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Gender agenda: Unlocking thepower ofdiversity in theboardroom

This is the sixth study in a series on the effectiveness of boards in Australia and New Zealand. It focuses on
the impact of gender diversity on board eftgiveness based on the views of 849 directors who serve on
105 boards.

This study determined that male dominated boards and gender diverse boards (boards comprising at least
33% women) are meaningfully different in a number of important respects. Analysii®wed that the men

and women on the gender diverse boards thougktmilarlyand that men on gender diverse boards thought
differently from men onmale dominatedboards. That is, the reason for the meaningful difference in the
way that gender diverse boarsl perceived matters was not as a result of women on those boardsrpeiving
matters differentlyto their male counterparts.

There have been a number of studies over recent years that have concluded that organisations with gender

diverse boards have a higher level of organisational effectiveness and financial performance than more

male dominatedboards. Two such studiesincludeCat al y st 6 s Th2 Boitoin Lines @ogoorate

Perf ormance and Wo mend santR@mpbellsrsd Minguexi eorna dosf (B200a0r8d)s st ud
Gender Diversity in the Boardroom and Firm Financial Performance

In A Business Case for Womef2008), the wiiters argue that a higher proportion of women in senior
management positions leads to greater financial performance. In Canada, boards that wereradle in
1995 ranked an average of 17 in their industry five years later, while companies with two or monemen
were ranked an average of 10. When ranked according to revenue, athale boards were ranked a low 40
while boards with two or more women were ranked an average oftlin their industry groups (Brown,
Brown & Anastasapoulos 2002).

This report syports that globalresearch, but goes further to identify the main areas in which gender
diverse boardsperceive mattersdifferently to male dominated boards. It adds to recently emerging
research that examines the link between the increased presence of men and better organisational
outcomes, focusing specifically on the different dynamics that characterise gender diverse boards.

In summary, our research shows that board members on gender diverse boards believe that:they

add more organisation value throgh the quality of their decision making

have chairs that are more effective in several way& better manager of boardroom dynamics,
greater personal integrity andh more effective leadership style and decision making process)

have directors who act with geater integrity

are more vigilant about the connection between ma
performance and

require better documentation of roles and responsibilities.

Gender diverse boards show greater evidence of a diversity of thought andgpective and at the same

time, greater unity and collegiality. Unity is a fundamental strength of an active and independent board and
implies a focus on the importance of the board as a whole, active support by all directors for decisions
made, an atmosplere of trust, respect and confidence amongst members and a combination of internal
dissent and external solidarity (Brown, Brown & Anastasapoulos 2002).

Paradoxically, homogeneous boards that think the same have a lower level of urilyity that is achieed
from different thoughts and perspectiveprovidedby a diverse heterogeneous non-dominant group is
largely where the addedralue is derived.

INSYNCSUrveys
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This study is based on the views of 849 directors who serve on 105 Australian and New Zealaoards.

They all responded to 120 best practice survey statements developed by Board Benchmarking. The boards
included represent a broad cross section of organisations, including around 20% ASX organisations
(including in the top 10), private companies, ssociations, notfor-profits and government entities.

The data were gathered between January 2006 and August 2010. The majority of directors in the research
sample are males andchon-executive directos (NEDs) with the largest age grougn the 55-64 year age
bracket. The sample is almost evenly split between organisations with a profit versus afawtprofit motive.

Representation of women on each board ranged frotto 66.7%, with an overall average of 22.8%.

The 105 organisations were divided into quétes based on the gender diversity of their boards. Gender
diverse boards are those 25 boards in the top quartile with at least one third of their membérsing
women; ten of the boards had 50% or more women members. Timale dominatedboards are the 25
bottom quartile boards with the lowest representation of female directors. Twenty of these boards had no
females and the remaining five had one female member.

The nature of the gender diverse boards and theale dominatedboards is shownon the next page

This study highlights the differences in the responses to survey statements by the top and bottom quartile

boards. Survey statements were relépoprgdedstontensarseseayg
di sagr @& raempr &s e nt s Fostherpoposg of this rempnt, theseven rating options were
aggregated under the titles of o0disagreedé, oOoneutralo
Disagree =- Neutral = Agree =

Slightly disagree (3) Agree (6)

Strongly disagree (1)

Disagree (2) Neither agree nor disagree (4) Strongly agree (7)

Slightly agree (5)

The statistical technique used to examine the data was a omeay Analysis of Covariance (ANCOVA). The
use of ANCOVA allowed for a specific examination of whether the difference in responses was based on
gender diversity while controlling fothe influence of other factors such as organisation type.

This report presents only the 10 (of 120) survey statements where we can be more than 90% confident that
the reason for the difference in the views of the gender diverse and the male dominated kisafa

statistically significant difference) is as a result of gender diversity while controlling for the influence of
other factors such as director agedirector experience,director tenure or organisation typei(e., profit, not-
for-profit or government)

Most of themale dominatedb o ar ds i n our sample are oprofitd based
are not-for-profits (refer page 5).The results of theANCOVAnalysisshowed that organisation type, whilst

controlling for other factorsdid not account for a significant amount of variatin in the perceptions of the

statements examinedexcept for the 100 survey statement (sedigure 10).
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Characteristics ofgenderdiverseand male
dominated boards

Gender diverse boards Male dominated boards

Total 216 respondents (acoss 25 boards) Totalt 187 respondents (across 25oards)

Female 102 47% Female 7 4%
Male 114 53% Male 180 96%

Director age

Director age

Less than 45 30 14%
450854 72 33%
55664 84 39%
Over 64 27 13%
Unspecified 3 1%

Director tenure

Less than 45 17 9%
45854 54 29%
550664 83 44%
Over 64 29 16%
Unspecified 4 2%

Director tenure

Less than 2 yrs 50 23%
205 years 102 47%
Over 5 years 58 27%
Unspecified 6 3%

Director experience

I
|

Less than 2 yrs 26 14%
2085 years 82 44%
Over 5 years 70 37%
Unspecified 9 5%

Director experience

© 2010 Insync Surveys Pty Ltd

Less than 5 yrs 52 24%
589 years 70 32%
Over 9 years 88 41%
Unspecified 6 3%
Organisation type
Profit 22 10%
Notfor-profit 119 55%
Government 75 35%
o
INSYNCsurveys

Less than5 yrs 30 16%
589 years 54 29%
Over 9 years 92 49%
Unspecified 11 6%
Organisation type
Profit 120 64%
Not-for-profit 47 25%
Government 20 11%
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Gender diverse boardnembers perceive that they add more organisational value through the quality of
their decision making. The main reasons seem to be their fresh thinking, different styles of contribution and
personal capabilitiesthat build unity.

Figure 1: Response to survey stae me n tbhoatd@dds organisational value through the quality of our
decision making .

Male dominant q 32% 64%
Gender diverse § 1% 27% 72%
0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Gender diverse boards perceive that they add more organisational value through the quality of their
decision making. The reason for the differende perception between gender diverse and male dominated
boardsis not a result of women perceiving matters differently fromen. Men and women on gender
diverse boards have a similar viewand their view differs from that of men on male dominated boards

The main reasons that gender diverse boardsave been shown tcadd more organisational value than male
dominated boards include:
Fresh thinking and a wider debate
Increased focus on problem solving
More productive discussions and greater unity
Increased cascientiousness
Greater selfreflexivity
Womends interpersonal skills i mprove board dynami
Boards that are not diverse tend not to be aware of the degree of similarity in how they thifikey are also
less likely to express dissenting view§Vo me n desent éxiperiences and perspectives provide a hew voice

and contribute to fresh thinking in decision making enabling wider debate of the merits of various courses
of action (Terjesen, Sealy & Singh 2009).

A number of research studies have identified womémno ar d member s® greater propens
issues. In addition, in one study they identified their engagement of the board in creating solutions to tough
problems as their greatest contribution. In partvomenattributed their ability to engageteir boards in this

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

way to their years of experience working through problems and issues in masculine organisational cultures
(MclnerneyLacombe, Biliamoria & Salipante 2008).

Women are particularly valued for their focus on productive discussion (Neilgtduse 2010). The

presence of women on the board changes the functioning and style of deliberation in clear and consistent
ways most particularly by being an enabler of board unity. Board unity is a core element of good governance
(Brown, Brown & Anastasagulos 2002).

A number of studies have identified womends appro
that of men (Adams & Ferreira 2008, EOWA 2008). Women have better board attendance records than

men, and men on gender diverse boards haveletter attendance record than men on malenly boards.

Women prepare more thoroughly for board meetings, another factor that may lead to bettecision

making (Adams & Ferreira 2008). In Australia, women NEDs were seen as highly conscientious and more
professional in their approach than men; they sought out additional information about the company,
participated in site visits, were punctual, and unlike their male colleagues, were diligent in reading their

board papers, ensuring that theyttended meetingsweltinformed (EOWA 2008)While attendance itself

does not guarantee bettedecision making it is one way in which directors are informed, which is an

important component in effectivedecision making

Boards with higher proportions of women are more &ky to introduce board evaluations, develop clearer
board instructions and institute development programs (Neilsen & Huse 2010). These processes increase
the level of selfreflexivity in the boardroom.

Womends interper sonal contdbptar oibdttér board dynamicseGoadlbcais aae k e y
collegial and collaborative and work toward consensus. Each board member adapts their style responsively
to the group. Women&6s presence is associ a&ltofed wi th
creativity (Neilsen & Huse 2010).

Women on boards develop good relationships with each other and are admiring of other women directors
(Konrad, Kramer & Erkut 2009). Longtanding, close relationships amongst female board members, a
characteristic nded by Australian female board members, contribute greater social capital to the

ach

a

boardroom and | ead to increased unity (Sheridan 2001

workings In addition, boards with three or more women are more likely ensure effective communication
externally with stakeholders (Konrad, Kramer & Erkut 2009).

Both men and women on gender diverse boards attribute greater value to the quality of their decision
making than do membersf male dominated boards. In exploring gbal board research to make sense of

our findings, we have identified a number of factors that have explanatory value: it seems that particular
characteristics of women impact the behavioural interactions of all board members, contributing to their
perception of adding greatervalue through thequalityof t heir boar dés deci si on

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Our research finds thathere is a noticeable association between gender diverse boards and the level of
esteemin which thechairis held. Gender diverse board members hold theithair in higher esteem than
those frommale dominatedboards. Members of diverse boards are more likely tegardtheir chair as a
better manager of boardroom dynamigsas demonstraing greater personalintegrity, having amore
effective leadershipstyle and conducting amore effectivedecision makingprocess

Figure22Response t o s uwurbay charbuds beathybdardboom dy.nami cs o6

Male dominant q 22% 74%
Gender diverse 2%  20% 78%
0% 20% 40% 60% 80% 100%

m Disagree = Neutral = Agree

Members from gender diverse boals are more likely than those fronmale dominatedboards to agree that
their board chair generates healthy boardroom dynamics.

While thechairi s 6f i rst among equal s on a board, his or her
impact on the overalldynamics.lIt is our proposition thatthe role of thechairin managing boardroom
dynamics becomea easier where there are a number of women who contribute positively to the dynamics

Several research studies point to the different behaviour that characterises a boardroom that comprises

womenas opposed toone without. In particular, behaviour is more civilised and there is greater openness

to the perspectivesof others (Terjesen, Sealg Singh 2009). Male directors say that they temper their

behaviour when women are present in the boardroom, using more polite language, being more civilised and
moderating theiraggression Mend&s tendency towards highdinthe pol i tical
presence of female board colleaguesThese dynamics, more characteristic of gender diverse boards, and

orchestrated by a high performinghair, lead to more effective performance and better governance

(Terjesen, Singh & Sealy 2009).

Gender diverdy is an enabler and essential precursor to board unity, an accepted essential element of
good governance, and a core contributor to any effective team. Board unity or solidarity means that the
board acts as one, there is an atmosphere of mutual trust, rpsect and confidence, and dissent is promoted
within the boardroom (Brown, Brown & Anastasapoulos 2002).

According toUK researchthe best chairsspend significant time mentoring, developing and advising their
colleaguesand are empathic team builders. Thegchieve consensus bgncouragng contributionsand
challenging and probing fellow directorsThey have an acute critical faculty and a critical thinking ability
(Dulewicz, Gay & Taylor 2006§500dchairs maximise the benefits of a diverse board.

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Figure 33:Response t o s uwurbaay chairhas & legh &veltof personal integrity

Male dominant 13% 84%
Gender diverse | 9% 91%
0% 20% 40% 60% 80% 100%

m Disagree = Neutral = Agree

Almost all gender diverse board members agree that a high level of personal integrity characterises their
chair, and none disagree. Eightfour percent ofmale dominated board members likewise agree. While this
is a high percentage, it is significantly lower than gender diverse boards.

The key findings of a detailed UK study &fEDs found that outstanding chairs had a high level of integrity,
showed high ethicaktandards in their own behaviouras well as provied the lead on corporate

governance matters. They promoted investor confidence and ensured high returns to investors (Dulewicz,
Gay & Taylor 2006).

Do boardchairs with a higher emphasis on integrity seléenore women, or are more women directors

attracted to chairs who display a higher level of integrity? Does the presence of women, who place a higher

emphasis on a range of integrity and accountability tools, increase theaird s c ommi t ment t o pr oc
that support integrity?

Global research provides some clues to understanding personal integrity and why baardirs from boards
with a higher representation of women might be seen as having greater integrity. Boards with more women
are more likely to:

enforce conflict of interest guidelines (94% versus 68%)

ensure a code of conduct for the organisation (86% versus 66%)

have higher levels of board accountability with formal limits to authority

conduct formal board appraisalg72% of gender diverse boards veus 49% of alimale boards)

ensure formal induction programs, and

increase transparency by placing more emphasis on using search firms rather than relying on the

old boysd network to recruit new members (Brown,

Our proposition is thatchairs with greater integrity, and women who contribute a particular emphasis on
integrity, are correlated. Whether women are selected or ssHlect for boards led bychairs who have
greater integrity, or whethechairs with greate integrity recruit, support and enable diversity thereby
maximising the particular valuevomen placeon integrity, awaits further research.

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Figure4Response t o s uurbaay chairhas binecffeetinet pergonal leadership styte

Male dominant 21% 76%
Gender diverse 1% 17% 82%
0% 20% 40% 60% 80% 100%

m Disagree = Neutral = Agree

Eightytwo percent of gender diverse board members consider theinair has an effective leadership style
compared with 76% ofnale dominatedboard members. One quarter afnale dominatedboard members
are neutral or disagree that theichair has an effective leadership style, a concerninfinding.

Do boardchairs who have effective leadership styles attract/seek more diverse talent? Are they better at
leadership because they believe in the contributionfevomen and do more to harness female talefitDoes
the more relationally oriented style of women as board members contribute a more positive atmosphere to
board interactions and thus crate a halo effect for thechair?

Womends interpersonal skills and more coWénebor ati ve
manage conversations to ensure continued diligence and dissent. They are more likely to listen patiently to

others, to considero t h eainss @f view and to help the group identify mutually satisfactory outcomes on
contentious issues(Konrad, Kraner & Erkut 2009).

Rat her than womends greater interpersolmaelbeehocus maki |
identified as much more likely to ask questions leading to greater understanding of issues by all board

members. Two or more women on a badmoves the board dynamic from one of status to one of

collaboration with richer discussion, increasing understanding of the business (Konrad, Kramer & Erkut

2009). US researchsuggests that dverse boards are more likely to raise tough issues and to askugher

guestions (Konrad, Kramer & Erkut 2009). As a board grows more homogenauembersstop asking the

tough questions (Brown, Brown & Anastasapoulos 20Q2)iversity helps manage the riskof overfamiliarity

and otghiomukpd .

Australian womerNEDscors i der t hat chairts cequed # becablaits identify the skills and
abilities of candidatesfrom less welikknown grougs such as women(EOWA 2008) Perhaps this courage is a
further demonstration of the more effective leadership style of those boadthairs on gender diverse
boards.

INSYNCSUrveys

© 2010 Insync Surveys Pty Ltd Pagel0 of 20



Gender agenda: Unlocking thepower ofdiversity in theboardroom

Figure b5: Response boardcharcondusts as dffectivedecsiontmakin@proceso.
Male dominant q 27% 69%
Gender diverse l2% 22% 76%

0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Over three quarters of directors of gender diveedoards agree that their boarahair promotes effective
decision making, while just over twthirds of directors frommale dominatedboards do the same.

Different perspectives lead to better solutions and results. Board leadership, structures, development
activities, culture and |l evels of openness mediate w
2008). Board chairs who respect diversity harnessso mends uni quéaomemtOrsi bhattcikgm®.und
personalities and behaviours (the deeper componentd diversity) are appreciated for their difference and

they are perceived as contributing unique value to the board (Terjesen, Sealy & Singh 2009).

Women are more likely to approximate the ideal of the independent directhighlighted in board theory
and considered a contributor to better performancco ecause t hey are not part of t
(Adams & Ferreira 2008).

Boards with two or more women are much more likely thanale dominatedboards to raise a broader set of
issues and performance reqgirements (Terjesen, Sealy & Singh 2009)nd to take a longer term
perspective (Konrad, Kramer & Erkut 2009)They are also more likely to utilise

non-financial performance measures, including customer and employee satisfacti@nd diversity
measures of hnovation, and
measures of social and community responsibility (Brown, Brown & Anastasapoulos 2002)
This demonstrates hat womends presence broadens the scope of

activities to results, from operations to strateggnd from owners to stakeholders (BrowrBrown &
Anastasapoulos 2002).

One of the benefits of diversity is that board membegge less likely to presuppose the way fellow directors
think. Rather,board members express their opinions more thoughtfully andtivigreater precision, and
there isa greater freedom to express unconventional views (Konrad, Kramer & Erkut 2009). Eméianced
capacity for board dialoguémpacts on organisational results.

Goodchairs harness the best ideas and options from a rich array of possibilities contributed from a diverse
membership. Thorough discussion and analysis results from management of varied perspectives.

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Directors of gender diverse boards perceive that their colleagues have a higher degree of integrity than
mal e dominated boards. Any perceptions of a |l ack of
detri ment al i mpacivenesjs t he boardods effect

Figure 6: R e s p o n s éurdirectoss lnaveyachigh level af integmitg nt 0

Male dominant i 11% 85%
Gender diverse | 10% 90%
0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Members of gender diverse boards perceive themselves as having a higher level of integrity tinafe
dominated board members.The theme of the greater unity of gender diverse boardexpressedthroughout
this paper is likely to contribute tahose directors having a greater degree of trust for each other.

We stated on page that global research has shown that boards with more women are moreelyy to:

enforce conflict of interest guidelines (94% versus 68%)
ensure a code of conduct for the organisation (86% versus 66%)
have higher levels of board accountability with formal limits to authoritgnd

increasetransparency by placing more emphasis on using search firms rather than relying on the
old boysd network to recruit new members (Brown,

Contributing to the increased integrity of gender diverse boards is the greater attentiwsamen pay to audit

and risk oversight and control (Brown, Brown & Anastasapoulos 2002). Women are disproportionately more
likely to sit on board monitoring committees (with the exception only of remuneration committees where
they are less likely). Women omitor performance from a stricter frame of reference and place a stronger
emphasis on accountability for performance, which may be why they are engpresented on most

monitoring committees (Adams & Ferreira 2008).

Fortune 500 companies experienced apést i ve per f ormance effect from gend
greater involvement in audit committees, controlling for industry, size of firm, board ownership and

structure (Cartef D6 Souza, Si mpk). GoenmitteRs aiiamepesiue for irti@i@Bimpact

on board decisions and therefore board performance. The research showed causality, i.e., firms were more

profitable when they had more women, not that profitable firms were more likely to select women. Women

are not substitutes for other directes, but instead they make a unique, valuadding contribution to the

board around integrity and accountability.

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

Alarmingly, Swedish research found that 20% of board members had criminal convictions, and that this
applied similarly to Swedish companies listl in Sweden and the US: 85% of Swedish listed companies had

at least one board member who had previously been convicted of a crime. Male board members were much

more likely than female board members to have been convicted of a crime. As the number of doar
members with criminal convictions increased, profitability reduced and earnirdyslatility increased (Amir,
Kallunki & Nilsson 2010). A little less controversiallymwe n s hi gher | evel of
arena is shown in research to beetrimental to company performance (Dezso & Ross 2007).

This key findingaccords with our proposition regarding the integrity of boarthairs previously discussed in
keyfinding 2 (page9).

Gender diverse boards are more critical of the appropriateness of management remuneratamd its
alignmentwith performance and are more questioning of theffective use of remuneration to drive
organisationstrategy.While another way to read this datanay bethat male dominated boards do a better

overconf

job at ensuring the remuneration packages are approp
successful implementation of strategy, this conclusion is heupported by the experience of the authors,
the other findings of this report or bythe other global researchset out below
Figure 7: R e s p 0 n s eThetremungrationvpackages of aumanagement(otber than our
CEO)re apprqori at e 6
Male dominant EL% 35% 61%
Gender diverse 44% 48%

0% 20% 40% 60% 80% 100%

m Disagree = Neutral = Agree

Less than 50% of gender diverse board members are satisfied that management remuneration packages
are appropriate, while almost two thirds ahale dominatedboard members are satisfiedequally
disappointing results

These results do not apply tthe appropriateness of theCE@ semuneration. There was not atatistically
significant difference as a result othe genderdiversity of the boardn the way gender diverse andhale
dominatedboar ds perceive the appropri at eheasdsnoref t
concernedthan male dominatedboards aboutthe process andappropriateness ofthe quantum of the

he

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

remuneration of management over which they have less inputhile they are more comfortable with their
b o a rjudigements of theappropriateness oftheCEO&6 s remuner ati on?

The appropriateness of the structure and size of executive remuneration packages is increasingly debated
in the public domain. In particular, the coincidence of sizeable remuneration packages, bonuses and
severane packages with corporate collapses has increased the intensity of public scrutiny. Agency theory
attributes the board with the responsibility of monitoring the seifiterest of management in line with the
interest of shareholders (Carter, Simkins & Simped003). With public and shareholder scrutiny and

hostility driving greater transparency and accountability for management remuneration, it is not unexpected
that board members bring an increased level of scrutiny to this area.

Boards that are gender divese have a greater propensity to interrogate the structure of remuneration
packages and the incentive capacity of remuneration packages to drive strategy and performance
(Campbell & Minguez/era 2008).In our second research study in this serie§EO perfomance and
remuneration: a boardroom perspectivewe reported on the low response of directors to the
appropriateness of the remuner at iToerpaypgutwekttatpeilsupiof man a
many organisations during the recent sustained ped of economic growth often treated a performance
bonus as a right and as a part of normal remuneratioifhe Global Financial Crisis has had a silver lining in
terms of switching the focus from shorterm returns to longerterm value creation This has gven

organisations and boards the opportunity of recalibrating expectations of CEOs and senior management by
ensuring bonuses are not seen as a right, but something that is earned as a result of outstanding
performance that adds organisational value over élong ternmo.

It seems that boards still have further to go to recalibrate remuneration expectations of senior management
and ensuring they are aligned with organisation performance that adds real long term value. Gender diverse
boards appear to questiontie appropriateness of remuneration in greater detail, which should ensure
boards, CEOsand managementalign their thinkingon this important issue sooner.

Figure 8: Response t o sur ofengnagemeattisdinkes tothe sudcéssful r e muner a
implementation of ouror gani sati onf6s strategyo.

Male dominant 43% 51%
Gender diverse 48% 36%
0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Nearly two thirds of gender diverse board members disagree or are neutral regarding the link between
management remuneration and achievement of strategy compared with about halfnradle dominated
board membes.

The board i s responsi bterm sutcess. Rémumreraton ig akayidsver for abignifigs | on g
management behaviour with strategic outcomes. Boards have been criticised for being silenfroportant

issues, of at times being groups of wisidividuals who collectively fail to make wise decisions and of giving
inadequate attention to the truly consequential issues that the organisation faces. The contribution that

INSYNCSUrveys
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Gender agenda: Unlocking thepower ofdiversity in theboardroom

women bring to gender diverse boards in tougher monitoring of the connectiostWeen strategy and
performance may assist to i nclamabediianorie, &isaigantel 6 s wi s do
2008).

Women contribute a much greater strategic emphasis in the boardroom. In one research study, 75% of

boards with women explicitlydentified the criteria for measuring strategywhereas less than 50% of male

only boards did and 94% of boards with three or more women explicitly monitored implementation of

strategy compared with 66% of male only boards. Eighty percent of gender divdysards set objectives to

measure management performance compared with 58% of male only boards, and 86% assessed
managementds success in meeti ng,Boon&Andstasappdos 2002mp ar ed

A growing body of research supports thispgari cul ar contri buti on of women boar
on strategic control is a significant differentiator from the operational focus that characterisesale

dominated boards (Neilsen & Huse 2010) and leads to better decisions. It seems that women tribbute a

combination of broader perspectives, improved psychosocial processes and tougher monitoring which

increases vigilance of strategy and its connection with performance. In a context highly critical of

management remuneration, gender diverse boardsre likewise more critical.

Male dominated boards tend to take a more narrow view of the successful implementation of strategy and
may perceive that aligning remuneration with strategy is largely akin to aligning remuneration with financial
performance. Fenale directors and gender diverse boards tend to take a broader and more wholistic view
of strategy, includingaking into account areas such agmprovement in culture, risknanagementand
corporate reputation.

If gender diverse boards take a more critical and broader view, one would expect that, over time, those
boards will embed improvements in the alignment of remuneration with strategy closing the gagven
having a greater level of agreement thamale domnated boards.
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Gender diverse boards are more critical of the appropriateness of the codification of board roles and
responsibilities generally and in relation to #roles and responsibilities oEommittee chairs, specifically.
As withkeyfinding 4, an alternative viewmay bethat male dominated boards do a better job at ensuring
the board has appropriate documentation of its role and responsibilities and that of @tommittee chairs,
but again, we considethis conclusion isunsupported.

Figure9: Response t o Ouwhoardhgs amprto@idteedooamentation of its role and
responsibilitieso.

Male dominant 43% 52%
Gender diverse 55% 36%
0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Women directors are more likely to commit to tasks that ensutke effective performance of the board
(Terjesen, Sealy & Singh 2009). They provide guidance about expected behaviours such as ensuring
working structures with codified rules and norms tha

This is of particularelevance in the board context of infrequent meetings, where process losses are more
likely and is additionally useful for new board members (Huse 2008).

Boards with higher proportions of women are more likely to introduce board evaluations, develop @ear
board instructions and institute development programs (Neilsen & Huse 201®s stated earlier, in

Canadian research, 94% of boards with three or more women ensured conflict of interest guidelines,
compared with 68% ofnale dominatedboards, and 86% wih three or more women ensured a code of
conduct for the organisation compared with 66% ohale dominatedboards. Organisations whose boards
had more women were more likely to provide directors with formal, written limits to authority (Brown, Brown
& Anastasopulos 2002). A focus on such documentation is representative of the kind of detail that women
are more likely to pick up on (Terjesen, Sealy & Singh 2009).

Women board members have higher expectations of board task performance than their male colleagues

and so expend more effort in developing and codifying processes that contribute to more effective

performance (Huse 2008). Our proposition is that gender diverse board members see a bigger gap in their

own boardsd® performance oreaitcalleniss area as they bring a
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Figure 10: Re s p 0 n s @urhoard haswappro@igte deduraentationeofthe rofie and
responsiblities of ourcommittee chairso .

Male dominant EL% 30% 66%
Gender diverse W% 38% 56%
0% 20% 40% 60% 80% 100%

m Disagree Neutral = Agree

Boards right across the spectrum seem to lack documentation on the role and responsibilities@inmittee
chairs. As mentioned in the first sectiomf this finding, the focus on such documentation by women

directors and gender diverse boards is representative of the kind of detail women are more likely to pick up
on.

Women may be more likely to cofyi certain rules and processesyhich mayexplainwhy gender diverse
boards desire greater documentation of roles and responsibilities for committebair roles. Their focus on
codification may not only servéhe monitoring, but alsoserveto clarify how drectors work together and
what they stand for, enabihg more time to be devoted to discussion of issues of substance.

In our fifth research report in this seriesChairleadership: An inside look at how well boar@hairs perform,
we reported onthe very low response to assessment of the effectiveness of committeleairs (see Section
8). We recommended h aoard bommittee performance can be improved by:

ensuring there is a clear charter for each committee

developing a clear statement of rolesrad responsibilities for each committeeshair, and

a comprehensive assessment process that identifies strengths of each committee and of each
committee chair (which can then be leveraged for the benefit of the board) and areas for
improvement for which actin will be requied).

Whilst most boards may not consider improving the documentation of the role and responsibilities of their
committee chairs a high priority, the additional focus by gender diverse boards in this area should ensure
improvement over time
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This research, when considered with other global research, provides a strong business case for gender
diverse boards (boards comprising at least 33% women). With such a strong business case for improving
the gender diversity of boardswhy do women remain so underepresented on our boards, and why it is
that since 2004, the percentage of women board members has increased just 0.2% to 8.4% in Australia

(EOWA 2010)Witha ranking of24th on the international stage (sedigure 11), Austa | i ads board gend

performance continues to be of great concern. These figureballengeour cultural pride as an egalitaan
country characterised by dair go for alb

Figure 11: Percentage of women olboards (Sources: Catalyst 2010 and Terjesergealy & Singh 2009)
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We applaud the leadership taken by the ASX with their new Corporate Governance Principles that require

ASX companies to set targets and report progress in their numbers of women in senior management and on
their boards. We alssupportthe AICD and the BCA on the leadership position they have taken in devising
some practical steps to support initiatives to add
announcement that it hasset a targetof increasing the percentag of women in managemenfrom 23% to

40% by 2014 is a bold step which wealso applaud.

To achievesustainable benefits and ensure there is a sufficient pipeline of talented senior women for board
positions, organisaions will need to identify, expose and deal with the unconscious assumptions and
biases that hold back women and that give subtle advantages toem This requires changingultures to

make them less male dominated and morembracing of both genders. Without a resolute and ongoing
commitment from the board, CEO and leadership teams of organisations improvements in gender diversity
and the resuting benefits are unlikely to beachieved orsustained.

INSYNCSUrveys

© 2010 Insync Surveys Pty Ltd Page18 of 20



Gender agenda: Unlocking thepower ofdiversity in theboardroom

Adams, R.B. & Ferreira, D. (2008) Women in the boardroom and their impact of governance and performance, Journal
of Financial Economics. Downloaded froiitp://ssrn.com/abstract=1107721

Amir, E., Kallunki, J. & Nilsson, H. (2010) Personal characteristics and firm performance: The economic implications of
having unethical board members. Downloaded froiritp:/ssrn.com/abstract=1489829

Brown, D.A.H., Brown, D.L. & Anastasopoulos, V. (2002) Women on boards: Not just the right thing but the bright thing.
The Conference Board of Canada

Campbell, K. & MingueX/era A. (2008) Gender diversity in the boardroom and firm financial performandeurnal of
Business Ethics, 83435-451

Carter, D.A., D6Souza, F., Si mpkins, B.J., & Simpson, W.G.
financial performance.Downloaded fromhttp://ssrn.com/abstract=1106698

Carter, D.A., Simkins, B.J., and Simpson, W.G, (2003) Corporate Governance, Board Diversity, and Firm Value. The
Financial Review, February 2003. Downloaded frohttp://ssrn.com/abstract=344042

Catalyst (2004) The Bottom Line: Connecting Corporate Performance and Geridigersity. Catalyst: New York
Catalyst, (2010) Quick @kes: Women on Boards. Catalyst

Desvaux, G DevillardHoellinger, S. & Meaney, M.C. (2008) A business case for womilcKinsey Quarterly,
September

Dezso, C.L. & Ross, D. G. (2008). 6Girl Power d: Femal e part
Paper No. RH®6-104. hitp://ssrn.com/abstract=1088182

Dulewicz, V., Gay, K., & Taylor, B. (2006) What makes an outstanding chairman? Findings from the U émutive
Director of the Year Awards, 2006CorporateGovernance, 15(6),1056-1069

EOWA (2008) Agender in the boardroom. Egon Zehnder/Equal OpportunithénWorkplace Agency: Atialia

EOWA (2010) Australian Census of Women in Leadership. Equal Opportunitiyaiwworkplace Agency: Australia

Huse. M. (2008) Women directorsandthé Bl ack Boxd of board behavior. I n Vinnic
Bilimoria, D., and Huse, M. (edsWomen on Corporate Boards of Directors: International Research and Practice

Edward Elgar: Cheltenham

Konrad, A.M., Kramer, V. & Erkut, S. (2008n& impact of three or more women on corporate board®rganizational
Dynamics, 37(2),145-164

MclnerneylLacombe, N., Biliamoria, D., & Salipante, P.F. (2008) Championing the discussion of tough issues: how
women corporate directors contribute to boardediberations. In Vinnicombe, S., Singh, V., Burke, R., Bilimoria, D., and
Huse, M. (eds.Women on Corporate Boards of Directors: International Research and Practieéward Elgar:
Cheltenham

Neilsen, S. & Huse, M. (2010) The contribution of women on bdarof directors: going below the surface&orporate
Governance: An International Review, 18(2)36-148

Sheridan, A. (2001) A view from the top: Women on the boards of public compan{stporate Governance: The
International Journal of Effective Board Pormance, 1(1), 8-15

Terjesen, S. Sealy, R. & Singh, V. (2009) Women directors on corporate boards: a review and research agenda,
Corporate Governance: An International Review,17(320-337

INSYNCSUrveys

© 2010 Insync Surveys Pty Ltd Pagel9 of 20


http://ssrn.com/abstract=1107721
http://ssrn.com/abstract=1489829
http://ssrn.com/abstract=1106698
http://ssrn.com/abstract=344042
http://ssrn.com/abstract=1088182

Gender agenda: Unlocking thepower ofdiversity in theboardroom

With offices in Melbourne and Sydney, wapecialise in employee, customer, board and other stakeholder
surveys backed by consulting. Our organisational psychologists and research experts help organisations
become more effective.

We cofounded the Dream Employers Survey and hawerked with some of the largest organisatianin

Asia Pacific, including: Cathay Pacific, Toll, Medibank Private, WorleyParsons, Fairfax Digital, Mission
Australia, the Australian Curriculum, Assessment and Reporting Authority, state government departments,
many local councils and most universitydraries. Thisbroad experience allows us to benchmark your
results.

Visit: WWW.insyncsurveys.com.au
Contact us: info@insyncsurveys.com.au
Melbourne Level 7, 91 William Street, Melbourne VIC 3000 Phone:+61 3 9909 9222
Sydney Level 2, 110 Pacific Hghway, North Sydney NSW 2060 Phone: +61 2 8081 2000

This study has been completed in conjunction with Gender Worx, a specialist gender diversity practice of
thought leaders, experts and consultants in gersd diversity measurement and change.

Gender Wonis dedicatedto assist organisations unlock the potential of women at warkelp make
organisations better places to work and more profitable. It does this by providing an evidence based
organisationwide survey, supported by consulting.

Visit: www.genderworx.com.au
Contact us: info@genderworx.com.au

Gender Worx can be contacted at the offices of Insync Surveys.

Board Benchmarking has two world class measurement tools: its Board Effectiveness Survey and Audit
Committee Effectiveness Survey. Both are available globally and are distributed via authorised distribution
partners, which include: KPM@ustralia, Insync Surveys, Oppeus, Westlake Consulting and Gerard Daniels.

Board Benchmarking has carried out over 100 board and audit committee surveys for organisations ranging

from large public companies and government organisations to private compes associations and not for

profit entities. Board Benchmarkingds surveys are po
specialists, Insync Surveys.

Visit: www.boardbenchmarking.com
Email:ask_us@boardbenchmarking.com

Board Benchmarkingcan be contacted at the offices of Insync Surveys.
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