade deals.
They are voted on and off by the board.
z Committee chairpersons of the audit, risk, nomination,
remuneration, and social and ethics committees serve
important functions on a board. Chairpersons hold
influential positions.
In the supervisory board of a two-tier board:46
z The chairperson of the supervisory board is the link
between the supervisory and the management board
and represents the supervisory board at shareholder
meetings, industry conferences and among other
stakeholders. These chairpersons are responsible for
making sure that the supervisory board runs smoothly. In
co-determined companies, they have a second vote.
z Board members of the supervisory board are
shareholder representatives and are voted on and off by
shareholders. They approve important transactions, and
appoint and monitor management board members. When
necessary, they bring liability claims against management
board members.

The two-tier board
SUPERVISORY BOARD
chairperson of the
supervisory board

shareholders

supervisory board

management board

shareholders

members of the
supervisory board

management board
MANAGEMENT BOARD

shareholders

In the management board of a two-tier board:46
z The chairperson of the management board is the link
between the management and the supervisory boards,
and represents the management board at shareholder
meetings. This chairperson is responsible for making sure
that the management board runs smoothly and has a veto
or casting vote in the case of companies that are not codetermined.
z Board members of the management board run the
company. Their responsibilities include planning and
strategy, coordination and control. The management
board nominates executives who are voted on by the full
board. Management board members are voted on and off
by the supervisory board.

supervisory board

management
board
chairperson of the
management board

supervisory board

management board

46 Merkt, H. (2013). Germany: Internal and external corporate governance.
In: Fleckner & Hopt, Comparative Corporate Governance: A Functional and
International Analysis, 521–571.
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executives nominated and
voted onto the board

CEO and chairperson split:
A separation of duties
There exists a long-standing debate about whether or not
the CEO and chairperson should be the same person. There
is no definitive conclusion as to which approach results
in better corporate performance. 47 King IV in South Africa
recommends such a split.
Those who support the split argue that CEO-chairpersons
who become entrenched are ineffective in monitoring
management, and that splitting decreases agency costs. 48

There
is no definitive
conclusion as to
which approach results
in better corporate
performance.

Those who oppose the split believe that a combined
CEO-chairperson allows for unified leadership, decreases
information costs, speeds up decision-making and makes
the company more adaptable. 47
In the case of one-tier boards, the split can be legislated,
recommended, or neither legislated nor recommended. It is:
z Required in Denmark, the Netherlands, and Sweden.
z Recommended in Belgium, Finland, Iceland, Ireland, Italy,
Spain, South Africa49 and the UK.
z Neither required nor recommended in France and
Portugal.50
Two-tier boards do not have this problem, seeing as the
chairperson of the supervisory board cannot also be the
CEO of the company, due to these roles belonging to two
different boards.

47 Goergen, M., Limbach, P. & Scholz-Daneshgari, M. (2020). Firms’ rationales
for CEO duality: Evidence from a mandatory disclosure regulation. Journal of
Corporate Finance, 65, 101770.
48 Fama, E.F. & Jensen, M.C. (1983). Separation of ownership and control. Journal
of Law and Economics, 26(2), 301–325.
49 Institute of Directors in Southern Africa. (2016). King IV Report on Governance
for South Africa, 2016. IoDSA.
50 Organisation for Economic Co-operation and Development. (2021). Corporate
Governance Factbook 2021. https://www.oecd.org/corporate/corporategovernance-factbook.htm

required

recommended

neither required nor recommended
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Directors’ term limits: Balancing new insights and old wisdom
Independent directors who serve for too long may lose their objectivity. A board that
undergoes no change will generate stale perspectives,51 and directors could become
complacent.52 That said, companies do need to balance this requirement for new
perspectives with institutional knowledge and continuity.51 Additionally, as long-serving
directors retire, they create space for women directors to enter.
A ‘term’ is the period of time for which a director can serve before they need to be reelected.
Mandated terms last between one and six years: A director is appointed to serve for a term,
which can be anything from one to six years, depending on the country.53 Once that term
is over, the director can be voted back onto the board. Most of the countries we looked at
stipulate four-year terms.

South Africa

UK

Sweden

Spain

Portugal

Netherlands

*
Ireland

Italy

*
Iceland

Germany

France

Finland

Denmark

Belgium

10
9
8
7
6
5
4
3
2
1
0

Austria

Years

Maximum terms of directors on boards54

*Information pertaining to Iceland and Ireland can be found below.
Iceland, Ireland, the UK and South Africa do not legislate the maximum term. However, the
UK’s corporate governance code recommends that directors be re-elected every year.53 The
South African King IV Code recommends that independent non-executive directors serve no
longer than nine years.55
51 Libit, W. & Freier, T. (2015). Director tenure: The next boardroom battle.
https://www.chapman.com/media/publication/498_Chapman_Director_Tenure_Next_Boardroom_Battle_030415.pdf
52 Livnat, J., Smith, G., Suslava, K. & Tarlie, M. (2019). Do directors have a use-by date? Examining the impact of director tenure
on firm performance. American Journal of Management, 19(2).
53 Organisation for Economic Co-operation and Development. (2021). OECD Corporate Governance Factbook 2021. https://
www.oecd.org/corporate/corporate-governance-factbook.htm
54 Fleckner, A.M. & Hopt, K.J. (2013). Comparative Corporate Governance. Cambridge: Cambridge University Press.
55 Institute of Directors in Southern Africa. (2016). King IV Report on Governance for South Africa, 2016. IoDSA.
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The total number of terms that an independent
non-executive director may serve
Some countries limit the total number of years that an
independent non-executive director may serve on a board.
Most of the countries that we looked at either legislate or
recommend a total tenure of 9, 10 or 12 years.56
What happens after independent non-executive directors
reach this limit depends on the country:
z Belgian law states that these directors are no longer
independent.56
z Danish and French corporate governance codes
recommend that these directors no longer be considered
independent.56
z Irish, Italian and Icelandic codes recommend that the
board explains why these directors should be considered
independent.56
z South African law does not limit how long independent
directors may serve.57 However, the King IV Code
recommends that the board should annually review the
impartiality of any director who has served for nine years
or more.58

56 Organisation for Economic Co-operation and Development. (2021). Corporate
Governance Factbook 2021. https://www.oecd.org/corporate/corporategovernance-factbook.htm
57 Cassim, R. (2021). A comparative analysis of director tenure in South Africa and
selected international jurisdictions. Comparative and International Law Journal
of Southern Africa, 55(1), 8999.
58 Institute of Directors in Southern Africa. (2016). King IV Report on Governance
for South Africa, 2016. IoDSA.
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The current reality: South African board members’
tenure is increasing
In South Africa, 50% of the board members in the top 100 JSE-listed companies are
independent directors.59 In 2011, the average tenure was 5.5 years, and in 2016 it increased to
6.29 years.59 Between 2019 and 2020, the tenure of non-executive directors increased from
four to five years, and the proportion of non-executive directors increased from 65% to 71%.60
As the tenure of independent non-executive directors increases, their ability to remain
impartial will come under scrutiny.61
Across the countries that we looked at, there are guidelines that boards can use to determine
whether or not a director remains independent. The ultimate test is an objective assessment of
whether the board is effective and objective.62
There are three strategies that South African companies can adopt to ensure boards make
effective, objective decisions:61
1. Shareholders must vote to re-elect long-term, independent non-executive directors.
2. Boards must report in detail why each long-term, independent non-executive director is
considered ‘independent’.
3. External assessors should evaluate whether long-term directors are independent.

Training board members: Three vital skill sets
for effective boards
Across the globe, companies are grappling with the same challenge of
ensuring that new women board members are not set up for failure. In both
Europe and South Africa, companies have used different kinds of training to
equip and empower new board members to make a meaningful impact.
There are three types of skills that a director needs:63
1. Company knowledge: an understanding of the business and sector dynamics.
2. Corporate governance knowledge: technical knowledge of the relevant corporate
governance standards, codes and legislation.
3. Socialising standards: the nuances of the etiquette expected of a board member.

59 Weir, J., Mans-Kemp, N. & Viviers, S. (2020). Independence, human capital and demographics at board and board
committee level in corporate South Africa: Advancement and scope for improvement. Southern African Journal of
Accountability and Auditing Research, 22, 15–26.
60 PricewaterhouseCoopers. (2021). Non-executive directors report 2021.
https://www.pwc.co.za/en/publications/non-executive-directors-report.html
61 Cassim, R. (2021). A comparative analysis of director tenure in South Africa and selected international jurisdictions.
Comparative and International Law Journal of Southern Africa, 55(1), 8999.
62 Institute of Directors in Southern Africa. (2017). Practice Notes. https://cdn.ymaws.com/www.iodsa.co.za/resource/
collection/562ED5CF-02E8-4957-97C8-D3F0C66A7245/King_IV_Practice_Note__-_Independence_of_Governing_Body_
Members.pdf
63 Larsen, C. (2021, December 6). Director training. (S. Barit, Interviewer)
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1. Training in company knowledge: Looking inside the company
All directors must be able to make informed and effective decisions as quickly as
possible. Companies should explain the company’s operations, business environment and
sustainability aspects64 through a formal induction programme, which should cover:
z How the company operates: New directors should spend time in each of the company’s
departments to understand how the company operates.65
z Roleplayers and structure: Induction must include who the roleplayers are and what
specific responsibilities each director has.66
z The regulatory environment: This includes the general and sector-specific legal
instruments applicable to the company and its directors.
2. Corporate governance knowledge: Keeping up with changes
Companies should develop emerging executive directors by providing them with formal
training offered at universities and institutes, and through mentoring. Independent directors
are expected to be skilled in both corporate governance and socialising standards.
Directors should stay up to date with corporate governance standards by attending
continuous professional development events and courses, and through membership of
professional directors’ institutes.
3. Socialising standards: Knowing the unwritten rules
There is a pool of technically skilled prospective directors who could bring valuable
perspectives to board decisions. These candidates simply don’t know how to get appointed
to a board, or how to behave once appointed.67
The Business Engage Board Masterclass Series identifies current issues impacting boards.67
Topics have included board innovation, whistleblowing and enhancing the potential of board
members.67 Even though this programme is available to men and women of all races, only
women have thus far applied to participate in the programme.67
The role of mentoring in creating strong board candidates
Prospective non-executive directors from non-corporate backgrounds like academia,
medicine or public service can benefit from mentoring to prepare them for board positions.65
Utilising mentorship can be as simple as listening to experienced directors and taking in the
knowledge they have to offer.65,68

64 Institute of Directors in Southern Africa. (2009). King Report on Corporate Governance for South Africa, 2009. IoDSA.
65 Mans-Kemp, N., Viviers, S., Staal, B. & Van Schalkwyk, J. (2018). Investigating director development in South Africa. Acta
Commercii, 18(1), a579.
66 Institute of Directors in South Africa. (2015). Why competent directors are invaluable.
https://www.iodsa.co.za/news/241068/Why-competent-directors-are-invaluable.htm
67 Larsen, C. (2021, December 6). Director training. (S. Barit, Interviewer)
68 Long, T. (2008). Diving for pearls: The importance of board induction and re-induction. International Journal of Business
Governance and Ethics, 4(1), 40-50.
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Racial diversity:
A powerful force for good
South Africa: Diversity is a key focus, but
sluggish progress has been made
Racial diversity is an important focus of South African corporate
governance reform. In 2019, 38.4% of all directors on JSE-listed
company boards were black.69 In 2011, 35.69% of directors in
the top 100 of these companies were black.70

The UK: Close to population parity
In 2017, the Parker Review was launched to address ethnic
diversity on UK boards. At that time, 14% of the UK’s population
and 8% of the directors of companies in the Financial Times
Stock Exchange 100 Index (FTSE 100) were people of colour71;
51 of the companies in the FTSE 100 did not have a director of
colour, while people of colour constituted more than 40% of
directors in only 7 of these companies.72
The Review Committee72 made the following recommendation:
“Each FTSE 100 board should have at least one director of
colour by 2021; and each FTSE 250 board should have at least
one director of colour by 2024.”
These voluntary targets are monitored by a steering
committee of prominent individuals.
By March 2021, 81 FTSE 100 companies had at least one
director of colour, and 12% of all directors of companies in the
FTSE 100 were people of colour.73 This constitutes a significant
improvement.

The EU: Data is sparse and stark
According to the European Network Against Racism
(ENAR), there is no data on racial diversity nor any legislated
measures to address racial diversity in the EU workplace.
ENAR advocates for persons of colour to represent 10% of all
employees in EU institutions by 2024.74

Black directors in top 100
JSE-listed companies
50

40

35.69%

38.4%

30

20

10

0
2011

2019

Ethnic diversity on
UK boards

2017

14% 8%
12%

people of
directors of
colour
colour on
in population FTSE 100
boards

Directors of colour
on FTSE 100 boards

2021

12%

69 Bosch, A. & Barit, S. (2022) Social sustainability and board diversity (in press).
70 Weir, J., Mans-Kemp, N. & Viviers, S. (2020). Independence, human capital
and demographics at board and board committee level in corporate South
Africa: Advancement and scope for improvement. Southern African Journal of
Accountability and Auditing Research, 22, 15-26.
71 ‘Directors of colour’ were defined in this review as directors who are not white.
72 Parker, J. (2017). A report into the ethnic diversity of UK boards. The Parker Review
Committee. https://assets.ey.com/content/dam/ey-sites/ey-com/en_uk/news/2020/02/ey-parker-review-2017report-final.pdf
73 Bharadva, R.S. (2021). Significant progress on improving ethnic diversity of FTSE 100 boards reveals new data from the Parker
Review. https://www.ey.com/en_uk/news/2021/03/significant-process-on-improving-ethnic-diversity-of-ftse-boardsreveals-new-data
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74 European Network Against Racism. (2019, October 4). A roadmap
https://www.enar-eu.org/wp-content/uploads/eu_diversity_full_text_final.pdf
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Levers of change: More than one
way to level the playing field
International companies that want to do business with South African
government entities must understand the role that the B-BBEE scorecard
plays in promoting racial and gender diversity.

B-BBEE scorecard underplays the importance of
women on boards
Companies do not have to comply with B-BBEE laws (including the Codes of Good Practice),
but those that do comply have better chances of gaining work contracts from South African
government entities.75
The B-BBEE Act sets targets for ownership, management control, employment equity, skills
development, preferential procurement, enterprise development and social-economic
development. Together, these targets aim to drive racial and gender economic transformation,
ensuring that black South Africans, especially black women, are included in the economy.
While these are voluntary targets, not quotas, all JSE-listed companies must report on their
progress against the targets that they set for themselves each year.76
Progress thus far is sub-optimal. In 2019, only 49% of all JSE-listed companies had a desirable
B-BBEE rating (i.e., a B-BBEE scorecard rating of between 1 and 4), 24% had a lower rating (of 5
to 8), and 25% were non-compliant with B-BBEE laws.77
Management control is a small part of a bigger picture
Board composition falls into the management control element of the scorecard, and counts 19
points towards the possible 105 points. Within this category, racial and gender board diversity
counts six points.78
Points for management control on the B-BBEE scorecard

Management control

Points

50% black executive directors

2 points

50% black directors

2 points

25% black women directors

1 point

25% black women executive directors

1 point

Black women count twice towards B-BBEE points as they get points for being black directors
and also for being black women directors.
75 Dreyer, J. A., Viviers, S. & Mans-Kemp, N. (2021). Broad-Based Black Economic Empowerment and corporate financial
health. South African Journal of Economic and Management Sciences, 24(1), a3652.
76 B-BBEE Commission. (2020). Who must submit a B-BBEE Compliance report? B-BBEE Commission.
https://www.bbbeecommission.co.za/frequently-asked-questions/who-must-submit-a-b-bbee-compliance-report/
77 B-BBEE Commission. (2017). National State of Transformation and Trend Analysis National report. B-BBEE Commission.
https://bbbeecommission.co.za/wp-content/uploads/2017/05/B-BBEE-Commission-National-State-ofTransformation-and-Trend-Analysis-National-Report-Booklet.pdf
78 Bosch, A., Van der Linde, K. & Barit, S. (2020). Women on South African boards — facts, fiction and forward thinking.
Stellenbosch Business School. https://www.usb.ac.za/usb_reports/women-on-south-african-boards-facts-fiction-andforward-thinking/
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Management control is not a priority element
The scorecard has three priority elements: ownership, skills development, and
enterprise and supplier development. If a company does not reach the targets
in these priority elements, its overall rating will drop by one level. Companies
therefore focus on these elements first and tend to de-prioritise board
transformation as a way to achieve a higher score.79
When all of these factors are considered, it is unsurprising that in the B-BBEE
Trends Report for 2019, the managerial control subsection is the lowest-scoring
area of the scorecard, across all companies, at an average of 38.54% of the
available points.80 This section scored at least 10% fewer available points than
any other section of the scorecard.80

Shareholder activism: A strong driver of change
Our previous report, Women on South African boards — facts,
fiction and forward thinking81, explored the important role that
shareholder activists and institutional investors play in ensuring
that boards are more gender diverse. This role is also pertinent
in the case of companies investing in foreign countries. The
report’s key observations are re-emphasised here.
Shareholder activists and institutional investors are drivers of change.82 They
use their ownership voting rights to influence the board composition of the
companies that they invest in.83
However, there is conflicting evidence on whether having institutional investors
correlates with greater gender diversity.84,85,86
79 Republic of South Africa. (2013). Broad-Based Black Economic Empowerment Act 53 of 2003 as
amended by Act 46 of 2013. https://www.bbbeecommission.co.za/wp-content/uploads/2016/09/
Consolidated-B-BBEE-Act-2013.pdf
80 B-BBEE Commission. (2020). Who must submit a B-BBEE Compliance report?
https://www.bbbeecommission.co.za/frequently-asked-questions/who-must-submit-a-b-bbeecompliance-report/
81 Bosch, A., Van der Linde, K., & Barit, S. (2020). Women on South African boards — facts, fiction and forward
thinking. Stellenbosch Business School, South Africa. https://www.usb.ac.za/usb_reports/women-onsouth-african-boards-facts-fiction-and-forward-thinking/
82 Viviers, S., Mans-Kemp, N. & Fawcett, R. (2017). Mechanisms to promote board gender diversity in South
Africa. Acta Commercii, 17(1), a489.
83 Mans-Kemp, N. & Van Zyl, M. (2021). Reflecting on the changing landscape of shareholder activism in
South Africa. South African Journal of Economic and Management Sciences, 24(1), a3711.
84 Dobbin, F. (2010). Corporate board gender diversity and stock performance: The competence gap or
institutional investor bias. North Carolina Law Review, 89, 809.
85 Nekhili, M. &. (2013). Are demographic attributes and firm characteristics drivers of gender diversity?
Investigating women’s positions on French boards of directors. Journal of Business Ethics, 118(2), 227–
249.
86 Alshabibi, B. (2021). Improving board diversity around the world: The role of institutional investors. Journal
of Financial Reporting and Accounting. https://doi.org/10.1108/JFRA-03-2021-0076.
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There are different ways in which shareholders can get more
women on boards:
z By making an exit: If shareholders collectively sell
their shares, the value of the company share price will
decrease. This reduces market capitalisation and makes it
more expensive for the company to raise capital.87,88
z By offering a private voice: Shareholders can have oneon-one conversations with management, directors and
other shareholders.89
z By speaking up publicly: Shareholders and activists can
ensure that diversity issues are not forgotten through
written opinion pieces, media statements and social
media posts.
z By voting for women: Shareholders can push to
get women on boards by voting for existing women
candidates, suggesting candidates to the nomination
committee, and — if they have enough shares —
nominating their own women candidates.87

In closing
This report explained the different company governance
structures in an attempt at informing trade partners of the
nuances in board functioning in various EU jurisdictions
and in South Africa. Trade is as much about people as it is
about transactions. As such, it can be a catalyst for board
gender diversity. As people meet to exchange goods
and services, they also exchange ideas. This interchange
offers a perfect opportunity to share insights on how to
advance women on boards.

87 Viviers, S., Mans-Kemp, N. & Fawcett, R. (2017). Mechanisms to promote board
gender diversity in South Africa. Acta Commercii, 17(1), a489.
88 Gillan, S. & Starks, L. (2003). Corporate governance, corporate ownership,
and the role of institutional investors: A global perspective. Journal of Applied
Finance, 13(2), 4–22.
89 McCahery, J., Sautner, Z. & Starks, L. (2016). Behind the scenes: The corporate
governance preferences of institutional investors. The Journal of Finance, 71(6),
2905–2932.
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