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Dear Martin,  

 

Thank you for your letter of today’s date. You state: 

 

‘… an overwhelming majority of studies find a positive correlation between the two, which leads to the conclusion 
that positive results are to be expected if the share of women on boards increases.’ 

 
Even a child with the most rudimentary grasp of statistics would understand that studies 
showing correlation do not lead to the conclusion you claim. If there were any validity in that 
conclusion, causal links would have been found, and they haven’t been found. Some leading 
proponents of ‘improving’ gender diversity on boards no longer claim positive links exist. As an 
example, please see one of our attached blog posts. 
 
By way of contrast, we’ve publicised numerous studies demonstrating a strong link between 
‘improved’ gender diversity on boards – whether achieved through quotas or otherwise – and 
declines in corporate performance. Details of five such studies are attached. Could you please 
comment on these studies, and inform us of any equally robust studies of which you’re aware – 
not studies misrepresenting correlation as causation – showing that ‘improved’ gender diversity 
on boards results in enhanced corporate performance? We’re challenged dozens of organisations 
and hundreds of individuals to provide studies of this nature, and none have ever been provided. 
Thank you.    

 

Yours sincerely, 

 

 

 

 

 

Mike Buchanan 

CHIEF EXECUTIVE 



Blog post on http://c4mb.wordpress.com, July 20, 2012 

 

(The most relevant section with respect to this letter is in italics, on the next page.) 

 

A remarkable statement by a leading proponent of ‘improved’ 

gender diversity in the boardroom 
Regular readers of this blog will need no introduction to two of the leading British proponents 

of ‘improved’ gender diversity in boardrooms, Professor Susan Vinnicombe and Dr Ruth Sealy, 

respectively Director and Deputy Director of the Cranfield International Centre for Women 

Leaders (‘CICWL’). Professor Vinnicombe founded CICWL in 1999, and it wouldn’t be an 

exaggeration to say that these indefatigable ladies are leading lights in their movement globally.  

 

Who better, then, to stop the Campaign for Merit in Business in its tracks, by providing evidence 

for the long-claimed yet elusive causal link between ‘improved’ gender diversity in the 

boardroom, and enhanced corporate performance? Sadly, they have yet to provide such evidence 

to us. The reason has just become clear, and it is with particular interest that we have read the 

minutes of last Monday’s House of Lords sub-committee meeting on ‘Women on Boards’: 

 

120716 House of Lords sub-committee meeting minutes 

 

Much of the content will come as no surprise to people who follow this topic closely, and we 

may post a detailed critique of the report in the coming days. It seems to us from the minutes of 

the committee’s meetings that all 11 peers (three of them Conservatives) are supporters of 

‘improved’ gender diversity in boardrooms, and all the witnesses questioned have been likewise. 

Indeed, many of the latter have been professional proponents of ‘improved’ gender diversity. Not a 

single dissenting voice has been heard. If this is democracy, I’m an aubergine. I’m reminded of the 

December 2010 CBI report, ‘Room at the Top’, whose 14 co-signatories included 9 women, 

along with five men who were already on record as being supporters of ‘improved’ gender 

diversity on boards. 

 

The most interesting section of the minutes is possibly that between pages 4-7, questions 199-

201. For the time being we’d just like to bring to your attention Professor Vinnicombe’s 

response to a question put by Lord Fearn, which I’ve reproduced below. I’ve indented the key 

sentences. Our thanks to Professor Vinnicombe for her integrity in making these statements. We 

can only hope that others (Vince Cable and Lord Davies come to mind) start to display more 

honesty in this area. But let’s not hold our breath, because they’d be admitting what we have 

long known – there is no financial case for improving gender diversity in the boardroom. And without a 

financial case, what is left? Nothing more than left-wing conspiracy theories, fantasies, lies, 

delusions and myths. 

 

Lord Fearn: Is there a strong business case for improving the gender diversity of boards? If so, 

does it follow that there is also a strong business case for increased gender diversity on boards 

across the EU? 

 

http://c4mb.files.wordpress.com/2012/07/120716-house-of-lords-sub-committee-meeting-minutes.pdf


Professor Susan Vinnicombe: Yes. We believe that there is a very strong, compelling and 

comprehensive business case for gender diversity on boards, and it is a case which stands not 

only in the UK but across the EU and indeed globally. It sits on several broad platforms. 

 

One is talent management. In all the developing countries of the world, 60% of the graduates are 

now women. We have a tremendous number of women coming in at graduate level to our big 

corporates. So the fact that we are seeing so few women at the top on our corporate boards is a 

sheer waste of talent. Talent management would be our first point concerning the business case. 

 

Secondly, if corporates are to serve their markets well, it just makes sense that they need to be 

able to represent those markets. In many of the markets, women are the consumers, so it makes 

very good business sense to have women on the corporate boards of those companies. 

 

Thirdly, there has been quite a push in the past – indeed, we ourselves have engaged in such research – to look at 

the relationship between having women on corporate boards and financial performance. We do not subscribe to this 

research. We have shared it with chairmen and they do not think that it makes sense. We agree that it does not 

make sense. You cannot correlate two or three women on a massive corporate board with a return on investment, 

return on equity, turnover or profits. We have dropped such research in the past five years and I am pleased to say 

that Catalyst, which claims to have done a ground-breaking study on this in the US, officially dropped this line of 

argument last September. 

 

However, there are broader, non-financial performance indicators, such as corporate social 

responsibility, employee involvement, innovation, philanthropy and good communications, 

which have been seen to be connected to companies that have women on their boards. 

  



‘Improved’ gender diversity on boards leads to a decline in corporate performance: the evidence 

The predictable response of FTSE100 companies to the British government’s quota threat has 

been to take the lowest risk ‘solution’, appointing women as non-executive directors. In 2010 

13% of new FTSE100 board directors were women, in 2011 30%, while the latest data (March – 

August 2012) show a figure of 55%. In 2012 all the new female director appointments were as 

non-executives, all 18 new executive directors were men. We couldn’t ask for more compelling 

evidence that women are being appointed to FTSE100 boards on grounds other than merit. 

Norwegian publicly-listed companies adopted the same ‘solution’ to legislated quotas, and we 

know from a study published by the University of Michigan that quotas in Norway led to declines 

in corporate performance. This study, along with four others showing that ‘improving’ gender 

diversity on boards leads to declines in corporate performance, is cited below. The first three 

studies relate to the impact of the imposition of quotas on Norwegian publicly-listed companies. 

 

1. The Changing of the Boards: The Impact on Firm Valuation of Mandated Female 

Board Representation (2011) 

 

Professor Kenneth R. Ahern (University of Southern California, Marshall School of Business), 

Professor Amy K. Dittmar (University of Michigan, Stephen M. Ross School of Business).  

The paper’s full Abstract: 

  
In 2003, a new law required that 40 percent of Norwegian firms’ directors be women – at the 
time only nine percent of directors were women. We use the pre-quota cross-sectional variation 
in female board representation to instrument for exogenous changes to corporate boards 
following the quota. We find that the constraint imposed by the quota caused a significant drop 
in the stock price at the announcement of the law and a large decline in Tobin’s Q over the 
following years, consistent with the idea that firms choose boards to maximize value. The quota 
led to younger and less experienced boards, increases in leverage and acquisitions, and deterioration in operating 
performance, consistent with less capable boards [my emphasis]. 

 

Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1364470 

 

2. Governance and Politics: Regulating Independence and Diversity in the Board Room 

(2010) 

 

Professor Øyvind Bøhren (Norwegian School of Management), Professor R Øystein Strøm 

(Oslo University). The paper’s full Abstract: 

 

This paper analyses the economic rationale for board regulation in place and for introducing 
new regulation in the future. We relate the value of the firm to the use of employee directors, 
board independence, directors with multiple seats, and to gender diversity. Our evidence shows 
that the firm creates more value for its owners when the board has no employee directors, when 
its directors have strong links to other boards, and when gender diversity is low [my emphasis]. We 
find no relationship between firm performance and board independence. These characteristics 
of value-creating boards support neither popular opinion nor the current politics of corporate 
governance.  

 

Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 

 

http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=434608
http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=434608
http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=389130
http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=1596018
http://papers.ssrn.com/sol3/cf_dev/AbsByAuth.cfm?per_id=1596018


3. A Female Style in Corporate Leadership? Evidence from Quotas (2011) 

 

Professor David A Matsa (Northwestern University, Kellogg School of Management), Professor 

Amalia R Miller (University of Virginia). The paper’s full Abstract: 

 

This paper studies the impact of gender quotas for corporate board seats on corporate policy 
decisions. We examine the introduction of Norway’s 2006 quota, comparing affected firms to 
other Scandinavian companies, public and private, that were unaffected by the rule. Based on 
differences-in-differences and triple-difference models, we find that firms affected by the quota 
undertook fewer workforce reductions than comparison firms, increasing relative labor costs 
and employment levels and reducing short-term profits [my emphasis]. The effects are strongest 
among firms that had no female board members before the quota was introduced and present 
even for boards with older and more experienced members. The boards appear to be affecting 
corporate strategy in part by selecting like-minded executives. 

 

Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1636047 

 

4. Women in the Boardroom and Their Impact on Governance and Performance (2008) 

 

Professor Daniel Ferreira (London School of Economics), Renée B. Adams (University of New 

South Wales). The paper’s full Abstract: 

       

We show that female directors have a significant impact on board inputs and firm outcomes. In 
a sample of US firms, we find that female directors have better attendance records than male 
directors, male directors have fewer attendance problems the more gender-diverse the board is, 
and women are more likely to join monitoring committees. These results suggest that gender-
diverse boards allocate more effort to monitoring. Accordingly, we find that CEO turnover is 
more sensitive to stock performance and directors receive more equity-based compensation in 
firms with more gender-diverse boards. However, the average effect of gender diversity on firm 
performance is negative [my emphasis]. This negative effect is driven by companies with fewer 
takeover defences. Our results suggest that mandating gender quotas for directors can reduce 
firm value for well-governed firms.  

 

Link to this paper: http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1733385 

 

5. Executive board composition and bank risk taking (2012) 

(Deutsche Bundesbank Discussion Paper, 03/2012) 

 

Professor Allen N. Berger (University of South Carolina, Wharton Financial Institutions Center 

and Tilburg University), Thomas Kick (Deutsche Bundesbank), Professor Klaus Schaeck 

(Bangor University). The researchers studied German banks over 1994-2010. The paper’s full 

Abstract: 

 

Little is known about how socio-economic characteristics of executive teams affect corporate 
governance in banking. Exploiting a unique dataset, we show how age, gender, and education 
composition of executive teams affect risk taking of financial institutions. First, we establish that 
age, gender, and education jointly affect the variability of bank performance. Second, we use 
difference-in-difference estimations that focus exclusively on mandatory executive retirements 
and find that younger executive teams increase risk taking, as do board changes that result in a higher 

http://papers.ssrn.com/sol3/papers.cfm?abstract_id=1636047


proportion of female executives [my emphasis]. In contrast, if board changes increase the 
representation of executives holding Ph.D. degrees, risk taking declines.     

 

Link to this paper: 

 
http://www.bundesbank.de/Redaktion/EN/Downloads/Publications/Discussion_Paper_1/2012/2012_03_06_dk

p_03.pdf?__blob=publicationFile 

 

 


