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Trends in Focus and Priorities  
of Corporate Boards 

Corporate control and fiduciary 
activities: 
o CEO evaluation 
o Financial reports and auditors’ review 
o Annual general meeting 
o Compliance 
o Review of the last meetings’ protocol 

and directors’ work 
o Risk management and control 
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Value creation, shaping the future 

activities: 

o Strategy 

o CEO succession  

o Talent-quality review 

o Risk management 

 

o Reinvent the board 

 

HIGHLY DYNAMIC AND CHALLENGING ENVIRONMENT: 

Fierce global competition 

Economic uncertainty and complexity 

Disruptive technologies, digitization 

“New types of risk” (i.e. cyber risk) 

Regulatory demands 

Stakeholder expectations (e.g. diversity pressures) 
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Dealing With Challenges 

ENSURE THE RIGHT SKILLS: 

o Leadership skills 

o Gender/age/functional diversity 

o Industry experience  

o International experience 

o IT skills 

o Financial/legal background 

o Social capital 

o Accountability and Commitment 
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ENSURE EFFICIENT BOARD 

PROCESSES: 
o Creative thinking 

o Good discussions 

o Business understanding 

o Commitment and accountability 

o Exchange of information within the 

board, between directors and the CEO, 

between directors and  other 

stakeholders 

 

o Organizational and environmental changes require changes in board composition and 

often a reconsideration of board processes. 

 

o We want to select the  people that are (jointly) best able to fulfill board  tasks. 
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Are Boards Changing? 

o The increase in the Non-Danish nationals is probably also due to foreign women entering Danish 

boards.  

o DJØF reports that 17.4% of positions at the end of 2015 was held by women, while this percentage was 

only 9.6 in 2009 (random sample of firms with 200+employees); females held 23% of shareholder-

elected positions in OMX Copenhagen as of 2015 (Spencer Stuart  Nordic Board Index, 2015). 

o Only minor improvements are found when including smaller firms (50+employees). 
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Danish females among
shareholder-elected

Danish females among all
directors

Non-Danish nationals
among shareholder-

elected

Non-Danish nationals
among all directors

9,40% 
13,40% 

26,50% 

20,50% 
12,00% 

17,00% 

35,70% 

28,00% 

directors previously in place newly appointed directors

All Danish A/S 200+ employees, 2010-2012 
Source: Own calculations based on ERST/Danish statistics 
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Typical shareholder-elected Danish female director  

2002 and 2012 

o The picture is slightly different in smaller firms: in 2012 about 40% of female directors in 
smaller firms (i.e. 50+ employees) had family connections with other board members. 
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48 years 
 

3,20 (2) board  
positions  

 
About 20 % probability 

of holding a top  
position in other firms 

 
30 % likelihood of having 

a family connection on 
board 

 

49 years 
 

4,46 (3) board  
positions 

 
Nearly 60%  

probability of holding 
a top position 

  
20 % likelihood of having a 

 family connection on board 
 

~2 years of education  
  

 

2002 2012 (A/S 200+ employees)  
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Typical shareholder-elected Danish male director  

2002 and 2012 

o Newly hired Danish male directors are younger (e.g. 50 years for Danish males recruited 

during 2010-2012). 
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(A/S 200+ employees)  2002 2012 
52,5 years 

 
7,5 (5)board positions 

 
36% probability of  
 holding top level  
position in other  

firms 
 

4% likelihood of  
having a family  

connection on board 

53,4 years 
 

9,5 (6) board positions 
  

67% probability of 
holding top level  
position in other  

firms 
 

3% likelihood of  
having a family  

connection on board 
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Are Changes Sufficient? 
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Sub-optimal recruitment? 

Firms’ requirements for 
expertise, skills, knowledge 

and abilities 

Social processes, social 
capital and networks-

related biases  

Supply of  
qualified candidates 
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Are Changes Effective? 

 

o A newly appointed director cannot contribute if he/she is not fully integrated in 

the board. 

 

o Socially-situated agency:  

o directors’ behavior is found to be shaped through their interaction with other 

members of the elite, e.g. social distancing, social support, participation 

process mentoring, etc. 
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Are Changes Effective? 

o We find a (weak) positive correlation between female representation and corporate outcomes 

o Stronger correlation (ceteris-paribus) is found in countries with: 

o higher implementation of ethical practices (in companies) and  

o where national culture is more open to foreign ideas 

o A weaker correlation is found in more masculine cultures 
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142 studies on gender diversity and corporate outcome 

Sample description   

Coded Studies 142 

Studies on Gender diversity 85 

Countries covered 43 

Studies with 

…time-series data 75 

…with cross-section data 67 

Studies using 

…Cross Section Methods 101 

…Panel data (TS) Methods 41 

Observations 386 
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Conclusion 

With the increasingly changing environment, the firms’ ability to secure the necessary 

skills and expertise on board (also through timely board changes) is becoming a key factor 

of companies’ success. 

 

While corporate boards around the globe have been slowly changing, many challenges 

remain, such as: 

o What should be the criteria for recruiting diverse skills to the board?  

o How to satisfy the competing demands for diverse skills while, at the same time, ensure the 

maintenance of director characteristics and practices that have consistently worked in the 

past? 

o How to overcome path-dependency and biases in the directors’ selection, and make the 

market for directors more meritocratic?  

o How to ensure an effective incorporation of diverse skills in board work? 

o How to overcome certain deficiencies in the pool of candidates for these positions? 
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