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“For us it’s about talent...
getting and keeping the
best talent. It’s about
creating a culture where
we can have innovative,
creative solutions for
our clients and our
customers, and it’s
about making sure that
diversity and inclusion
are differentiators to
grow the business.”

Dr. Rohini Anand
Global Chief Diversity Officer, Sodexo
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Executive Summary

Paul Hastings is pleased to present the third edition of “Breaking the Glass Ceiling: Women in the Boardroom,”

a comprehensive, global survey of the way different countries address the issue of gender parity on corporate boards.
This edition is a supplement to our full 2012 report, and provides updates to jurisdictions with notable developments
over the past 12 months, as well as five new jurisdictions: Austria, Denmark, Finland, India, and Sweden.

Given the dynamism and evolution of this issue, we have developed an interactive website dedicated to providing

the most current information and developments on the issue of diversity on corporate boards. Included are details
about the legislative, regulatory, and private sector developments and trends impacting the representation of women
on boards in countries around the world. In addition, there are interviews with corporate executives and directors

as well as individuals who are making strides in addressing this issue — whether at their own companies, within their
industries, or as a thought leader. We are honored to share the insights of three women who have been, and are today,
pioneers in their own right and have lent their voices and efforts to address this issue:

¢ Dr. Rohini Anand - Senior Vice President and Global Chief Diversity Officer at Sodexo (40% of Sodexo board
members are women)

¢ Judy Hope - Professor at Georgetown University Law Center and a Director on several boards, including Union
Pacific, General Mills, and Russell Reynolds. Ms. Hope is a former Director of IBM and former partner at Paul Hastings

e Dr. Jane Shaw - Director of McKesson Corporation, former Director at OfficeMax, and former Chair of Intel

They collectively cover the topics of (i) educating boards on the business imperative in establishing and maintaining
diverse boards, {ji) strategies to open vacancies on corporate boards, (jii) building the pipeline of diverse candidates,
and (iv) establishing networks of board-ready diverse candidates. We encourage you to access the full report and
interviews at www.paulhastings/genderparity. We will continually update the site with new developments and ’
additional interviews and are hopeful this compendium of information ignites discussion and debate as well as action.

Year in Review

Europe continues to be a leader on this issue. In the past year, we saw tangible progress as well as continued debate
about the best approaches for promoting greater representation of women on corporate boards. 2013 showed

the highest year-on-year change recorded to date in the average number of women on boards of large corporations
in European Union Member States, in part due to mandatory quotas. However, several EU countries have pursued
strategies other than mandatory quotas to address the gap. Austria, Denmark, Finland, the United Kingdom, and
Sweden favor legislation and corporate codes that allow companies to set their own targets and policies. Recent
amendments to the UK’s corporate governance code more explicitly reference gender as a factor in making board
appointments. The changes also require that companies report publically on their board member selection process,
diversity, and gender policy as well as measurable objectives for implementing and gauging progress. In Germany,
the debate over fixed quotas continues within the government and no legislation addressing gender parity is expected
this year.

The United States and Canada continue to exhibit only marginal growth in the percentage of women on boa)r‘ds since
the 2012 report. However, in the United States, there has been renewed attention and discourse in the public domain
regarding the lack of women in the highest echelons of corporate leadership following several op-eds and most
notably, Sheryl Sandberg’s book Lean In: Women, Work and the Will to Lead, Notably, much of the discourse

has centered on private sector initiatives, rather than mandatory quotas or other legislative solutions.

In Australia, new legislation has bolstered reporting requirements: private companies with 80 or more employees Tust
report annually regarding specific gender equality indicators. The legislation includes potential sanctions such as
naming non-compliant companies in national newspapers and jeopardizing such companies’ eligibility for government
contracting. In New Zealand, the proposed NZSX/NZDX Listing Rules regarding diversity have been enacted, requiring
listed companies to provide a breakdown of the gender composition of their directors and officers.

Legislative efforts to increase representation of women on boards of public and private companies in China have begun
to bear results. Since 2012, over 50 cities in Mainland China have adopted local rules implementing the 2011 legislation,
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although the majority are limited to state-owned entities. One city In particular, Changji (located in Xinjiang Province),
adopted a goal of 18% female board representation by 2015 and 25% by 2020 — the first time a specific target

for female representation has been proposed under the 2011 legislation. Although the issue of gender equality

at the board level has not yet received significant attention in public discourse in India thus far, the Indian government
is taking initiative to address the disparity. The lower house of the Indian Parliament recently passed a bill that

is expected to become law, which would require a certain class of companies (which have not yet been determined)
to have at least one woman director.

A Variety of Strategies to Fit Local Dynamics

The 2013 report continues to highlight the variety of approaches taken in various countries to increase the number
of women on corporate boards. We continue to see countries implementing legislative measures, including quotas,
voluntary targets, and reporting requirements. In a number of countries, corporate governance codes and stock
exchange listing rules require disclosure and recommend gender diversity as a selection criterion for directors.
Overall, there appears to be significant interest from both public and private sectors in building a pipeline of future
women directors.

Legislative Mandates Continue to Spur Results... and Debate

Based on the data to date, legislative quotas still seem to be the most
effective measure to immediately increase numbers. In November
2012, the European Union (EU) revitalized the debate on quotas by
“| think what is required proposing a temporary mandatory quota (valid until 2028) with the goal
. . of attaining 40% representation of the underrepresented sex in non-
in the proxy disclosure executive board member positions in listed companies by 2020 (there
could be strengthened is an exception for small- and medium-sized enterprises). As of January
and companies could be 2.018,.21 of.27 national parliamepts have approved the proposed EU
directive, with the Czech Republic, Denmark, the Netherlands, Poland,
held more accountable

Sweden, and the UK as the main opponents.
for meeting the goals that
they’re asked to disclose Notably, the EU directive also included a “flexi quota® provision which
j ot provides voluntary implementation by listed companies of self-
We pay attention to what regulatory targets for more equitable representation of both genders
we measure. | think the for executive board member positions and annual reporting of the
: progress made in achieving the target. Similarly, certain countries have
be?t way 1o go in the i implemented non-binding quotas or targets for female representation
United States, whether it’s on boards that companies can voluntarily follow. Denmark appears

the stock exchange Iisting to have developed a middle ground between quotas and non-binding

requirements or the SEC’s measures. Newlregulatlons enac.ted on April 1, 2013 require Ilarge
Danish companies to set target figures for equal representation on

disclosure requirement, is boards and develop policies to increase the percentage of women in
if they require companies senior management. Equal representation is defined as at least 40%
to disclose what their of the underrepresented gender of either board members elected at

a general meeting or in upper management. Large Danish companies
targets are and then hold are required to establish policies and set targets or face fines; however,
them accountable for the there is no fine or legal obligation to reach the target figures.

progress they’re making.”

Leveraging Self-Regulation through Corporate Governance

D& g i Codes and Listing Rules

Director at McKesson

In many countries, corporate governance codes and stock exchange
listing requirements have been an effective way to promote gender
diversity and potentially create greater opportunities for women board
members. Listing requirements and corporate governance codes
include direct references to gender or diversity among possible
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selection criteria for board members, and require companies to disclose in annual reports whether they maintain
a diversity policy or, in some cases, the gender composition of their boards.

Both Australia and Finland are examples of where these measures have been successful. Finland’s corporate
governance code provides that both genders be represented on the board on a “comply or explain” basis. As of 2013,
23% of board members of listed Finnish companies are women. However, there is still room for improvement: only
4.2% of chairpersons and only 16% of executive management team leaders of listed companies in Finland are women.

Other corporate governance or listing requirement provisions may indirectly help increase the number of female
representatives on boards by creating greater turnover and leading to greater access for women. For example,
the Companies Bill anticipated in India restricts the number of company boards on which an individual can serve
as director.

“If the company’s management and board work well together, management will
not want [the board] to change very much and will extend terms. Another reason
there is such a small percentage of women on boards is because the retirement
age is being extended. You used to have to retire at age 60, 61, or 65. Now most
boards will allow you to serve until age 75. So people tend to have longer terms
and boards don’t turn over. ... | served as Audit Chair of Union Pacific for 16 years,
longer than anyone else in that position in the history of the company. But there

is @ new Audit Chair who is doing a good job, and | think turnover is good.”

Judy Hope
Professor at Georgetown University Law Center and Director on several boards,
including Union Pacific, General Mills and Russell Reynolds

Ms. Hope and Dr. Shaw commented on the tension between ensuring the continuity and quality of the board when
new members join, and the need to have turnover to create more seats for diverse candidates, including women.
In raising the question of what the right tenure period would be, Dr. Shaw notes that it takes time for a new board
member to really understand the business of the company. Having climbed the learning curve, boards then want
the director to serve for a reasonable period of time.

y
The Private Sector Remains Critical
In many countries, industry associations, business schools, and non-governmental organizations continue to advocate
for and develop initiatives to increase representation of women on corporate boards. For example, the Finland
Chamber of Commerce organizes a mentoring program for women executives and the Finnish Business and Policy
Forum published a best practices guide on strategies to assist women to advance in business. Finnish universities host
educational programs to encourage women to take on business management and executive positions. Additionally,‘"
the Finnish Ministry of Social Affairs and Health is engaged in a multitude of programs to promote gender equality in
society and to promote social change through influencing attitudes and subliminal perceptions regarding women’s
suitability for business. Finally, the Finnish Ombudsman for Equality monitors the development and addresses issues
of concern for gender equality in the Finnish social arena.

Industry groups also continue to develop voluntary codes of conduct to promote gender diversity on corporate boards.
In New Zealand, the 25 Percent Group, a group committed to achieving 26 percent female participation in private
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sector boards by 2015, recently launched a new Voluntary Code of Practice for Board Recruitment which provioes best
practice guidance in achieving diversity in board recruitment processes.

Companies have themselves taken the initiative to implement strategies to increase representation of women on boards
and in building the pipeline. According to Dr. Anand, company leadership can set a strong tone by publically stating

its commitments and targets, and then by holding their employees accountable for achieving those targets. At Sodexo,
teams are held accountable for promoting diversity through the performance management process and by linking

the company’s diversity scorecard and diversity performance measures to employee incentives.

“We've seen the benefits at Sodexo. We continue to grow, we meet our profitability
targets, we’ve gone into different areas, we’ve developed new lines of business.
And all of this only comes when you have that culture that permeates from the top.
Making those sorts of connections and examples are the benefit of diverse boards,
both... factually but also emotionally, for leadership.”

Dr. Rohini Anand
Global Chief Diversity Officer, Sodexo

Dr. Anand points to several initiatives implemented at Sodexo aimed at removing barriers that prevent women from
moving into leadership positions and ensuring that there is a pipeline of future women leaders. Examples include formal
and informal mentoring and sponsorship programs, flexible work arrangements (for both men and women), ensuring
that women can transition back into the workforce without losing their seniority, and providing women access to
networks. Fundamentally, Dr. Anand notes the importance of ensuring that the work culture is accepting of the different
leadership styles that women bring to the workplace, rather than looking at leadership in a one-dimensional manner.

Strategies for Aspiring Board Members

In addition to legislation, corporate governance codes, and initiatives by the private sector, there are strategies that
women globally can implement to better position themselves as candidates for board membership. Ms. Hope and
Dr. Shaw, both experienced board members, outlined several ways in which women can get on corporate boards.

e Develop Skills and Expertise:

o Dr. Shaw noted that “the qualifications for sitting on a board will come from your career history... and what skills
the particular board is looking for.” The experience does not have to be in the same industry. Dr. Shaw was
invited to join the Intel board because many of the issues she had dealt with on the board of a pharmaceutical
company mirrored those being encountered at Intel.

o Ms. Hope mentioned that CEOs want women candidates, but “they also want a director that has the experience
they need at that time.” One of the things that helped Ms. Hope most in being attractive for board service was
her experience in government service.

o Serve on Non-Profit Boards: Women can get relevant experience for for-profit board service by serving on non-
profit boards, particularly with regard to teamwork, committee service, addressing issues related to compensation
and audit, and financial matters.
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¢ Express Interest: According to Dr. Shaw women need to let it be known that they are interested in serving
on a board and should actively promote themselves for these positions.

¢ Be Strategic: Don't restrict yourself to the obvious. As Dr. Shaw notes, there may be an opportunity to serve
on the board of a subsidiary of a parent company, for instance.

¢ Networks and Sponsors: Dr. Shaw states that women need good sponsors who can use their connections
to help place them on boards and/or use their networks 1o get their names put forward as potential board
candidates. Dr. Shaw was recruited to her first corporate board because a then-sitting director recommended her.
Assess your network, expand it if necessary, and then use it.

For more advice and details on Dr. Shaw and Ms. Hope's experiences as directors, as well as Dr. Anand’s insights,
please see the full interviews at www.paulhastings/genderparity.

Conclusion

The discussion on gender parity is being addressed in a number of ways in different countries, including legislation,
governance codes, and private sector initiatives. Although the debate over the best way to close the gap continues,
there appears to be a strong consensus in many countries regarding the need for building a pipeline to increase the
pool of women candidates for board seats, as well as to establish new and/or publicize existing networks of board-
ready women.

Many developing countries, like India, are in the initial stages of building that pipeline, challenging cultural and social
norms, as well as a low female literacy rate, that create obstacles to advancement. Other countries have closed the

gap in certain spheres and not in others — for example, in Sweden there is significant gender diversity in the political
sphere (45%), but the economic sphere continues to lag behind. Overall, there is significant room for improvement,

and hopefully the ideas and strategies summarized in this edition will advance the discussion on how to move forward.

We welcome your feedback on the 2013 report. It is our hope that this edition sparks ideas and discussions about
possible strategies and initiatives. We will continue to add new jurisdictions, in addition to updating the countries
covered to date. We look forward to reporting on future efforts to increase women'’s participation on corporate boards
globally in the upcoming year.

Tara Giunta, Partner
Editor
Paul Hastings (Washington, D.C.)

Lianne Labossiere, Associate
Assistant Editor
Paul Hastings (Washington, D.C.)

Scan to hear more from those leading the way
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Austria - New for 2013

Sandra Mueller, Counsel
Bettina Knoetzl, Partner
WOLF THEISS Rechtsanwaélte GmbH

As a result of the initiatives launched at the European level, the promotion of boardroom diversity was also put on the
agenda by the Austrian Government. And, as in other countries, it led to an ongoing debate about whether mandatory
quotas are required to ensure a better gender balance on boards or whether self-regulation and/or “soft law” measures
are more appropriate.

The Austrian Federal Minister for Women and Civil Service, Gabriele Heinisch-Hosek, considers the introduction

of mandatory quotas as a necessary measure to speed up the process of promoting women to board positions.
Her position is in line with the developments in countries with legislative quotas, such as Norway and Finland, where
the proportion of women on the boards has substantially increased over the last years.? In contrast, the Austrian
Federal Minister of Economic Affairs, Reinhold Mitterlehner, promotes the right of private companies to choose

their own manpower. Pointing out that the shareholders bear the full commercial risk of a company, he argues that
any interference by the state through quotas or promotion plans may potentially lead to economic disadvantages,
particularly in light of the current difficult economic climate.

In 2011, the Austrian Government adopted a gender diversity quota for state-owned companies. This resulted in
a noticeable increase in the average percentage of women on supervisory boards of such companies, amounting
to 33% as of February 2013.° Meanwhile, the percentage of women on boards of private companies, in particular
those listed on a stock exchange, still lags substantially behind.

State-Owned Companies

In March 2011, the Austrian Federal Government set an example by voluntarily imposing a 25% gender diversity quota
on supervisory boards of companies in which the state owns 50% or above. The deadline for implementation
is December 31, 2013. By 2018, the quota will increase to 35%.

The 25% quota currently applies to 55 companies, of which 44 are fully owned by the state. For the time being, there
are no sanctions imposed for failing to implement the quota. After 2018, statutory measures can be initiated if the 35%
quota has not yet been reached. Nevertheless, the initiative resulted in a sound increase of female participation in state
companies. In the years 2007/2008, the percentage of women in supervisory boards of state-owned companies was
only 16.1%. That number is expected to increase on average to 33% in 2013.

Corporate Governance Code and Corporate Law

Unlike for state-owned companies, the Austrian Federal Government has abstained so far from enacting a mandatory
gender quota law for publicly listed companies, but rather relied on “soft law” when addressing the issue of gender
balance on boards in the private sector.

The Austrian Code of Corporate Governance,* the commitment to which is mandatory for all stock exchange-listed
companies, requires that when appointing the members of a supervisory board, the general meeting of shareholders
shall, inter alia, pay reasonable attention to diversity with respect to the representation of both genders.5 However, the

1t http:/diepresse.com/home/politik/innenpolitik/1265142/HeinischHosek.
http://ec.europa.eu/justice/gender-equality/files/womenonboards/factsheet -general-2_en.pdf.

Progress Report of the Minister for Women and Civil Service of February 28, 2013, GZ BKA-F140,200/0049-11/1/2013.
http://www.wienerboerse.at/corporate/pdf/CG%20Kodex%20deutsch_ Juli_2012_v2.pdf.

g A ®WN

Rule 52 of the Austrian Corporate Governance Code.
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Code does not specify what is meant by the term “reasonable”. In 2012, this rule was changed from a C-rule (“comply
or explain” rule) to an L-rule (legal requirement) as a result of a change in the Austrian Stock Corporation Act (see further
below).

The Austrian Commercial Code furthermore required listed companies to disclose in their annual corporate governance
reports which measures have been initiated for the promotion of women to supervisory and management boards

and to other executive positions.® In practice, however, these reports fall behind expectations and one out of eight

top Austrian companies tends to disregard this provision completely.”

As of 2012, the Austrian Stock Corporation Act (Aktiengesetz) requires that the general meeting of shareholders must
consider a balanced composition of the supervisory board. The criteria that have to be taken into consideration are the
professional and personal competences and skills of the designated members, as well as the representation of men
and women. However, there is no requirement that each gender has to be represented or that a certain mandatory
quota has to be fulfilled; this provision is thus open to interpretation. The wording of the law suggests that professional
qualification is ranked above gender diversity.

The recent change in the law has opened up a discussion on whether shareholders’ resolutions can be challenged

on the basis of insufficient gender diversity. For various reasons, however, this is generally rejected. The main reason

is that the legislators (intentionally) did not include insufficient gender diversity among the reasons on the basis of which
shareholders’ resolutions can be challenged. Additionally, the criterion of gender diversity is listed among other criteria,
such as age and internationality, without any ranking or priority.

The report of the Austrian Chamber of Labor of 2013 shows that despite the legislative changes, only modest progress
has been made in 2012. Compared to state-owned companies, the percentage of women in boardrooms of listed
companies is still very low, with only 3.3% on management boards and 11.6% on supervisory boards. Hence, hardly
any increase may be observed since the introduction of the legislative initiatives.

A few non-listed companies committed themselves voluntarily to take steps to increase the representation of women
on their boards. The progress has been modest — only a marginal increase in the percentage of women on corporate
boards can be observed. By January 2013, of the top 200 Austrian companies, only 5.6% of management boards and
13.5% of supervisory boards were women.® One possible explanation is that the percentage of women in boardrooms
was substantially low from the start and, therefore, the momentum required to increase that percentage is slowly
building. Furthermore, this topic is closely linked to the sociopolitical question of whether framework conditions need
to be further improved to enable women to take advantage of the required quotas and to fulfill managerial roles in the
corporate environment.

Conclusion

Despite requirements in the Corporate Governance Code and corporate law today, the representation of women on
boards of privately-owned, and in particular, exchange-listed companies, is still behind that of state-owned companies
in Austria. It remains to be seen how the Austrian Government will react to that fact and whether further legislative
measures will be enacted both at the national and the European level to achieve a better gender balance on boards.

e

6  Section 243b para 2 of the Austrian Commercial Code (Unternehmensgesetzbuch).
7 Report of the Austrian Chamber of Labor of 2013,
8 Report of the Austrian Chamber of Labor of 2013..
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Denmark - New for 2013

Marianne Philip
Partner, Kromann Reumert
Vice-Chairman, Danish Corporate Governance Committee

In Denmark, the gender composition of corporate boards has been the object of public attention for several years,
with a number of different initiatives implemented to increase the share of women in boardrooms and in management
in general, Until April 2013, however, all of these initiatives were “soft law” and not legislative.

In May 2013, 7.9 percent of the board members in listed companies elected by the general meeting were women.
In February 2013, the percentage of women elected by the general meeting was 7.24 percent. Thus, there were virtually
no changes during the spring 2013 season.

Danish Corporate Governance Recommendations

The Danish Corporate Governance Recommendations, which apply primarily to Danish listed companies, were first
published in 2001. Several amendments to the recommendations have been made since then, with the current version
of the Corporate Governance Recommendations published in May 2013,

In August 2011, the recommendation on management diversity was supported by a recommendation to set
objectives for diversity at all management levels in companies. It was explicitly recommended that diversity, not just
gender, be taken into consideration when boards of directors are assessing their composition and nominating new
candidates. The recommendation is not only directed at board diversity, but also at increasing the pipeline through
focus on diversity in the various levels of management. Companies are recommended to prepare plans of action
describing the focus areas and to report on the objectives set. In connection with the presentation of their annual
reports, it is recommended that companies account for their objectives and the status of meeting their objectives.
The recommendation relates to diversity in general, i.e., not only gender, but also, among other criteria, age and
international experience.

The recommendations are not mandatory. The soft law approach gives individual companies the flexibility to organize
their governance optimally. Under the “comply or explain” approach, the individual company decides whether and

to what extent it wishes to comply with the recommendations. If a company fails to comply with a recommendation,

it must explain why and describe the approach it follows, including what it does instead.

Other Soft Law Initiatives

In Danish politics, gender equality has been a centre of attention for several years. When the current government
took office in October 2011, the government specifically mentioned in its platform that it would initiate a dialogue
with representatives from the industry with a view to ensuring more women in boardrooms.

In 2007, the Department for Equal Rights, a section of the Ministry of Employment, introduced a soft law initiative called
“Charter for Women in Management.” The purpose of this initiative was that Danish companies and organisations,

on a voluntarily basis, could adopt the Charter and thereby commit to prepare a report describing how the company
or organisation in question intended to fulfil the obligations stipulated in the charter. Among other things, these
obligations required the companies or organisations to draw up a strategy, set target figures for the proportion of
women in management, and lay down recruitment procedures and career development plans in order to make sure
that female management talent is visible. In 2012, the number of companies and organisations that had adopted the
Charter reached 110. The Charter was discontinued in January 2013 with the introduction of the legislation described
under New Danish Legislation below.

Another soft law initiative was “Operation Chain Reaction.” The purpose of this initiative was to strengthen the
competitiveness of Danish companies by increasing the number of women serving on their boards. Launched

in 2010, the initiative comprised the introduction of “Recommendations for More Women on Company Boards,”

a set of guidelines prepared by prominent members of the Danish business sector and the Danish Minister of Equality.
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As had been the case with the Charter for Women in Management, Operation Chain Reaction was founded on the
principle of voluntariness. By adopting Operation Chain Reaction, the companies committed themselves to making
special and active efforts to train and recruit female candidates to their boards. In 2012, only 55 companies had
adopted Operation Chain Reaction.

New Danish Legislation

As the expected effects of the different soft law initiatives failed to materialise, the Danish Parliament decided

to address the issue through legislation, thereby not only covering listed companies, but all Danish companies of a
certain size. The new rules are based on a form of soft law approach requiring the companies to set targets for the
proportion of the underrepresented gender on their boards and in management, thereby taking the same approach
that the Committee on Corporate Governance has taken in its recommendation on gender diversity.

On 14 December 2012, the Danish Parliament adopted a bill in pursuit of equal representation of men and women

in the management of large Danish companies. The new regulation came into force on 1 April 2013. The act
implements a model for creating equal access for men and women to boards and other management levels in private
and public companies. The purpose of the rules is to create actual progress and to increase the share of women on
boards and in management in large Danish companies, seeking to achieve an equal proportion of men and women

on boards and in management in general. Equal proportion is defined in the preparatory work as at least 40 percent

of the underrepresented gender of either the board members elected at the general meeting or at the managerial levels
below the board of directors.

The new rules cover not only listed companies, but all Danish companies of a certain size, i.e., approximately the 1,100
largest Danish private companies as well as all public companies/organisations. The rules will influence both the board
of directors in the form of requirements for setting target figures (see Board of Directors) and the other management
levels in the form of a requirement to prepare a policy to increase the proportion of women in management in general,
i.e., at all managerial levels below the board of directors (see Other Management Levels).

The new rules cover listed companies, large commercial enterprises and foundations, a number of financial
undertakings, state-owned public limited companies, and all other public organisations. Large enterprises will
be covered if exceeding two of the following criteria in two consecutive financial years:

= Balance sheet total of DKK 143 million;
= Revenue of DKK 286 million; or

»  Average number of employees of 250.

Board of Directors

If a company/organisation does not have an equal proportion of men and women serving on its board of directors

(i.e., one of the two genders represents less than 40 percent of the board members elected by the general meeting),
the board of directors must set a target figure for the proportion of the underrepresented gender on the board. .

The determination of the target figure must consist of two elements: i) a proportion (target figure); and i) a time horizon
within which the company/organisation will endeavour to realise the said target figure. As a general rule, the time
horizon may not exceed four years. There are no requirements in regard to the proportion (i.e., no quotas). However,

it follows from the preparatory work and comments to the bill that the target figure must be ambitious while at the same
time realistic. Moreover, pursuant to the Danish Equal Rights Act, the target figures set in state-owned public limited
companies ought to be at least 33 percent, whereas the target figures set in all other public companies/organisations
ought to be at least 40 percent. The phrase ought to be means that the public companies/organisations comprised ™
by the Danish Equal Rights Act must endeavour to reach the stipulated target figures, but there is no legal obligation
to do so.

15
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For all privately-owned companies and state-owned public limited companies, any failure to set a target figure will

be punishable by fine. For all other public organisations, any failure to set a target figure will result in a reprimand from
the relevant minister. It is important to emphasize that there are no legal implications if the target figure is in fact not
ambitious or not met.

Other Management Levels

If a company/organisation does not have an equal proportion of men and women at the management levels below

the board of directors (i.e., one of the two genders is represented by less than 40 percent at the other management
levels) and if the company/organisation has more than 50 employees, the company/organisation must prepare a policy
to increase the proportion of the underrepresented gender in management in general and also at management levels
below the board of directors. The intention behind the duty to prepare a policy is to seek to increase the pipeline of
women who possess the necessary competences to be elected to boards by focusing on gender diversity at the
managetial levels,

The new rules grant the covered companies/organisations full flexibility in relation to the form, content, and
implementation of the policy. However, a number of examples of potential initiatives are given in a set of guidelines
issued by the Danish Business Authority. Among these are recruitment procedures that contribute to increased visibility
of female talent, including career development plans and mentor/networking schemes.

Any failure to prepare a policy will be punishable by fine, but there are no consequences if the targets set out in
the policy are in fact not met.

Duty to Report

The new rules entail a duty for the affected companies/organisations to report on their target figures and policies, if any.
In connection with the presentation of their annual report, privately-owned companies and state-owned public limited
companies must account for the status of meeting their target figure and for their policy. They must also provide a
description of the policy, how the policy has been implemented, and an assessment of what has been achieved during
the past year. If the target figure set by the company has not been met, then the company must explain the reasons,
For public organisations, similar obligations apply, provided, however, that the reporting must be made to the relevant
minister instead of in the annual reports.

Companies/organisations that have an equal proportion of the two genders at the board of directors and/or an equal
proportion at the management levels below the board of directors and therefore have not prepared a policy, must
report on such equal proportion.

Companies reporting as part of the UN’s Global Compact are exempt from the general duty to report on the target
figure and the policy, as they are required to address these issues in their reporting under the UN Global Compact
rules.

The duty to report takes effect for financial years starting on 1 January 2013 or later. For most companies, the first
reporting must therefore take place in connection with the presentation of the 2013 annual report in the spring of 2014.

Any failure to comply with the reporting requirements of the Danish Financial Statements Act will be punishable by fine,
but there are no consequences if the targets set out are not met.

Conclusion

Even though the Corporate Governance Recommendations setting objectives for gender diversity on all management
levels have become law and therefore are not limited to listed companies, the new rules only apply to approximately
the 1,100 largest Danish private companies and all public organisations. The Danish business landscape, however,

is characterized by a large number of small and medium-sized companies. These companies are not covered by the
new rules and thus there will be no legal obligation to harvest female talent within these companies. Consequently,
from a general perspective, the new rules may have a limited impact.
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The rules are mandatory in the sense that the covered companies must set target figures and prepare a policy if the
composition of the board of directors and the other management levels are not equal (i.e., either gender represents less
than 40 percent). It is also important to note that the new rules are flexible in the sense that no quotas are set. However,
given the fact that companies are subject to a reporting duty, and the target figures/policy, therefore, to some extent,
will become publicly known, it has been argued that the rules do in fact introduce a form of quotas through the back
door.

In general, however, the new rules have been well received by the industry.
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Finland is generally considered to be one of the forerunners in gender equality. When it comes to the numoer

of women on the boards of listed companies, Finland lists among the top in the EU. The number of female board
members in listed companies has tripled during the last ten years. In 2013, 23 percent of board members in all Finnish
listed companies are women. The number has increased slightly from 22 percent in 2012. The humber of women

in board positions varies, however, in accordance with the size of the company: while in large cap companies?

one third (31%) of board members are women (28% in 2012), the share of female board members is smaller

In mid cap (23% in both 2013 and 2012) and small cap companies (18% in 2013 and 16% in 2012).2

Despite the positive developments in Finland, there is still a long way to go to achieve full gender parity on the boards
of listed companies. The number of male board members is still significantly higher than the number of female board
members. Further, women rarely hold the highest position on the board, In 2012, only five women acted as the
chairperson of the board of a Finnish listed company, representing only 4.2% of the total number of chairpersons.*

With regard to other top positions in listed companies, the number of women in executive management teams and
other executive positions is even lower than the number of women on boards, In 2012, there was only one female
CEO in all of the listed companies in Finland. Only 16% of the executive management team members, including CEOs,
in listed companies were women in 2012 (19% excluding CEOs).° It is also common that the responsibility of women

in executive management teams is within administration, reflecting the stereotype of operational business being the
domain of men. In 2012, 36 out of 350 directors for business operations, excluding CEOs, were women, which is
9.3%. If CEOs are factored in, the percentage of women among directors for business operations is 7.3. Women with
responsibility over business operations are more common in the fields of activity generally dominated by women such
as the service sector.

Corporate Governance Code

There are no statutory quotas for the private sector in Finland and the number of female board members is mainly
governed by recommendations based on self-regulation. In listed companies, self-regulation is based on the Corporate
Governance Code (the CG Code) issued by the Finnish Securities Market Association and the related application
guidelines.

1 E.g., Finland granted women the right to vote as early as 1906, and currently 43 percent of the Members of Parliament are women. Ten out of 19
ministers in the Finnish Government are women. Each year since 2006, Finland has ranked as one of the top three countries in the Global Gender
Gap Index issued by the World Economic Forum. In 2012, Finland ranked second in the index after Iceland.

2 Large cap companies are defined as listed companies with a market value of at least EUR 1,000 million. Companies with a market value of EUR
150 million or more are categorized as mid cap companies, whereas companies with a market value below that are small cap. See Finland
Chamber of Commerce’s report “The Glass Ceiling is Cracking - Self-regulation Beats Quotas” (2012), page 3, available at http:/naisjohtajat.fi/
files/2012/05/ THE-GLASS-CEILING-IS-CRACKING_Self-regulation-Beats-Quotas_finncham.pdf. Accessed on 31 May 2013,

3 LeenaLinnainmaa’s (President of the Finland Chamber of Commerce) presentation in World Chambers Congress in Doha, Qatar, dated 24 April
2013, available at http:/www.slideshare.net/K3FIN/doha-women-executives-2013; Finland Chamber of Commerce’s Press Release dated 3 May
20183, available at http://kauppakamari.fi/2013/05/03/naisten-osuus-porssiyhtioiden-hallituksissa-kasvaa-yha/, Accessed on 31 May 2013.

4 The Glass Ceiling is Cracking — Self-regulation Beats Quotas, Finland Chamber of Commerce 2012 http:/naisjohtajat.fi/files/2012/05/ THE-GLASS-
CEILING-1S-CRACKING_Self-regulation-Beats-Quotas_finncham.pdf. Page 19. Accessed on 31 May 2013.

5 The Glass Ceiling is Cracking — Self-regulation Beats Quotas, Finland Chamber of Commerce 2012 http:/naisjohtajat.fi/files/2012/05/ THE-GLASS-
CEILING-IS-CRACKING_Self-regulation-Beats-Quotas_finncham.pdf. Pages 21 - 24,
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The CG Code states that “both genders shall be represented on the board.” Listed companies must follow the CG
Code on a “comply or explain” basis, meaning that they must specify and explain the basis for each deviation on their
website and in their annual Corporate Governance Statement.” The application guidelines for the CG Code state that
it is not sufficient to explain that a suitable female director could not be found or that the Annual General Meeting
decided on the composition of the Board of Directors differently from the recommendation.? The Finnish Securities
Market Association has found, however, that an exception concerning the gender composition of boards is among
the most common deviations made by listed companies. The Securities Market Association has further found that
the explanations given by companies are too general in nature and not sufficiently informative.®

To date, the self-regulatory approach has proven to function well with regard to gender parity in listed companies.
Since the updated CG Code was issued in 2008, the percentage of listed companies with an all-male board
of directors has fallen from close to 50 percent in 2008 to only 13 percent in 2013.1°

In regard to private companies, the Finland Chamber of Commerce issued a Statement for Improving Corporate
Governance of Unlisted Companies in January 2006 which recommends that major companies comply with the
Recommendation for Listed Companies to the appropriate extent. The statement includes an Agenda for Improving
Corporate Governance of Unlisted Companies, i.e., companies not considered able to implement the Corporate
Governance Code for Listed Companies, but that would like to improve their operations in conformity with good
corporate governance principles. The Agenda includes a recommendation according to which “the board members’
age and the representation of both genders are factors to consider when deciding the composition of the board.”"!

Statutory Quotas in the Public Sector

While there are no statutory quotas for the private sector in Finland, the Finnish Act on Equality between Women and
Men sets out statutory gender quota requirements for public sector governing bodies.””? Governing entities of the state
and municipalities, as well as all management or administrative entities or entities consisting of elected officials applying
public authority, are required by law to have a minimum of 40 percent of the underrepresented gender among its
members. Entities which are not included in public administration, but which carry out tasks assigned to them by public
authorities and thus apply a certain level of public authority, such as state-owned companies, are required to appoint
men and women to their governing bodies in an “equitable proportion.” In practice, the aim is to reach a minimum

of 40 percent representation of the underrepresented gender.

Legislative Developments

The proposed EU directive on gender quotas for boards of listed companies has been much debated in public
discussion lately. Consultations collected by the Ministry of Justice show that defenders of the directive mostly
represent civil organizations promoting women’s rights as well as labor unions. The opponents of statutory quotas

6  Recommendation 9 of the Finnish Corporate Governance Code 2010, at http:/cgfinland.fi/files/2012/01/finnish-cg-code-2010.pdf. Accessed on
31 May 2013,

7 Recommendation 54 of the Finnish Corporate Governance Code 2010, at http://cgfinland.fi/files/2012/01/finnish-cg-code-2010.pdf.

8  Guideline: comply or explain: Departure from the Recommendations of the Finnish Corporate Governance Code, Securities Market Association 20
Jan 2012: http://cgfinland.fi/files/2012/01/Guideline_comply-or-explain_en.pdf. Accessed on 31 May 2013.

9  Guideline: comply or explain: Departure from the Recommendations of the Finnish Corporate Governance Code, Securities Market Association 20
Jan 2012, page 3, at http://cgfinland.fi/files/2012/01/Guideline_comply-or-explain_en.pdf.

10 The Glass Ceiling is Cracking ~ Self-regulation Beats Quotas, Finland Chamber of Commerce 10/2012http:/naisjohtajat.fi/files/2012/05/ THE- -
GLASS-CEILING-IS-CRACKING_Self-regulation-Beats-Quotas_finncham,pdf, p. 10.

11 Chapter “Board of Directors” in Recommendation Improving Corporate Governance of Unlisted Companies at http:/kauppakamari.fi/wp-content/
uploads/2012/04/Improving-corporate-governance-of-unlisted-companies.pdf. Accessed on 31 May 2013.

12 Section 4a of the Finnish Act on Equality between Women and Men (609/1986), unofficial translation: http:/www.finlex.fi/fen/laki/kaannokset/1986/
en198606097search%5Btype%5D=pika&search%5Bpika%5D=609%2F1986. Accessed on 31 May 2013, The Act is currently subject to amend-
ments in connection with the reform of Finnish non-discrimination legislation. Amendments will mainly extend the application of the Act also to
gender minorities instead of being limited to “equality between men and women.”
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consist of organizations representing the business sector as well as certain women's interest groups. One of the main
arguments against imposing statutory quotas is that they can make an appointment seem as only a means to comply
with legislation and, in effect, deprive skilled women of professional acknowledgement. This would work as a detriment
to demonstrating the benefits of including accomplished women on boards.'

The Finnish Government is interested in improving gender parity in listed companies’ boards, even with legislative
measures if necessary. The Government Action Plan for Gender Equality 2012-2015 states, inter alia, that if sufficient
improvement is not noted, legislative measures will be undertaken to ensure a more equal gender representation

on the boards of listed companies, taking into account the 40 percent quota which is currently applied in the public
sector. An evaluation of whether improvements have been sufficient will be conducted in June 2014.14

Other Measures to Improve Gender Parity

Business organizations are active in promoting gender parity also through other measures. For instance, the Finland
Chamber of Commerce organizes a mentoring program for women executives in order to assist women in developing
experience and confidence in preparation for leadership positions. The Finnish Business and Policy Forum EVA,

on the other hand, has published best practices on how to get women to the top in the business world.'®

Furthermore, Finnish universities and other education facilities have issued educational programs to encourage
women to take on business management and executive positions. Also, the Finnish Ministry of Social Affairs and
Health is engaged in a multitude of programs to promote gender equality in society and to promote social change
through influencing attitudes and subliminal perceptions regarding women'’s suitability for business. Measures include
mainstreaming of gender perspectives in impact assessments in decision making, ensuring equal pay, and various
forms of international cooperation. The Finnish Ombudsman for Equality monitors the development and addresses
issues of concern for gender equality in the Finnish social arena.

Conclusion

The Finnish model of self-regulation has achieved significant developments while avoiding some of the potential
detrimental effects of quotas imposed by law. This can be used as an example of successful implementation of gender
parity recommendations based on a corporate governance code. However, it should be noted that in order to fully
attain gender parity in the boards of listed companies, the companies themselves need to be active and willing to
voluntarily comply with the recommendation. The yield that self-regulation will have in Finland is yet to be seen. It has
been established that the CG Code has led to a substantial fall in the number of companies with all-male boards and
that it has encouraged companies to appoint women as board members. However, it is up to the listed companies to
implement the recommendation and to prove that the aim of 40 percent can be achieved quickly enough to avoid the
need for statutory quotas.

13 See U-letter on the consultation regarding the directive proposal dated 22 January 2013, available at http:/oikeusministerio.fi/material/attach-
ments/om/valmisteilla/lakihankkeet/yhtioolkeus/6EZWaqaOH9/ Yhteenveto_15.1.2013_jarjestetysta_kuulemisesta_ja_lausuntopalautteesta.pdf.
Accessed on 31 May 2013.

14 See Government Action Plan for Gender Equality 2012-2015, p. 21-22, available at http://www.stm.fi/c/document_library/get_file?folderld=519739
7&name=DLFE-24302.pdf. Accessed on 31 May 2013.

156 See The Finnish Business and Policy Forum EVA's “Women to the top - recommendations,” dated 24 September 2007, available at http:/www.
eva.fi/wp-content/uploads/files/2156_Toimenpidesuositukset_english.pdf. Accessed on 31 May 2013,
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Women form a significant part of the workforce in India and yet, like other Asian countries, their representation

in executive positions in the corporate sector, especially at the boardroom level, is abysmal. Despite a growing

consciousness on gender equality, this issue has yet to catch the public eye in India. There is very little political
or social discourse on providing impetus to women’s participation in corporate governance and the issue is not
a priority item on the national governance agenda.

Studies suggest that the number of women on corporate boards in India is around 5.3 percent.! Of the 1,112
directorships of companies listed on the Bombay Stock Exchange, a mere 59 are held by women.? Further, many
of them occupy their positions by virtue of their kinship, owing to the predominance of family-owned businesses
in India, and not by virtue of their professional capabilities. Therefore, these women directors have little say in

the shaping of the board’s decision making or in the management of the company.

The reasons for this disparity are manifold, but they predominantly revolve around cultural perceptions and social
norms prevalent in India. Women have historically been associated with the roles of domiciliary support while men
are the bread winners. With time, these gender roles have subtly evolved into stereotypes, resulting in clear prejudice
against women looking to rise up the corporate ladder. Gender disparity in boardrooms is also, to a large extent,
attributable to the current sex ratio and the low female literacy rate,® both of which have their roots in the stereotypical
perception of women in Indian society. These gender roles also account for women losing out mid-career due to
marital and maternal obligations. The perceptions and norms do hot merely impact the mindset of the society at
large, but also have a trickle-down effect on institutions that are relatively insulated from them. For instance, most
multinational companies bringing international practices to India face challenges due to the small pool of talented
women candidates to choose from for boardroom and senior managerial positions.

While this ‘glass ceiling effect’ seems like a global phenomenon, the rigid cultural perceptions and social norms
in the Indian society make this more of an impediment here than elsewhere.

Constitutional and Legal Framework

The Indian Constitution has been more progressive in the treatment of women than many other national constitutions,
including providing an equal right to vote for women long before the right was available in some developed countries.
it also enshrines principles of gender equality and makes it incumbent on the State to adopt affirmative measures

to ensure equality of status and opportunity of women. Ever since the adoption of the Indian Constitution, the Indian
government has taken various measures toward empowering women and providing impetus to the representation

of women in public life. These measures include a quota for women in local governing bodies, legislative reform

of the personal laws, etc.

India has also demonstrated its earnestness in fulfilling its international obligations regarding women’s rights. India
was one of the first countries to sign the Convention on Eliminating All Forms of Discrimination Against Women (known
as CEDAW), following which a number of policy and legislative reforms have been adopted by the government for the
emancipation of women. However, the implementation of these policy and legislative measures continues to remain

a challenge. In pursuit of its obligations under CEDAW, the government is currently considering enacting an exhaustive
legislation providing for remedy, redressal, and penal action against discriminatory practices.*

1 GMI Ratings’ 2013 Women on Boards Survey available at http:/www.fortefoundation.org/site/DocServer/GMIRatings_WOB_042013.
pdf?docID=19201.

2  Standard Chartered Bank: Women on Corporate Boards in India available at http:/www.communitybusiness.org/images/cb/publications/2010/
WOB_India.pdf

3 Sex ratio in India in accordance with Census of India, 2011 is 943 females for every 1000 males and the female literacy rate is around 55.97%
avallable at http://www.censusindia.gov.in/2011census/hlo/PCA_Highlights/pca_highlights_file/India/5Figures_at_glance.pdf.

4 Combined second and third periodic report of india on CEDAW available at http://daccess-dds-ny.un.org/doc/UNDOC/GEN/N05/572/16/PDF/
N0557216.pdf?OpenElement.
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With a male dominated workplace and increasing numbers of women joining the workforce, workplace sexual
harassment has emerged as a major problem encountered by women in India. The Supreme Court of India took note
of this issue as early as 1997, when a landmark judgment® laid down the policy to be adopted by employers to combat
this issue. However, the directions of the Supreme Court received an apathetic response from employers, including
the public sector enterprises, and the level of compliance with these guidelines was disappointing. In view of the
growing demand from civil society organizations and social media for detailed legislation on the subject, the Indian
Parliament recently passed the Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal)
Act, 2013. The legislation seeks to prevent and redress grievances pertaining to sexual harassment in the workplace.
Despite the fact that the introduction of the legislation has received criticism from various quarters for being too little
and too late, it is definitely a positive step that will go a long way in improving work conditions and ensuring a safe
and healthy work environment for women,

With the view to reform various provisions of the existing law, especially relating to corporate governance,

the lower house of the Indian Parliament has recently passed the Companies Bill, 2012 (Companies Bill) and

it is soon expected to become law. As part of the measures to improve corporate governance, a provision regarding
mandatory appointment of women directors was introduced in the Companies Bill. The provision requires certain
prescribed classes of companies (which are yet to be identified by the government) to have at least one woman director
on their board of directors, While the Parliamentary Standing Committee on Finance expressed its concern regarding
practicality of the provision, especially due to the limited talent pool, the Securities and Exchange Board of India

(the Indian capital markets regulator) has lauded the government’s effort in introducing a quota for women on corporate
boards. The government’s response has so far been progressive and the government has made it clear that provisions
such as these "will make the companies more alive to giving salience to the female gender in the realm of corporate
governance.”® While it remains to be seen what classes of companies are brought within the ambit of this provision,

it is expected that the majority of listed companies will be covered. A possible challenge then would be to identify

a sufficient number of women capable of occupying boardroom positions allocated for women directors.

Apart from the proposed provisions in the Companies Bill, there is hardly any requirement under the Indian regulatory
framework providing impetus to the participation of women in corporate governance. However, certain measures

in the current law, such as the restriction on the number of boards an individual can be appointed to, go a long way
in attracting a fresh talent pool, thus providing greater access and opportunity for women directors.

i

Conclusion

Recent cases of sexual violence against women have provoked nationwide protests and have prompted the
government to introduce legislative and policy reforms on a spectrum of issues relating to the safety of women,
especially in the work environment. However, the implementation and enforcement of these reforms continue
to be the primary challenge in improving the living and working conditions of women in the society.

In the Indian context, quotas for women in employment appear to be the most effective way to overcome the cultural
and social barriers. While the mandatory quota for women on corporate boards will compel corporate houses to look
out for potential women candidates for their boardroom positions, it is imperative that they realize the need to harness
the economic productivity of women and ensure that implementation of the policy is not reduced to mere lip service.

In spite of a strong glass celling effect, in recent years, India has seen considerable growth in the emergence of women
entrepreneurs. According to a study by EMI Partners International, 11 percent of large Indian corporations hae women
CEOs as compared to 3 percent in Fortune 500 companies in the US.” Statistics in the emerging sectors, such as
banking and finance, have been particularly remarkable presumably because of the stable and favorable working
conditions for women offered by these sectors. Success stories of women occupying top positions in the corporate
sector will certainly inspire women seeking to break the glass ceiling and reach the apex of the corporate pyramid.

~

5  Vishaka v. State of Rajasthan AIR 1997 SC 3011

6  Parliamentary Standing Committee Report on Companies Bill, 2011 available at http://www.taxmann.com/TaxmannFlashes/flashst29-6-12_
CPT_3.htm7aa=.

7 EMA Partners International, Gender Splits available at http://www.ema-partners.com/articles/gender-split
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In 1951, a mere three years after the establishment of the State of Israel, the Israeli Parliament (the “Knesset”) enacted
the Women’s Equal Rights Law whose mission was to ensure full and complete equality between men and women
and to uproot any legal discrimination against women.!

In 1988, the Equal Employment Opportunities Law was enacted, which prohibits employers from discriminating
between their employees or those seeking employment based on a number of characteristics, among which are
gender, sexual orientation, family status, pregnancy, and age.?

Government Companies

Although the issue of gender parity in general, and on corporate boards in particular, was not specifically addressed
in the above legislation, it has been the subject of public debate in Israel over the last two decades. In 1993,

an amendment to the Government Companies Law was adopted, which required that the board of directors

of a government company must have “adequate representation” of both genders and that, until such adequate
representation is reached, the government ministers will appoint, to the extent possible under the circumstances,
directors from the gender that is underrepresented.® A government company is defined as a company in which

the State holds more than 50% of the voting rights in the general assembly or has the right to appoint more than half
of the directors. Each government company is under the responsibility of a specific minister and under the supervision
of the Government Companies Authority (GCA).

While “adequate representation” was not defined in the 1993 amendment, a 2007 government resolution clarified that
adequate representation means 50% (the “Resolution”).* It further stated that if the appointing minister demonstrated
to the satisfaction of the GCA and the Authority for the Advancement of the Status of Women (the “Authority”) that

no suitable woman was identified to serve as a director of a government company following an active search, then

the GCA can approve the appointment of a man to the position even though women comprise less than 50% of the
directors on the board of that company. The Authority, which was established in 1998 as part of the Prime Minister’s
Office, was set up to advance the status of women in Israel, to promote gender parity, and to coordinate between
governmental and non-governmental bodies acting to promote the status of women. Among other things, the Authority
assists the ministers in locating suitable women candidates to serve as directors of government companies.

According to a procedure formulated by the GCA and the Authority in July 2007, when reviewing the questionnaire
of a candidate for a director’s position in a government company, the GCA review committee needs to check the
percentage of women on the relevant board. If such percentage is below 50%, then the GCA review committee
must draw the minister’s attention to that fact and to the legal requirement, and must delay review of the candidate
application until either the minister puts forward another candidate from the opposite gender or the minister provides
a written statement to the satisfaction of the GCA and the Authority as to why a candidate from the other gender
cannot be put forward.

Based on a report prepared by the Knesset’s research and information center (the “Report”y, since passage of the
1993 amendment to the Government Companies Law, there has been a sharp increase in the representation of women

1 Women's Equal Rights Law 5711-1951,

Equal Employment Opportunity Act 5748-1988, Section 2.
Government Companies Law 5735-1975, Section 18A.
Government Resolution No. 1362 dated March 11, 2007.
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on the boards of government companies (as a percentage of total directors), from 7% in 1993, to 29% in 1997,
to 37.8% in 2000, and to 44% in 2010.

As of May 2010, 72% of the 106 government companies surveyed in the Report met the adequate representation
standard, and another 6% of the companies were about to meet the standard after completing pending appointment
procedures. Moreover, in nearly a quarter of the companies, there were more women directors than men. Of the
remaining companies, half were missing just one woman on the board to meet the legal requirement.

Clearly, the Resolution has had a positive impact on gender parity on the boards of government-held companies.

In addition, according to the Report, since the government resolution was passed, no minister has asked the Authority
to grant a waiver from the requirement to appoint a female director. The Report stated, however, that only 3 of the 36
government companies’ chairpersons were women, and that only two women were serving as CEOs of government
companies.

In April 2010, the Authority established a database of female candidates for director positions in government
companies, which is aimed to assist ministers, CEOs, and the Authority in locating suitable candidates.

Public Companies

Unlike government companies, there is no legal requirement in Israel for gender parity on the boards of public
companies, although the issue of diversity and inclusion has received heightened attention in recent years. However,
the Companies Law requires a public company to appoint at least two outside directors and, where all the board
members are of one gender, the appointed outside director must be of the opposite gender.® Outside directors are
appointed by the general assembly, and it is required that at least a majority of the disinterested shareholders attending
the meeting vote in their favor of, and no more than 2% of the total number of disinterested shareholders vote against,
their appointment.

There have been recent, unsuccessful efforts to address this disparity. In 2010, a legislative proposal was submitted
that sought to require public companies to provide adequate gender representation on their boards in accordance
with the Norwegian mode! (generally, between 40-50% depending on the size of the board). However, that proposal
did not win the endorsement of the government.

According to the Report, quoting information provided by the Israeli Securities Authority, in April 2010 approximately
82% of public companies that are registered only in Israel have at least one woman director, with 42% of public
companies having up to 19% of their directors women. In 25% of public companies, women comprise 20-29% of their
directors, and in 156% of public companies women represent more than 30% of the directors (although in only 4% of
public companies did women comprise at least half of the directors). The Report notes that 16.9% of directors in public
companies are women, a slight increase from 15.7% in 2007. Of those female directors, 41% were outside directors
(compared to 21% amongst men). In most public companies where there are outside female directors, there are no
other women on the board.

The Tel Aviv 100 Public Companies

A 2013 report by Catalyst, which is published annually, provided information on the representation of women én the
boards and in management of the 100 largest publicly listed companies on the Tel Aviv Stock Exchange (the “Tel Aviv
100")." According to that report, only 3% of the companies have a woman as chairperson of the board (compared

1o 5% in the previous year) and just 7.9% of the CEOs were women (a significant increase compared to 4.5% in 2011).
Overall, women comprised 16.6% of the total number of board members, a very slight increase over the 168.5% in the

previous year.
-~

6  The Companies Law 5759-1999, Section 239(d)

7 Catalyst Israel, Leading Women in Business: The 2012 Israeli Census Report for Women Representation in the Tel Aviv 100 Index (March 2013)
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Of the Tel Aviv 100, 85% of the companies had at least one woman in management (compared to 82% in 2011),
and in one-third of the Tel Aviv 100 women comprise at least a quarter of the management. There was at least one
woman director in 91% of the boards of the Tel Aviv 100. The number of boards where at least two women serve
as directors remained essentially the same — 31% in 2012 compared to 32% in 2011,

While there was a decrease of 77 seats in the overall number of directors in the Tel Aviv 100, only 12 of those seats
were occupied by women. The report further noted that 36% of the women serving as directors act as outside
directors compared to 20% of the men, which may be a result of the above-mentioned legislation relating to outside
directors. The report noted that Israel ranked 4™ in the world in terms of the representation of women on boards

of public companies, behind Norway, Sweden, and Finland, all of which have specific legislation mandating the
representation of women on boards of public companies.

Private Companies

No legislation has yet been approved for privately-owned companies with respect to gender representation on their
board of directors.

Enforcement

In terms of enforcing the legal requirements of female representation on boards of public companies, a March 2011
amendment to the Companies Law entitles the Israeli Securities Authority to impose a financial sanction on a public
company that has not appointed an outside director of the other gender in accordance with the legal requirement
stated above.?

In addition, legal proceedings can also be initiated by individuals or organizations to compel government companies
or the State to comply with the above-stated legal requirements. Such was the case in 1994, before the adoption of
the Resolution, when the Supreme Court of Israel, sitting as the High Court of Justice, ordered the annulment of the
appointment of three male directors to the board of a government company in which no women were represented.’

Conclusion

Over the past two decades, there has been remarkable progress in the representation of women on boards of public
companies, and government companies in particular, in Israel. This is the result not only of legislation and regulations,
but also of advocacy by various non-governmental organizations, which resulted in the issue receiving heightened
scrutiny and profile in media coverage. While there is still considerable improvement to be achieved, it is important

to note, as stated by the Catalyst report, that Israel is ranked 4* in the world in terms of the representation of women
on boards, indicating the great strides that have already been made.

8  The Companies Law, Section 363A(b)(11)
9  H.C. 453/94 Shdulat Nashim v. the State of Israel, 48 (5) P.D. 501
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Legislative Efforts

The right to equality was proclaimed in Spain in 1978 with the enactment of the Spanish Constitution. Specifically,
Article 14 of the Spanish Constitution states that “Spaniards are equal before the Law, thus no discrimination for
reasons of birth, race, sex, religion, opinion, or any other condition or circumstance may prevail.” The right to equality
under the Constitution expressly recognizes the inherent equality between women and men.

A number of regulations were enacted in order to implement the Constitutional mandate articulated in Article 14 with
regard to gender parity. Such regulations, although binding, proved to be ineffective, as parity in different areas,
especially in labor and business related areas, had not been achieved. Therefore, on March 22, 2007, the Spanish
Congress enacted Law 3/2007 on effective equality between women and men (the “Law on Equality”), with the intent
to unify these disparate regulations and to establish a single norm for equality and gender parity.

The Law on Equality incorporates into the Spanish regulation several European directives, including Directive 2002/73/
EC of the European Parliament and of the Council of 23 September 2002 and Gouncil Directive 2004/113/EC of 13
December 2004.

The Law on Equality introduces a provision for companies? to establish boards of directors with a “balanced presence”
of women and men. A balanced presence is defined, by the Law on Equality, as a maximum presence on a board
of each gender of 60 percent and a minimum presence of 40 percent.

Additionally, regional legislation in Spain, such as those in the Autonomous Regions of Galicia and Extremadura,
include provisions similar to those set forth in the Law on Equality. Galicia’s® legislation includes the obligation

that companies with a corporate address in that region must annually inform the regional administration of the
composition of their boards of directors. Upon review of such information, the administration will issue public or private
recommendations. The legislation of the Autonomous Region of Extremadura* mandates that regional administrations
that hold stakes in private companies must appoint members of their boards in accordance with the "balanced
presence” principle.

Companies have a period of eight years from March 24, 2007, the date when the Law on Equality entered into force,
to comply with the “balanced presence” legal requirement.

According to the 2013 study of women on boards of directors and decision-making bodies of Spanish companies
published by the Cesce Group (the “Cesce Report”), there have been tangible improvements as a resuit of the above
legislation. The Cesce Report found that women represented 29.02 percent of boards of directors and decision-making
bodies in 2012; however, this percentage has fallen to 25.94 percent in 2013. Further, the Cesce Report confirms that
companies lacking a female presence on their boards of directors are in sectors typically considered to be more male-
dominated, such as construction, energy production, and extraction industries. Additionally, according to the Cesce
Report, in companies with state ownership, the presence of women on boards has consistently increased from 25.30
percent in 2008, 30.75 percent in 2012, and 32.56 percent in 2013. An interesting trend noted in the Cesce Report is
that companies with more than 40 percent women on their boards of directors take on less credit than companies with

1 Ms. Garcfa Guijarro and Ms. Calvo Abril have updated the information contained in previous chapters, initially prepared by former attorneys at
Watson, Farley & Williams.

2 The provision only refers to companies whose assets are higher than Euro 11,400,000; whose net annual income exceeds Euro 22,800,000; and
whose average employee number is over 250.

3 Law 2/2007, of 28 March, on Law on Equality of employment for women.

4 Law 8/2011, of 23 March, on Law of Equality between women and men and against gender violence.



