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Preface

Launching Your Career (LYCar) is the last course at Hotelschool The Hague that students complete
before finalizing their bachelor. The Company Project Report (CPR) is next to the Career Portfolio
and managerial internship the main deliverable within the scope of the course. Through applying the
Design-Based Research (DBR) cycle, students learn to find an evidence-based solution to a relevant
and current problem. By following the steps of Problem Definition, Analysis& Diagnosis, Solution
Design, Implementation and Evaluation the students add value to the industry and advise the client in

a real-life project context.

This project has been commissioned by Sassen Research& Consultancy and supervised by Ms Rachael

Govender and Mr PhD Praneschen Govender.

In context of increasing impact and importance of ESG on business, the aim of this research is to
identify how a task-diverse board set up can impact board- and company performance, ultimately
leading to competitive advantage. After defining and describing the problem from different angles by
means of Main and Sub- Research Questions, literature is being consulted and reviewed. After
outlining the methodology, the collection and analysis of primary data was performed. Its implications
combined with the literature findings are concluded to form an actionable solution. An implementation

and evaluation plan ensure success and aid in measuring the impact of the created solution.

The final outcome of the research will be of use to Sassen Research& Consulting by creating a
foundation to advise boards of companies on a diverse board set up that supports present and future
company performance. The research will be presented and distributed to all remaining stakeholders

and integrated into the Hotelschool The Hague research database, adding value to the ecosystem.

Thank you very much for taking the time to read through this Company Project, I will remain at

disposal for any questions and concerns as well as the future development of this research

Luca Lang
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Executive Summary

ESG becoming a more and more prominent topic in the business environment, the impact of
Governance is often overseen. Corporate Governance determines a company s ability to capitalize on
opportunities and mitigate threats. The most influential factor of Corporate Governance is the board
which advises, monitors, and makes policies. The performance towards fulfilling those responsibilities
is directly linked to the board’s decision making process and efficiency. This leads to the Main

Research Question and Sub-Research questions:

Huow di the needs of a
How car prove wormpany chimge regindinge
smber chamncte

ny Wle vy

Sub-Research (Question 2
How can o diverse board sec-up improve the
hoard decision making process in the
financial services industry and therefore
company performance?

/ Main Research Question \\

Sub-Research Quextion 3

/

Hiw can the of buanrd
Hi s bolurd performance

diversity oo perfomuince be
nf]ency
mensuted!?

Nt Research Question 1 Sub-Research Question 4

In an aim to gain a deeper understanding and answer the research questions, literature diving into the
topics of board-set up, diversity, company life cycle and ESG scoring was reviewed. Followed by a
qualitative data-collection encompassing semi-structured interviews with experts such as consultants,
academia, current and past board members, its findings were collated, leading to conclusions on the
research questions: Occupation-, network- and market-diversity can enhance the board-decision
making process by providing and combining a multitude of perspectives. A maximum of resources,
skills and knowledge increase the ability to identify and capitalize on new business opportunities
alongside foreseeing and overcoming obstacles.

To translate all findings into a practical solution benefiting the stakeholders involved, a 6-month
consulting-plan was created. It involves 5 stages of assessing, interpreting, and improving a board’s
set-up in regard to characteristics serving it’s individual situation. An implementation plan influenced
by multiple Change Management methodologies will ensure successful implementation of the solution
and maximize long-term impact. Evaluation through before-and-after assessment and focus groups
will help the researcher and executer gain insight into strengths and weaknesses of the practices and

provide opportunity for incremental improvement.
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1. Introduction

ESG - determinant of future company success

“From 30 June 2026 large companies operating in the EU will have to ensure a share of 40% [...]
women among non-executive directors” (Rankin, 2022). This and other regulations put on the
economy show that next to an increasing bank of cyber security and privacy regulations,
Environmental, Social and Governance (ESG) issues are taking center stage (Deloitte Insights, 2021)
(Schiavone et al., 2021). The two most distributed issues across industries are Corporate Governance
and Human Capital (Sustainalytics, 2021) (MSCI, 2022). The Non-Financial Reporting Directive
(NFRD) currently obliges public-interest companies with more than 500 employees to disclose
information about environmental and social matters alongside “diversity on company boards”
(European Commission, 2022). In April 2021 this got extended through the Corporate Sustainability
Reporting Directive (CSRD), which extends those requirements to all large and listed companies
(ibid). Those new rules on disclosure and taxonomy will increase compliance risk (Laidlaw, 2021).
Additionally, these changes will influence how and in which sectors capital will be allocated. Investors
will consider whether a particular asset fits within the taxonomy or ESG strategy and what
stakeholders and shareholders think (Schiavone et al., 2021).

Boards - the navigator of Corporate Governance

Managing the new risks stated above by building necessary knowledge, understanding and skills is
putting companies under performance pressure. When not addressed, social stigma is quick to arise,
resulting in restricting the talent pool and interfering with successful attraction and retention of quality
employees (Raluca-Ioana and Tiliuta, 2021). Therefore, proper decision-making abilities are required
in order to fulfill the responsibility of navigating potential future shocks (O Reilly and Eckenrode,
2021). Corporate Governance, executed through the board design, controls the future of a company by
making effective decisions and placing an internal system of practices, controls and procedures to steer
(Henisz et al., 2019) (Hindasah and Harsono, 2021). This leverages the importance of Governance
since it directly influences ESG risk rating scores as one of three factors, and concomitantly shapes
company performance. Consequently, a deeper look into the set-up of a company s board and its
impact on performance becomes relevant (Zulkafli et al., 2020) (Bolourian et al., 2021) (Ning et al.,
2022).

A distinction needs to be made between one-tier and two-tier boards. In the US, companies are
commonly found to have a one-tier board which encapsulates both managerial and supervisory
functions (Block and Gerstner, 2016). In contrast, European companies may choose between a one-
and two-tier system or are obliged to a one-tier system (Belot et al., 2014) . The two tier system
employs a management-board and a supervisory board (Bohing, 2011). Whilst the management board
is involved in the company objectives and measurement-implementation, the supervisory board
monitors those decisions “on behalf of other parties” (Block and Gerstner, 2016). For scoping-reasons,

this paper will mainly focus on the setup of the management board. So, if not stated otherwise, the
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researcher will use the term “board” in the following referring to the management board, if not stated

otherwise.

Board diversity - a performance mediator

In its function of supervisory, advisory and policy provision, the boards success is mediated by various
aspects, just as board independence and heterogeneity (Bhatia and Gulati, 2021) (Zulkafli et al., 2020).
The board set-up needs to match the company’s needs to support the achievement of goals and act in
the best interest of shareholders and other stakeholders (Ozdemir et al., 2021) (Kanakriyah, 2021).
Diversity can be classified into relation-oriented (gender and age) and task-oriented (tenure and
expertise) when looking to optimize the board’s constellation according to the firm’s situational needs
(Aggarwal et al., 2019) (Jebran et al., 2020). Furthermore, the topic of diversity is gaining significant
power over a company’s reputation according to the level of attention paid to this matter (Value
Reporting Foundation, 2022) (ESG The Report, 2022). No specific definition for the complex concept
of diversity embroils measurement, goal setting and research consensus (Kanakriyah, 2021)
(Aggarwal et al., 2019) (Tasheva and Hillman, 2019). However, it is an accepted suggestion that a
variety of capabilities and diversity in terms of a heterogenous board positively impact corporate
performance through a multiplicity of viewpoints, functional expertise and great range of perspectives.
This leads to new solutions for problems faced by the companies, better oversight on corporate
investment activities helping to minimize suboptimal investments, overall lower risk and better
performance (Kanakriyah, 2021) (Ozdemir et al., 2021).

Problem Statement

The public eye as well as governmental ESG regulations will increasingly put pressure on corporations
to deal with ESG issues and provide transparency about organizational practices. Companies need to
know how and to which extent efforts regarding Corporate Governance actually influence
performance. A lack of diversity in perspectives, resources and expertise hinders boards in fulfilling
their supervisory, advisory and policy making role. In consequence of the board not catering to the

specific needs of the firm, company performance and competitive advantage are negatively affected.

How can o diverse board see-up improve the
bouird decision mulking process in the
finbncial services industry and therefore
company performance?
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2. Literature Review
2.1 ESG risk rating

ESG risk ratings directed by the exposure of a company to material issues and the management of this
exposure suggest that having a clear understanding of the specific issues that are material help firms
focus their time, energy and resources on the most impactful issues (PwC, 2022) (Sustainalytics,
2022). Creating a comparable rating across industries, the ESG Risk Ratings measure to which extend
a company’s economic value is at risk due to unmanaged ESG factors (Sustainalytics, 2022). It
comprises of a quantitative score describing the volume of unmanaged risk and a resulting risk
category (negligible, low, medium, high, severe). Issues are considered relevant to the rating if its
presence or absence is likely to influence the decision-making of a reasonable investor and therefore
have a potentially substantial impact on the financial risk- and return profile and consequently the
value of a company. The three building blocks of the ESG risk rating are Corporate Governance,
material ESG issues and idiosyncratic ESG issues.

Exhibit 1: The three building blocks of the ESG Risk Ratings

|
HE B B B
Corporate Governance
H B BN

(Sustainalytics, 2022)

Poor Corporate Governance considerably entails material risk for companies, hence unmanaged
Corporate Governance risk contributes on average 20% to the unmanaged risk score of a company
(Refer to Appendix 1 for description of material and idiosyncratic ESG issues). The risk rating score is
calculated through “the sum of the individual material ESG issues” unmanaged risk scores” as
illustrated below (ibid).
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Exhibit 2: ESG risk rating- scoring structure

Exposure

Manageable Risk

(Sustainalytics, 2022)

This illustrates how specific issues are to companies and industries which makes it hard to draw
general conclusions on the importance of matters. However, the company board sits not only on top of
all Corporate Governance issues, but overarches everything that happens within a company, also
regarding decisions and policies regarding social and environmental matters. This repeatedly
highlights the importance of putting focus on supporting boards in their decision-making process,

since this will have a leveraged effect on all business areas.

2.2 Resource dependency theory- board size and
independence

Alongside the agency theory, resource dependency theory is the most supported board perspective
interpreting its purpose and the importance of its set-up (Hillman et al., 2009) (Zahra and Pearce,
1989) (Johnson et al., 1996). It proposes that organizations are not autonomous but constrained by its
network and interdependence with other organizations. Therefore, the aim of a firm should always be
to minimize its dependencies; The board is one of the crucial means to do so (Pfeffer and Salancikk,
1978). Furthermore, the theory discusses the following as roles that effective boards should fulfill:

- advice& counsel

- legitimacy

- access to resources

- channels of communication
(ibid) (Hillman et al., 2009). This adds to the idea that boards carry responsibility of policymaking,
supervision, and monitoring by highlighting the importance of the network board members bring to a
firm. Primarily adding linkage to the environment, this implicates that the larger the board, the more
resources, knowledge and skills are being added by the directors (Bhatia and Gulati, 2021).
Eventually, this gain in resources helps companies to minimize dependency (Pfeffer and Salancikk,
1978). However, it should be considered at which point the disadvantages outweigh the advantages of

a large-numbered team in terms of effectiveness and efficiency in decision-making.
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Board size

Pfeffer finds that board size relates to the firm’s environmental needs as a dynamic response to the
change in conditions of the external environment (Hillman et al., 2009). The greater the need of a
company for effective external linkages, the larger the board should be (Bhatia and Gulati, 2021).
Especially in times of uncertainty, a large board can bring more information to the board and help
decrease volatility (Dalton et al., 1999). However, beyond seven or eight people, efficiency in
decision-making decreases. Too many board members can also result in slower and lower-quality
decision making through social loafing and herd preference phenomena (Yan et al., 2021) (refer to
Appendix 2 for explanation). In an odd-numbered board, the opinions of other even-numbered
directors balance each other on average. This leads to higher-quality decision-making and

effectiveness in maximizing shareholder wealth and boosting company performance (Yan et al., 2021).

Inside vs Outside directors

To optimize the diversity of perspectives across the board, Pfeffer and Salancikk suggest that the
proportion of inside directors should be lower the larger the corporation and the higher the proportion
of debt to increase relation to the firms environment (Soni, 2014). Especially in regulated industries,
more inside directors are advantageous due to their relevant experience (Luoma and Goodstein, 1999).
The expertise and resources brought to the board by those directors can then be classified as business
experts, support specialists and community influential (Hillman et al., 2009). This classification can
help identify the needs of a company when choosing for a new board member and setting priorities of
which competencies and resources are needed to support the company in its current and future
development. Prestige power and investor’s reputation can leverage the value of the company s
network, assisting with attraction of the most capable board members when setting up a board with
favorable balance in power with a high ratio of outside directors (Lynall et al., 2003). Successful
attraction of powerful community members supports firms in acquisition of critical resources from the
environment, gaining competitive advantage (Provan et al., 1980). Suggesting, that resource rich
directors should be the focus of board composition, Boyd argues that the type of directors brought on
board is crucial for maximizing the positive impact of so-called board interlocks, the number of other
directorships each director holds, when aiming to increase a company s interlinkages with its
environment (Boyd, 1990) (Hillman et al., 2009).

Advocating for as many members as possible, with as different expertise and network as possible and
as much outside knowledge as possible, the resource-dependency theory does not regard possible
restrictions that come with such a high level of diversity, such as time-efficiency and group dynamics.

Therefore, a different perspective should be considered when looking to optimize board set-ups.
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2.3 Agency theory

The central suggestion of the agency theory developed by Jensen and Meckling is that the different
interests of the ownership and management of a company create so-called agency problems, such as
decreased financial performance, and associated agency costs. Those can be mitigated through
enforcement of corporate governance, namely a non-executive board mediating the alignment of the
ownership and management priorities (Hindasah and Harsono, 2021) (Jensen and Meckling, 1976).
Management generally strives for current company value maximization whereas shareholders are
focused on the long-term economic health and value of the firm (Healy and Palepu, 2001). The
resulting conflict of interests decreases the valuation of the economic capital of the firm. The costs
incurred when mitigating and managing those conflicts are agency costs, categorizable in monitoring,
bonding and residual loss (Vitolla et al., 2020) (Appendix 3).

Board advisory to decrease agency costs

Corporate governance structure is executed through the board design and its effectiveness is
determined by its ability to decrease agency problems and costs (Hindasah and Harsono, 2021). Daily,
Dalton and Cannella conclude that instead of putting importance on directors’ willingness and ability
to control the executives, it is more productive to focus on the support and assistance directors provide
by bringing resources to the company and providing counsel for CEOs (Hillman et al., 2009) (Daily et
al., 2003). In agreement with the resource dependency theory, agency theory suggests that larger

boards can be more effective in achieving this due to a larger pool of expertise, opinion, and more

deliberation on decisions in contrast to a smaller one (Guping et al., 2020). However, it may also be

less effective due to higher agency costs induced by higher coordination and communication needs
(Yan et al., 2021). This balances out the strong opinion represented by the resource-dependency theory

by considering the possible downsides of ultimate diversity and amount of different perspectives.

Gender diversity and non-executives to decrease agency costs

Agency problems can be prevented by board gender diversity and a high ratio of non-executive and
independent directors. Non-executive directors are advantageous to the board performance assuming
they are less biased and independent (Guping et al., 2020). Having interest in promoting ethical
behavior on behalf of the shareholders, non-executive directors discourage unethical issues such as
fraud, improve relationships between managers and stakeholders. This results in improvement and
sustainability of financial and non-financial company performance. With their reputation being one of
their most valuable assets, non-executive directors are motivated to perform their duties diligently in
order to keep up their reputation which positively impacts their future in the labor market, portraying a
positive picture of their character, integrity and skills (ibid). Gender diverse boards are able to
decrease agency costs through women generally being less self-interested, having a strengthened sense
of responsibility and being more risk averse (Kanakriyah, 2021). This favors relationship building and
maintenance, protection of shareholder wealth and boosting financial performance through moderating

risky strategic decisions (Vitolla et al., 2020). Consequently, agency costs decrease and transparency
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of decision making increases alongside improved reputation of the company with different
stakeholders (Guping et al., 2020).

The agency theory perspective on boards highlights the mediating role of the directors to reduce
information asymmetry induced by different interests of owners and managers resulting in lower
agency costs and therefore a financially and non-financially stable business. The efficiency in
supervising the managers on behalf of the shareholders is dependent on the composition and qualities
of board members (Jensen and Meckling, 1976). Success measures can include Return on Assets
measuring a company s efficiency in generating earnings from its resources and Return on Equity
describing how efficiently the company handles the shareholders money contributed (Harjoto et al.,
2018) (Kanakriyah, 2021).

2.4 Diversity of board members

Why consider diversity? - homogeneous vs heterogeneous boards

In the short-term, homogeneous groups are more efficient at problem solving by avoiding the so-called
similarity-attraction paradigm describing individuals categorizing dissimilar others as outgroup
members. This can evoke communication difficulties, conflict and lower satisfaction through lower
cohesion (Treichler, 1995) (Zhu et al., 2014). Homogeneous teams work well together by virtue of
shared characteristics, increasing team cohesion and consequently performance (Horwitz and Horwitz,
2007). However, this categorization tendency is temporary. With more interaction, the different groups
become more familiar and exchange perspectives which decreases conflict (Ozdemir et al., 2021). This
implies that in the long-run, diverse groups perform better through a larger pool of perspectives and

alternatives generated (Treichler, 1995) (Hillman et al., 2007). Variety in director experiences,

demographic attributes and social networks lead to an increase in information, knowledge and

perspectives. This enhances the board’s information processing and decision-making (Zhu et al., 2014)
(Horwitz and Horwitz, 2007). Therefore, whether the focus of a firm lies on short-term or long-term
prosperity, a rather homogeneous or heterogeneous board set up is desirable (Jebran et al., 2020)
(Poletti-Hughes and Briano-Turrent, 2019).

How does diversity look like? - task-related vs relational diversity

Which aspects should be considered when looking to create a diverse board? Horwitz and Horwitz
found that task-related diversity (e.g. education, function, tenure) has a positive impact on team
effectiveness, whereas demographic, surface-level or relational diversity (e.g. ender, race, ethnicity,
nationality, age) does not (Horwitz and Horwitz, 2007) (Tasheva and Hillman, 2019). Within the
scope of this paper, task-oriented diversity is understood as cognitive diversity shaped by life
experiences and leading to different heuristics (Page, 2007) (Bell and Berry, 2007). Of course, they are
not mutually exclusive, since e.g., one’s heuristics are shaped by values which can be connected to
culture and race. A high level of relation-oriented diversity may bring a large pool of resources
through the inclusion of out-group experience and contacts, supporting the board’s advisory practices.

Regarding monitoring function, relation-oriented characteristics may improve the board’s risk taking

11
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propensity (Harjoto et al., 2018). Considering that the determination of appropriate levels of risk
depicts the core competency of a board succeeding in investment oversight, relation-oriented diversity
can be an aim after being evidenced as reducing firm risk (Treichler, 1995) (Ozdemir et al., 2021)
(Kanakriyah, 2021) (Bhatia and Gulati, 2021). However, relation-oriented diversity attributes and their
influence on group performance are statistical averages and not guaranteed. Different age, ethnicity
and gender groups may in general be more or less risk averse, but it may be more effective to strive
directly for the individual characteristic sought after (Harjoto et al., 2018). Cognitive diversity,
describing group members that think differently, is most effective in decreasing decision errors whilst
increasing task and process effectiveness (Kanakriyah, 2021). The pool of cognitive resources to
perform monitoring tasks increases through task-oriented diversity. Identifying each director’s
expertise and experience facilitates the group to infer about the underlying knowledge, skills and
abilities. This enables utilization of the member’s cognitive resources to process complex information,
thus enhancing the board decision-making process through increased problem-solving ability (Harjoto
et al., 2018).

2.5 The firm life cycle

Zahra and Peace were the first to suggest an influence of the firm life cycle stage on the importance of
the board’s role (Zahra and Pearce, 1989). The priorities of the board are path dependent due to the
dynamic nature of a company and its varying needs throughout a changing environment (Hillman et
al., 2009). With a plethora of models generated, many of them describe a variation of a firm emerging,
growing, maturing and declining (Habib and Hasan, 2019) (Martin, 2020) (Sundus, 2020) (Lynall et
al., 2003).

In the early stages and adolescence of a company where seed-funding might be of interest for
investors, management is mainly occupied with operational decisions and reaction to market feedback.
Little processes are in place and minimal planning and coordination is taking stage (Lynall et al.,
2003). Therefore, monitoring functions are less vital than resource provision and advice in this stage.
Due to high risk and uncertainty, a high degree of trust is necessary between the CEO and board,
wherethrough the board likely is to represent the CEO’s network (Hillman et al., 2009).

When sales and number of employees grow, coordination and communication gain importance whilst
levels in management multiply and jobs become more interrelated. Hence, more structure such as
procedures and rules are sought after in order to maintain efficiency of the business (Lynall et al.,
2003). Upon expansion, the strategic and controlling role of the board increases in relevance owed to
the company s newly gained focus on expansion. Supporting the resource dependency theory, board
members preferably expand the company s network and resources in aim to position the organization

in the investment community whilst diminishing uncertainties (Martin, 2020).

When maturing through successful processes and operations, the input of outside and independent

directors becomes more vital to the business development considering management still relies on
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established routines and mindsets (Bhatia and Gulati, 2021) (Martin, 2020). Here, greater external
perspectives on the board support further expansion by moving away from day-to-day operations and
seeking linkages to the environment (Lynall et al., 2003). Having the lowest proportion of advisory
complement the highest proportion of monitoring directors, the organization can excel in governance
practices compared to its immature phase and focus on CSR practices (Sundus, 2020) (Dickinson,
2011). This supports the firm in differentiating itself from competitors, therethrough building customer

loyalty, attracting and retaining high quality employees (Sundus, 2020) (Habib and Hasan, 2019).

In the shake-out or decline of a company, the strategic advisory function is essential to enable a
renewal (Martin, 2020). A number of new perspectives is brought to the board by independent and

external directors to enable a successful recovery (Hillman et al., 2009)

2.6  Synthesis and conclusion

Corporate Governance is crucial for a company to put attention towards, since its set-up determines
ESG scores, company performance and reputation. Capturing the essence of agency and resource
dependency theory, the main purpose of a board should be reducing agency costs through effective
monitoring& controlling; Furthermore, providing linkage to the firm’s environment and a broad social
network to decrease company dependency. Success in fulfilling those roles is determined by the

appropriate board constellation, consequently leading to increased company performance.

The company s needs and resulting opportune director characteristics depend on the company path,
hence the firm’s stage in the life cycle needs to be taken into account when assessing the board’s
effectiveness. In early development, a trust-basis with the CEO and network resources to position are
of highest interest. When processes and operations are established, this is followed by the importance
of increased monitoring and more outside independents. In maturity and decline strategic advisory

from outside and independent directors become vital to the company’s development and recovery.

Diversity being controversially discussed regarding actual impact on company performance, it can be
concluded that only when the board team went through stages of group development (forming,
storming, norming, performing) the benefits can outweigh the efficiency-problems associated with
heterogeneity (Treichler, 1995). Task-oriented diversity s positive impact on company performance is
more agreed upon than relation-oriented diversity, however the two may not be mutually exclusive. In
the instance of aiming for a board with a reasonably balanced risk-taking approach, gender diversity

can be a more time-efficient measure than exploring an individual s characteristics.

In closing, the increase of diversity on boards is not only merely motivated by the competitive ESG
scoring system and pressure of the public eye, but hereby highlighted to be effective internally to
sustainably boost company financial and non-financial performance through supporting board
effectiveness.
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Where the literature on the impact of diversity on board performance is not conclusive, research on
task-related diversity especially regarding board set ups is still very new. Therefore, this paper aims to
add to the research by taking first steps to understanding how task-oriented diversity affects board

performance and will therefore not concentrate on relation-oriented diversity.
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3. Methodology

Data collection

This study aimed to investigate how a diverse board set-up can impact the board and company
performance, ultimately leading to competitive advantage. A qualitative approach was chosen to
gather in-depth insights into the complex relationship between diversity and company performance.
Additionally, underlying reasons and examples provided by practitioners helped to create a deeper
understanding of the situation. Semi-structured interviews were chosen as a data collection method.
This left space next to the general interview guideline to explore different components of the topic
according to the respondents answers, enabling in-depth exploration and understanding (Adams,
2015). To ensure alignment of purpose and design of the research, the interview guide was designed
(Appendix 4). Due to geographical dispersion, the interviews were held via videoconferencing to aim
for the closest resemblance of face-to-face interviews and increase time efficiency by eliminating
travel time.

The population consisted of consultants, board members and institutional investors. Non-probability
sampling was chosen for this research. More specifically, falling under the category of purposive
sampling, judgement sampling was performed to help chose “subjects who are most advantageously
placed or in the best position to provide the information required” (Sekaran and Bougie, 2016). The
sample included opinion leaders such as institutional investors who are knowledgeable and provided
experience-rich views on board set-up and its impact on company performance. With non-randomized
sampling, chances of biases affecting the research process are increasing, therefore, the interviewer
prioritized expertise relevance towards the research questions whilst selecting respondents in aim to
mitigate selection bias (Salmons, 2015). After 8 interviews, data saturation was reached, and the

researcher progressed with the analysis of the collected data

Data Analysis

The first step to exploring the results obtained through the data collection process was transcription of
the interviews held. This was done in a selective way, rather than verbatim in order to increase
readability (Azevedo et al., 2017). A primary systematic analysis of the content collected was done to
get a first understanding of the content collected and a first coding (Appendix 5). In the coding
process, a “to foresee” strategy was adapted, meaning the researcher prioritized data relevant to
answering the research questions (Saldafia, 2014). In a second round of coding, the codes of each
interview were compared, bundled and adjusted to create the final code and theme whilst ensuring that
no content of the interviews was overlooked (Adams, 2015) (Appendix 6). Relationships between
codes were identified and recorded by assigning codes and their corresponding ideas to the sub-
research questions (Galletta, 2013). Themes were then identified and ideas under codes centralized to
findings (Appendix 7).
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Limitations

The general nature of judgement sampling may disable the researcher from generalizing findings to
the entire population. However, the study will aim to investigate and determine characteristics that will
enable cross-case comparison and therefore increase general applicability to boards in various
situations (Yin, 2015). Non-anonymous interviews may leave space for biases such as social
desirability when answering certain questions. This will be mitigated through formulating non-
suggestive questions and handling the information obtained with integrity (Sekaran and Bougie, 2016).
Network restrictions and selection bias affected the geographical range of respondents selected
(Adams, 2015). To mitigate the impact of those biases, experts with possibly opposing views were
selected: board members, consultants, analysts, ESG experts as well as Investment Analysts. In
general, qualitative data analysis is victim to the personal and subjective judgement of the researcher,
however this can also benefit to identify underlying relevant ideas that might add to the research (Yin,
2015).

Addressing Ethical Issues

The interviews will be conducted undersigned Data Consent protecting the research participants. The
content of the research will be shared upfront with the respondents in form of an overview over the
asked questions highlighting that the participation on the research project is voluntary and the
participant may withdraw at any time without obligation to explanation. The complete data collected
will be stored on the researcher’s hard drive and only excerpts relevant to the research will be included
in the final Company Project Report. All information shared is of confidential nature and will be

treated accordingly.
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4. Findings
Interconnection
Upon analysis of the collected data, high interrelation between the codes and findings were identified
and visualized in a flow diagram (Appendix 7). This will make answering the research questions and
design of a solution equally harder and easier; Different variables of a board’s set-up will have a
positive effect on each other when improved, however it is also hard to identify which steps should be

taken first to improve a board’s set up and therefore increase its performance.
Full transcripts of all interviews as well as an overview over the codes can be found in Appendix 5.

ESG - Corporate Governance RQ2  RQ4

ESG is a future problem, that most boards are aware off, but lack the tools to start working on it, since
“expertise on ESG is quite scarce” (3). Even though companies acknowledge the importance of the
matter, strategies and reporting is often not yet in place and therefore the first step ESG consultants
make in the process of supporting companies on their ESG journey (2). Creating a broad base of
companies with written commitment on what to “do differently tomorrow in order to achieve a target
in 8 years” (3) will help construct a database of “concrete examples” (3) on the impact of ESG strategy

building.

A lack of uneven disclosure and data gaps toughen the ability to perform ESG cross- company
comparison and benchmarking (1) (Sustainalytics, 2021). The smaller the company and the earlier the
stage of strategy creation and reporting, the more qualitative rather than quantitative company data is
available to analyze (2). This often diminishes the value of aiming to “score each company and [...]

compare them to each other” (ibid). Therefore, comparison should happen company-internal rather

than seeking external benchmarking.

Beyond that, another company-intrinsic motivation factor to regard ESG issues is the investor’s
perspective. Showing that your Governance structures enable capitalization on opportunities as well as
stretching a safety net for adversity and challenges translates into an optimized risk score and company
valuation: “I want to have proper company, or at least a high probability that the management or the
whole company can react adequately to new challenges and new risks. [...] That’s what good

governance means” (8).

Role of the board RQ1  ROQ4

To assess a boards performance, its role needs to be defined first. Through supervisory, advisory and
policy making actions, the board’s agenda is to create and ensure long-term value of the company (3,
5, 6, 7). Through removing personal agendas, the board members should act in the interest of the
company goals and “now prepare the results for 5 years from now” (7). A positive example for this
can be the decision-making heuristics of family businesses, whose highest priority always remains
long-term business vitality: “they are willing to take a short-term lower profit in order to create long
term value” (3). Problems occur when board members are not concerned with the company’s goals
and therefore are not “engaged” (6) in the board discussions to push forward.
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Something to be careful about is board members tendencies to fall into executive actions rather than
staying in their advisory and supervisory role: “There's sometimes big issues that board members or
boards believe that they run the company, they don't” (7). Through sharing relevant experience, the
board members specific expertise should be available in a rather ad hoc manner, creating a “lower
threshold to bubble things up to the board” (2) and seek counsel (7).

Characteristics needed RQ3

Resulting from the role of the board to be available in a rather ad hoc manner, it is apparent that this is
more so possible in young and small companies. Especially in early-stage Ventures the board is
focused on its advisory role through high approachability by the Management team (2). Either the
investors themselves or senior employees of the investment firm are on the board to support the
business through their network: “it's not like a quarterly: tell me how it's going, it's: Hey this
relationship didn't go anywhere, is there someone else you can introduce me to?” (ibid). Capitalizing
on the board member networks in the company’s interest is restricted to the overlap in networks of the
board members (4) (5) (6) (8). Often, new roles are filled through connections of the board chair or

other board members (ibid).

One of the most crucial traits for a board member to possess is “to see opportunities” (7), stay fresh
and innovative (4) (5). When the board members are aware of the core business of the company but
have the ability to think beyond the limits of that, new business areas can be identified. An example
for this is introducing sleep programs in the insurance business, since “If someone sleeps badly today,
maybe they have psychic problems? If you analyze that, then you recognize the people who are on the
way to burnout” (7). This prevents higher potential future costs for the insurance company as well as
strengthens the relationship with clients through communicating their purpose of “We want to be there
for people when they're healthy, help keep them healthy, and when they get sick, what can we do to
help them get better?” (ibid). Family businesses are generally very good in keeping the entrepreneurial
spirit and open mind to new opportunities also throughout later stages of the company and along
generations: “family-owned companies are also characterized by the fact that there's so entrepreneurial
they just try new things. Just start doing things and that's that part of their success as well.” (3). This
enables them to continuously think outside the box, identify new business areas and stay innovative by

capitalizing on developments such as digitalization and ESG (ibid).

A characteristic playing into the supervisory role of boards, is to hold each other accountable. By
removing personal politics within the team and holding each other accountable to the boards purpose
and tasks, the board members prevent deviation from the company’s goals (5) (7). Therethrough,
inefficient behaviors and bottlenecks within the team can be identified and corrected as fast as
possible. In Venture boards, this is practiced by having junior employees as board observers without a
vote in discussions. This does not only help this person to gain insight and experience regarding board

practices, but also holding the board members accountable by expressing their opinion (2).
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A last and obvious skill that is sought after in board members, is ESG expertise. In line with the above
identified future relevance of the ESG topics, also within people that qualify for becoming a board
member ESG expertise is “quite scarce” (3). People with relevant experience and knowledge could
help accelerate the process of boards and companies to implement ESG related changes and make
adaptions to the company strategy (7).

Factors holding board performance back RO 1 S B
Throughout the data collection process, it was found that many problems in boards stem from the
same destructive patterns, which are experienced in many boards independent from their stage in the

company life cycle, industry and size.

The first and most prominent one is the often-found Ego of board members. Through many years of
industry experience and success, often the sight of board members can be narrowed to their expertise
(5). This can limit their acceptance of different views and make the board members less open to new
approaches and overall momentum (4). This brings up the struggle of finding a balance of having
members with a relevant amount of experience in crucial business areas but touchpoints with different
fields to maintain openness towards different perspectives. Therefore, one should look for relevant
knowledge when filling board positions regarding risk management and compliance whereas positions
regarding the overall business strategy and HR can be balanced with people from other industries to

keep pushing the board’s envelope (4).

Egocentric behavior and thinking patterns can lead to board members becoming comfortable and

passive (1) (4) (5) (6) (7). This is often induced by not being held accountable, already being in a

certain position for a long time, feeling detached from the business and its interest as well as only
associating with people of similar views and opinions (ibid). Therefore, “positive tension” (6) is
crucial to develop within a board dynamic to prevent passiveness and simultaneously maintain
constructive conflict. This detachment from the companies interests and pushing other agendas comes
when people are placed into board positions because of networks instead of having relevant experience
to help with the company’s development. For example, in Germany it is still common practice that
politicians sit on company s boards whilst not having relevant experience or business understanding
®).

Group dynamics B0l RO EGS

A rather unexpected finding in such a highly professional and business-oriented environment that a
board represents, was that the intragroup dynamics have a significant impact on the board’s
performance. It was identified by experts such as consultants as well as board chairs and members

representative of practitioners that many concerns of boards come down to relationships.

A big part of business decisions and discussions take place outside of the official board meetings (5)

(6); The state of the company comes up as a topic during a lunch or coffee and CEO’s are not being
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appointed after applying but after getting noticed in the network of one or multiple board members and
asked to come on board (6). One board member therefore described the board meetings as follows:
“The board meetings should be more validation in a certain way” (6). This implies the difficulty in
keeping the decisions of boards professional, since outside of official meetings, the environment is
harder to control and personal as well as company interests might get mixed. A possible solution to
this is transparency about outside meetings to keep communication going within the board and
towards the chair in order to maintain trust (5). Because with trust comes collaboration and

therethrough high quality decisions can be achieved (6).

Chair RQ 1 RQ2
Connected to the importance of group dynamics stated above is the importance of the board’s
chairman. Independent from the interview questions, consultants equally to board members pointed

out the importance of the chairman’s qualities within the interviews (2) (5) (6) (7).

Especially the role of steering the just discussed group dynamics is a challenge to be faced by the
chairman. Establishing trust and an environment where everyone feels respected and safe to voice their
opinion will lead to a decrease in politics which often hinder open expression of deviating perspectives
(6). Open and frank communication about the board matters and own opinions enable a constructive
discussion and need to be steered by a person with good communication skills and ability to bring
together the different communication styles of the individual members. It is not necessarily only on the
board members to align their communication styles, but the chairman should be able to manage and
bring them together (5) (6).

Summarizing, next to an overview over compliance, the chair is responsible for prioritizing the
fostering of intra-team relationships next to the relationship with the Management team whilst keeping
the company goals in mind and maintaining integrity and momentum for the progression towards them
(5) (7) (8). Resulting from this trust, the chairman can encourage positive friction within the team to
foster constructive discussion where different perspectives are being expressed, taken into account and
merged into a decision taking a step towards the company s goals.

Efficiency ROuY SO

Already being touched on in the paragraphs above, it can be suggested that the board’s efficiency is
connected to the group dynamics, chair performance and more. Moreover, it was found that efficiency
is related to and tends to decrease with company size, regulation, maturity and group politics (4) (5)
(6) (8). Also those factors are interrelated, for example increased board size increases the likelihood of
personal politics which then leads to a milder expression of views and opinions due to a fear of
friction. This decrease in transparency and honesty negatively affects the quality and speed of the
board’s decision making process (ibid). Therefore, a board set up should always be aim to mitigate

those factors in favor of efficiency.

Frequency of change




dy
HOTELSCHOOL
THE HAGUE

Hospitality Business School

Although very specific to the individual company s situation, the majority of interviewees have stated
that the regular 2-6 year rhythm of changing board members seems to be an agreeable average. The
longer the time a member is onboard, the more consistency and therefore efficiency can be created,
and long-term focus can be encouraged (3) (6). However, the risk for a loss in momentum and
innovation is also higher (6). Small companies might require more frequent change due to them
reaching different stages more quickly and for larger corporations it might make sense to stay longer

due to decreased speed of change (5) (7).

Diversity el S

The above stated challenges to desired board performance can be mitigated by including different
forms of diversity in the board’s set up. 7 out of 8 interviewees agreed that task-related diversity,
meaning relevant skills and knowledge to the company s goals are to be sought after in board
members; “It should be diverse but with a focus towards the needs of your company in order to move
forward that to support your vision” (5). This implies that even though boards are mostly not actively
seeking the discomfort of onboarding different people, they are aware of the benefits it brings (4) (5)
(7). Aiming for inclusion of board members with connections to the newer generations of consumers
and workers can help connect to those generations through deep understanding (5). The same applies
to expansion into new markets and building new skills as a business: “We have to be more proactive in
selling products. Banks are not good at selling” (4). Aiming to fill a team with people one might not
agree with due to differences in perspectives, skills, opinion, communication style and knowledge will
lead to constructive discussions outside the box bringing the company forward (3) (7) (8). Maximizing
the chances of discovering differences and mitigating personal network and therefore selection bias

can be external recruiters (7). Through “fishing in different ponds” (7), the envelope of the chair and

company can be pushed in aim to make steps towards long-term company vitality.
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5. Discussion

The data collection process confirmed the in the literature identified importance of Corporate
Governance within the ESG framework and the impact of the boards decision-making process on all
business areas, including ESG scoring (Sustainalytics, 2022) (1) (2) (3). Additionally, the interviews
revealed how scarce ESG expertise still is in general and within board members (3). Building on the
specificity of ESG matters to companies found by creating an understanding of the ESG scoring
structure, the data collected took this even further; ESG matters and their weight in priorities of a
business are so situational that one should not immediately aim to compare their business to others in
terms of ESG performance, but reflect inward: Where is the company at regarding setting up a strategy
and goals regarding ESG? After building a solid foundation of collection qualitative data and
transforming them into measurable goals, one can start focusing on quantitative data reporting,
analysis, and benchmarking (1) (2).

Regarding the role of the board, the core ideas of literature and findings are aligned; alongside
policymaking, supervision and advisory functions the network a board brings is of high importance to
the company (Hillman et al., 2009) (Zahra and Pearce, 1989) (Johnson et al., 1996) (2) (5) (7) (8).
Especially the idea of the agency theory that advisory functions should be prioritized over monitoring
was highlighted again during interviews, regarding the idolized function of young boards, where there
is a “lower threshold to bubble things up to the board” (2) and seek counsel which should be strived
after also in larger boards of more mature companies to increase approachability and momentum (7).
However, the interviews opposed the views of the resource dependency theory that the more board
members the better due to always expanding network and expertise. This does not take
communication- and other bottlenecks into consideration, where the interviews showed that the board
should aim to be as small as possible but as big as needed to comply to regulations to keep decision-

making efficient.

Moving to the setup of the board, the interviews showed more so the importance of group dynamics
within the team and therefore characteristics needed to support them. In the literature desired board
member characteristics were only found in relation to fulfilling the desired overarching board function.
Surprisingly, the interviews revealed how much personal agenda and egocentric thinking and behavior
patterns are holding back the integrity for the company interests (1) (4) (5) (6) (7). Often it is not the
characteristics and expertise per se that are lacking, but the right skills to capitalize on them. Here, a
new factor was discovered as well; The importance of the chairman creating an environment for
constructive conflict through his communication and relationship building skills (5) (7) (8). Through
him ensuring momentum towards the company goals whilst fostering intra-team relationships, the
board members do not necessarily have to have the same communication style but can be steered and
managed by the chairman.

Moreover, the literature and interviewees agree on the fact that it is not always advantageous to strive

for as many outside members as possible, just for the sake of bringing outside perspectives into play.
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Where the literature states that there should be a lower ratio of inside directors the larger the
corporation and the higher the proportion of debt, interviewees detached it from the company size
(Soni, 2014). It was more so found that insiders should be placed in positions such as risk and
compliance whilst outsiders are of advantage in the future-focused positions (4) (5) (7). Regarding
diversity within the board members, where the literature still identified possible advantages of gender
diversity, most interviewees valued the approach of “the real diversity” (5) in terms of company-
relevant expertise and skills over surface level diversity such as gender diversity (Kanakriyah, 2021)
(Vitolla et al., 2020).
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6. Conclusions

The board performance is primarily linked to the quality of decisions
since they impact and steer the company s future. A board’s actions
today determine its success in 5 and more years from now. However,
when assessing the quality of decisions made by the board, the
efficiency should be taken into consideration; There is a trade-off
between the ease of coming to decisions and their quality achieved
through thorough discussion.

This is where the chairman comes in: It is in the chairman”s
responsibility to create an environment where different opinions are
voiced, discussed and brought together to conclude the best possible
decisions for the company’s future prosperity. This honest discourse
can only happen when trust is established within the team by
fostering the relationships whilst maintaining professionality and
integrity towards the company interest. The chair brings everyone
together, manages different communication styles and opinions on
the team whilst embracing and encouraging them. A chair with those
qualities will enable and navigate discussions leading to value-
creating decisions.

Diversity can improve Corporate Governance by enabling the board
to push its own and the company’s envelope. When board members
with company relevant knowledge and skills from different networks,
industries and experience come together, the chances for identifying
new potential and opportunities increase. Not only the company s
future will be more promising, but also present problems can be
relativized or handled more efficiently (7). The diversity of people
from one network is restricted by the similarity-attraction paradigm,
wherethrough external recruiters or consciously seeking differences
can help to “fish in different ponds” (7). The above-mentioned
constructive discussions can only take place when significantly
different opinions and views are being combined, rather than already
agreeing people giving each other confirmation. Because boards tend
to “not push hard enough” (5), seeking as much task-related diversity
in board members as possible can help the board to get out of its
comfort zone and adapt new dynamics through inducing “positive
tension” (6).

Where young businesses develop faster and might require more
frequent board member changes on the advised 2-6 year spectrum, it
is beneficial for larger companies to keep board members on the
longer end due to longer implementation and decision cycles. In early
company stages, ad hoc approachability and counsel should be the
main focus of the board alongside a solid trust basis with the CEO
and management team. This dynamic should ideally be carried over
to later business stages, even though more structure and monitoring
functions are required. The more complex and regulated businesses
are, the more important are insiders with industry expertise on risk
and compliance. This should however not take away a board”s strive
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to stay fresh, innovative and approachable. Along the company life
cycle and in different business situations, it should remain the biggest
focus to continuously get outside advice and perspective through the
board members. This will continuously enable “thinking outside the
box” and unleashing the company s future potential by identifying
opportunities and mitigating threats.

The biggest challenge to this integrity towards the company interest
are the personal egos of the board members. A lack of open
mindedness towards new and different opinions and approaches
hinders constructive conflict and induces a lack of active listening
skills. Therefore, the efficiency and quality of decisions made by the
board decrease. Intra-accountability within the board through the
chair but also individual members is crucial to mitigate those risks.
When constantly keeping each other to the company s interest and
role as board members, potential bottlenecks and egocentric behavior
patterns can be identified and dealt with in an ad hoc manner. This
makes awareness and integrity of the company needs a prerequisite
for a board to function as desired and proposed.

Even though not the most satisfying conclusion, it was found that
initial steps in the ESG space should not include benchmarking and
quantitative measurement. Even though this can and should be an end
goal to strive for, many companies still need to start with the
foundations of understanding their business ESG material issues,
develop and communicate a strategy and goals. This will often and
initially be based on rather qualitative than quantitative data due to

data and measurement gaps.

However, internally and on a more qualitative basis businesses can
assess their decision-making efficiency and quality as a result of a
more diverse board set up as well as their hiring power. Being
proactive in ESG issues especially at board level can have an effect
of showing lead by example and therefore making one a more
attractive employer. This can especially be helpful in industries with

skilled-staff shortage and a competitive employment market.

Main Research Question

Occupation-, network- and market-diversity can enhance the board-
decision making process by providing and combining a multitude of
perspectives. A maximum of resources, skills and knowledge
increase the ability to identify and capitalize on new business

opportunities alongside foreseeing and overcoming obstacles.
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7. Solution Design

After considering the theoretical implications of the research, a practical solution for the industry is
sought after to build on the insights attained and translate them into action. From the research, the
barriers discovered fell within the set-up of the board. Even though acknowledging the benefits a task-
diverse set-up brings, many boards are not seeking the own discomfort of onboarding from as far away

from their own network as possible (8).

To address this problem, a board-level consultancy plan to assess and improve the board set-up
according to the company s needs was developed. As an independent source of information and
advice, a consultant as an outsider can provide more detailed scrutiny of management- and board-
provided information as individual board members or the chair might be able and willing to perform
(Werther et al., 1995). Even tough board members might be honest and open in their communication
about what there is to improve, an independent consultant will have an unbiased view on the company
and board situation. The responsibility to identify and report the board’s weaknesses, potential and
need for change whilst disregarding possible politics will therefore act as a catalyst to initiate
incremental board development and provide the company with the tools to self-dependently foster
continuous improvement (Slack et al., 2013) (Nave, 2002). To capitalize on those advantages, the
consultant needs access to confidential company information and handle them with appropriate
discretion and integrity (Werther et al., 1995).

A consulting plan was designed according to the core principles of change management, in order to
maximize the chances of successful implementation. A 6-month consulting plan including 5 stages
will create an understanding of the company situation and board requirements, assess, and evaluate the
board-setup and introduce steps to improve in integrity towards the shareholder’s and company’s
needs:
1. Observation/ initial assessment
Assessment

Analysis

2
3
4. Training& personal development plan for board members
5

Evaluation

ROADMAP

Month 1 m UETHTESS Month4 « Month5 Month 6

1 Ohservition

Plan s 3  Assessment #&; Training and Development

In the first stage, the consultant will observe the board movements, meetings and members in their

behaviors whilst getting to know the company in-depth. Alongside conversations with the Board chair
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and Management team about the company situation, observations will help create an unbiased analysis
of the company (Brissett et al., 2020) (for the template of step one, please refer to App. 12). A
template was created for an external analysis according to the Porter’s Five Forces model to create a
deep understanding of the industry and its developments as well as a framework for an internal
analysis. Those insights will be then combined into a final SWOT table creating a holistic view on the

environment in which the board is acting (Rice, 2022).

The second stage will translate the findings of the theoretical research implications into practice. A 3-
part board assessment form encompassing Board Administrative, Board Diversity and Board Member
Competence data creates an in-depth understanding of the board set-up, dynamics and efficiency
(Appendix 10). In the first part about General Administrative information, key data about the board
member positions, responsibilities and contracts as well as meetings is collected. The second part
sheds light on the board composition itself through assessing the ratio between inside and outside
board members, the team’s occupation diversity, market diversity and network diversity (An, 2022).
Hereby, concise explanation and context are given on the variables to support the consultant in
understanding the implications of the research on the board set-up. See an impression on the form

below and refer to Appendix 10 for all forms:




2. Board diversity
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Variable/
measurement

Company/ Board Status

Desired/ recommended

Ratio inside vs
outside directors
Active in the
company s industry
within the last 3
years

(An, 2022)

() members outside
() members inside
(/) ratio outside/ inside

Chairman { joutside ( )inside

Look back to positions and who
they are filled with

Generally, aim for 80/20 — 60/40:
= “Business maintenance”

positions (e.g.,
complianced risk)
Present oriented
nside
“Business innovation/
development™ positions
Future oriented
outside

Chairman: inside

In regulated industries:
- Compliance/Law inside
Entrepreneurial! Growth:
=  Experts in main
business/ growth areas
Maturity/ Decline:
= Innovation position
from outside industry

Occupation
diversity

For each board
member:

- Industry for
majority of
career
Industry last
3 years
before
Jjoining the
board

{An, 2022)

Based on above parameters:
current challenges/ goals of
company
=  Innovation needed:
special focus on
outside/ related industry
knowledge to innovate
Internal problems to
solve:
Focus on insider
industry expertise
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In the third form, the individual board member’s competences regarding firm-specific knowledge,

general business& functional knowledge, board process knowledge, relational knowledge, competence

related to personality, negotiation skills& integrity, accountability, approachability and ESG expertise
are assessed (Huse, 2007). For an in-depth understanding of competences related to personality,
creative thinking (Karwowski and Kaufman, 2017) (Oliveira et al., 2009), analytical thinking
(Groothoff et al., 2008), critical thinking (Butler, 2012), energy mobilizing abilities, egocentrism
(Frankenberger, 2000) (Scheier and Carver, 1985) (Enright et al., 1980) (Davis, 1983) (Davis, 1994)
and growth mindset (Dweck, 2016) (Rammstedt et al., 2022) (Dweck et al., 1995) are assessed to

understand the interpersonal relations and intra-team dynamics.

In the third stage, the consultant will analyze the findings of the assessment and set it into the in step 1
found context of the board to identify strengths and weaknesses within the set-up of the board. In this
step, a “template” for which characteristics are to be prioritized among board members throughout the
different stages is provided (Haney and Daly, 2014) (Appendix 9). Encapsulating the whole research
story will present the research findings in an accessible and comprehensive way (Veitch et al., 2020).
Here through, the consultant will discover gaps between the desired and current situation of the board

and move on to step 4.

In step 4 the found gaps in board member characteristics are filled. Being company and situation
specific, this can vary from advising the chair on a board-member change or replacement to training
and development for individual members (Im et al., 2015). The consultant decides, whether the
deficits to treat lie at knowledge, interpersonal/personality skills, or overall board diversity.
Accordingly, a training/ change plan will be created and executed. For possible scenarios, please refer
to App 12.

In step 5, the Change Management and Research cycle is concluded by measuring and evaluating the

impact of the interventions. Please refer to Chapter 9 for a detailed description.
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8. Implementation

In awareness of “many change initiatives fail[ing] to deliver” (Oakland and Tanner, 2007), in aim for
successful implementation, execution and impact of the consulting plan change management theories
have been taken into account to shape the implementation process mapping. Hereby an integrated
approach has been taken, combining the ideas of the Change Management toolkit of the University of
St Bath, the Procsi ADKAR model, and the Kotter 8 steps (University of Bath, 2022b) (University of
Bath, 2022a) (Prosci Inc, 2022) (Kotter Inc., 2021).

ROADMAP

Month 1 m I ESS Month4  Month5  Month 6

7; Dbsarvation
Consultancy -

Plan stage : Assessmant & Training and Dovelopmant

Implementation EDSerminiuraced for cuange #: Change suategy
5: Managing the change process

Plan stage # Change-case
Amvelopment
3 Communicating
the change

The first step described by the St Barth framework is “Determining the need for change” (University
of Bath, 2022b). This phase is covered by the first two steps of the consulting plan, where through a
business and board analysis, the consultant gains a deep understanding of where in the board set-up is
aneed for change and why. This will create a sense of urgency and awareness for change (Prosci Inc,
2022) (Kotter Inc., 2021). In this stage, the consultant is preparing clear communication towards the

stakeholders involved in the change, which will be involved from step 3 onwards.

The third phase of the consulting plan covers the second stage of St Barth’s toolkit where a case for
change is created that includes opportunities and risks. In this step, through the analysis of assessments
the scope of the change can be estimated (University of Bath, 2022b). The change management plan
will be created, including the vision for the change, description of the guiding coalition and roadmap

in preparation for the communication and introduction to the board members (Kotter, 2022).

Moving on to “communicating the vision for change” (University of Bath, 2022a), the board members
will be informed about the change vision and roadmap in a focus group setting (Massey, 2011). Here
through, the members will not only feel the urgency and desire for the change, but feel engaged and
empowered to participate by contributing their ideas to the change plan (McKinsey, 2016).
Intentionally, this will happen before the creation of the final plan and start of implementation to
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facilitate feedback implementation and increase the sense of ownership for the change (University of
Bath, 2022c).

In step four, the clear strategy and plan for change are created (ibid). The created trainings,
development plans etc will be concisely assigned to a timeframe and roadmap. It is clearly defined
why and how the changes will improve the board situation for each intervention. This will “foster
understanding and conviction” (McKinsey, 2016) and create short-term wins along the way (Kotter,
1995). With conclusion of this stage, a successful implementation will be fully prepared and as many

barriers diminishing success as possible will be removed (Kotter, 2022).

The last step described by St Barth as “managing the change process” (University of Bath, 2022c)
encompasses full execution of the change plan. Being the most time intensive stage, it will provide the
board members with the Knowledge and Ability to why and how the changes will contribute
positively to the board performance (Prosci Inc, 2022). Close guidance, monitoring and reporting of
the consultant in this stage will be crucial to keep accountability towards the plan ensure successful
implementation (University of Bath, 2022c).

The last step of the consultancy plan, evaluation, will aim for internalizing and reinforcing change
(Kotter Inc., 2021). Measurement of actual impact will prevent the guiding coalition to declare
“victory too soon” (Kotter, 1995). The board members giving feedback on their personal experience
with the interventions will strengthen the sense of ownership over the change. In combination with
celebrating achievements in improvement of the board efficiency, this will create positive association

with the change process and reinforce it (Cameron and Green, 2019).
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9. Evaluation

As already elaborated above, the main source of evaluation will be a before and after assessment as
well as focus groups (Barends and Rousseau, 2018). For the before and after assessment, all the
previous assessment are performed again after 8-12 months. This will show, to which extent the
interventions have impacted the board set-up. The results will be discussed in focus-groups with the
board members to gain insight on their experience (McKinsey, 2016). Even though group-conformity
bias will be a limiting factor, this method was chosen over individual interviews with the board
members to strengthen the group bond and engage the board as a whole into the change process
(Barends and Rousseau, 2018). Achievements can be celebrated and opportunities for further
improvement discovered (Prosci Inc, 2022). Furthermore, the focus groups will provide further
feedback on the intervention-quality and enable the consultant to make incremental improvements on

the consultancy practices and handle client-satisfaction.

10. Stakeholders & Dissemination

The solution and implementation will cover all stakeholder groups differently:

Sassen Consulting

The research commissioner will be the executive of the consultancy plan and therefore receive the
Company Project Report as in-depth background knowledge on the why and how of the plan. The
encompassing materials visualizing the theoretical research implications will provide another means to
look back at a compressed version of the research. The researcher will remain in close contact with the
commissioner to update the materials for future use.

Institutional Investors

Institutional investors that contributed to the research will be provided with the supporting materials
(visual presentation of the research findings) via e-mail and if desired a 20min virtual meeting will be
hosted where the results of the research and action points are being explained in-depth by the
researcher. This will enable the investors to make more informed investment decisions by assessing

the set-up of company’s boards and its impact on ESG and overall firm performance.

Publicly listed companies

Multiple channels will reach publicly listed companies. Through either consulting practices of Sassen
Consulting or information provided by institutional investors, companies may already get in touch
with the research findings through the supporting materials. However, to make a conscious effort
towards providing the research findings with as many companies as possible, a LinkedIn post will be
created embedding the background and main outcomes of the study. This will enable a large spread of

companies and individuals to be exposed to the research findings.
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11. Reflection& Recommendations

Reporting is shaped by regulators and their definition of diversity remains the main determinant of
company s measures and actions regarding ESG. This study aimed to shift the focus from the surface-
level and visible aspects of diversity to more sub-level nuances that make a team holistically diverse,
supporting a multitude of perspectives that lead to improved decision-making. Acknowledging the
importance of board behavior and the impact of task-diversity make a start to closing the research-gap
on the benefits of sub-level diversity. The qualitative research method heavily relies on the honesty

and expertise of interviewees. The solution implementation was given out of the researcher’s hands

and is dependent on the willingness of boards to employ the consultancy-services, decreasing the

potential reach and impact of the research on stakeholders. Quantitative data collection on board
member characteristics and observation of board-dynamics can validate the importance and impact of
particular competences in different contexts. Especially industry-specific investigation on board needs
and member characteristics can provide more specific guidance in optimizing a set-up. The long-term
impact of a task-diverse board set up is still to be monitored and evaluated. Additionally, closer
investigation of the relation between surface- and sublevel diversity could open up further

opportunities to optimize board capabilities and range of perspectives.
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Appendices
Appendix 1: ESG scoring structure

- Material ESG issues revolve around a topic or set of related topics, such as Human Capital,
assessed on a subindustry level. Those include concerns that will influence the value of a
company in a particular subindustry in a rather predictable manner based on the typical
business model and environment.

In contrast, Idiosyncratic ESG Issues are unrelated to the subindustry and mostly event-
driven black swans” that become Material issues specific to the company, not subindustry,
when passing the threshold of Category 4 or 5
The two dimensions Exposure and Management assess the extent to which a company is exposed to
the previously described material ESG risks and how well this exposure is managed. After
determining unmanaged risk as the difference between a company s exposure and its managed risk,
the final risk rating score is calculated through “the sum of the individual material ESG issues”

unmanaged risk scores” (Sustainalytics, 2022).

Appendix 2: Social Loafing, Herd Preference

Social Loafing refers to decreased effort contributed by an individual, inhibiting the ability to initiate
strategic action and resulting in a slower decision-making process (Dalton et al., 1999). Inefficiency
and low-quality of decision-making can also stem from herd preference, meaning that the directors”

opinions influence one another.

Appendix 3: Agency costs

- Monitoring costs are incurred by monitoring tools, such as incentives, preventing divergence
of interests
Bonding costs are those incited when preventing the agent from taking action against the
principal s interests

- Residual loss refers to the agent’s deviation from the welfare maximization goal

The total of those three costs represent the total agency costs (Vitolla et al., 2020).

Appendix 4: Interview Guidelines

Propositions:

1. Adequate corporate governance will not only have a direct positive impact on the governance
score of a firm, but indirectly influence Sustainability and Social scores through adjusted
company practices
Appropriate director turnover according to the company s state and needs positively
contributes to the company’s development
Long-term positive impact of diverse boards on company performance and development

outweigh the agency costs induced
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4. When directors possess strong communication and collaboration skills, group conflict and
cohesion problems can be mitigated whilst advantages of diverse perspectives& resources can
be utilized

Introduction
1. Thank interviewee for collaboration and help

Ask for permission to record

2
3. Short introduction about myself, background and purpose of research
4

Explain structure of the interview
o Duration: ca 45 minutes
o Background of interviewee
o Their perception of current importance of board diversity& justification
Main Body
5. Go through content of interview
o Get in-depth insights into
= background of interviewee
= ESG scoring
= diverse board set ups
o Semi-structured, thus be prepared to explore different angles than anticipated
Round-off
6. Summarize findings and invite interviewee to add any last points/perspectives
7. Ask for new contacts for possible further interviews
8. Offer to provide research findings once completed
9. Thank for taking the time
10. Greet goodbye

Appendix 5: Interview transcripts & Initial Coding

Trancript Interview 1:

Luca 0:00

Okay, great. So I also just send you the document with the questions. I don't know if you saw it
already, but then you can maybe if it's more convenient for you simultaneously look at the questions as
well. So maybe just for me to get like an understanding and maybe funnel the questions more down,
you can tell me a little bit more about what you actually do across all the years of your experience,
how your job has changed, and what you actually do with ESG?

Kellie 0:38
Hold on, let me open up your file. I'm going to close outlook just in case because sometimes the
connectivity gets not great if I have too many things open. So now I have your folder. Yep. So, do you

want background?
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Luca 1:15
Yes, so for background just maybe where you come from and what you're doing at the moment with
ESG.

Kellie 1:59

All right, my background is in terms of governance, and ESG. I started at a proxy advisory firm many,
many years ago. And so, I've covered the broad range of governance and ESG topics through the
shareholder voting perspective, primarily, but also company analysis. Prior to that, I was in corporate
finance. So, I married those two components. I've spent most of my career on data research and
advisory work, covering the broad range of topics. And that includes about eight and a half years at
EY, Senator Center for Board matters, as well as to about two years at NASDAQ. And I joined Capital
Group in January 2021.

Luca 2:56
Okay, and if you're, let's say your advisory actions is that more, let's say for EY or Capital Group for

the companies they acquire and work with, or for the group's board itself?

Kellie 3:14

It's primarily for the board of corporate issuers. And in various select cases, it's also for institutional

investors, including at the board level.

Luca 3:26

Okay. Oh, that's very interesting, because then it goes really more into what I'm also researching. So
what over the years, maybe you can give me a quick insight, how you feel like or how do you
experience that the ESG matters have changed and the importance of it? Because of course, it's getting
more and more attention, and which topics maybe you find yourself working on a daily basis the most
with because, of course, we hear, you know, especially us in university, it's a lot about sustainability.
But for example, the governance part often kind of falls under the table. So, can you maybe give me a

little bit of background about what you know what companies deal with in real life actually the most?

Kellie 4:20

Let me come to your question. You have a lot of questions there. Let me answer a couple. The first is
the biggest change that I've seen over the last 15 to 20 years is that ESG has become more rich in
terms of data use of data, use of benchmarking, it's become much more technical. It's always been very
multidisciplinary, so lots of different specializations and disciplines are part of that. It's always
covered a broad range of topics and one of the things I think is interesting about what you said is,
there's depending on where you start in ESG, what kind of role or what specialization area, you might
have this like this, this triangle, so we're from where I started it governance is at the top, and
everything falls under that. And that includes other governance practices, but environmental and social

considerations. So, for example, what a company does on climate is the responsibility of both the
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board and the senior executives, right? Diversity is responsibility of the board and senior executives.
So, everything comes from the top. If you start off in specialising in climate, climate math, climate
terminology, identification of footprints, then that's the top of the triangle. And then G, the governance
component is one of many different elements that you consider. And it's the governance of how a
company manages climate, as opposed to governance at the top, covering everything. So, it's a little bit
different. So, it's almost like your triangle start here. And then there's like other triangles below that, if

you were to diagram it.

Luca 6:34

Yeah, that's very interesting, because that's actually also one of the reasons why I went for the G for
governance in ESG. Because that was my train of thought: I was like, Well, yeah, of course, you have
sustainability and social aspects. But it all kind of starts with the board, right? It's the board's
responsibility. So however your company is set up, and how the decision making process of your
company is set up, that will affect everything else naturally, right? So, if for me, it also just makes

sense to start with, with the governance aspect there.

Kellie 7:10

If something good happens, it starts, the credit should be there, as well as the whole company. And if
something bad happens, certainly the responsibility goes there as well. About your question about
what areas or topics I focus on daily, I would say, daily changes all the time. But it really is
everything. One of the things? Actually, if I didn't answer an earlier question some more. One of the
things that's also changed over the years is that in connection with the increasing use of data, what I'm
saying is historically separate E S and G considerations are increasingly converging. So, some
examples would be traditionally compensation is a separate thing. You talk about TSR, connect that
with the payouts, bonus structure, timing. But increasingly, we're starting to see use of ESG metrics
and compensation. So that's one example of where the different pieces blend. Even within E and S, a
lot of people will group those together. There also is a mix and a blend. One of my favorite examples,
is the human right to clean water. Is that S? Or is that E? I think it's about 50-50 right? Because you
need two components to make that work. So that is a blend. There are increasing questions in Europe,
for example, about the auditor’s responsibility with respect to ESG related risks and assessments in
terms of how they're looking at companies. That's another blend that is historically different. So,
there's a lot of shifts that's happening. Now to go back to your question of what is my day to day job?
Like, what do I tend to focus on? It really is everything, whether it's board composition, or
compensation, various ESG considerations as well. It could be m&a it could be it's, it's, it feels like it's

everything, but it also feels like everything is interconnected and related.

Luca 9:33

Yeah, for sure. Okay, thank you very much for giving me a little bit more insight into that. And then
maybe, if we could go a little bit deeper into the board structure, because that is actually what I'm
researching about. And I can give you a short background of what my standpoint with the research is. I

started off with kind of board equality diversity that sort of topic and just wanted to read myself into it.
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And then I quickly found, which was inspired by my commissioner Mr. Sassen. Because he's very
good at asking why and why Okay, and why, but why do you hire women? Why should we hire
women, you know, like a typical male finance guy, but I think it's great to push the boundaries as well
and to force yourself to have have the proof there. And then I quickly realized as well, yeah, well, we
do, it seems like we want to hire more women, because of certain attributes they have. And so should
then the focus be on getting an equal spread of different beneficial characteristics into the board, rather
than just focusing on male or female, because you could get, of course, maybe, let's say you want to
hire a woman, because women are usually more risk averse, and to balance the risk taking in the
decision making process. But you could, you could have bad luck, right and catch up. That's really risk
taking and loves risk. So now, I kind of got to the stage of where I'm trying to figure out the perfect or
somewhat perfect board setup, in relation to the characteristics needed by the board members. And I
apply that to the company lifecycle, because of course, then you quickly very quickly come to the to
the challenge? Well, it depends, you know, every company needs something else in every kind of
situation. So, then I'm trying to apply to the company lifecycle to say, Okay, if a company's in this life
stage, then probably, you know, if you're just about just about to start up, then you're you probably
need board members that are maybe closer to the CEO, because they represent a lot of trust, that then
goes away once a company grows, stuff like that. But that's why I very quickly got away from those
relation oriented diversity topics, to more the underlying characteristics of diversity. So, I wanted to
ask you how you see that in proportion to the typical ESG topics? Because at the end of the day, I
guess you would still get the ESG score, not based on how, you know, characteristically diverse your

board is, but do you have enough women and other minorities in your board or not? Right? So maybe

the question, whether my research is kind of irrelevant? Because it's not applicable to ESG? If you

know what I mean, because the scoring in the end? Well, if it doesn't take it into account, you know,
then then it's also kind of useless, maybe.

Kellie 13:08

One question I have is, what literature and data are you currently using?

Luca 13:14

So, I've been just rounding off my literature review and now I'm going into interviews. So for the
literature. I mainly or I focus on three topics, which is first trying to figure out the ESG ratings, the
scoring, which was a little bit hard to be honest, to find examples there. So that's more generic. And
then I went into two big, two big theories, which is the agency theory and the resource dependency
theory, if you if you know that. So that was kind of my literature background. And then I tried to fit
that to the modern picture of diversity and the firm lifecycle. So, it's kind of the firm lifecycle ESG
rating, resource dependency theory and agency theory, which I've been trying to combine.

Kellie 14:10
I think it's really interesting. And where, I don't know if you've tried looking at certain data providers
and asking what they might have available. The reason why I ask is, if you're talking about skills,

which is what I which is how I think about task focused or task related diversity. You probably either
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you yourself and a team would need to review lots of different boards and the biographies of each
director and create your own matrix, or you would need to purchase that. You know, and I don't know
folks might, companies might provide it for free given the academic research element, but third parties
might be able to do that for you at scale, which can be also really helpful. The I think that one of the
things, it's hard to figure out, I'm really interested in what you're doing. It's, as you say, very difficult
to tell a clean story. Part of the challenge is aggregated ESG scores are generally not very useful. You
need the under you need the underlying data. Because the composite reflects not just the mix of data,
but also the weighting that is assigned to it. And that tends to be very organization specific based on
what their preferences are. And that may or may not be adjusted for sector specific nuances of that
would be important. Or, if you're looking specifically at diversity, you would probably want a different
weighting of the different underlying components. So that is something I would recommend caution
about. To your point about the different characteristic related. Diversity, one of the things that's very
difficult, as you know, is disclosure is very, very uneven. The best or perhaps only available
information is gender. And even that is communicated as a very binary approach in general. I don't
know if you're focusing on specific markets, but in general, it's binary. And, in general, that's very

limited.

Luca 17:12

If I might give a little question towards the ESG scoring, because you've just talked about it, and go a
little bit deeper into that. Because exactly what I found is the weighting, you know, that across
industries, across firms, wherever their focus lies, the focus or the weight of the ESG topics go as well.
And then an assumption I made, because I didn't find enough data on it was that ,well, coming back to
our triangle: For everyone Governance is important, right? So, it doesn't matter where whether you're
in which industry you are working, but the governance structure and therefore, probably board setup,

board structure board diversity will be of most relevance across the board kind of right?

Kellie 18:52

It I think it really depends on which organization you're getting the data from. For an example, of one
organization may weigh diversity, quite high importance. Another might weigh independent board
chairs. Really how I see more of the percentage of independence on the board. And for the US, it's a
single board. It's not the management supervisory board they have in Germany. So, like, it can quite
vary, or it might be some groups might have like 20 different. You know, they'll board tenure, auditor
tenure compensation level of pay, like they might have 20 may have 50 may have many, many more
data points. So, I think it's even more granular than that, in terms of how they might weigh specific
topics. So, the short answer is, it depends. I don't know if there is a consistent way, my
recommendation would be to go a layer or two down in terms of available data, and to use that as a
key point of what your inputs are versus the score. So as an example, maybe, maybe you would look at
percentage and number of women on a board, because you would need both because of the and then
you even if you use that as a way to compare against task related diversity, one of the considerations
you would need to take in is the depending on what market you're looking at, whether it's voluntary, or

it's a hard rule, or it's a guidance, like is there a target? Is there a floor? Is there a quota, is there? Is it
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voluntary? Or is it or is it compliant or x or explain because that will cause distortionary effects in
what the research results are. If you stick cleat if you stick if you decide to progress, your research to
stick to focus on task related diversity, one of the things I again depending on how you construct your
data. One of the things I think you will find is that that certain companies where there are certain

companies that are for so speaking for the US market, companies where there is more disclosure about

skills tend to be companies that also have more diversity in terms of personal characteristics. These

companies also will tend to have a greater focus on _

e ‘
L

you're going to see more of that. The more traditional companies you'll. Okay. I hope this is helpful in
terms of how you're thinking about your project and designing it. But I am also I want to apologize, I

think I'm not quite answering your question. It's on your list.

Luca 25:01

Oh, no, it's good, because it's, uh, I intended all my interviews to be semi structured anyways. But that
was actually a very nice and helpful point that you made, because I was talking to a woman from
Malaysia who advised the government actually on the board structures and board diversity. And she
kind of said the same that on board level, when it comes to all the candidates, they're all so
experienced that like everyone has, you know, 20 plus whatever years of, of experience, so then the
small differences that will, you know, kind of set a character apart from everyone else, that is going to
be the more nitty gritty skill level, instead of just the title, because everyone will have the title. And so
that's very nice that you confirm kind of that line of thinking, and I think, personally makes the, the
topic just even more important to tackle., But maybe if we can dive a little bit more into the board
setup itself. So of course, again, generic, but it depends on every company. But in general, with your
work, specifically, when you advise boards on the structure, what are most common, maybe not
mistakes that are being made, but aspects that are being overseen or things that just continuously go

wrong, where you kind of always have to fix and always have to consult on?

Kellie 26:50

So, I should, I probably neglected to focus on this in my introduction, which is that Capital Group, by
work has a couple of components. One is proxy voting. One is engagement with companies, and the
third is research. And so, it's kind of like similar work. The audience is slightly different. The
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also in my previous roles, I think that boards are often challenged to stay fresh. It's on them to provide
for a pipeline of us to do succession planning for the CEO, but also for themselves. 1 1 |t
what a so most companies seem to be doing a pretty good job of changing, adding new people adding
new perspectives. Or let me rephrase Most seem to be doing a good job of adding more people. So,
there is always the right number of people to be meet certain regulatory requirements. The question I
think, that the world has been trying to understand, especially over the last 10-12 years, is the extent to
which a board can stay fresh. So, there's a difference between boards succession planning, like
replacement, like one by one, versus refreshment as in pulling in new different ideas that will help a
company continue to navigate change. So, what was the world like before Uber? What was the world
like before? Airbnb before Facebook before Google? Like, do you remember that world? What
happened was search engines? Like? That seems like a very small question, but that changes the whole
work of a company. Right? Before cybersecurity threats, that changes the whole work of a big chunk
of the company. So, our are Amazon is a great example, too, with a lot of the with a lot of retail
moving online, that really changed the dynamics of consumer retail companies, the brick and mortar
stores, right. So, the question is, are boards refreshing, as needed to help be valuable in terms of
providing strategic oversight and guidance to management is I think a big question that is harder.

Luca 29:03
That is a very nice last word, thank you so much for your input.
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Interview 2:
Luca 0:02
Welcome to the interview. First of all, again, thank you so much for taking the time. It's going to be
around 30 minutes. I would just first quickly introduce my research for you and give a little bit of
background to understand the context of our interview a little bit more. And then I'd like to ask you a
little bit about your experience with Rizoma Ventures. Which experiences you've gained, and then go
a little bit more specific into ESG and board diversity. So yeah, before we start, do you still have any
questions? Did you have a look at the documents I sent you? Is everything clear?

Claire 0:52

Yes, [ did. Yeah. I'm just wondering if you received the ethics form I signed. I sent it to you via
HelloSign, which is just like online signing software. I think it wouldn't have come from me. It would
come from like hello and hello sign or something like that I just did it like an hour ago so you might
not have had the chance to see it

Luca 1:14

Okay well I'll check it later and if not I'll get back to you that's definitely not urgent. Okay well then
great let's just start I'd say and jump right in. I'm basically researching about how a diverse board setup
in financial services It can impact the board and company performance and ultimately lead to
competitive advantage. And my goal with the research is to create an infographic about characteristics
needed in the board throughout the company lifecycle so I'm going to go differentiate the different
stages there. And provide that to institutional investors or investors in general to make more informed
decisions about their investments. So, therefore the purpose of our interview would be that I get a little
bit more insight into the early stages I would say of the company life cycle. Because you're working

with VCs. So if you could specify and give some more insight into who your clients are?

Claire 2:20
I work a little bit with middle market private equity also but there's actually a surprising a lot of
overlap with early stage VC so I'll try to be clear in my comments with today I'm speaking to you and

I'd be very curious to hear how you've kind of categorized stages of the company life cycle.

Luca 2:40
Definitely we can jump into that later. Maybe to start with you can just give me a little bit of a
background of who mainly are your clients? And also, yeah, with especially with VC, how early the

stage are the clients you are working with?

Claire 3:06
Sure. Yeah. So, I work with private equity and venture capital, mostly early stage private equity. And
then middle market
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Luca 4:34
Okay. So then with those very small early stage companies, have you worked with the setting of

boards then as well and supporting companies in doing so?

Claire 4:47

_ The difference being in venture there's often one or two investors from
different firms and with the Private Equity in companies, because they take a control position, they
take more seats. It is usually just one. The difference is that VC tends to have a broader kind of
advisory board which is not a formal board but they're more a sort of ad hoc, sort of for specific things,
connections. And I haven't seen that on the private equity side. They might have it but they don't like

give it a name or so.

Luca 5:59

Okay, and then when you consult those clients or if you even help building those small boards, what
are main characteristics? What is it that they need in order to survive those first stages which are super
dynamic right? Setting up a company and kind of kick-starting everything. So, maybe you want to tell
me a little bit about what you found?

Claire 6:38

I'd say that I have not been very involved with building boards. It's more part of the company review:
I'll ask about how they put a board together, but I'm generally not asked to help build the board or to
really help them think about how to change their board. So, it's much more observational and the folks
are not looking for my help with that. Neither on the private equity side or the venture side. It has been
a little bit more on like data collection and what your board already looks like and then yeah you know
they can use that data how they want but um I'm generally not asked specifically to help change

boards. So have a big caveat there like that's often done elsewhere, not with a consultant, it's probably
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done like with the investors and the founders directly or maybe the yeah, probably in that kind of
interaction. What have I found on the private equity side, there is, in my experience like zero interest
or not zero interest, but like zero consideration for diversity, right? It's, they're putting on a couple of
people from the PE firm. Yeah, usually at least two and it's kind of like a senior partner, and then a
more junior active person who can be on a day to day, it's often the senior person who has a lot of
relevant industry experience. And then the junior person who again is sort of more operational day to
day maybe is building that industry experience. So, for example, the private equity firm I work with,
they have a pretty broad range of investments, they do a lot of kind of tech enabled consulting. But
they also have a little bit of manufacturing. Like they have a couple of food companies. And they have
one really senior guy who like ran a food company for a long time. So, he's on all those boards, but
there's often, there's always like an associate or someone else from the PE firm on the board with him,
if the associate happens to be female or whatever, great, but like that's not the primary consideration in
any stretch. In the venture firm, I think they've been a little bit more, at least the firm I'm working
with, Yaletown, has been more thoughtful and also because they're, their body of employees is a bit
more diverse. So, it's often similar, right? So, you'll have like, the, what they call the deal lead in this
in this company or whoever, like most senior person at the venture firm will often sit on the board, but
then they'll have a board observer so someone who may not get a formal vote but who is there for all
the discussions, participates in the discussions and will probably make their opinion clear even if they
don't vote whenever things come to a vote. That is often sort of a like a junior partner or principal or
kind of the next level down. I've seen so with the firm I work with, but they've also commented on the
other investors who are also present on the boards right at the same companies because they're all
generally minority investors. I've done similar things and it often happens that that second person
might be a woman or someone who's basically not an older white guy or an older white person white
male. I don't know how conscious that is I think it's also those firms like seeking to diversify their own
body of employees. Who's sort of up for it when they are looking to kind of add an additional presence
to the board or the shadow board as an observer.

Luca 10:16

So, if I understand correctly this senior-junior-dynamic is quite common. Have you experienced or do
you observe any thresholds there might be because of like a perceived hierarchy? That you know for
example the junior would always kind of commit to what the senior says which hinders effective
decision making?

Claire 11:00
So again with the important caveat that I am not in those board meetings so I haven't observed them
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Luca 12:09

Yeah, of course, I understand that. But actually, that's a very interesting point you brought up with the
whole personal relationships that go on in between the boards. Because, especially I believe, the more
you mature as a company, right, the more you're going to lose that. And the more maybe unpersonal
and formal things will get compared to the earlier stages. So, maybe if we can dive a little bit deeper
into that: Within those more personal teams, what kind of skills or characteristics would you say are
still important for the individuals to have in order not to, you know, that let that be kind of a hurdle to
them? So that, let's say if for example, everyone knows each other super well, then they might get
hesitant to being open with each other about their decision making or their opinions because they, you
know, don't want to offend anyone or something like that.

ight? There are long meetings, there's
a lot of preparation before and like a lot of public disclosure etc. These are often monthly meetings and
things, and like people will jump on the phone a lot faster if something happens because there isn't a
requirement to disclose all of this because you don't have public shareholders but also the company

moves a lot faster. There's a lower threshold to bubble things up to the board because the whole

Atthelinvestor firmylts notseparate from thatright! 1 think if you're kind of senior enough for it to

make sense like, they're not going to put an associate on it but they certainly could have been a

principal on the board. I think in many firms, you have folks who have some sort of sector specialty..
SoSo, other venture firms will have: This is the partner who leads all the FinTech deals; This is a
partner who leads all the GOV tech deals; This is the partner who leads all the health tech deals. And
on those boards there's also a little bit of regional elements; So, Yaletown for example was spread
across all of Canada. Another firm I'm thinking of also has people through the US. They're both pretty
small firms they're like I said probably under 20 People. So there's a combination of like the sector
expertise plus the regional elements, if it's a Vancouver company that the right partner is based in
Montreal, like, maybe they'll have the Vancouver partner sit on the board. Yeah. No, honestly, with

COVID, and how the pandemic pushed everything online, maybe that's changed, and that regional
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considerations are much less relevant. And I wouldn't be surprised if that either was already the case
before or like was confirmed in the last three years. Yeah, but I think it's, you know, same with private
equity. I think there's a, there's a preference, like I said, the PE firm I work with has a couple of folks
who are really investors, the folks who started at early investors, but the senior people they brought on
are generally industry executives, right, who've run one or several big companies in a particular sector.
So, like the manufacturing guy, or the food guy that I mentioned, he's kind of qualified to be on the
board, because he's running big food companies, or you know, buying a small food company. And
then the junior person is like, because they're the junior person, not the majority investor. And that's, I
mean, the junior person, like the senior, the senior most junior person on the investment team and like,
they need experience running, you know, sitting on boards, and this is how you get them that
experience you like put them on the board for with guidance or whatever from a senior partner. So

they figure it out.

Luca 17:11

That's very interesting. So maybe to just to close this off correctly. It is much more important to have
really like hands on people in the in the high executive levels, maybe even board levels, to bring
industry experience. And to have a team that is more tightly knit and can be more sort of ad hoc and
on call, rather than for example, prioritizing a lot of outside members that can bring different
perspectives and kind of outside experience but it's more about really compounding on your inside
knowledge.

Claire 18:04
Yeah, yeah. An additional element to this is: So, this private equity firm has people in a number of
categories. So, there's like the core team who's on folks who are on the investment team and some of

those people have a history as investors and sometimes as executive. But they're on the core team.

They re employees full time. PHeyaSoave akind of floatingnetwork G ke 0 or 20161 40 PEopIE

-. So I think there's space there for folks like those are technically outside people but they

essentially already have been cited by the PE firm as like an executive to have run a company. But the

- And you're, you're not expecting them to necessarily have run a food company before, but to

understand the financials too, like, to be learning that that part. But if you're bringing someone in to
lead a company, then they essentially have to have an executive, corporate experience. Of course, on
the venture side, I think you could be like, I think many of these senior partners are probably some
combination. I'm thinking at Yaletown, it's a bit of a mix, you have folks who've always been
investors, but maybe they've always been, again, health tech investors. So, they don't really like
they've never run a health care company. But they've always invested in health care companies. So,

they do have data and their experience as investors, even if it's not operational. And then you have a
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couple of seniors, like some partners who are coming from industry, right, who did run a couple of

companies and have become investors sort of later in their career.

Luca 20:08

Yeah, makes total sense. Then maybe we can use like five more minutes, just to quickly talk about
ESG scoring, because I suppose with Rizoma Ventures, when you assess the ESG baseline of a
portfolio, for example, maybe you can tell me a little bit more specifics about how you do that. How
do you quantify those ESG aspects? Because, for example, I've been reading about the Yaletown
questionnaire that you described on your website a little bit, if you can maybe give some more

background on that, that would be great.

Claire 20:47

Sure. So, the questionnaire actually does not involve scoring. It's really, we have pushed it towards
asking more questions that look for more quantitative data. But the aim is not necessarily to score
every company and like compare them to each other. It's more to figure out in this like, where are you
on this? Do you even know what ESG is? Are you open to it? Do you need help? Where do you need
help?

Luca

I see.

Claire:

So, it was very qualitative, essentially trying to figure out where the founders or the executives, like if
they were even open to a conversation and then if so, had they already done some work or do they
need help? Or you know are they thinking about it in the product or more in their recruitment or like
something else. Yeah, it's like very a true base line right it's not like what your performance baseline is
it's like your mental baseline on ESG. This year it's changing because it's now the third or fourth time
we run it and it changes a little bit every time to kind of follow like as Yaletown’s understanding of
ESG progresses. But also the portfolio changes. Because since they made an investment in this
company they also mature. So we're still not scoring but we have asked for more quantitative data
which is a little bit less qualitative. More around like policy. You know we decided to ask for green
house gas emissions numbers instead of trying to ask for the underlying data. So initially we said:
“Well can you show us your utility bills” for example and we'll calculate some sort of rough estimate
of your greenhouse gas emissions. But a lot of folks actually didn't have access to their utility bills
because it's baked into the rent right, they rent a space. There's actually very few of the companies
could give us that data. I'm getting off-track for your question. I'll just say that most of these do not
have scoring. There is an assessment tool I developed. It's kind of for the private equity firm, it's
actually for one of their portfolio companies. It is to do assessments of lower middle market
companies so it's like they're both a target. So, they both sell into private equity but they're also owned
by private equity and their whole product and service is essentially doing assessments for companies

to see if they're a good fit for private equity investments. Most of our assessments have been around
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software architecture or security operations. And there, we're essentially building out an ESG module
because it's become part of what PE is looking for. So, there's a scoring system built in, but we
essentially adapted the framework they already have. So, I didn't come up with a new scoring system.
We said, okay, well, here are all the issues that matter. Depending on the company we are assessing,
some of these are relevant, and some of them are not relevant. So don't score them. And then the
system kind of spits out a score, like I've given weight to the underlying elements, but I wouldn't say

that I like designed the system from scratch, we sort of adapted the one they have.

Luca 24:25
Yeah, makes sense. And because the Yaletown questionnaire sounded super interesting: What were
broad kind of takeaways? Where do most companies maybe need the most help with? Maybe you

want to share some of the results you noticed? Yeah, just some of your research findings there.

Claire 25:01
Yeah, we were both encouraged and discouraged to see that many companies are like, and this is,
again, a little bit over a year old. I think we ran it in like the summer of 2021. Many companies were

thinking about environmental and social impact, but didn't have anything formal happening, you

B . _

Like who's gonna know how you
do business? Which, uh, you know, again, like priorities if you're eight people in a room and maybe
you don't need to write everything down, but that's kind of the state right in which the PE firms were.
The PE firms were really only just a step ahead of that. They were like 20, 30 people. They're like:
Okay, well now we took in this private equity investment so we have cash to hire a lot more people

were coming to. So, we need to have an employee handbook we can't just have this like email that we

forward around to people so maybe the employee handbook needs to be a bit more formal. [N

Luca 26:58

Right okay, so if I understand correctly it's more really about the kind of initial, fundamental Things of
building a strategy establishing this you revision and writing it down and starting to make those first
steps.
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Claire:

Exactly.

Luca:

One last question quickly, I'm just looking at the time, I don't want steal too much from you. About the
diversity aspect of ESG, which metrics and quantitative data did you request to assess the diversity,
the governance aspect?

Claire 27:52

So, I put them in racial, gender and other forms of diversity. On the board and on the executive team.
So racial and ethnic diversity and considerations will change from place to place, right? Canada has a
different kind of, like attendee list. And if you fill out a list in Canada, the list is slightly different for
what it looks like in the US and actually within the US it is also very different. If you look at like,
federal data versus California has like 15 options. And then, you know, federal data has like five or
six, and they don't always map to each other. So, you're like: What can I take more than one? Often
you can take more than one, but then it makes the data complicated. So ethnic diversity, gender. And
gender is usually more straightforward. But if once you get into the like things outside of male and
female, it could actually be a longer list. So, you have to choose: Are you saying, Okay, well, non
binary, which is like everyone other than male female? Or do you list all the like options under non
binary? You want someone who's trans or like not that you want someone, but you want people to
have the option to take this specific thing that they identify as. And then we also asked about other
forms of diversity. So, like, if you're a veteran, from the armed forces in the US is kind of a relevant
thing, because it's a specific type of experience. If you have a disability. We also put in an option for
folks to tell us if they have people who self identify as like neurodiversity. So ,and that, again, is a
very broad sort of stretchy term that's still gaining definition. So, it could be autism or ADHD, ADHD
or like something else. And, and honestly, the data we got there was like, like there was almost
nothing. It doesn't mean that there isn't anyone who thinks of themselves that way. But they didn't
disclose it or the people they were working with don't know. So we kind of asked for a couple of like
as many facets as we could think of understanding that like people may not want to share this
information and it's not necessarily any of our business but if they're happy to share then we will
collect it.

Luca:
Okay, considering the time, I will thank you very much for your answers and insights. It was really

interesting to get to know more about your ESG consulting work with early stage businesses.

Claire:

Of course, no worries. I am excited to see the results of your research.




qy dy
HOTELSCHOOL HOTELSCHOOL
THE HAGUE THE HAGUE

Hospitality Business School Hospitality Business School

Interview 3:
Luca Lang 0:00
So really good. And then just to start off, maybe you can give me a little bit more background about

your role specifically and who your clients are and how you help them with the ESG issues?

Renate 0:14

Yeah, well, I'm almost 26 years within PwC as a tax advisor primarily. Working with the family and
businesses and wealthy families for many years as a tax advisor was part of the management board
from 2018 up to this summer and I stepped into the global EEG leadership team, where we focus on
how we can help our clients to transform to a more sustainable world. That's basically what it is about.
What I do now with my clients is basically help them to preserve long term value of their company
and their assets because it's most of the time family wealth, and to bring it from one generation to
another in the most conscious way you can think of that's about tax but it's also about a lot of other

things to be honest.

Luca Lang 1:22
Okay, and then in within the context of ESG there how does your How do ESG issues play a role there

because I could now just think of maybe more sustainable investment strategies.

Renate 1:40

Luca Lang 3:21
And what size of companies are we are we talking about then which are your main clients?

Unknown Speaker 3:28

Is it a client's is really the high end of the market, so okay, if you can think of a big family run
company that could be my client. So really high end, the top 100 family owned companies. Those are
our clients and also the below that. My clients are really high in the market.
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okay. Meaning on their boards, and mostly it's the boards are family members, or how are those set
p?

g
9]
£
=]
%]
=]
a
5
£
=)
N

Luca Lang 5:05
And throughout your experience, have you come to conclusion or experience something what is the
ideal situation, for example, that you there should always be someone from the family at least involved

with a company in order to really keep the connection there with the company?

Renate 5:25

Familymember Capable T Would ChoGSETHENESEoRe] A ctually you have a mix where you have people

from the family capable with non family members capable as well but if complimentary, inclusivity
that's the best.

Luca Lang 6:19
Okay. And then within this team that's very capable of bringing the company forward. Which
characteristics would you see in in family members? I have heard a little bit about tradition and values

and what then outsiders should bring into the board in terms of I guess, maybe innovation?

Renate 6:43
Yeah, that's the difference. Perhaps it's interesting yesterday, I had an interesting conversation: You

- So if you have a complementary team with entrepreneur skills people who try to dare to do
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Luca Lang 8:15

Oh, that's very interesting to hear, because you might as well think that because family businesses tried
to keep the long term, you know, kind of get profitability of the company, that they would be a little
bit more traditional and resistant to try new things. But that it's actually the other way around is very

interesting.

Renate 8:36

_, When the result is less than a year knowing when they invest in long term
profitability, long term and short term value. But I think also that we did some research to innovation

that you see that family owned companies are quite innovative. But it's not so formal in its processes,
they just think okay, we can do this better. So they just thought, Okay, we need to electrify this vehicle
so they just start to build an electrified vehicle but when you can do that within a list of property
processes and procedures, you need to have a budget, it's all formalized, it's recorded about etcetera,

etcetera, if you will, in the family, environment, people just do they take calculated risks. And perhaps

it's not completely out of the box. So there/is risk conservativism and it's perhaps more product

Okay. That's very interesting. It does make sense and then I'm on the board. When we are talking

about having family members and outside members, how would you see the balance there because we
talked about capabilities now. But let's say if we really break it down to numbers, if we have, let's say
a board of six people, would you keep it relatively equal? 50-50. If you could choose, would you have

Renate 10:54
I don’t have a pre opinion but I think it's good to have a group which is manageable. So the question

iiage the cormpany while Gt he Same HmelbeIREAREa? 1 1l i1 about different capabilitics, but
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it's also about balancing between family and non family members.

Luca Lang 11:52
and probably even if the family members are less so let's say you would have two family members and

four outsiders.

Luca Lang 12:45

And you already touched on the more managerial function of someone from outside so my next
question would be, which characteristics and capabilities usually those family board members like
then you need someone from outside to bring in would that be this more controlling managerial role?
That is really strong in for example, legal compliance and, and those things?

Renate 13:15

Yeah, I think and now we make it quite black and white. These companies became great companies
because they were quite entrepreneurial. They have a great network. They tried to do new things, but
when being quite entrepreneurial that doesn't perceive me that you're actually the best. In setting the
safeguard, maybe control, do the right reporting, etc. Normally you see that when you have quite a
creative outgoing people it good to surround those people with people are more from structure,
processes, governance, etc, etc. I think if you have any entrepreneurial family members in the board,
they you will see that it's most of the time it's good to surround them with people bring more
governance, structure control finance, to increase professionalism and to have those calculated risk
really being calculated. So no surprises so say that you come in security I think this is such a big risk
only we have we add new and it is perhaps more in control but it might also be new capability that
which is not there in the family yet because it innovation whatever but I think that that entrepreneurial

part, most time comes out of the family.

Luca Lang 14:48

Yeah. Makes sense. And so maybe if we can close the topic of the characteristics, and I could just ask
you, one more question about when you initially scan or analyze a business that you're going to
consult and help with, how do you measure the level where they're at in their ESG journey to have
kind of the starting point?

Renate 15:17
Yeah, we what we tried to do here we have some methodology but you see, you look in how where
they are their strategy and vision. Did they include something? Are they in the reporting because there

you get a sense on how real it is? And then you have a conversation and then you can plot them okay,
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And it's not your personal target a basic more complex, but it's the target of your organization
and basically you need to make every decision which you make in an organization should be put to
that same. I said that same question. Okay. I just contributed forward to carbon emission economy.
We're not there yet. To be honest, and I think a lot of organizations are not there yet. I think we should
bring this ESG more into the core of the business and better understand what's the real impact on my
long term value creation in my organization. And, yes, [ think that family and companies are moving
in that direction. We have some great examples in front of me and business are really moving forward.
But at the same time, what you also see in order to report, in order to understand these centers in order
to grab the data you need to understand where you are and then you need expertise. Expertise on ESG
is quite scarce. So that's not available most of the time for family companies. That was a conversation
I had as well earlier. This year. I was in the webinar of Brussels and so we talk a lot about what's
needed. But we should talk more on how to achieve it together. And how we could help these
companies to move in that direction,

Luca Lang 18:48
Bringing in that entrepreneurial spirit and yet to think about okay, what can what can we do and how

can you start now to actually make it happen.

Unknown Speaker 18:55
Yes, need to help them in that way of thinking, Okay, what do we could restart? What kind of
expertise do you need? Yeah.

Luca Lang 19:03

And how would you then I incentivize kind of this or help companies and your clients understand that

there is the urgency to do something, maybe especially in the in the social and then a governance, let's
say diversity aspect, because sustainability, climate wise is probably quite easy to put into numbers

and make tangible right but those more soft sided shows opponent, truly agree.

Renate 19:32

d
HOTELSCHOOL
THE HAGUE

Hospitality Business School

. And
what I also think in this, I think more appreciation with a lot of companies in the world for talent we
are today. The more inclusive the organization is the more aware your organization is on their impacts
on the environment on people and be transparent on your success but also transparent where it's
difficult. That makes you a more attractive employer. And I think that family owned companies really
are more attractive employers compared to a lot of corporates until a certain level because what you
see at the end currently, a lot of time you're not able to really grow to a certain ceiling due to the fact
that our family members in the board, but up to that certain level family owned company is based on
its culture based on the values is a really attractive employer. Yeah. So, but they need to talk a little bit

more and tell better what they do and show how they try to be as inclusive as possible.

Luca Lang 21:29

And because you told me about which it, the research you've done that shows that actually as an
inclusive company, you will perform better. What were the measures and variables for inclusivity
there?

Renate 21:46

Once we have done in the beginning of the COVID periods we wanted or basically before the COVID
spirit he wants to develop a personal province with desperate for all our people because we said okay
if you need to have six times people every day make a different decision. This is about traveling we
need to give them insight of the impact of the travel decisions. So when I came with my car today, I
have carbon emission. Well, if I would have stayed at home, there was less carbon emissions and that
decision has an impact. And it's the beginning of the period. We wanted to develop the tool but it was
never visibility within the organization. We just said okay, let's open a call like this with eight people
across the organization different capabilities from Board of Management up to the youngest employee,
but where I felt okay, perhaps you could contribute and we said okay, this is what we aim for. How
can you contribute and we had that conversation every week. Okay, but you think we need this
capability, okay, then we invite that girl or that boy to report and we just went along. And after a few
months, we had a personal carbon footprint dashboard. So everybody would be of significance. Now
you can see it quite attractive way the impact of the travel decisions and compared to last year
compared to the whole organization but also on an engagement level for clients so we can work with
clients. Okay, last time the carbon footprint of our assignments was A and we measured this year
again. But the way we build that made me realize that because of the fact we brought people together,
who would normally not work together in a different setting in a culture where every voice matters, we
developed something we would never been able to develop in the time and cetera, et cetera, like we
did today. So we try to copy a skill that and then every time you saw when you bring people together
with different backgrounds with different expertise with different levels of experience within an

organization, you give them a clear Northstar. Something really beautiful happens and that's only the
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outcome is interesting. But also the working experience for the people is really interesting because
they work in a different way together and that's what me make believe that includes 15 So basically
invite people are not a copy of myself but are different from myself make the things I do better,
because they are complementary to what I might enter this and there's one interesting conversation as
well that I think, Okay, I'm quite yellow so I always need to be surrounded with blue people can build
structure process etc. around me. And if I have 20 copies of myself, you will have a lot of fun, but
there will be no structure and I think but it's good to have examples and show what it would mean to
be inclusive but we don't have enough to be honest, because it's not so easy to build a real inclusive

team where it's okay to be yourself.

Luca Lang 25:09

Yeah, this is beautiful because it's actually the also the approach I'd take with my research. I started
from a diversity aspect and then quite quickly came to the conclusion Well, if we only strive for the
relation oriented diversity, which is age, gender, etc then you will probably not get to the result where
we want to get. So let's take another approach and look at the underlying layer of what are your
strengths characteristics, what can you do well, where are you not so good at and then bring those

people together?

Renate 25:50

Let me put something extra to it because also interesting and that's the thing is that we said okay, but
what's beyond your LinkedIn profile because your LinkedIn profile you see where your go where they
are to your education is etc, etc. Then you find sometimes some of your capabilities, but what's also
interesting, for example, in a consulting firm like ours is when I work on a project on biodiversity
spread interest for me to work with people who love to be in the nature in the weekends, who really
love birds, etc, etc. If I work on the change management project, I need people who know all kinds of
gamification skills. So then I need that guy who's playing on the PlayStation all weekend. I can't see
that in his LinkedIn profile most of the time, I don't know. And when I work on the side for in a

hospital where we work on the quality of care as medicine, I need that guy who is firmly terminally ill

and can tell me how important it is to be taken care of in the hospital. So the higher the back package

you bring from a personal experience and the personal your history and everything you have been
through in life. Give something unique to the team. That's really building an inclusive organization

and unlock that potential that victory, right?

Luca Lang 27:14

Yeah, this is an amazing different conversation. About okay, and how can we achieve that now? How
can you even faster try to get to know your people because probably that's something you want to
achieve within the hiring process, right?

Renate 27:29
We are testing that, currently. We say, okay, it's best here, perhaps working as a kind of Facebook, but
then within your organization, where you've tried to come beyond that LinkedIn profile to connect
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people. So when you're in a department where you have the same capabilities, but different personal
interests there, you might be alone as well, and how to connect with someone who has the same
personal interest but this within a different department and the different capabilities, but also getting
better insight where that personal interest is we hope to come beyond that LinkedIn profile and also
just be interesting, the people in your team.
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Interview 4:
Luca Lang 0:00
Are there any other factors than the company life cycle, which you consider important variables?

Franz 0:03
Actually, I served on probably the most extreme ones. Wiirttembergische is a very traditional german
company, right. But also other ones I served. But basically the differences between corporations, large

corporations and smaller companies or startup. Then there's another differentiator. [ NG

Luca Lang 0:57

Okay, Does that have to do as well with the banking license? Do the regulations increase some of that?

Franz 1:09

Thank you so much. That's already a good variable. I will take into consideration for the future for my
research because my goal is actually with my research commissioner. He's a consultant. And my goal
is to create an infographic along the lifecycle of a company and how the board characteristics should
change in order to cater to the needs to enable investors to make more informed investment decisions
in the future. So, I think the regulation part is a very interesting aspect to take into consideration there
as well because that will change everything as well. But yeah, okay, then let me just come to my first
questions and also a little bit more of the context of the interview. After four years of operations now
in SEBA, where is it? Where are you in the company development because I read about that the level
C funding is complete, that you're scaling up quite quickly and so what are what are the next business

steps? Where would you put SEBA in the company lifecycle or journey development.

Franz 2:52
So, the big next step will be to scale the company on a global level as we started in Switzerland, very

Swiss oriented as received the Swiss license. As well, there's a very simple logic in those companiesl

In not regulated startups, you’re trying to
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become lean, being slim, etc. and we can’t in certain positions because we have such a high cost. The
launch I guess it's always the same. I did it three times, right. It's you know, you have to grow like
crazy. Yeah. And then it's about growth. Where can you go in estimate business in Switzerland, but
obviously around the world, because you need a lot of revenues to compensate the cost to face. Very

simple logic again. Global scale.

Luca 4:52

That's been very interesting. Okay, so then let's dive deeper into the board setup because going hand in
hand with that, are going along with the fact that you're now rapidly expanding. Does that change the
dynamic of the board and the challenges the board is facing and how?

Franz 5:48

Yes. So, this new phase of the company will definitely lead to changes in the board. We also have
developed a new board. This has already led to first change in the board, but more to come here. One
simple thing is if you want to scale globally, our focus is Asia. Somebody from Asia shouldn't be part
of the boards. Because otherwise you're not becoming a truly global company. This is one step we're
making within the next weeks or months. Okay, my board what you can see on the internet will
change over time on chain change has already been formed others will come within the next four

months.

Luca 6:41

And is the focus there on growing the board or exchanging members of the board?

Franz 6:48

Nv. the size is already big enough that comes with the regulation because in banking, you have first

And then our first level, what we want to do is you know, divide our world into Asia and also India,
Europe, Middle East and Africa. These are the two main regions and we have like two I call them
chief client offices, those regions, because, as I said before, we don't grow on a local basis and the
other thing is detected we are not just not good enough around products. That we will soon introduce.

Product chief.

Luca 7:53

So, you're trying to adapt the product there in order to get to global expansion. That's makes sense.

Franz 8:01

There's also based on our new strategy, right? We have to be more proactive. In selling products.
Banks re not good at selling. To develop the right products, of course, sounds simple, but we were just
not good enough. And the global expansion.
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Luca 8:24
That actually would have been a more personal question of interest from my side as well. Because you
are taking such a new and innovative approach with SEBA which, by the way, congratulations. I think
it's an amazing concept. And how you want to bring that to the new generation because probably
banks are generally, I would say, bad at selling to young people. But also, this the new generation and
the younger generation is probably more attracted to the whole web three thing and more open to it. So

how you would in your strategy include targeting exactly this market?

Franz 9:13

You know, you have to understand that we are an institutional player. We're not doing any retail
business. Yeah. Our customers are high net worth individuals upwards. Okay. Differentiated customer
groups, the more traditional financial customer, but actually investor has made a lot of money,
probably has a couple of 100 Millions and wants to invest. One, two 3% into crypto. Yeah, those guys
are very often not that young.

Luca 9:47
Yeah. I see.

Franz 9:49

And on the other side, it's the crypto natives. Here we have to deal with young people because there
are some people are in their late 20s or early 30s. Who started crypto 10 years ago, have now a billion,
crazy cool guys, and therefore we need to do this, too. Very different targets. But no retail. So
probably the second target because the crypto natives they know everything around that symbol but
further investment. Especially because we are only doing like people institutional retail business.

Luca 10:42
Okay. So more the other way around the you are not trying to catch people with the with the idea of
web three and crypto but for the people that basically just need to invest their money you're bringing

this new idea into it and bringing it to the people that are not used to it yet.

Franz 11:02
Yeah, that first target financial investors Yeah. Like insights and research have a lot of questions. Of
course. We do quite some research for them, explain, etc. The second time does not need that at all.

Yeah, they know everything and probably even better than us.

Luca 11:24
Okay, but coming back to the board then how much is with this specific board? How high would you
value the industry experience on the board?

Franz 12:23
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Industry experience. What I found when I started six months ago, it is a story that's ever has been built
by bankers if you could, and now you can say they have like tons of industry experience decades right.
And probably that helped to get this license because only two companies in the world have to its
license. We are just that was probably very helpful to start the whole thing. Everybody believes that
they know everything around banking, right? And they are very trustworthy. However, over time, this
has become a challenge because they created is a more of a private bank, but SEBA needs to become a
FinTech company. And what we need this probably less industry experience, but the right talents more
tech capabilities for more product development capabilities. And actually, I'm looking for people
outside of the industry. That just with the other way around. Younger people with a diverse
experience. I'm not hiring people with 30 years in banking anymore. Just the other way. For example,
by use the CTO that chat just started last week is based experiences in media and motorbike racing.
The right the big, you know, global companies, some banking, startup experience, and a lot of other

companies that he's from Spain.

Luca 14:27

That makes also a lot of sense. So that brings me to my next question. How should the ratio of industry
insiders and outsiders be an independent members. If I understand correctly, what you said now, it is
very important to bring in this outside perspective in order to think outside the box and bring the

company forward. In this crucial state where it's at.

Franz 15:11

Let me answer your question. It really depends. I told you about first time and symptoms, right, etc
functions, right? What do you need? For example, if you take a CFO, chief risk officer and head of
compliance, you definitely need tons of banking experience. Yeah. That second line, right. First line is
the other way or in other functions. As I said, CTO, I really need the right talent. tech guy I don't know
if somebody can find them in Becky, right, because they just decided to go for a more young guy with
a lot of experience in different industries. Same for example, in sales, you know, banking is truly that
in most areas pretty bad in selling different to insurance for us. So, on the service side, we're looking
for what we call hunters, and we have a discussion. If we can find better hunters outside backings. So

,it really depends in certain functions you definitely need like top banking experts.

Luca 16:43

So to answer the question, more specifically, how the ratio should be of industry insiders and
outsiders, it the majority should come from inside because there's just so many things but then to bring
in this this little bit of perspective and push towards innovation, it is also helpful to have someone
more talent focused from outside industries.

Franz 17:14
Maybe 20-80. Do you belong in banking? No. Yeah. But I welcome everybody has some experience

outside banking. Bring that fresh perspective.
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Luca 17:28
How has that changed now, in comparison to the Wiirttembergische, for example, to the insurance
business? Is it they're also helpful to have a people from the outside or is insurance as a business just

so traditional? That basically you just need people with tons of industry experience on the board?

Franz 17:57
It's not so different. Certain functions definitely require industry experts. But more client facing
function don’t. I will not have a problem with bringing in talent that will actually help us.

Luca 18:22
Okay, and then have you either in the Wiirrtembergische or the SEBA experience with characteristics

within the board members that actually hindered the innovation and bringing the company forward?

Franz 18:56

Luca 20:15

And can that then let's say in a stage where innovation is not per se needed, but it's about maintaining
the cash cow, for example, of the company, that then this would change and you would kind of accept
that flaw of a person, but just because they have this ton of experience. They know how things are
used to be done, that you would still keep them because they know how it's done and they can

maintain quite well.

Franz 20:47
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That is of course not. Yeah, okay. That is, of course, no more foundational discussion to say, Well, is

there ever a place in a company where you do not need innovation?

Franz 21:57

Yeah, that's that's a big discussion, actually, you know, think of insurance companies. There's not
much innovation right? Because the customer of the insurance company, you know, this product is
difficult to get the customer does not really understand it. It is too complex, is logic not like an Apple
iPhone. We just learned to live with it. And he's super lazy and just basically takes whatever is offered.
There's just so much pressure on the insurance company today, especially in Switzerland a bit more
intuitive where we have certain like price challenges. But it's Switzerland. It's crazy, right? It's just

yeah, it's just an environment where insurance companies do can afford to be not as crazy as that.

Luca 23:05
Yeah. The question is for how long so I'm maybe that will change.

Franz 23:11

You know, that discussion started 30 years ago. It McKinsey in the 80s that told every insurance
manager to be careful. Insurance companies from abroad will enter the market and you re dead.
Nothing happened, and they are you know, referencing them all the time. I hear that today, you know,
so they're pretty resistance, resistant to change and they can kind of afford it. There's no real

disruptions and yeah, it just interesting.

Luca 23:48

Let’s just come to the last question. How does frequent renewal or change of board members help with
that innovation process? And what would you of course, it depends, it always depends, but on average,
like a like a rule of thumb, how frequently would you would you change Exchange Board members or
bring new people on board?

Franz 24:17

I'am not a big fan of frequently changing the team. The recruiting process is kind of artificial process.
In both sides of behaving differently. Yeah, it's hard to find people, but hopefully after I found the
right people, that didn't work for quite some time I think of yours. changes all the time in boards that
does not make sense. A couple of years, and therefore the contracts in Germany are for 5 years.

Luca 25:08
Yeah. Yeah, and then probably with the if you get more frequent kind of the costs of building a new
team getting into the dynamic, gaining this experience you've just stated outweigh the benefit of

having your perspectives and your talent. So, it certainly does make sense to kind of keep watch there.

Franz

Exactly.




dy
HOTELSCHOOL
THE HAGUE

Hospitality Business School

Interview 5:

Luca Lang 0:58

Okay, so just to start, maybe you can give me a little bit of a background on in your career. So far, in
which context you've had touchpoints with company boards, you know, for example, I don't know I'm
at Westbridge are HG

Joep 1:15

With Westbridge I had most interaction with boards, obviously I had my West Bridge board which
was quarterly that we met are relatively small board with three people from my committee and three
people from representing shareholders, investors. And then at the same time, I was also chairing a
board to EMEA THG Owners Association, where I chaired. I was the chairman of the board and then I
was for that was for two years. And for six years, I was a member of the global board of the Owners
Association, which had quarterly meetings, some others as well, but basically quarterly board
meetings. And then twice a year we also met with the IHG board. Basically the IHG executive
committee and the chairman of the board during those years so I have relatively large experience with
boards over those eight years it was in the reason. Recently with Radisson less, because I deal with the
executive committee. Basically, we have Chinese board owners and that's done on CEO and CFO
level. So we provide information but otherwise, that's also relatively well for Chinese firms. Small
board.

Luca Lang 2:39
Okay, yeah, that would be my next question. How big were the boards the individual boards that you
were on?

Joep 2:46

So the Westbridge board, we have like I said was six people in total. Although we must say that if you
take it as a board it was four people because my CFO and CMO when not a CCO, were not board
members as such, but word every board meeting with their management team. So it depends how you
add the numbers up with the IHG Owners Association board I think about 10 people each board
roughly Yeah. Yeah, something like that. Around 10 people do up maybe a little bit. No, 10 roughly
10 because it's a good representation of the chairman of each region. So we have DACH region we
had UK we have Italy so that was around 10. And in the global boards we were six plus the past
chairman 8 board members are in that one. And then Admin staff.

Luca Lang 3:52
And how was your experience with the different sizes? Did you notice that for example, in the in the
larger board, so decision making process was a little bit longer because you had to, you know, get

more perspectives into the discussion?

Joep 4:08
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The very significant difference because one was a corporate board. So the Westbridge business model
p&l, the other one is an association. Yeah, so any association they also have a p&l but it's nobody
really cares. Yeah, as long as the budget is not overwritten, but you're not creating revenues, you
know, there to make a profit. It”s all about do you get the memberships and then does it work with the
cost, but it was about influencing the brand, in that case IHG and getting more owners on board to
interact with. So you have totally different so the association board was a lot slower. Because you
have more people, but also because it's an association. I see a lot more: What do you think? What do
you think? Oh, nice to each other. That isn’t a normal board. You could sometimes say shut up on the
chair. That's a little bit more difficult with an association. It depends on the board members on the
speed of execution or advice. A board shouldn't execute, a board should advise. The board is not the
Management Committee. There's sometimes big issues that board members or boards believe that they
run the company, they don't. The CEO and team run a company. The board advises and controls and
that's a nuance that there is now the Westbridge board was very much so but it was we were basically

like I said four people or six at the meeting. Things go fast. And if you don't really change it for eight

years, and I think only the CFO changed. (DCCHISNCIICONSISICHUOUKNOWICACIOMaR & verything

depends on results, blah, blah, blah, but basically we didn't get fired. So the results were good, let's put

it like that. Or they're just like my face, whatever. BlliICIpOMMSHEYONAonNAVCIDIcHssuesTand

Luca Lang 6:06

I see. So, if I understood correctly, you said that there is also sometimes the misconception or that
board members jump into the managing role a little bit more rather than staying outside and having a
more objective view maybe on things. So what will you say then is crucial for board members to not
fall into that behavior?

Joep 6:51

I don't think it's really relates to the industry you're in. I think that's one of the reasons why you see
quite a high number of executives also being in boards of other companies. It is understanding how a
board should function. And if you are a CEO, and you have a board which is really hands on when you
become a board member somewhere else. That's not what you are. Yeah, so let's say you learn. But it's
a difficult element because you also want people in a board that challenge you. Of course, that's where
you have the board, but also to where you can go and counsel. And who can give you some advice
from their experiences would have been or will give you least in their network. They had to get

businesses in so there is a RighUIeVel of personall engagement. AS they Somefimes Say you cannot, as'd
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Luca Lang 8:35
Okay, maybe if we can dive deeper into that board, change up and exchange and kind of the frequency
of changing board members and the team because you already touched on that. In which cases would

you still think it's valuable to change board members and keep up the momentum?

Joep 9:11

I think it's good because it has like with the Owners Association, you have two year terms. If I
remember at the time, it was the maximum of six years. You had to move out. You were first of all,
yeah, that was awesome. There was no way escaping that which is good. Yeah. So you had some
consistency. Every year you got somebody new and because every year it was a new board member
coming in because of what was going on. So that keeps things fresh. Not with 20 people but on eight
people, that's fine. And the other part was in that association, the chairman changed every year. That's
not good. That’s way too short, because then every Chairman wanted to do something within that one
year. Oh, I need to make an impact. Yeah, so they started to make like a CEO sometimes depending
who it was. So you get that where the short term is not so good. Whereas at Westwing it was eight

years. Tt worked very well. TE gO0 HiNE AN EQERERASION tHE GUAlIS oF te peopIeioR e baaial

Chairman: Y eahy then'youneeditolchange. So, in suppose I'm actually in favor if there's a regular

change doesn't have to be every year somebody new but let's say every four years, that should be
momentum. Also to give you another look again, because you do get stuck in certain things are going
in a certain way and the same people, it's, it's just human. So, somebody coming in and say Hey, why
are you not thinking about this? What is called Instagram? What is that?

Luca Lang 11:08

Yeah, of course. And then within that board, let's say to create the positive tension and friction to
make decisions more effectively. Which differences Did you notice in within the boards that you
worked with? And that were very helpful with that? Let's say for example, risk taking that you had
interesting dynamics of people that were willing to take a lot more risk than others or which

characteristics would you say create this positive tension?

Joep 11:46
That depends on the person's maybe the mixture if you have only risk takers on the board, it's wrong.
Yeah, you could have one but I could also be the CEO to be it was a mistake. Yeah, when the board

members when it is important is come to a shared vision, where you want to go over a period of time.

For that you need different characteristics. | ——
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Luca Lang 13:10

Yeah. I had a very interesting conversation with another interview about this, because he also really
emphasized the importance of the of the board chair and to manage all of that. To which extent do you
think that apply, so to which extent can the chair you know, create this good environment for
constructive discussion? And at which point for example, do the board members itself have to have
you know, good communication skills to know how to convey their perspective and come to ato a
conclusion together?

Joep 13:49

Luca Lang 15:04
Yeah. When do you think that those board politics and therefore also, the personal relationships kind
of hinder the open communication and effective decision making?

Joep 15:22
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Luca Lang 15:58

How often did or do you see that happening in boards?

Joep 16:05

Depends on the type of company so if you have a family business, let's say Aldi, or something like
that, look at how to split K ones long time ago, but it still happens a family businesses, especially
when it needs to move on from one generation to another, that those are usually problems and when
the companies are so large that the real multinational shell, Siemens, BMW, they are big boys. Yeah,

there's a lot of money involved, don’t forget that as well. Renumerations are nice, but the stock options

they're getting are a lot nicer yet so that also plays a role and then and there's nothing different but in
Germany is very much or the same in many countries, by the way in Holland too. _

Luca Lang 17:14

So you would say in that case, it's it may be an important factor for then the chair for example, or
when setting up the board to think of about getting enough people from outside actually into the board
as well to create this positive tension even though it's sometimes hard but then to add that value of not

being buddies and always agreeing on everything.

Joep 17:40

Luca Lang 17:53

Coming to the hospitality industry now because you're in that How well do you perceive the boards of
hospitality companies equipped for you know, this fast innovation and change? That's going on in the
moment at the moment because hospitality is sometimes a little bit more reactive, right. So how well

do you perceive boards set up to keep up this momentum and go with the change?

Joep 18:35

Hospitality businesses is traditional. So the fact that automation in our business isn’t still highly
existing proves that the boards are not pushing hard enough. I mean, looking at the major ones I met
Marriott, Hilton, us, Accor, IHG, Best Western. The younger ones, the Doby hotels, for example,
they're more dynamic but that's obviously a one man band. And that's it's a startup type of business in
a way. They wake us up, as I call it. When CitizenM started with self-check-in, basically turn the
terminal the other way around. And then everybody starts doing it. So that was the last latest

revolution we had in hotel business that the guest checking in himself I think there is very few, but I
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don't know about on the board, of course, but there's very few people with a background in Google,
Facebook, Apple data in hospitality boards. What you see a lot is a lot of traditional industries, in hotel
boards. So if it's traditional industries, yeah, you stay traditional in most ways, even if they can be very
innovative, like oil industry, BP shells, but they're not rocking the boat. And I think there's a lack and
our job is to move faster. Do you check the chairpersons of Marriott for example, Hilton, how long are
they there? The CEOs and the boards. been with us for the week was already five, six years in
position. We don't have an external board. We have an internal board as well because we only have
two shareholders. But basically, I don't see I was a Chinese and they're pushing more technology. So
yes, we are advancing a lot faster than we did in the past 10 years. So that's good, because that's the
nationality. What do you mean the credit card? Where's your app? Yeah, in China, nobody has a credit
card but it's all on the phone. Yeah. But it doesn’t work like that in Europe. But if you take like Mark
Zuckerberg, those kind of people, they would walk away and say: What do you mean you want to

check a mock up room? Just go in there with your VR glasses.

Luca 21:17

And which role would you say does then age play there? Because I could imagine as well that let's say
you know, people that are more in the digital world now that you would want to have on the board
would be of a way younger generation at this point. So what would that change in the dynamics? Do

you think that there would be a lot of hierarchy then within the board?

Joep 21:57

I don't think it has anything to do with age or with race or gender. You need to look at what is needed
in your boards. So let's say you need a feminine touch, you have two options. You either get board
members that are female or gay. Because you want a feminine touch and you don't take the macho.
That's not a feminine touch. If that is a focus area similar to saying you want to improve technology,
well, maybe it's better get somebody for Facebook. And if you go in that sector, we will find out that
usually they are around 30/35. Because you want to interact more with generation whatever they are
called. Yeah, well, don't take me to connect with your generation. Yeah, it doesn't make sense because
T don't do TikTok. Yeah, I know what it is, but I have no clue how to influence on it. So get somebody
who knows that means more or less same generation maybe a little bit older because it had some work

experience but connect to so that is what you'd want the consistency of a board and slash also a

management committee. it's similar. Y eah. [N Er NN oSO AR REREeaso!

Luca Lang 23:31

How good would you consider board chairs in that case, then? capable and willing to do that to go this
extra mile and not fall into the comfort of just getting another person on the board that they know and
that they're buddies with and they go play golf with and but you know, go outside and look for
someone that is completely different, but would actually meet the needs of the company board?

Joep 24:05
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They should do it. That's their job. How good they are at this I cannot judge. I mean, I think many of
them try to do so to find that diversity and supporting their needs. Yeah, it depends a lot on attitudes,
personality of the chairperson. I mean, look generally at grandparents just to put a comparison you
have grandparents so switched on. They have an iPad and watch Netflix movies. I have grandparents
who still read the newspaper every day and don't want to touch anything that's digital in an extreme
way. When you have the same chairpersons Yeah, and various aspects. So, it depends very much on
personality, how far out they will go. The only thing and again, it also depends on the CEO and other
board members influencing. Yeah, if you have a big technology change and the CEO says it would
really help we ever had somebody with a tech pack on the board to support me with my CIO. Then the
chairman should help.

Luca Lang 25:27

Okay. And one last question to round off the conversation: Within the board to create the different
perspectives. How valuable do you think it is to have industry insiders? And industry outsiders?
Because you've mentioned that on hospitality boards, often what you see right that there, there is
barely anyone from the hospitality industry actually, but there are a lot of people I can imagine for
example, from the finance industry, or industry outsiders does that create this positive dynamic

intention and fresh view on things?

Joep 26:14

interact. T think it's important that there's an understanding of the industry if you become a board
Because you're a board member of THG hotels you're staying in Continental, they're not called Holiday
Inn Express. But the majority of your hotel are Holiday Inn Express so yeah, you need to understand
that business model as well. I think that is key that there is some sort of a connection. And that can be
something you've been doing as work that is in a different way different sector would vary related to
let's say the Express setup the click 1234 as simple an airline, Ryanair could be compared to a budget
or tablet in a way so there are similarities or in the car rental. There are similarities. So, I think that is
those tend to be very often the ones that become a little bit too dominant, because: Tknow how to do
this Mr. CEO. So that's why they often don't like it. CEOs also like it too much. Don't forget CEOs

_ And so, again, it's all about the balance finding. In

addition, but the same as should not only be people with a finance background, it should be a mixture.
So you could have somebody in the marketing background. Somebody with a branding background,

something with this background does this again, it's about the real diversity.

Luca Lang 28:07
Yeah. Yeah. There again, then follow up. Question How well balanced do you experience or perceive

boards to be set up?
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Joep 28:19
So, they ‘re more related because that is like who we know is coming from our network. And it could
be more focused on really being an advisory board.

Luca Lang 28:34

So still room for improvement?

Joep 28:37
Oh, yes. Yes, I think.

Luca Lang 28:40
Okay, thank you so much for your insights. It was very, very helpful. I'm just quickly going to stop the

recording.
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Interview 6:

Luca 1:22

Then maybe just to start, you can give me an idea of what your work context has been for with ESG.
For example, because I've seen that at Reptrak. You've done something with ESG or the board context

as well if you have consulted for example boards or helped build them and venture capitals.

Gabriel

I have experience with boards in the context of companies and foundations, nonprofits. So, in the
context of companies indeed, with Reptrak was my biggest experience working closely with the board
of the company. And currently, at ZetaAlpha as well. And as a consultant, I also advised some boards,
but it's completely outside. I was a member of the board of a NGO here in Amsterdam. I think I'm
bringing that up because it was a really diverse board, and I was serving as a board member there. And
I think in terms I saw that being a member of the board, even though it was the foundation, the impact
of an importance of a diverse board, but also the challenges that come with it right. So it's not all roses
but still, I'm being given more context right. So, I'm 37 years old. So it's not super senior and not on
my 50's or 607s such as other board members. So I'm on my way, but it's a little bit of context, right.
So where am I? So really beginning my career, but also not that senior. I think that's fair to say.

Luca 3:28

Yeah. Through your consultant work for example, you probably have a very objective and outside

view on boards. Have you observed kind of their decision-making process?

Gabriel 4:01

You have two types of boards right. So, I have the board that actually is responsible for the helping set
the direction of the company in a way and then how are you trying to see your leadership and have a
supervisory board. It often doesn't have such power. But it's more like advisory I think I'm struggling
because I never saw a board. Tn my experience. I can say yes, that works well. So for me, it's always
an environment of some tension. Right? So I don't feel any board is a group of people that sit around a
table and like, Let's hang out. With good tension. Good tension and bad tension in terms of typically
by something but I think they have often more things that things are moving in directions then on the
contrary, so is always an exercise all of them to find common ground and to do your decisions. And as
in any group anytime have more than to any group with other people. There's politics involved in this
important to that. So that's to me, every board I saw always tension involved. But I think it's good. As
long as you have some ground rules, right? It's respectful and it's well intentioned, then there's no

Luca 6:06
Also, the context of using the different perspectives to come to the best possible decision.

Gabriel 6:14
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That's super important. That's why diversity is important. Right, so in terms of skills and where I come
from, and experiences. I am from the industry, for the organization or from the industry. In terms of
my technical background, or legal background, whatever finance background, so it's important to have
someone who knows well, at least one of these kind of core competencies, so it's important to run an
organization. Also to the demographics, right. So, demographics are everything around it, including
gender, and that's, of course now it's very prominent to the gender discussion. But I'd say also based on
where you kind of also almost like where it comes from, especially large organization, large corporate,
large, large corporations. tend to see if you see them on the board of Philips or the board of shall be

mostly Dutch and English. At Shell Americans have to have some lawyer for the US involved.

Luca 7:42
That may be as a just quick kind of context question. With which boards or what kind of companies
have you seen boards in the most so is it more young companies like in the venture capital area or

more mature, like for example, Shell, Phillips, and what have you observed most?

Gabriel 8:04

At Shell I was not involved in the board. So, it's extremely even if you do your career, there's very rare
that you get to get that consequence. Yeah. Phillips I had opportunity to engage with the CEO. Phillips
so usually have one CEO but have this other CEO, which I'd have which business unit. So at the time I
was at Philips we were doing the three industries healthcare, consumer lifestyle, lighting. I joined the
board of this use network, all kinds of events and to organize events and h2 connectors. At the time
Frans Van Houten, now they changed the CEO. I learned a little bit from him, and also the CEO of
Philips Lighting that. But with that, it's nice because he coached me so I had like five coaching
sessions. We didn't talk necessarily about board but the message that he shared with me like what
stayed with me that it's a very lonely place. Everyone wants to do his job. And basically everyone else
is judging right? So the board is has to report often to the board and it's just there alone. So that was a
bit of the feeling that he shared. But then it's mostly my experience, and it's mostly with smaller
companies. Reptrak is a company in terms of annual revenue smalls, but not me. That's not a startup.
20 year old company, revenue in the range now you're gonna range from 50 to 100 million per year
that means size company and also tensioning the board, right so it is confidential information, but it's
there's some other dynamic in the board spectrum with smaller companies is that for some people
might be they might have multiple hats, so they might be the founder of the company. [THeyimightbe

Luca 10:43
Yeah, this is one of the interesting insights I've gotten so far. Is that the earlier the stage of a company,
the more important it is to have people on the management team or board that actually have a personal

relationship with the founder. Yeah, because you have exactly this dynamic of, oh, this is my like, I
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found this I put everything into it. So that you have to slowly build kind of this not hierarchy, but the

power dynamic that the founder needs time to adjust to that.

Gabriel 11:19

Yeah, exactly. And then you add investors bought from US companies and investors. And growth
rates and but we often have a seat or two seats so often that company into different stages and become
more material. That's some point they want to replace the CEO right and by people out, so it's always
patient, right. So it's very few, but I think it's part of rolling terror, right? So it's never very pleasant. So

Luca 11:53

Maybe going deeper into that tension part. Although, where do you think is kind of the Golden
middle? is how much diversity how much different characters should you have on the board in order
to get this, this dynamic of innovation, different perspectives and positive tension in the sense of
coming to the best possible decision? And where it becomes maybe disruptive where, you know,
decisions just take so much longer because you can't come to consensus?

Gabriel 12:26

Yeah. I think what is the first thing that becomes destructive or causes bad tension is when you have a
board member who is nodding, engaged, the person doesn't care. Really see the person doesn't know
what they're talking about. Maybe they represent their legal obligation, right, but they don't know. So
people get very frustrated and sometimes they are really outspoken without knowing what they're
talking about. Sometimes you just feel entitled because you might be very senior may perhaps the
most senior big table. They're right sometimes away. I think the dynamics that work well is an open
discussion and kind of reaching consensus, in a way so it's not a louder voice. We need willingness to
go beyond as well. So there's a cadence to board meetings, right. So up to certain, certain frequency it's
good to keep them sharp. But there might be cases where you have responsibility to learn more as

well, your transparency. as I said. §6/a8/560n as you start filling that in @roups form rights, but disk
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That's interesting. Because you might think that people are indeed so senior maybe sit in multiple
boards, and it's a little bit more detached. And people just come together for the purpose of, you know,

talking about the company, the future, and so on, but that there indeed still are those personal and
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interpersonal dynamics. And also maybe how about how that impacts the decision making of the
board?

Gabriel 15:42

Yeah. it does. So you have this for some time, I think you can just tell because that's what happens

Luca 17:11
This dynamic also restricts board boards maybe coming there but impossible to decisions that at some
point, people know each other people know which decisions are going to happen.

Gabriel 17:40
Yes I think so. I think so. I think at some point if you lose this freshness feeling you get the point you
just don't care. Yeah. That's really dangerous.

Luca 17:55
And how would you say that changing the board helps with that?

Gabriel 18:35

something and you don't dare you wait to for our ask at the end and you never asked the question. At

the beginning, just throw in a fire that go right start working. Otherwise, you always have the sense of

one up one down and you're always the last one, right. So I don't like that. In terms of time. It's really
interesting. The foundation we had this one year rotation, which is not nice. Yeah, it's so it's always a
mess. It's always like this is nothing new. You have to do everything and you cannot do anything and
it's not good at all. What is going on is four or five years cycles, right? So that's where we started to
see this organizations there's this what is called the Phillips in show example, every four years by
show that this thing that every four years actually you had to essentially change right so roles move
somewhere else in the corner. For very large companies, this may also be too short, right? So if you're

talking about a company where the CEO because they see with large companies, the CEO starts to be
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more productive, but again, in the eleventh year, if you're talking about to share with Philips, so you
see they have this DBT kind of their productivity increases in the first five years or so. Then it goes
down. And then it really kind of reaches a top at the eleventh year. And then slowly right then stay
there stay here. So, we go down, and even different 15 years, like cooperation, so they leave or so. For
smaller companies, especially startups scale up reaching maybe mid sized company has to be faster it
reaches different stages. So the board the initial team, or the initial board do not stay there. I think you
always have to then bring the next the person who has experience with or knows the place where
you're going to, I can help you take you there. So you need to do but I'm curious before they ask you a
question. What do you think about these, I think, I don't know for better diversity on those boards,
right. So there's the female boards. What's your opinion on this?

Luca 22:20

I'm taking the approach with my thesis of taking this step away from relational diversity. So talking
about age, gender, and going more to the task related diversity. I'm saying, Well okay, why do we
want diversity? We want different perspectives. Okay, but why? Why do I then have to take the detour
over gender to get to that if I can just directly investigate? Okay, who has an opinion on this who has a
different opinion? I'm gonna bring those people together. So that's why I think often the intention is
right, but the discussion is, in brief, not to say indifferent or doesn't matter, but I don't think we're
going to come very far with with metrics like my age or gender. More about experience and, and those
sorts of things.

Gabriel 23:34
I like that. That's cool.

Luca 23:39

That would have been one of my next questions. Talking about this, right, what you said with it with

the rotation, you've touched a little bit on the hierarchy, that someone that's new might feel like, Oh, I
can't voice my opinion. What is necessary to create this environment where that can happen? Because
I can just imagine what if you have a lot of very senior people on the board? Yeah, they might have
tons of experience. But maybe you lack a little bit the dial dynamic or innovation part. So if you would

bring in a younger person, how hard is that?

Gabriel 24:20
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Luca 28:01
Talking about the communication skills that you just touched on. Do you have the feeling that in a lot
of boards that lacks that people, they have the experiences and the valuable experiences develop both

opinions available perspectives, but lack communication skills?
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Luca 29:36
So not necessarily that the senior board members need to have like the sensitivity of knowing how to
convey an opinion but that it should be shaped by the chair.

Gabriel 29:53
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Luca [00:00:36] Okay, yes, briefly just once again Introduction What it's about, I've already given the
context. And that's why maybe you can just give me the context at the beginning, in which context you

have had contact with corporate boards, what your history of it is, so to speak.

R.K. [00:00:55] Yeah, I'm 30 years now, but now they have just 16, so 62, at 20 years I was a board
member.

R.K. [00:01:20] State. Therefore, I can also be our father Board of Directors and for seven years at
SDK Chairman of the Board.

Luca [00:01:32] Okay.

R.K. [00:01:33] Such a corporate board, in my opinion, is simply no longer on the board of smoking,

exuberant plants.

Luca [00:01:50] And even though it's all in the yes in the same industry in the insurance industry.

What were the differences or their different experiences between the boards?

R.K. [00:02:08] That depends, of course. If I'm in sales, of course, it has a different content than what
I'm doing now as chairman. I do a lot of the governance and stuff now. I have a lot to do with

regulators. You don't really have that in sales. Even if you are responsible for the areas, of course you

have to pay attention to things. But that's very, very different. In sales, it's all about getting the
insurance to the man. Here in regulation. I have the whole legal department here. I have the audit,
compliance, information security. I'm very responsible for making sure that we get through the laws

well here.

Luca [00:02:56] Yeah, how many board members, if you don't mind me asking, do they have at SDK

now?

R.K. [00:03:03] There are four of us.

Luca [00:03:06] And how often do they rotate through, when do, how quickly do new people join?
Old people leave?

R.K. [00:03:13] As I said, I've been here for ten years now, now the change comes at the end of the
year. The new colleague is coming now then he will also be here for 10 years. My colleague came in
2016. He will now stop at the end of next year. My other colleague, who has completed a period and is
now being extended, will also be here for 10 years. That's a relatively long average for us. The
average when you look at DAX companies... You've seen it now, he was chairman at VW for three

years. The rates may also be much shorter, depending on the legal form.
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Luca [00:04:22] Yes, that would have been my next question, these ten years that you have been
there, is that normal for the insurance industry or even within the insurance industry you have been

there for a very long time?
R.K. [00:04:37] I would say we've been at it for a long time.

Luca [00:04:47] And what do you find comparative differences between frequent and less frequent

changes?

R.K. [00:05:12] Well, with the exception of this function, which was extremely long at 10 years, I did
something new every 3 to 4 years. For me, that has had the charm that I have done different functions.
As a general manager, in particular, I was able to build up a broad range of expertise. I didn't just do
sales, I did governance, operations. I've done almost all functions, except now pure mathematics, I
haven't done pure product costing. It's an advantage when you have your foot in the door and you can
get into it. Here you have already done all the topics and have a view on it. If you now do a function
for years, then you have such a chimney. You know your subject, but you don't have a view of the
other areas, which is very important.

Luca [00:06:38] Okay, and for the team itself, so for the for the functionality of the board itself. Do
you think it's better there to have the teams longer because you get to know each other better. At some
point, you understand how the other people function and think and through that, you can come to new
decisions much more effectively. Or, on the other hand, do you think it's more helpful to have quick

and frequent changes in order to keep bringing in new and fresh views?

R.K. [00:07:13] In general, you can't answer that with yes or no. It has good opportunities and risks,
one thing you mentioned, if you know each other, of course, then it has the advantage that you simply
have short distances. And because you simply already know how you have to talk to the other person,
how you have to come to decisions. Yes, when you get up in the morning, you probably don't even
think about how you got to the bathroom. There are such automatisms, and if you have automatisms,
of course you have the advantage that it is highly efficient. On the other hand, it can happen, of course
it depends on the person, that the environment changes. That is then insanely important that the people
on the board also all develop further. Yes, what I have often experienced and what I have seen: over
time, the position develops, but it may be that the employees do not develop. That's not noticeable at
the beginning, but if you have someone in a position for 20 years and he's still 55, then you know you
actually need 5 years to bring him up to speed. So that means that when I have a team like that, I have
to be very careful that they stay up to date. And not say, okay, I did that last year, we'll do it the same
way this year. You always have to question yourself. And that's a risk. Then the world outside simply
passes you by.

Luca [00:09:12] Yeabh, sure, sure.
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Luca [00:09:13] And if I understand correctly, this is a problem that you have seen more often. How
can you manage to find exactly that balance? A long-lasting, well-functioning team, but at the same
time moving with the times and growing. Do you think that's also part of the CEO's responsibility to

keep an eye on it?

R.K. [00:09:50] Yes, everyone on the team can do that, ultimately keep questioning themselves. When
I came here that's exactly what happened: I always said, the management, they're sitting on the Titanic
and they're still sitting on the sun deck. They didn't even notice that the ship was sinking, and that's
exactly what happened. Then they said, "You're trying to convince us that the ship is sinking. Well, it
is not sinking, it has sunk. The bow is already under water. Then they said: No, I see the sun here and
there is beautiful music playing. That happens because you are too much in your mechanisms. That
happens to me, too, of course. I also have to question myself. My successor, who is coming now, will

do things anew.
Luca [00:10:47] Yes.

R.K. [00:10:52] There will also be new impetus and I hope that will release new energy and make
SDK even better.

Luca [00:11:00] And have you noticed that personallyl in the last ten years that they have become
comfortable in ideas or where it has sometimes then helped to bring in new, new energy from the

outside?

R.K. [00:11:25] With us, culture development, organizational development was even much stronger
with us. But here we are in insurance, we are very sluggish. Daimler has a 20% drop in sales, and then
the hammer comes down on them. Then there really is a 20% drop in sales. We have permanent
conditions. We may not get as many new customers as usual. That means that if we make the wrong
decisions, it's like a vein getting torn. You don't even notice it, after ten years you suddenly keel over.
And that's why the question is how do we deal with it culturally now? We want to develop further. I
wouldn't have initiated that now, but it's good for us. We have now also moved into new buildings, we

no longer have individual offices. We have team areas.
Luca [00:13:21] So you also actively then just initiated that, bringing new people on board?

R.K. [00:13:38] Yes, you just have to have good people in the team as well. Always see what

happens. I'm at events a lot, yesterday I was at a meeting in Diisseldorf and then you get to know 3, 4,
5 people. And you chat with them and hear what they are doing. That's how you get new impulses. Of
course I am happy about the results we have today. But that is the result of what we did the day before

yesterday. I am now preparing the results for 5 years from now. I have to set the course for that today.
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R.K. [00:14:49] Organizations need a driver.

Luca [00:15:14] If you don't get feedback directly from the numbers, do you think it's even more
important to have people on the board who are maybe a little bit hypersensitive to risk because then

they overreact in a positive sense and really push for change?

R.K. [00:15:46] You have to see opportunities. For example, we were discussing now: Who actually
cares that we insure people? At the core, what are we doing? At the core, we do health insurance. It's
about the health of the customers. What do our mission have to be on? We want to be there for people
when they're healthy, help keep them healthy, and when they get sick, what can we do to help them get
better? So WI can make good rates, that they can get good treatment and get good doctors. But we can
also do second opinion programs, a lot around that. And this could also lead to new business areas, for
example. When Corona was two years ago, we offered Corona vaccinations to companies. We had a
service provider and organized that. And for medium-sized companies it was not possible to organize
through a works council. So we did that. We offer sleep programs. If someone sleeps badly today,
maybe they have phsychic problems? If you analyze that, then you recognize the people who are on
the way to burnout. Such things result from this. Then there was the discussion of whether we actually
only do business through insurance premiums or whether we open up new areas of business. Selling

services that are not insurance, but health services.
Luca [00:17:29] Sure.

R.K. [00:17:30] And these are opportunities. Then you have to look at what's going on in the market
or care area. A well-known company of ours they also have life insurance, but what do they offer?
They have funeral homes and funeral directors. But things like that. So you can do new things around
your business area. Or now with ESG: where is that going? Or the whole digitalization, where is that

going? You have to see what opportunities arise, but keep the risks under control.

Luca [00:18:16] Yes, and to get out of the box, so to speak, and to broaden the horizon. How
important do you think it is to strive to bring people from other industries on board? And how much is
that already the norm or not yet the norm in the insurance industry? Not just having people with

backgrounds in insurance on the board.

R.K. [00:18:45] That's very helpful, we have staff development right now with an employee, she
comes from the pharmaceutical industry.

R.K. [00:18:56] That's a bright enthusiasm. That comes with completely different ideas, but also a
sense of self. But that's different. If I say now, in the legal field, someone has to learn the ropes, he can
also come from somewhere else. In accounting, there are areas that can come from completely
different areas. Whereas in classical areas, it's of course good to have someone who understands

insurance.
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Luca [00:19:46] Yes, of course.

R.K. [00:19:48] I once had a boss who came from the metal industry, came to Volksfiirsorge at a
young age and there came the and he became labor director from the metal industry, had a very, very
different relationship to strikes. When did we ever see a strike in insurance? The works council came
and grumbled a bit, then he started yawning, that didn't bother him at all. He spent days in the factory
because he couldn't get out because of strikes. He was totally relaxed and told us: So that's how things

work somewhere else. You dream of other things, the roasted pigeons that fly around.

Luca [00:20:45] Yes, that's interesting. And how much do you feel like that's succeeding? Pulling the
correct amount of these new impulses in to the company, to the board? If you're always pulling people
back from your own network?

R.K. [00:21:29] It depends on how you recruit. When we recruit at management level, we usually

have personnel consultants. And they sometimes look left and right and then you get a candidate who
has done something completely different. They simply fished in other ponds. I had a candidate from
Daimler here. So from completely different industries. If you only rely on your network, then you're
right, you're only fishing in your own pond. For me, it was simply clear that I needed someone else. I
had a human resources manager, but I needed a human resources developer. And I also made a
conscious decision to just have a consultant so that we could get somebody who could work with him
but who was different. I had that, I had. The first round I gave him that, but to fill it, a second HR

manager came out. And then I did a different way to get out of that exact loop.

Luca [00:22:54] Like I just find it very interesting to hear that you then jumped on recruitment
consulting of course. Makes an extreme amount of sense. How normal is that to bring in recruitment

consultancy to help you recruit board members?

R.K. [00:23:15] Often. If not internally, then you actually always get recruiters.

Luca [00:23:21] Okay. How many boards are filled internally or externally?

R.K. [00:23:42] For example, an alliance that has access to a large pool of employees. They have a lot
of internal staffing. When they want people, they bring in assistants. Deliberately put people in certain
management positions. And they have a clear career path for how people develop. And that's where
good people come out. If you're as small as we are, it's more difficult because we don't have the

breadth. Our four board members are all external.

Luca [00:24:21] Okay, so in that sense it also internal not related to the internal network, but really

just internal company people.
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R.K. [00:24:31] Yes.

Luca [00:24:32] Okay, so that means you haven't often had the chance or been in the situation to bring

in new people from your or your colleagues' networks?
R.K. [00:24:44] The members of the Board of Management are appointed by the Supervisory Board.
The Supervisory Board is also responsible for the search process. But he also works with personnel

consultants.

Luca [00:25:02] Okay, thank you very much. That's actually it in terms of questions from my side.
You've helped me a lot.

R.K. [00:25:11] No problem. Glad to meet you. I look forward to your work
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Interview 8:

Luca Lang 0:30

So just to just to get an overview, maybe you can tell me just about your touch points so far with
boards in your career, because I saw you so you sat on the CFA board, but now you're consulting a

little bit more, so maybe you can give me more insight about that.

Matthias Meitner 1:04

Yeah, both true. But my main insight into corporate governance and analysis of corporate governance
topics comes from us stems from my time in Allianz Global Investors. So I was there from 2004 to
2015. Sort of a portfolio manager but it was a very concentrated portfolio. So not a lot of different
shares, which means we follow the very deep fundamental analysis approach. And the long term
approach and long term approach means you always have to look also at the framework of the
company. That's very important. I think we come back to this later, and then you automatically get to a
topic like ESG corporate governance, and to be honest, I think, we had a look at these topics. I think
long before many others had a look at it simply because of this long term focus that we had and you

know, yes, many of the ESG topics are long term in nature.

Luca Lang 2:06
So if I understand correctly, that you discovered the sort of importance of governance way, way before
it became part of ESG and got so popular, and that maybe leads me to the next question. And on how

you think that setting focus on corporate governance and improving the structure of the company will

have impact on long term valuation of the company?

Unknown Speaker 2:35

Yeah, a lot. I did want to say that we were the first one and nobody has looked at it, but at least we
looked at corporate governance ESG long before it became so popular as it is today. But the point is
corporate governance. You mentioned that big framework. Well, it's some sort of risk management,
but not in a negative sense, that is only when something goes wrong. The corporate governance is
important also, when things go well, and the problem is if you have a long term view, you build
expectations about where the company goes. You setup an evaluation model, you come to a
conclusion whether it's a good investment or not, but the problem is, even if you do a very good a deep
analysis, the road will develop in the other direction you have no clue where it goes to. And that's the
reality. So, in particular, if you look at in a long-term perspective, you have to admit that things can
develop a different direction and what you want from a company is that the company is able to react
adequately and appropriately on things. That's what good governance means. Perhaps there is a crisis
perhaps there's even some opportunities which come up which you have not seen at the time of
investment. But what I want to have proper company, or at least a high probability that the
management or the whole company can react adequately to new challenges and new risks. And that's
something I could observe good governance comes along with such good reactions.

Luca Lang 4:33
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And would you correlate good governance to good boards and good board setup and structure because
in my eyes, for example, you know, everything would come from the top right, so the board is
responsible for the for setting up the governance and that that's why I went for the importance of
boards because for me, that's kind of a given the connection, but maybe you have some other aspects

that are important?

Unknown Speaker 5:02

no boards are very important. Absolutely. Perhaps one of the bigger points of corporate governance,
but there is also the renumeration system of the company, where you can now also say, hey, this also
is somehow related to the board or also the activity of shareholders. For me still the most important
governance factor is corporate culture. How does not only from top to company work from top but
how does the company work? Particularly big systems? How can they work and interact? That's a

that's also a very important factor. Of course, boards is something we look very deeply into.

Luca Lang 5:50

Yeah. And the corporate culture, maybe we can take a quick detour there. Because one of my concerns
is as well, how you can sort of incentivize boards to look more into ESG. And things like company
culture, for example, that's hard to measure, right? Yeah. And the long term you can look back and
kind of see the impact it has, but how would you create a positive incentive for boards to you know,

set more importance maybe on the company culture?

Unknown Speaker 6:30

You're right that's a tricky point. But it has also some hard benchmarks. So, for example, the degree of
fluctuation in a company is usually a good measure of the happiness of employees. I mean, you have
to always have to set it in the context of the of the same of the peers. So, a consulting company or
consulting agency usually has a higher degree of fluctuation depends on industrial company, by
nature. But nevertheless, if you compare it to peers, that's a good indicator also of happiness of
employees. You can use your own big companies or most of the stockless companies today. To some
engagement surveys once a year where they track weather about what their employees think, although
I know they are some sort of what you always get a bit of biased results. There are some frustrated
ones who always click very bad, very bad, and some super happy words to always click very good,
very good, but nevertheless, you can read a lot from it. Also from outside as an investor yet, websites
like Glassdoor or Google know where these can get you an impression of what the corporate culture so
there are some hard facts but that's probably the best way to incentivize wants to look better into
corporate governance. It's a very holistic topic of corporate culture. And I'm not sure because I didn't
think that way, how to incentivize board members, not to foster good corporate culture. Interesting
question, except for the hard benchmarks. For my experiences, also, it's a very sticky thing, corporate
culture. So, if you have a bad corporate culture, then you have bad corporate culture, it's extremely
tricky to get out of it. If you have a good corporate culture, it's fragile. You have to take care of it but
you can keep it if you really take care on every level. I could give a real-world example but you know

that it's impossible to get rid of this bad corporate culture. You would have to change the basically the
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whole staff in order to have a better corporate culture. And then you always run into problems, one
after the other. And that's, that's extremely tricky, but that's the big system, corporate culture is, again,
s0 it's the most important corporate governance factor because that's if this works well, then the
company is well prepared for whatever happens. So just to give you an example, what we regularly
observe is that's downside look, in times of crisis companies with a good corporate culture, they fight
against it. Okay, then employees say hey, for example, like the COVID-19 effect. Hey, too bad, but
let's fight against it. Whether they are successful or not, that's something different but this makes good
culture. Then you have companies with a bad corporate culture for these companies... Usually, the
first thing that happens is that the good employees leave a company that do not feel connected to the
company. The bad employees stay within the company. And nobody is really motivated to fight
against it. If you do not feel connected to the company then things are as they are another example is
also the way you live your working time. So if you are if you're not happy with your job, you come at
9 and you leave at six or whatever. But if you're happy you stay perhaps half an hour longer to finish
doing your product project and this makes a lot if you sum it up. It's also the same not only
fluctuations, also the base as a half inch microcopy base of absence of employees. It's always if you're
sick, you stay at home if you're healthy, you go to work. But there's something between reps. Stay at
home but could also go to work and then makes a huge difference whether you are a good culture or a
bad culture.

Luca Lang 10:59

Yeah, totally. And then maybe we can, from here, go to the corporate culture within the board or the
culture within the board and how important that is. Because it's this interesting trade off right where
you want to have this tension within a board in order to foster innovation and make decisions and to
get the different perspectives in. But you also want to effectively come to a decision, you know, and

you don't want to have too much friction. So it takes a lot of time to get to the decision. So how do you

experience that?

Unknown Speaker 11:41

It is better to fight a bit within the board, so this usually makes better decisions. A lot of harmony is
fantastic, good old German style and perhaps also the Dutch sparkle. I don't know it's not too much
different. I think the typical German style is that you have in the box 10 times the same person. You
do not really fight, you do not have different opinions, you easily get quickly to decisions, but this
doesn't make good decisions within the board you could find but then also ask, perhaps what is an
optimum board size, so that's true. If you want to really interact members then better not to have two
big boards. supervisory procedure. So once you have added on 15 16 people then it really tricky to get
high quality decisions.

Luca Lang 12:49
Maybe I can quickly jump in here. My conclusion right now would be to stick that to keep the size as
small as possible. So go with a minimum regulated amount of board members kind of to still take the

box but have as little members as possible. Would you agree with that?
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Unknown Speaker 13:33

Yeah. But I think for industrial companies, it's also certain but it's a very broad range. I'm not sure but
I would agree. Yeah, keep it at least balanced, not as low as possible. But it's also important is that you
have different opinions and for different business models you need, sometimes less sometimes more
different opinions. That's important that you really have covered all necessary prospect or relevant

perspectives. And then keep it if you have done so.

Luca Lang 14:21

And the boards you've been talking about, maybe I could ask which sort of companies which kind of
companies you looked into. And then also if I understood correctly, that you experienced a lot then
actually the board members, the board members were not diverse in terms of perspective and, and

opinions and that sometimes it's hard to foster this, this kind of discussion within the board.

Unknown Speaker 14:51

Yeah, that's true. So usually I looked a bit at banks and insurance companies, but mainly a non
confidential wrap up where I looked at it's true, but it has also changed over the years now, but the
good old style was really all male or 55 plus all manager type guys it's tricky to break such structures.
Now you have the discussion with female quota in other management levels, then people say hey, this
is stupid. You should take the best person but that's female or male. But on the other hand, you have to
make efforts to break into these structures. Otherwise, if you say, Hey, we take the best ones. That's
also what people hear the good old German companies. Always say we take the best part. It is a man.
So it's not this case, that this was the excuse always, I think, why not breaking it up, sent in some
diversity not only in terms of gender, but also in other terms. And then let's start from the event. Once
you have to put the you can leave it and say, hey, now you can make your efficient decisions and pick

whoever you want now. Yeah, I think that's a good way.

Luca Lang 16:29

okay. Yeah, that's really interesting, because the inspiration behind my research was actually the
female quota. And but then I quickly when starting to look into diversity, I quickly came to the
conclusion well, okay, we want diversity in terms of gender, because we search for the underlying
characteristics, right? So I'm trying to find a way to go straight to the underlying characteristics and
bringing diversity there. And but of course, it's super tricky to achieve that. But yeah, because you
were saying you were looked at boards in more than the non financial sector, which size of the

companies are we talking how old were those companies?

Unknown Speaker 17:12

Everything, stock-listed mainly. But we have also large companies which are not stockless but really
every size from very small to very big from very young. Just in terms of diversity, but it's also with a
couple of points not centered on gender. Then you have in more technical companies like I don't know

a pharmaceutical company or chemical company. So, when a business model is not a business proceed
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like a fruit retailer, that's Business Administration, but chemical companies, for example, or a
pharmaceutical company, and you always are some technological companies. Always the question,
how much should be the technological ones and how much should be the business one, so find a
balance there? That's not a problem again, for Arabia or india? I would say, but for some companies,
really it's important to fight by the structure also in terms of internationality. It depends on the
company. So we also see companies which are mainly operating in Germany so you do not need a
Fourth International member if you're mainly doing business here at the Munich area. It must fit.

Luca Lang 18:38

Yeah. And then within those boards, would you say the problem of finding diverse members am lies
within the network of the people that you just source new people? From your own network who you
know who you feel comfortable with already? Or would you say through for example, personell

consultants, that that is being broken up a little bit more?

Unknown Speaker 19:07

Yeah, hopefully. I mean, still, it's the Annual General Meeting versus voting for the board members,
Supervisory Board members. And their supervisory board then sits in the management board,
hopefully not with their personal tie. So that's absolutely right so that's how it worked for a long time.
But when I talk to students here, and tell them that usually, if I perceive the CEO, that's always that
they behave like children, if a CEO has the possibility to vote for, to bring in his opinion about a good
head of the supervisory board, he always will send in a friend, and so not to get controlled. If you look
for a supervisor for your master thesis, you would also look for a supervisor who's not the toughest
one, it's nature, it's human nature. And so, you have to find ways how it's not necessarily that one hates
the CEO but at least it's not necessary that they are friends so that there must be a distance and coming
back to your questions or better to make a selection independent of what existing board members
think.

Luca Lang 20:37
Yeah, yeah. How aware do you experience the board members being of the needs of the company?
Because that is of course, where everything starts right when you once you know, what we need in the

company where we want to go then you can also get new members accordingly to say if we want to

expand innovation that we maybe need to find a tech person and those sorts of things.

Unknown Speaker 21:07

Yeah, no, absolutely. It should be the case that members of the board know what the needs of the
company are but it's also not so obvious. You still have politicians being member of the board. The
idea is perhaps they can open doors, but that's usually not a good idea. So, today the requirements for
supervisory boards are quite high. So, you really have to deeply understand also accounting topics.
You have a high liability as a member of supervisory board, you have to understand the business

model, and I'm very sure none of the politicians understand what these companies do in terms of
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accounting. It's tricky whether or not they really understand business. It's not that they are sent in
because they are experts, they are sent in only because they are a politician.

Luca Lang 22:08
So, it's kind of about how to break up those structures and really act in the interest of the company at
the end of the day?

Unknown Speaker
Yeah.

Luca Lang

And then, within the board, maybe that's also a topic for Germany, in particular how much is effective
decision making, being affected by politics where we are with politicians, but politics within the board
5o how often are you know the person so well, you go golfing together, you don't really want to offend
them by saying that your opinion differs, or is there really this professionalism present, actually, that

you have this distance towards each other?

Unknown Speaker 22:57

It has changed, I think to the better. So, I think today, there's a lot more professionalism that we had,
perhaps 10 or 15 years ago. I was one case was I can't tell you the companies but what case was that
the CEO of one company was also sitting in the Supervisory Board of another company. And head of
the Supervisory Board of the other company was also sitting in the Supervisory Board of the one
company, the first company. Now you can imagine how hard the questions were. Not at all, so I
always read the notes of these board meetings, and none of them ask hard questions. Because they
knew hey, perhaps they liked each other could be but perhaps also they knew I asked a tough question.
He will also ask that question. And that's something we look at as investors. How sure can you be that
these guys can make independent decisions to the board. And that's important, but it has changed. But
it does not mean that it's still does not exist anymore, that people do bad decisions because they know
the other person.

Luca Lang 24:26

Yeah, yeah. Okay, thank you so much, then maybe just as an end question, what is one of the first
aspects maybe you would try and start to change in order to achieve this change for the better within
the board?

Unknown Speaker 24:54

I think the diversity, looking at both diversity and diversity topic is something where there's still some
room for making it better. That's always a big discussion, discussion about independence, but that's a
tricky one. That's so you're the chairman style, so if you compare the German style wage, common
way of supervisory boards, it's the two tier board where you really try to find independent people in

the supervisory board and American ways rather than just one tier board where there's not a lot of
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independence, but the risk of the German style is that members of the supervisory board are
independent, but also far away from the company. So that's also a scandal chairman. Quality is always
none of the board members really knew what's going on. Scandal, American Way is always everybody
new and every popping doesn't make the iterate tricky. So I cannot say which one is better?
Absolutely, not. But I think anyway, diversity and the ability to have tough discussion within the bar.
That's usually what makes brings up liability for decisions and brings out decisions. Okay.

Luca Lang 26:12
That's a good way to end I'll just stop the recording already.

Appendix 6: Final Coding

]
Em

HOTELSCHOOL
THE HAGUE

Hospitality Business School

T

Tmplicaiions

Temrview]
epenng oo where you st in £5G, what kinu of rle ac wha speciatzation ses. you migh Nave his ke this, he gl so we' from where | stamed t governamce
5 e g all usdes e 5o, Sor exarsple,

the right? Divesily sior casvatives. 5o, everylling comcs
r.....-..ng Hy\mnﬂl“dﬁnm 52 clanate, climate math, cisate erminalogy, a:nr.—.n....rrmp‘ s the o gl A hee 5,

ros ports A
imerconnecies

Laapertant s bivcatons:
herw s & cumpany bl [

Tty censider, And il the govemance of b elitale, 15 eppasend
aw! owr‘mucmmhn: Sc naﬂ:kwldu‘ﬁm Su it almos fike your wangle s hers. Anhhﬁnlhl(:]llcullmlm\dﬂ bl 13t if vou wre 1o disgrem il
e of dats, what parwe E § and G
wing. 50, 0 separste thing. T SLaka Wi [he P0G, honis
receue, ciuing B e maniag ! S0 Bars cne example of where e different preces blend. Even withia £
asd §,u il gy i Blead. O of my faverte eximples, it B Bussm right lu ¢lein watis, 1s et 57 O ia thae B |
ik ' abinst S0 ]

Insarview.
L \kenmﬂune}u Ta b honest, sad 1 think o lot of organizations are not there v | dhink we should bring th ofg ito tho oo batier

« nul.l...n..nx...u.. bk s gsation ith ot T ompomic i he w13 we i Loy, T suces ssive he urgeniation i s

z u,ulm-m.u on. W = Bronat e Sorwied Bt
i the same tirw, whnmalnmc?—lmlum nudnmmmundmmmnmummmbunnmmmummmuwunmm
o naed axpurtisa.

Inenieadd

- Yau Mok, s . bt nod i & hen s ol Wi, s
‘mlzalmpmmﬂlnwhﬂlhnpsuwﬂ n»&lll(pdshAl:J,uuhnlEvau ytrm bl e prectatines st where e cenpasy goes. Yo
dhethr it's |mu.|.1w|rmlulmypnl docp smalyais, (he rowd
mu-lml-v-mm»ﬂm dnmmhmmn..u».:‘- oo 10 And Ihll\ihmh} M’ H ;.wlmhﬂu)l

<edredtind el
Teaeviewl .

- slighaly ifiaean, The £ lghaly dffesent, ¥ - So. speskisg bl e, bl my ey e, [
lirstay foeah s ou thom. ? s o i ings fur thse C uuam
Al w1 ik it ahar st coempeanies saser o b dnisg 3 peeily goal jib of changing,
sovms io be daing o goed job of adding more people. So, thers. wnhwmrndﬂmdmkbbﬂ el ceriam ) mun' m«immu.T}umﬁm 1 think,
duIIM world haa boan trying o undorstaed, sspeoially aver tha last 11k L2 yeors, i e xin b which & bosl frush

- e i, 1 = T e e Mac st
oo Tha senbees T e et e e o e b AR L 8 emapeny oy et The £ i om o e
oard advises and comrols and that's 4 suance that these

= OFeourse, ar's whene yuu have (e boand, but And whe can glve yeu ud
urwiluw\.)muh‘mlh:vn:hﬂmk

S the fact that hmnnl et il

- inr iy e '
50, hay e mars ot because tt Lk who e Rnc i cotng e, nework, An £ b i ocased Tl being vy b
f——
« Yau dave twe fypes of boands night. So, | for the helping set are Yo
e e o ey isory boun 11 cfles B‘l{xmwrhl:-hmvlﬂ:nl]\utugul.msh:uﬂ(]xm i
I my experience. 1 can sy yeu, tael wrks wll.

T

Thore's suy buesd on o new stralegy, right? n seling of
oourse, sourds simple, bt we wore [usi a0e good encugh. .\MIM ﬂﬂhﬂl(xnﬂml
. Vonmmu discessios stared 30 yeoes agn. 1 MoK imey Ty 0 b caredul troe ahrasd will

eoter the market e yue're dedd. " I he e, | hear R oy, you KB, s AEYTE pedsy
neskatee, seslstan w-chu ! they cen e, 1t i3 iy,

leserviews
Yiesh. | think thar's. I'd!l Al [ ihik i prineiple famil i heir
30, you see that » e i frem o

allegee:
ey frest

s axdbvise, nol enecune

oTTer TRt eorks (1

people nee resmaited from
same mereorks

Bacu en Jomy farm valie

evealinn [dipeaing e
o long boed sy
sty == yebill fmily
camganies

be s g agima U

s

i theigh fouperiemcd]

Idenily nents of fhe
company

o not think shet
persomal goals bt

m}mmoflhmll him thy the timve and i But they ol for
hat in the past, they Ilmded il i o shao orvund 1. they e the chursbes ey Hundad the post
cmnqmmmmnem}munmm where the compaay & Sves
g they end more fummaliend, o
el hﬂ-rlh&ynwuhwﬂﬂﬂlhﬂaﬂmﬂu«ﬂﬂn:m‘-ﬂﬂm v nm Fun | think
heir core Jmmmur o peogin which an ¢ 0 thon comparie
So, thare |5 ek conservativims and aps %Mm ot eally disnupee mwwllm_hnmmmhu 1 thirk they o iy
Procase thay feul thy ar i v
%0 the question is, okay, how hig 4 et of Derhy o mamage the company while o te same time
Dellg & ten’?
ik o 3 p— A basically y i ki e
[rprip— O i
B we should talk vmw on b 1o schiove it Ilw:‘nw A how we mlhl hriﬂnw comparses 1o move in hal divecson
Insgrvmew?
'kdllﬁmm mnnwmu hee's often one o1 wo inveson i with the Privie Equry by take 8 comml
1 aually fust e Th W sends 13 luve 3 hevader loed of advisory boand which is ot & fonuel boaed
mfm e @ st of RINOE, som of foe specilic things, conssetions. Al § luver't soen tha on the pelvie egaity side
InterviewT.
- oL ambh Bt that i i et 0F what e di yectenlay [ . wilia fire S e o
w1 B, uwllunun( rurlhu fivdery,

locik inbe the fusere & be
[

)
‘you need v componenss 1o make thit work. So thar i & blend. Theee are ln(mllu guestions m Earope, for axample, about the suditor's resparsbiliny with
i . That's ancther blend et 15 Hstoncally different. S0 there's 3 kot of

shifls s hgpening.
. g el Al T ek i ek 3 A S el e b 4
v arci and the bicgragh mm.m,m..mumlm,-mng v.s..k -l | dhont ki

quamntidy, bat lho Ak
really secded

folks nigh. e mdu e 1 o w: e e b Tl dlnel, e Tt s
pallepuinl T Tl mm that o of the things, i1y bani 10 P ves Frm really ntwested in what ,«mm; It 15 you s, vy dd'l'mlnolula\.km sary.
WESG ally o e ptilin ik

ESCin Lo
that berssliw sirbegy




HOTELSCHOOL

THE HAGUE

Hospitality Business School

e %o 11, And (hat Tand o B vary

tmgartast. Or, if v

5 tha 15 semethizg |
Dmh’ mnrlhrﬂwuxiwrlhlsuﬂ.nyu ke, i m&w n:bm-,uhpml,
toand chairs. kmh’mlmwuollnrmw

o
= m]l dmﬂ'wmllm my waigh diversity, high Asather might
the boand. And for the US, . It's ot the it o, bk, it an quite vary, or %

might be seme provpe might have like 20 ddffesent. You know, Mn!m,lm‘hgmdﬂhu)ﬂmwmﬂ
iy e many, many moee m«nusaJmmnmmmmmn.mmnrmwmmlnmmcnmn

© e ol vl i, il s e it & ey st o :
nuvher o' = .r,=~ W
wne of fw consideratinns you wokd need o take in (s the o what MurﬁWIlllln‘.lillh o b ke, o it guidaes,
\lﬁblnb-nlnuﬂ"Ilmaﬂwﬂhlhlmmudluﬂbu ; i i oo i iswortionary effices
o ahat o stick if itk ick d e of the things |

A depeading om ho e (mrnm your dau.

wsmathing®

oy, bt

dhnmmhﬂnwkdmwﬂoﬁ:namllMmlmwmmnol’oﬁ!yﬂ.ub(bwulad i 1 thiink v thy
emwirommeal. you soe a Jot of ghiy I saar than last yoar? Mitipoing the
carhon emissiens. They of tuel arhan

a0 muummmurmmmmmmw 'I]!nmwwunu!mm |mmummmmmumuw eu work witk an

th
ma‘uh!im"ll iffer them

o I E 1% more ta figure oot m s like, wherr ar: pau on rhia? Do you even.
Imwmr_'ihlr‘lu!ywmma“unymnuﬂ us?wnmuumnmmp.
[

lqd_dyﬂ-u_mnd:a&:lhymrd)nﬂﬂ, y Binki B in e e i izg el
ieah, w4 Bkin vary o i base Jine right ity nat like what your s ki yor i ESG Thn ifs.
ware th dhird ox i time 0 kied of g bung of E50 progresses Bul
pnllﬂ:hochgﬂ Recaust sivos they mae an i i this scespany they abes mare, S e ha I

mstead of tryieg 10 ask for the

mmm-hlo{m¥w i il il ‘ et the rent vighe, they % v fiw of i
cxmipuaniie) ool give au flvd deka
= Most of owr

Became part of what PE & leaking for Sa. thm’! 2 B0OTING Systemy
prrpriginy Sk Lo

izl af apits el a woene,

am mak it
qumtitatrve, bt goel s
ot camparisoa

e
= ko divesity. Iy o, s 101w, e e US, i e 1 i
der s former CE0. Whai e last e so. dafipilgly Jua 10 yoars, definitely

s i ar £, o covmt 1 s o oo il 5t e e, b sl 50, o, 3 sl s ot e Johal rmalimatiaral

wompany. Ard 1T o0 i Tl Faad of SOmeRTE. SoetoiRIng untes, Dot reponal bead = Dot £6 Bigh up o 0
L level experience. Sn.lid:pen!s S, research fres and companies sed boards are stating, | mmwms 10 yeurs g have siare] 0ty more
anemzion skill. expenise. 0 see et comepanes 1 marketiag

Trdervie
- wn-lhmsubm|nmammm;mnmmuu«.wmmmum Btk iy . sy s ey have L s e ey
Talped o Wi b ik
ey halpful st hewhale i Euerybods belevs in big
becore a chal M‘ lm.‘n mngnsa.}mqmmnm:

anymur.
maciag, The right the n.ywkmr Elosd

Babuiry. y arnzud.
way. lunm‘w:.h!-llhﬂl)lhl(hljni

oS, of other froa 5
Let me arswer your . It really de n&. 1 Inld weu abaut first time and symptosss, nek Wmmnm right? Vu dn )an need? For examphe, if you ke &

indisiry experiene

bl Risk Officer, Heod [
ol complisnce: Industry
expaicaie

CTO: pstsber}

CHD, . ¥ J2RRitely fied toms Of banking expersesce. Yesh Wy ar (a oter
fisctiurs. A3 T sahd, T, [ really need the ghe tadese. 1k iy T donll ke Fscasebody tan find tiem in Becky, rlpl.mu:)]mmdnlanJ
differeat truly

Fntrapeeneuaial fhillsta (|

wmm.mmwmn es. Sarie fur exangle, in sikes, you ke, busking i bl
fTeren e asale, h a0 we R iscainn 1 we can find betier e e

backings. kﬂ
le 0% ing? No. Yeah. But [

Bring that fresh parspective.

- s: ur.. have o compleimentany i ﬂm _'

in setxng the adeps vmnnl a.nnpu niparting. o n-m-ny,u.wumw ik 8 i
H&i‘ﬂf Wl et | think if you huumcmmml Tamily memibers in the board, they you will s
1 those

skt expeTIEIED Gan

st it's mout of the time #'s good finanze, in nd o have

1 ach value}

calculated sk resity that 15 pertaps
r Tt ight alsu b o i i i 4 ey .
el B comes ot of S Barily.

Enpertine s
ﬁl’l\'.Ibwmrdh'wllhlnmdlnhnmmddﬂmuumphnlImldamnnpumod(lm‘ndm.\ldlflhlu!ﬂmnlmulf.mﬂl
I thommk but ifs pood what if weld mean ta be nekisiye bt we don't have eroagh 1

i s Liksdis puuiic yuabichndly
e, Than yeu. £ yiner cap it E

e nmm. bel:lnﬂ 3201 0 ey

Beranl chierver

Soctar axperion - segioasl
rebevance.

e

mll mamnndlm:l‘nm hiuwuuwh‘l wﬂim-pnmmhnﬂmlr spread mierest for me 40 work with people who v sabe ml-h:mmlnlhs

waoakends, whe naally Jave birds, g, o 17| work on 1be change marsgemant project. | nsed peapls wheo know &l kinds of gaification skills. 5o e § need tha

gy who's playing on the PlayStanan ull weekené.
and v

the e peraops
wurlda we five fod
| dink. llmhh\hc(mphmnl.q s Tthisik sl o the e the

prfiesivmliss,
womplinwrtzy, bmldm“mlnlm whethar ihe
We wre testing that, W'UQ.‘ We sy, okny, ifs besm bere, perhaps working as a kind of Fecebook, bul tm within your ﬂl’ﬂﬂﬂlﬂoﬂ where you've fned 1o come
Eeyond thar Linkedin peofile t connect peasle. 50 whes bt difteren s02
mmaummmmmmmmuwumm e
Eut alus gelling beller fasipht whers st presenal imereat is we bope lo cems B b proaple in your Lot
Im-r-mv.
s, dhoy're peing un a couple o |
ﬂonnkm.a., i day, s aben the

HOTELSCHOOL
THE HAGUE

Hospitality Business School

I part Ba, for example, ﬂnlrmmlrﬂlmlwd&vnh.mlrlmu % D rarge of

nvesTIens, Mdollrﬁofkmlnl mhmlﬂodmmnlm: Bue they also have a litile b -’Eg]a,
have oae gl gepg oy whe ke ran o food company fora koag sme. So, he's on e thene’s 1h

truam e PE Gt on 8 boand with M,  iSe maoelats lappess to be Banele ot whanevs, y!l.hnllhmﬂmmpnﬂunmmlﬂamlumtm
S, you'll v like, e, sl he vesture fi
L T —p -
prutestiy etk ther opimon chear gvm if they dunl vine whenaver thimgs some 10 a voie, That iy aften sor nflllhﬂ]\l!i((nﬂmllmﬁ'wl«klmil»(lluml
Javel down, 1've soen #o widh the firm | work with, but thay've abs the ofher imvestors
compuaies hecnuse they're af generally mimarisy imvestors
i i e T 1 et s o I TR et T e s ol o e O kil Tk te ooy s
cadsall 5u vuu......x....._.,... ELsinid A
i T imbiny of alss hs pecp s el Firmss Sy ke | i umder 20 Pecple. B il

it s Vimimver cosapany that the righ parier i based in Mimireal ke, Mhlhw'llhwlh \'ln:nwtr

And dm'

tefalh\\hmedlru!b‘lmmmwﬂu mmﬁlﬁwmﬂanupmh - , nght, i
sectr. S, like o the food g bag fond
mmpuh:s o you knre, byl s suall o compny. Aﬂlﬂm]h:jnnlam umgm‘m; 1 the Jaalon persoe, oot the mfary livestor. And s, |

expetience mneing, yi ke, sty on busrds,
shitieves [rom 3 s parair. S they fip
ivestums tive, Bl

meun,

‘duy-nlm-mwllmnnsummwlliul‘
., there's like

hey'ro 0 o cacs cenm. Thay v esmpksien ol tims

Aad you're, ke 1 mey

ot 0w lead 4 cosrgany,
el be like, T ik massy wf th

ke, 10 be Ieammimng thot. part. Bt if
ars 1 thisi you

' rieTICE 48 vesk n TN Mdmm'ﬂ“ﬂiuﬂﬂlﬂ‘wlﬂlml
right, who did run a cangle i ehitart -l

- o e s pppartanitics|
3 memh:ml!:m“w«mmhmhwm ey ek ey get slck, what cati we &1 el
them et betier? S W et guod dectert. B s i
un.maummﬂﬁ&m fie exampli Whe peant g, e it W had 8 ervice
prnvider and i il i g we did that, W offer
P o s profaloms? | byee the Sush things
el fvm this. Thoa r Il mmuuuimm e e o AR e gy e W

o whals roing a0 &
wlll dn they affer! Th(y v Tl hlunc sl fovemal drl'mm Bt Ihmu IM 1Ay uyw E li- new Ihw Al wn—hum res. nr new with ES(‘
whirs b3 thnt geiny? i the whare ia dhu guing?

Inbervieud:

pany, ot @ leist 3

1 v iur poople ur s o the mocting. Things g fost
e fact that autemation in our hisness ie't gill highly exstis

ElEins deceacs il
sie, nogulation, peftics &
maieily = iR

i 4 that fov asme pevple might be Sy might bare mubiple hats, s they imight b

ive or G lm mww 15 Wi i gl e peason dogan|

abeout, m!uﬁab‘\nlml\ﬁ.ullwdnﬂkm‘ hpoupkmrnn
¥ ight be very senior

may perkags the s seelor hig bl well n
2wy w0 s ol boudes veic. il eyl i well. S ther g, right. 5 1 n i F
ol e b s aksam. Bl Buaee musght y el

L i [

Tm s i

the finmder of the company
Yeah §shink whal is the fint thing
. Raally sec ﬂlpmmdowrllmnuﬂunlwhhliw

. ean hedp o sike yoa there. 3a you

Tnsarviewd:
© Dok egulutes TN, 0 B TN 10 Become lcon, besn m, el and we can't n certakn positions bezuse we have such o gh cast. The e | guess i
ey Ui | SLIE s e . 1 ka1 Uz e Vink Ard s Whete cal you o
the ot la f, Vosy s i ain, Glbl yale.

ot sl

Hut even whien knewig
povple well,  doces”|

k\“‘hlmw«ﬁnkhumllhn!mlhﬂdﬂmp mwlduxn nﬂvrhmdmmnl I'hbwn.lnl. mﬁn‘thwm abation. in @ ceriin way. B a
ot of it the ¥ 3 whais ol tha CEO) play the mast smucial robe. And
abniousky thes M\edmlmmbunimhemml‘ﬂsdmmn ¥eah, i then dhe Inrger the companr,

hoanic ¥ & au banking, magine w

twa eatremes Vs Sa e and they
malmnilmﬂ;dwﬁllhilmwhw Thots sns e L5 RRMEMNMRMNAL ' o e, i st 1 o povsol gl kot
o, it sty ye, bty o fiend. 6 my it s my encmy. Ve, Thes yeu b s protles. Barate it pos el 1. Al the deiiums s

ek ol the time i the T
Beand bur s also wery mach cors beck 10 my mumui-m 300 o 10:50 You beed 3 segpoet e Eaee. Yeah Dkay. smmr“n palitics. Sais depends 4
e b,

b aral v it very hosw far ot they will go.
m«wdlmhzlfl]mdmnhw\i ENWUndIthEnW-ﬂwulduib!“mhj

(’hlholhﬂbln!." chem thy thy lirtke bit 30 domn ecauss: knimm bouw b b shis M, CEO 84 thats why they shen
sdogt ke it CEOs also like it rmmuls Fi

uﬂnm'my timed:




HOTELSCHOOL HOTELSCHOOL
THE HAGUE THE HAGUE

Hospitality Business School Hospitality Business School

T - oo T ke e
< S for me, 1t al Right* 8 | domt sa ., Leds hang cat. With i that paeple & bad d
o peusion. G-uﬂulnhlﬂlm tension I e ol ypcal with stioay amparry goul

lllpulbr i1k iy bk st tirgs e mcrving in dircel E Thasrian. i
common gromard sl mmp.pun.d,pnmmnl.dlnmnw
hlh!lSoUuIlwml|V¢1h~dlmil-mmmnlmlmnllhuilrlm }Yﬁ" o have same provand rides. night And thars fe o
Ipml Wi, koY i i i KA T i Rl i i i wilh compumy gals =
ifnmnelllulhlmmmllendlhl.lln et the beal ey (hat b shis ¢ bui il = y mand
oy oy > ’

et comenuEscation skiils:

itemtioned, then therd's o peneasd uendu s nsdod 1 balp e cryniao ik 1

mnhoswurmt huld'-nnnnwlnruwt ing, we i
ation. u e chairmen jo me is crucis in B procen, communicaton stykes <
Iﬂ-kdtdurnlwihpmmmﬁ thEO i e abls

#omarags i

mmmlhuunu,....u At

s that Ttppened o g et s posa ol about all these Bings alsé ostsiae o formal peocess o ta seek suppon ‘T e Last time can o

S you Barve this for scmz fims = i ttivate 4 bit ar wi're nod 50 san: aboe the CECH

3 vl iy . e rhy there 3 iy i Vs, ey should
P s i . 1

v
Whwm you have ihie kisd of dy i w h(umouhl
fram the gultigy right! Wiy <o yoa think thy have b wogethes ings. People? Y
e’ i hn.kmn'lmudlwhnM\bt&w‘dbylhudursxmmwndmbm“wljrbmdlswmewpkxuwndyin.mh\“Dumln{

illmmjn— haexr mther i yow join ‘board, They com find o way m ges rid ot the
s s almest ike vou worry ess and vou war g s e |rmrnppaummm=.s.u Oy, a0 | M clgu? 5o, peaple

s o parsanal b i B s0 deally, S Cluaie will be the
et o sary. Ragln? So. agelghl mn:“ e m.m-hr.,.l h o,

. Wesh, by the ch .0 chair ' heezane peu dunerve & Right S0 yea, 1 agres

Cemneetine peaple i paint. Sa 1 think v ﬂ!wmn vhusmynl daing here?

placud in weomg pasitions

L because of msworks Ifhnnuhl.odmllhsldl&mimhn 1do o bat of th st wow. | have a ot to do with.

itations -lhefm-dmm\d\ennmm“' | egulrions. You mu\:ﬂulmna&mlfmmmmhkwhlmunr g ¥ % ry, very

mnmmymmmmmmm In sales, it's il ot petting the ssumnce o e man_Here 1 barve the whde | Rere. | bave the e compliance, information
Imerviewd: secuity. T very fespansible fi : that

Thia i & pribbers. @ i

l\‘s:mhudﬂsumwlulmdwwhm what vou &; ke r it frrrm i L 3 Taiervieny

 whial you gan do & e . = thk it o becanrs o8 han ke SRR Nt e o VAL WA, 11 | remmerrbar 31 B30 Vi, i wea e ARSI LN emn. oo il 4 | “mm encape™ have o coeale

%’M . o 7 crvte sachst, € iy d move sut, You wers fips elall, vk, that was swrsme. There wan o wi eacaping that which is gocd. Yesh. i vou td soms consistency. Every yemr yougol | cmsiskemcy

ImmeTviewsi: womibady mew i becsae every year it wis & new board memfbes coming in beca of what ing an. So i kep h = Grrab. Not with 20 2 b Everyoas needs mng
~ Yeu sce, expocially whes yeat have that the seeurl o e il s i When yuu s that sigt pocgle, thars fine. Az th ctber par wos in fhat resciation, i . ) ot i adgast
e Eumdy company = maes gereratinm on ther way s.uje,u_mml the family will er L 5 mlmdmmhnmm Ymm&qnmhmdwhl:llEJM|mmmlw
Pkt differ over years. 4 thoy im g hack L i o s, A o 1t of € ime the iqmuummmnmmnumm Wlﬂlelmmllmm\me Tow shor might creste
i the bearsl you Tave famuly members who are working withis the orgarscation, (hat being s the boand . S0, 1y o Favo i havew that CEO-behuvise

ight be o part of i s i ot fmity Iatenvicws

meniton. - At just et o B . o ight s wreking, O i e it Sa | Th e o cirapiniy

b s v ' s s the iy oo b will bsathe, G i 1 fanily, Cas build T o ke 1 perm € 's gl pring The enion -vludiuug,_mm-n it is 201 e, Yeah, i s0ife swaye o s, |ua|-m the e e ey shoal
alye. Bal. ¥ 7 i S tha bty i eaal iy 2 imptent ik this hing ané i What n:wzmw uh
or lhl'nﬂnl\nmnedlumﬂ- mwnlllmlbus%dmw}lnc:il:lhl’hlmlnihn fiour

Tthink mos: of them s o gyl bod i i the comer. P ompan b 4o chel Sait

oy e e e s, SR il bt = g vnfre Ioing hast & compaay whre the CE ¢ eleventh year, if
ik Phil., s yu e iy have e DT bt af i 8 goes down A

IS e, They iowrsall T T X o

Mma-pmuqlmungemhmmulwmmﬂurkfmbulm S, they aro o T T o, e To o FvwagE o 13 e

Yo oy have e iy weng way. sgt«enmplr. oy e o ey e b e St eacing mayoe gl compry .4 b s % rasoe il serne o b 4 el

e four sumy “There & tu Basically have 2othin & say Becmsic the fnr athers decided o ey §a the haard the inia isam, ar the inial baard de not siay thers, medivm

M\Mlmnmmmqmny‘mmumnmumw VT Interviewt;

Iterviin:

- Bersiwbon, bet gty e beth o s s the buand s cflen very sl 1y
Rt or prior cxea -ﬁmmnnm»duﬁmw-munw.«uwwlm h
ki in a5l sy e equity firme i Sw.lllonlnlhmmmmwhlnnur&uni.wudmh'klln.
nﬁmmpw)hlmmlhlp!mkom X

1o sl ta ome.of those parmies. vbm financial service i geerl 6 wers Kismachisal So. |
mmnumlmmmnrnlmnmxuummmgmmgpammnmmnmpmammawumJm.rsus,-umusm
it seally deperas proably o the M culture cht and thes 1k ndivadual
R They kzow cach oduer, oflicn thews ars amall ficrw. Yelesows i Bee [ dust ksw, maybe o 3 is ceemi
s Tofks koo et othor seady well, They have like e, you whols hus 3 5 - i anw bing caterded, will ales be
m\w mmmju&linOg(!tdlycmnuldﬂnlullllrh(mmmbcﬁu . Like, they Enaw sach sther prglly wsll. So, it seunds fusssicnal, hul L Wora' v e i mane e watn chemuan 1 VW Sor bl
i o

S my undesstanding wieh thess, cenamnly i the voature side, and peohably an the PE side as well. It's not like 1 publi
m e b

There'sa it harving ihes Kind of actrve,

s fur 0l pling 1 ke sales fur yed, Lt Sopeilly they weuld nake an biredaction e

Theye

sseurc sy e b o gt piwapbed tr st el thimgy, a0 st 1k p “Hley this relatbarshiy r—.

he it - 1 Bt e L i ik vkt Lind ol sulifet i

indike yo ol right s by b
M0 ar 20 o 30 Feople wh ﬂ-olhirmmhwymhww e tesisims.

mm.mmmmnummnnmkw.mmmummmdmmuﬂwmmm-mm That' ok netoesble a the bogimaing, bat if vou have ; 3 e 3 s 0 bring himup

company. Unee we fied one let's see if fhes person wasts o fit m 1o speed, Solhll“llhmlhlwlblmllhﬁu.l S Y arofed th p e date. v N that last year, we'll do # the

dlpeady e by the PE [ ol e espectally T those pecple, Fit? sme way this s, Yo b b h -

Tihisk fur Gelks, it's & litthe broader.

e e

e oo agaln, wou i ety saapaan

Intervank R o ey Hey, why are thinking shout thes? Wi What is thue? [——

o ~ Viah, b e o i Wi w-nmu-ﬁm%m |

Okay, mmnpmwmm.mmlmmmvlmhﬁnnn.mmmk fight agaass Mnhummmumnuw-nn'nmu irkits e} <
difforeot but penies with o oapumies... Usmally, the e W bmve m intemal board s woll because we ey have twa sharhokers, But bascally, | FwasaChin o vechanlogy s mupport vision of compasy
[ caspany: And oy s sealy mavaed i Eghe i gl A So th's gaog, hecuss, ol A gard Wh's your st

spaimt i i Veai, in Chisa, nobody bas & cendit card bat it5.all oa the phone. Yeoh. Bat it doesn't work Iike thal in Trope. Bot if yo take like Mack Tuckerterg, thosakind, | Ischsivi g,

i} s s fartastic, good ulpeaple, ey woek walk uzy and say: mmmmmwllnuulmwm‘lmn-mm your VR, glasses. Ml uiab, =
Mh Id--nkm-rs-muuuu:hwh-n rnmmhetw-:drmwkml- i 3 fight, yn oy rpe—" P " ok s e
i, you il et qiskly b decisions, b s doesrit by good des Sl A ko B i Itutine Ay it e g, widl semebudy for
|rrmm-kcm syt i D M OO e o o MY -m- rmlnhmnhnmmm » oo head of s Al fead it
1 vou keok for e for

our st s,y s o o mluvmullmmvmummmmmlmmmm e L wht i 5, bu | e o
: ! ot oo ecause it hd orme wark cxperiense bil
a osaree oo tha e what v “nlmmarlhuﬂndlluhdwnmlmwmlmmw e simitar ¥eah. IEEIOUBA B verR Mot Wik M 68

h,-mlym.,x.uwmm ing topi i Ll i f 1 slerati o R e —T - Veak, and i b Fa ot ey will g, The wsly sy sl again it
todel v P h i 2 Ikt f sl depends ex i iyou i o i bl bl

T Eand o




HOTELSCHOOL

THE HAGUE

Hospitality Business School

= Thars why divensily & T, w1 Termmw ol Gl 2 From e
Indusery. I terms of muy seshnical backgromnd, or bogal backgrourd, whatever s o beast e
of shess kined of sore camgetncins, so it's imporsmt fo e an orgenizaton. gﬁ‘ right %, inshuling
pender. and that's, of qourse naw ifs very pmnuemo the gender dmnmm\ rd say also hased on whm 50 kind of s almest ik wheve it eomm s trom,

Doard of Prilips or the board af shail he moatly Dusck

20 Engli. A Shetl v 40 e
Taterviewd:

s, Furpe, Madifle Fsut and A frica. Theos: wre the tn mein

And te o byt oo, divic A gyl
traiema a1l o have i fwe ) e chief cliat offices, thess: reppens. becaise, 1 | 51 befors, e ather
e i!’ ‘mm e

o have
% i i am e hmm; when
o lnkaowation ety sez

1 inehusivity "
invest in b teem mmumm%mm B | think slso st we did some researth

they just sk chay. we ¢an do dils beser. So

Witk 4 Hist o
e funily, cuvisuamet, people just do Sy lake

Toery st thaasghe. Dy,
you

Fad Py
And | thirk the f
el y, Wik

Mm:ndmlﬂ“swﬂl
empluyes, but whese [ Sl ckay, pertiags
every week. Oilay, bt you Stk e et n.ngaumy,m,. thes e v ot e that by b teport e we st wenl aboug. Aad afice o few moaihs, we

ith Sl i diffierent levels
and e nstcam is mteratig. fut slan the
hrw[;%\cwhl e i el i el 14 5l
e complimentary 10 what | mighe wier this and

o copy a kill

witk i3 8 fifforent way

trtErest, but ke e conshderatian for diversity, Agt?
havscally st as s whie gy e s okder whilk prein
y Who's sert of i for | oy

T——

indd of

oy s 1 Yo ok & L. i s vl Clfsn mm.m,um A o e Fdkt s b B T o s sud s 4ot

shwnys 1 10 gach atber. So. you're like: Whai can |  Offen yusa cua iake i wonpisatnd. 5 othn:
uu).mhr.ﬂnl;!nhuunlﬂs B i inio e ke G mal i el i conhccaally b ongr i

S, you bave tn choosa Ace you saying. ki, well, son himssy, which is bho lo Feraly? Or

hanary™ \‘numusumnmxmmullbuml‘)ﬂ)mmmnmlghlmumlmltnmwkwuurmwlﬂcwmmnwnmwﬁ'u

And then Sa, ke, Il'ynnv( the LS i keind of

spesific g of capsriace. [ yim e & Sadsility. We s jut 2l .u.....: ik SN 50 i

that, wgsin, i3 6 verp Smnmuu...m.xmlnmm«]hm.n.dgml.-.n-uuy.

et "Bt they did disclesas it

muwelqumm A e i A WA o il o Al S AR o) ol sl it of mesindng B ke feopls may
heppy i

1o sang thert wu
ImmuB'
Wou B are thery all inseract. 1 shink it's imparni that theve's an understanding of
the inchstry IF eut bocome & board membe, Are nce ke €3h, toa | sty In hoes1s a lot, That's vt an ing of in - Becouse youre o poard memher
of 1HE hotels you're sayiay i Continensil ‘Hatidzy In Express. of your Halidsy o e o

nnlﬂu‘!lulrh i ta 3 urdpwt or mhict

daad 10 Jaf's say the
in the cor renial, it

8o, Ilhmil.lmugwd el i there's e o bevard mascher shat has a Sospitnbicy

IerviewT:
- Tt events a lit, yosteody £+

That's very heiplid, tevelopma ri . - eal i
I'hll\llm&l mlnuum That ith ot st 3 sevse of self. Bont vaat's differend, 177 sy now, in l’whx‘lﬁlﬂumn— LTS

fom v h th dif¥erent ey, Wheres)

dihy .

industry, came o A young 1ge
Whe ke e te staned

Insamece? The

i it oy fishin,
maasger, b | nesded 3 baman pesources developer,
Interviews:

= Best in terms of diversity, bat ifs also weh a cosgle of p
permaceatical ey P ' "
mn»mmmmmmmm

Th.r.m.,mum.,m. hm..«m-(mll..y.m fu sceme.

1t rroms it

Wh\gmﬁlﬂmm vl s Foneth i i e

mm.mu.mmmmummnymmu«-u nat reguiated Let's toueh o that laer, becmuse bafors juiring SEBA, Ive worked fifa soepary alza
s o A o raise tha question, why are we so mamy HIFiS

Need
nto accaumt

Frequenar of shange s

lense, yoes By, ke last yoar |

h.suw Imudm:l,- .d...—m,_, A gt et | v

nales. Oksy, (ay.
s 120 peoplis bk we are trealed B UBS.

hnmllﬂ:ululdnplurﬂhuu.x[nhﬂ“llul That sussas th eomtprary has ks Fulfid sverythi
That

ot Faced with o very high cont
n!m.lunu.wuhml fine e poisiors s s nd i el A e e, v o

= ihu wie = already big

cours have the CFO b yoa he L
e

Interv
« The Tates may alss be much shoner, depending om the legal form.

e o EFRESIEEUNIRS Tha poepl o 1 i e e 3

chlem, nﬂu' Beemase thiy
think this & my

nrndn tarthe you km |h¢ angs they v evar
haking is m

inga by umuumpum

Bew g but

HOTELSCHOOL
THE HAGUE

Hospitality Business School

iy 1o casy v pat T
——

1 b izl befone et ot hus

ey

i o Lot of simiarit

And |don kzow if'

her e ket o¢ hes tend i
it e 1, 30, 0. 5 ey Wb up b 10 o sy ki of sovera) o v from enues apitl, e Yo i v bo s o e
time,cight® They' ke 1m0 mas sl cormpany, bt ey e sl presty sl amd v e by o et wo foundd theze. Se, in s senws. shere's gy,

hmnr
Like some of fhese compen

mmmunwmlLl\dl Everyooe thought that they wene rmning lice the nght

ies are five or eight

aSmaFIkmmlwaeal‘lw 8o there, yvl\imlh‘hbllmubmmﬂwlll Illamﬂy

harve: my way 1o

prave i
ke, £, Sads grea:. um:ry«uaunnwamw

mamy way. Right H'l\!wmnlllnew\lluu. 5 fest how we do hosiness you's

What is oar

B ey dui't

serthe Frdings e sisiler i the sczse Ll P
e haves snked e, Vnﬁﬂwmul&hwhﬂ-lmlyﬁrmmu’w(hmw Yvuhdnlhqhhkqumhw—i-luh
ifa

wha 3

think

il

networks|
huumlnlalu’vdizmnml

Aseusrress hard 1 geedify, bt alio sl
by necdod. Mass il topic which is very
conpany specific
ESG i ouch carly slages, that baseline
sralgy ansesamars and develupmi is
enough

stay) == il iy commpanics -

bead boc 1n Geagpisuse

§ i
mlvies through prperuncd
idemify neseds of the company
o noe think abeu personal goals b
compy g

R ——

Hran

Newd for
Vo it makr it quariative, but posl 1 an
comparisn

Miea] 1 e repralationn, @l asciird

- Fraquency uf thasge i alsa
regulmed

The more centact and experseece with beards:

everyone sees sk -teianed diversiy as desirable
cumprred (agrecmos) (6 oul of T)

< Hiw 10 make dhat hogpen?

To sy v = s ind P
Chaef Risk Officer, Head af compiiance:
nluatey eapericace

CTO: utss
[Entreprencunal Skills 1o dae new ungs
rnaum,m_m..

en though s

Lndi bmlldlg Linkedin p\nﬁll ipeople wim
sisalar Experienee ¢ have dillrest pecenal
mmlswh:.luldww
Baced ohse

+ Becaw expenise nepioual relevance

z h-mmg umliﬁ-mwnmlmm
et b

1Al whout relorisaships|
Bl evien wiess know g progie well, || doesa’t
maan that you'E werk well Inpufer

grity om afficiency and company et
Withm pwn networts
Trust m the chairmem
Uhalets pierarchy Junoep for shairman) ==
Temove egos
Inchusive trampare
Chairman giving smciurs ané irngaecy
(s eads keeper
Creale e of respunaisisty for cosspany
sl s,

lellenJumHiﬁh'-M

ey shonshd b allmad 10 gt comfortable
{change maee frvquently, mare nutsders
TR TP ——

Innewatian {"endless” budges

Chosrman as musdator with best
commurkeativn skills. prioriies relaogsilps
bt with cxmperny ol i mined

Goed 10 bave different sommunication styles
> ghaireras needs 10 e sble 0 mumap:
Chsmrman i there o o the overview avr
coeaplisnca s et}

iy Wle ey
Blothing is essy fo put fnio
comegortes

EREET
b ¥ 10 be too stegrant’ careful!
emmaging ruthee than ertrprencurisl] == aafe in
mshlmw‘lwdilummhl\imlry ol ik

make evemyane Bl besed
et Wi ety e CBGs i
tmvolved)

Take e Biwrmochy = b el Broh
fferenie benuse then bess spese for pervanal

cultune & nesdod for td seros
decisions

- Diveeity accsrding 10 seeds of company

o ‘moescape’!

= pugppunt visinn of

“Too short- might oreae CEO behiwviar

The larger the company the houges the cyele
shuwd be small companios reach different sapes
way fusen)
A

pompany

Mw impeateos though outsida mople
Naed 10 be sware of what you need 1o make
Aecitins

- bmlusiity g i~ wanpbaye

demanid, nesd 0
huueulb seck the. dl.(rm\ﬁ\m of sursending

of 15y

J..mgmbeb_msﬂu:n(ymhu

it

From penséiF |
- Datagip

Mo it thes Dk i 34 el tac actual b
shanst..)

~ Writn things derwn = fist initial
s




@
HOTELSCHOOL
THE HAGUE
Hospitality Business School

Interest

keep satisfied

high

172]
o
17}
>
p—
<
=
<
S
D
=
S
=
]
=
s
N
@
%
X
=
=
D
=9
=
<

@
HOTELSCHOOL
THE HAGUE
Hospitality Business School

Rl
10 PBU Bt =
Bugnu 30
TSRS o ay
varpengee cuaddng Crwh gop o podb o
Sqphnen = e} TRC ponling s D ot TR .
~ \.....\...\n ?\.51.,!.__!._ f ﬁ._ 8 SO 0D LD PINT) I
N It D ey wnp e phenicies . ademe ou, _!..Ioos!!
ot byl o sy - \ e g0 bowrksy Mo 10 %9
\ uogrsd w paved
\ (euonyned-ba) wdond _
Touagyad ﬂ*l
( ~_ ik 42 oo a0
\ e < i = oty wma _ | ﬁ.,,.......ﬁ
NN (teae) 50 apnd B o __M Ro
X -.H - w.ﬁ;.dW\.%ﬂib =

g Curpreles buua s g
Curpn) Houth 7000 U1 JUT #—

2pSo 3 Tpsu

Ao ygops - \
W we «:H_aw I M e
oy oy fomaets 3] \
OB opg  ymnem 20) Dy sebean o s Burpiomo hpsaow -
. i i

Appendix 7: Code Relationships

SHUIQNIY  (3InJ3LN|




Appendix 9: Consultancy template

Independency
CEO- Familiarity
Metworkd Resoun
Monitoring
Advisory

Innavation

Size

Length of contract

Prigrity:

Independency
CEQ- Famitiariny

2-4 years

Innovation in put from
industry

DECLINE

I
——

Mook Resources |G

Mornitoring
Advisory

Innovation

Size max ALLLLRRC

Length of contract

Prionties:

A-byears

Innovation input from
outside industry

keeg Up momentun

ENTREPREMELR
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Indeperdenty

CEQ- Farniliaricy
Hetworks Resources
Manitarning

Advisory

Innevacion

Size ™
A222-000
Length of contract . 2-3 years

Prioricy: Experts in main
business! growth
areas

Independency

LEC- Familiarity

Network® Resaurces

Manitaning

Advisory

Innovation

Size F ¥ ¥ R=peieragal
- As22232280

Length of contract.  2-4 years

Priority: Experts in main
Dusiness’ growth
areas

ESG expertise

@

General / stage-independent

Charman
[ ]

-
ndustry-insider
integrity for
compary!

shareholder goals
relationship focus

Persanality competences

? creathity
analytical Q
5T entical

growth-mindset -

Intra-team compeatences

Appendix 10: Board assessment forms

1. General data

Board assessment forms

Variable

y/ Board Status

Desired/ r

Industry

n.a

Company Age

e

Company Size

na.

Con.lpany Size
( revenue)

Operating
countries&
| markets

Main customer
group

na.

Positions of
board members
e.g. compliance,
risk, aperations,
HR ete

Responsibihities clearly
defined

In regulated industries;

- Compliance/Law
with imdustry
experience

Entrepreneurial/ Growth:
£ Experts in main
business growth
areas
Maturity/ Decline:

= Innovation position
from outside
industry

Board size
(number of
board member)

Check industry regulations:
- Stick to minimum
recommended
number
Entrepreneurial stage:
2 04 members
(including CEQ)
Growth:
e 3-7 members
Maturity:
= Max 7 members
Decline:
= 6-7 members

Length of board
member
contract

Entrepreneurial stage:

£ 2.3 years
Growth:

= 24 years
Maturity& large’ multinational
corporalions:

= defh years
Decline:

= 24 years

Frequency of
board meetings

{ ) times a year

Length of board
meetings

() minutes

HOTELSCHOOL
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2. Board diversity

Variable/
measurement

Company/ Board Status

Desired/ recommended

Deviation

3. Board member competences
= Per board member
(Morten Huse, 2007)

Ratio inside vs
outside directors
Active in the
company's industry
within the last 3
years

(dn, 2022)

() members outside
() members inside
(/) ratio outside/ inside

Chairman ( Joutside ( jinside

Laook back to positions and whoe
they are filled with

Generally aim for 80/20 - 60/40:
= “Business maintenance”

positions (¢.g.
complianced: risk)
Present oriented
Inside
“Business innovation/
development” positions
Fumre oriented
culside

Chairman: inside

In regulated industries:
- Compliance/Law inside
Entreprencurial/ Growth:
= Experts in main
business’ growth areas
Maturity/ Decling:
= Innovation position
from owside industry

Competence

Assessment

Lack of competences/
comments

Occupation
diversity

For each board
member:

- Industry for
majority of
career
Industry last
5 years
before
Joining the
board

(Anm, 2022)

Based on above parameters:
current challenges’ goals of
company
=  Innovation needed:
special focus on
outside/ related industry
knowledge 1o innovate
Internal problems to
solve:
Focus on insider

industry expertise

Firm-specific
knowledge

Main activities/products/services:
eritical technology:

core competencies:

weaknesses:

development of customers/ markets' products/
services:

power of suppl
threat of new entries:

current topies of importanee/ issues’ problems:

company strategy/ goals:

Market diversity
members
representing major
targei market/
location group

Tdeally members covering all
targel markel/inierest groups ==
indicators may be country/culture
of arigin, demographics, but more
importantly significant experience
and exposure

Network diversity
Members recruited
from different
networks
= How did the
individual
members get
into the
board?

If pot in Entreprencurial stage:
- Weak 1o no personal

relation to CECQ
Relevant arguments
what purpose of joining
the board waslis ==
expected added value
clear

How was person onboarded? ==
refer to next assessment 3. for
implication of relevant
compelences

General

business&
functional
knowledge

Important for
advisory functions
e.g. work-

experience

Accounting

Finance

Law

Marketing

HE

Organizational behavior

Strategy

Management

Board process
knowledge
How to run a board

| Formal requirements (law knowledge)

Relational
knowledge

‘sum of actual and
potential resources
embedded within,
available through

network, access to resources

Commumication with firm and environment

Personal rapport between CEOQ and board members
(stewardship theory: how much time willing to
spend with CEO)
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and derived from
the network af
relation- ships
possessed by an
individual or soctal
unit’. (Nahapiet
and Ghoshal, 1998)
(Hillman and
Dalziel, 2003)

Competence
related to
personality

Creative thinking
= TICT results:
Analytical thinking

Critical thinking

Energy mobilizing {ereate hoard simosphere for
cohesiveness and comributions) & Opportunistic

Growth mindset

Egocentrism

Energy mobilizing is especially
impaortant as chair

Negotiation
skills& integrity
board members are
agents of outside
principals
(shareholders)

Way of controlling and monitoring management to
make decisions according to abjectives of external
principals

Relationship to CEO (ideally not overly close)

Accountability
(Oneseif and
others)

Observation (e.g. time-k and

actions during meetings; conciseness)

Anonymous peer-assessment results:

Driving self and others to make
decisions in efficient manner
towards company/ shareholder
interest

Approachability

'ESG expertise

Observation:

| Present involvement in ESG (self-) education:

Previous work experience/ touchpoints with ESG:

Ad hoc availability & willingness
o counsel where needed

= Stewandship theory
(Wan and Wan, 2012)
(Glinkowska and Kaczmarek,
2015)

Creativity: Torrance Test of Creative Thinking (Karwowski and Kaufman, 2017) (Oliveira et al.,

2009)

d
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Analytical thinking: MATCH test (Groothoff et al., 2008)
Critical thinking: Halpern Critical thinking test (Butler, 2012)
Growth mindset: Dweck 3-item measure (Dweck, 2016) (Rammstedt et al., 2022) (Dweck et al., 1995)

Egocentrism: (Frankenberger, 2000) (Scheier and Carver, 1985) (Enright et al., 1980) (Davis, 1983)
(Davis, 1994)

Appendix 11: Intervention Scenarios

Intervention Scenarios

R ded Inter
Board member exchange:
Look back at needs of the company/board
Which expertise 1s lacking
Which expertise is superfluous
Which expertise closes the gap
Communicate to Chairman
Cooperation with outside recruiter on new
member search
Establish structures in cooperation with the board
members:

- Definition of positions and responsibilities

- Meeting structure (frequency, agenda
keeping, time keeping, ...)

- Communication structures

Training and development

- Deficit-specific training to develop creative,
critical, analytical thinking, growth mindset

- Re ts to € impact

Assess root cause:

- Problem of chairman: insufficient
prioritization of intra-team relationships/
enforcement
Chairman-development
Problem on individual level
Board member exchange or training
depending on intensity and contract-timing

Streamline communication:

- With chainman create “handbook™ for key
data

- Implement assessment of knowledge for
future board members pre-joining

CEO- duality to engage the members in service role

(Knockaert et al., 2015)

Scenario — t outcomes
- Overall board diversity not balanced
- lack of relevant knowledge

Lack of general structure

Personality competence deficits of members

Egocentrism

Lack of firm-specific knowledge

Lack of involvement
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Appendix 12: Company Analysis Template

Luca Lang - You
Student at Hoteischool The Hague

Latcoal

- Main stakeholders
o inlerests’ priorities Often overseen in ESG - Corporate Governance
o bergaining power of suppliers
o bargaiing power of buvers Luca Lang Within the scope of my thesis, | have researched how diversity can improve
o relationship managemeat. Student at Hotelschool The Hague the board decision-making process.

o

development v ~ Moving from surface-level diversity such as age and gender to sub-level (so-
View full profile 9 Y 9 9 (

Marrkmmrpet'eﬁ_\‘ms [l’w Five farces) called task-related) diversity, | took a deep dive into occupation-, market- and
o Threa: of new ealics network-diversity as well as board member competences.

o Market competitiveness

o

Threat of substitules 3 3
Trends & foroes driving chunge Some of my insights gained are:
! More does not always mean better
! Problems likely root in soft- rather than hard skills
{nécrmal: ! Constructive conflict requires a trusting environment
Main activittes/ productsservices I translated my findings into a practical solution in form of a 6-month
o Cere competencics consultancy plan to assess company and board needs, identify gaps between
o UsPe the current and ideal board set-up and fill them accordingly through e.g.
eritical technology training& development
Cument topics of importanee’ issies’ probiems
EP SR Bl Find an infographic summarizing my findings on changing needs in board
characteristics along the company life cycle and reach out for more
information, comments or questions!

training& development

Find an infographic summarizing my findings on changing needs in board
characteristics along the company life cycle and reach out for more

Appendix 13: PI‘OOf Of Dissemination information, comments or questions!

Luca Lang #ESG #training #development #boarddiversity #growthmindset
Commissioner: Student at Hotelschool The Hague
View full profile

Gesendet = Finished Project Repaort @ - & ~

& Luca Lang <782563@hotelschool.nl> Hauta urn 1
Sassen, AMr. o An: @ Sassen, A Mr
Finished Project R 18:08

§ IMpaNY YD)
Dear bir Sassan, Mease fin.

ENTREOOENEUR
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Institutional Investors

Gesendet

JPeetors, Clake@rizoma renture.. ¢ 0 ESG& the board’s impact on
company performance

Main Research Findings
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¥ MPLEMENTATION &
RVALUATICR

CONSULTANCY ROADMAP

Month Month1 Month2 Months Wonth4 JIEUL) Month 6

Consikancy
Plan stage ]

beptn

Blan stige

A 5-slap Change Management an wan created to-ensure successtul Implementabon and valie added by consuliancy prosct
s PV ot bbb e S e
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Imaeovanman Focus groups
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ﬁ

Thank you
for reading!

And your conmribution o my research.
Thiia ws ainly & dhare sumaary of my research, for full nsights and cspocially
reswurch backyround plesse refer m the full report st your dssposal

For any frrther questions, please do nat hesitate to contict me

Yours sincerely, Luck




Appendix 14: Client Evaluation

Archivieren

Fo Verschieben

commissioner evaluation

141222
hat are.

pEN See attch

141222

2

Form C

() Sassen, A Mr. <a.sassen@hotelschool.nl>

An: @ Luca Lang

m ?’vl‘ 4:“.\h e Clien

Alle herunteriaden

ipany Project

Vorschau fiir
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Excolisnt
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(NFORMED JUDGEMENTS
Exrallont

Good

Reom

Commants

Name of student:

Luca Lang

Name of
companyenganisation;

Sassen Research & Cansultancy
Company

Mama of company
tutorirassanch
commissioner:

i

axplained in o evcelect wa, All
sinlnments, conchascns and
necommendaians s ndersinned
with the divta cadecied by e shadunts
fndior raforencing, The analyss is
very substoaa
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Appendix 15: Research Proposal Grading Rubric

LYCar Proposal Grading Rubric

U.1.1 (Version L¥Car 2020; 16 Febru )

Luca La
Student Name: e e

Student Number: [782563

Date Submitted: o 0 oy

Note: All boxes with red border to be filled by student

Preconditions (reqguired for assessment)

Checks content and completeness

Executive Summary is present, concise, can be read
independently, contains infarmation about process and v
content, focuses an results and outcomes

L¥Car Prapasal mests formal reporting criteria (accarding to e.g., LYCar Reading & Writing

Guide)

L¥Car Propesal is writter in English and is professianal,
Including cemmon basic companents such as Intro, ToC,
Conclusion etc.- sae Reading & Writing Guide

LyCar Proposal is max. 5.000 waords (courting afer
Table of Content, incl, taxt in tables) - wisual prood of
wordcount is included in Appendices.

Harvard Referencing Style is used consistently,
referencing to primary sources only, List of References
is well presented

Check and

Ephorus upload

LYCar Propesal ind. Appendices are uploaded in Osiris

Ethics and data management

Ethical, integrity snd dats manasgement requirements

Entitled to assessment? (All yes above required):

L¥Car Coach:

Primary PLO:

Secondary PLO{s):

O

L]

Comments

wxweulive summiry informs seader about ennteed of
e propasal, current state of research and provides
# future sutiook an execution

product complies with HTH witing guade and i
written in prafesssional Business Evgih

tnal wardcount sf 4305 induding text, taoles,
strations; visual proed 5 provid

HTH Harvard referencing style is used, referescing
0 rimary SOurCEs

DD1: The student has
secondary education, and is typicall

1.1 Use of literature gnd knowiedge of
the fizld

1.2 Intaliectual depth and abstract
thinking

Student Pass v
Not Yet

Student uses in-death litersture and
knawtedge of the feld troughout the
rRpeet, Th rapent conksins g mi
and factual Incomrectness.

Student takes all signficant factors Inbo
acoount and Inoics from differert
perspectoves, ses pattern, relites
Sbuallons [ CaNCEALs in ordes 1 salve
larger problems, The reports show
axcallnt turking capacity of the studant
Piw Lilijus insiahts prasestad i tha
tasic 2nd depth of undersanding
dispiayec. Exceflant briking botween the
elernests s ihe uncerfying issues
Wik the Case Sisaten.

Student uses in most cases Itersture and
knawincge = tre field In the repart, The
rupart otk S0 mstakes av
factual mcomrectness i s bevited part of
the repart.

Student takes different serspectves into
BECount, The FEpOrT shams intetectusl
depth (taking inko account ak signdicant
TACHOPE and [0aknG Sroen diffiwart
Eragactives] i st Birts of the et
Same patterns are dear. Some Inks have
been mada

and u in a field of study that builds upon their general
y at a level that is supperted by advanced textbooks

Wo sufficent or cerect use of fiberature

and srardedge of the fisll = the resort,

FRpOT centaing. misTAkes and factal
neamectness

The report facks intelectual depth
|supertical and marsy deecrpthe) In
same parts of the report. Patierns are nol
sulfidenny mace cear.

[i¥rerent theories are being usen tm I0ok at probiem fram dIereat perspectives; rEsource dependency thoary, Spency sheory
firid company e cytle are being investigated, supparted by in-tepth academic Iiterature, and comtered ta form an actionable
fpehution. tking the diffares: agprasch on diversity maving away from reaiation- ariunted Lowards task-oranted dvarsty
[presests 2 uniue insght Into ESG discussins,

et hive

Profien Befinkion demty dated Powever your Ve can be narrowed duwn mors 1o o
est & review (5 more descrigtive than crifical and need o Gefine key cnoepts more
ke WA 3 8564 19 bhed 81 anBIoed B Do 1t ke Bare

o DTaTEatn £ be mave specic

DD2: The student can apply their knowledge and understandlnq ln a manner that indicates a professional approach to their
rough

work or vocation, and has
problems within their fleld of study

2.1 Application of theories/models to
situations at hand

2.2 Possible impact and meaﬂlnw of own
work - dissemination of research

Pass v

Not Yet [ |

Assessor I
Feedback: Roes v

Not Yet L

\ces typically

cellent

Student uses 2 range of theories/mades
pprogeiate to the problems in the case

sailfully and atlo to ad2 thair own unique
parspectie and insight. Thay awn the
madel(s).

Student lans evaiustion of Impact snd
meaning of own work in relstion to
business and Industry with sound
underpnnng. Idertficatin of all

g and

Pass

Student mentions & range of
thesein/madals appropriats to tha

oDk in the case and applying seeme
of them in the correct way.

Student formwlstes criteris for
Fsazion, StUdeNt cescribes pesitie

Plany n how to wffectively disseminste
Kknawiedge through differest crannets
Ntzed for @ variety of sudiences is also
presented.

Imgact and meaning of own wark
of

and
planning of disserminaticn through st
least ane valuabie channel with an
audience Is presented

feedback and solving

Muntioning models and thecras but ot
Sing UMM I8 & Ot way,

Student falls 1o describe aritrin haw %
wvaluste impect, No identification of
stakeholsers oc resistic plan
Smsemination of knowledze through st
Wast ong vakiable channel with an
audunee

[2.1- moduls are nik only bewng analyad, D& rerged Into cwn sakition-crestng macel Ehat wil Bunche a1 prior research and
fereate 3 new, value adding medel discession Giversity on boards.
2.2 a8 ctakmhaicars in darutsion are baing dentsiad and priortes towarde managing them ame baing cat. affactice comveying
for finat procuct is planned to e¥actively 335 value ta the ecosysem.

[ varaty of theoris wore provded to situske the concepts.

and rouvant acts of

wara idestifies.
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DD3: the student has the ability to devise data gathering events, gather and interpret relevant data (usually within their
field of study) to inform judgements that include reflection on relevant soclal, scientific or ethical issues

3.1 The Design Based Research Process

3.2 Analysis and evaluation of data

Student
Feedback:

Assessor
Feedback:

Excellent

Studert. 5215 the research process up n &
Systematic anc well organised way.
S sense of 8 problem mess,
2nalyses a (complex) problem and
formuintes eaetle iulons By uiog &
reseacch ippronch Logical
fow from Probyem bchnion ts Ay
t0 Solutions Dnsignimathods are wal
chosen ang mativated,

Stucert. pians analysis and evalustion of
data/eformation well using appropriste
{dgital) tocts and makes data-criven
dacisions. AR SLLGMAnts an LarpinnGs
with focts and figures and/or referencing.
The sppropriste tooks e Lsed in

steps, Analysis 5 sulficiently complex
With wse o Informaton orm more than 2
dfferent dimensions {practisners,

scentiic iersture, the crgentzetion and
stakeholders).

Pa

Huiek widlyocs the pistienn nd
formulates possitie sotion:
underpinned by nm ure Usiog 3 danign

Totvated and mosty lon:uuv xcsen

Student plans lysts and evabsation of
solations clearly, with sone flaws
wnclarities. Sseno statemants aee
underpinned with facts and figures
andjar referencing, sime acking
derpirning, Antysts is sufficiently
<Omplx INg data from o wast G
Smension and sufficiently backed up with
Mevature,

Invufficent prasier analyss end
methodology, rEsearch cychs net used.

Plan of anatysis and evaluation o

are
contradicting. Mo teols are wsed. Lackng
Or 70 anilyws and 10T BaCkID U with
iterature.

[probiem & analysed sn2 given scope by formulating research anc sub-qUESHoNs. LIING 8 design Based reSE3(Ch 3pproach, the
Jprobiem is being aneiysec, underpirned by iterature. methodalogy of data calectisn, solution desin, implemeetation and
Jevaluaticn are outined using agpropriste tosls

[Cuar and systematic matPodology (ovioed with SUllabie dats COTECtion TO0Ts, ANMYSS 300 LSS0 Of SEVES. SOIION GRSIgN
haams to tu & rather Basic tolution 3o the problem, woule ba 960 Lo criticaly discts workabln Alternatives.

DD4: the student can communicate (nformation, ideas, problems and solutions to both specialist and non-special

audiences

4.1 Communication to audience making
use of professional {busmess) English

S A o R
naragraghs/chapters. Nu neice
errors in English usage and pr et
Use of kingusge enhances the argument
8nd avoics abbreviations. Sentesce
struchures are weil varied, 85 wake and
fore & Fighly sutable lir the e fe
e Sty 03 contart
complerterd eah other inta &
ipusirg, hgh qualty Siey, Fghly
skiltul organsabanal srategy. The logicat
sequance af idexs increases
effectiveness of the argument and
transitions batwnan pargrashs
strengihen the relatianship between
13035, Sub-hoatings 3¢ amelcyod
ffectively and the ks betwesn
d¥Tarant sactions are raisorced treugh
inbing enpressices. Shems attantion o
detail In all parts of the report.

Student divides infarmatice in
paragraphajchapters. Errors in Erghzh

2nc mecharecs are present, but
they rarely impede understending, Use of
Iarguasge sunpers e argument
Sertenco SINUCTINGR ard vared, and voics
il Lo are geverally sppiopriats for
he ncsndad acsiiance/s, Ganaraly, &

Distracting errors in Engish usage are
present and they impeds understanding.
Use of langusge s basic, caly scmewhat
clear and ces 0t SUPROrE e ArpuITeE
Veerd choks s goneral and imprecise.
are pat alwiys

applonum Tor th .mmm awcioncafs,
th most

soquance af ideas in Mzt C1ses PJDan
the argument asd Iranstions between
paragraphs clorfy the relatnnship
between idens, The repart is mainly
compeanansvaly weithan and scks som
sttention to detsl in some parts of the
reput,

W
o ey wn.m: Tranibars
bt raphs smetimes clerify
te refatorahip nmong idess, The mport
i8 not comprehensively writen sl lacks
AtTIMtON 10 GaSad N MOGE parts of the
et

Ehapners 15, paragranhs ard sab-Teacings Sugport (e sat-u 0f e ceeGn hased rassarch cyck and ina of argumentaton
feanclusian after th [Rerstus rnview hol connect dat and prepirs b introduce. methadoiogy and salition design, linking
wands are used throughaut e repart to create a seamiess reacing experience.

[Professional academic wiiting stybe, with fagecal secuercng and narrative fow.

DDS: the student has developed those leaming skills necessary to continue to undertake further study with a high degree

of autonomy

5.1 Man an 10 development in PLO:
Reflection on product(s)

5.2 Plan on AQ & EQ Self development

5.3 Man on EQ Social development

Student
Feedback: fans |V

Notvet [ |

Excellent |
Assessor
Feedback:

Qverall Asses.

Student has clear plans on what will be
Oallvered and uses dfferont relevant
Uhwney 10 UndErER G work and e
on it.

Student devises excelient abilty to
cricaby refiect on own develogmental
goals and demanslrates real graweh
mindset for life-long kearning. Student
prepnces a demenstration of being ablks
Lo self-direct, taking inftiative in
unpredictable situations. Student shows
cifferent metrics that can demonstrate
development in temms of their EQIATD.

Studeet povides 4 plan on Now to
construct & multituse of proof that shows

Student has a plan an what will be
atvered ard Lses Caory 1o undarp
planned own work and reflect an it

Studert shaws developmental goats and
derncrstrates growth mindset. There is &
plan on how 1o refloct on valuas,
atffudes and bebaviour. Starting levels
and chnsirmd end bivels ar descrioed and
measurements are provided

Student provides a plan on haw to prave

Heapitality Laador. Excallnt atsibty o
contribute to the giobsl sotiety/lecal
comimenity a5 a responsible ctizen,
Excellent analysss of dwersity of pecple
the student wil deal with. Possible
effacthe: collabaration with al
stakehalders i different cultural settings,
Heapsality i kay W U poject or wark
the student does.

FHoaptality Laadar. Plan on how ta
cantrivute to the plobal sacety/Tocal
:nmmunr\r 85 8 responsble citizen

oposing ldeas on how to cofaborata
wlh different stakeholders in differest
cultural settings. Hospikality i 2

tor n the students' project ar

wark

Ko clear delverables mertioned and
AIENOKT NG hGFY 10 NI awr) wark
and reflection.

Cavelapmuntal gaals arn net coersts,
there |5 no demanstration of growth
mingset. Plan on NOW to renect |5 vague
and does net give enough substantistion
to shaw growt.

P caar plan oo development s an
Intercultural Bosphality Leader, Pias on
haw 1 contribute to global soclety/iocal
commanity is missing. Tdeas preposed en
collsboration or hospRality are not
sufficiant.

fscals are stated. underpirned by BQ, AQ, GMM test results and action plans prasented 1o ansure sucoessful complatian.

IEQ) and Al] scores provided together with development goals and methads to acdress EQ) and ICL Creical reflecton provided.

ell-wristen prapasal with sound understanding of methadology, however the solution design does ot seem adequate Io achiese the objective. In addition, your AOL evaluation takes
ico gver 3 years which seems too far inta the future i how did you arive at this ime period and wha will be arcund ta analyse? Mare immediate KPIs nesded,

ar Proposal Outcome

Pass | Allqualitative criteria awarded a “Pass”, “P" registered in Osiris. Student can continue with LY Car execution,

Mo Go J One or more qualitative criteria graded as "Not Yet", "F" registered In Osiris. Student re-writes LY Car Proposal
with incorporated feadback.

Pre-Condition NY |_| Pre-conditions not met. Student resubmits LYCar Proposal. No grade or feedback provided to the student.
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Appendix 16: Proof of ECs Grades - Study prog

LR. Lang Component Course Credits  Date

BP-18 Practical Placement 30.0  11-09-2020
Portfalio waighting 1 11-09-2020
Quality Management 6.0 29012021
Final Product weighting 30 29-01-2021
Final Prasentation weighting 70 26-01-2021
1ABI-1T Aligning Business and Infarmation 0 23-06-2021

e Final Product 1 weighting 40 16-06-2021
:a:re: pragramme :ﬂ}-‘i:sullalltv Management - Full-time Final Pro 2 welghiing 60 23-06-2021
ahal

Stuch PP.HTH-CO8-1E - Post-Propaadeuli 2008 varsion 2015 EDMO-18 Designing and Managing the Operation 0 26-10-2021
i i bbb yareen Final Assignment weighting 25 26-10-2021
CPERATIONS 1
European Credits (EC) Firnial Assigraner weighting 40 26-10-2021
OPERATIONS 2
s programms Minimim cradits to b Final Assignment welghting 35 25-06-2021
Lo RESEARCH
Basic Programme 180.0 Revenue Managemant .0 21-01-2021
Others ! Final Assignment weighting 1 21-01-2021
Total 180.0 - Making Financial Decisions .0 12-04-2021
Final Assignment 1 weighting 1 09-03-2021
Final Assignment 2 welghting 1 12-04-2021
Annual Planning Cycle .0 29-08-2021
Final Product weighting 50 25-06-2021
Minim dits
ki 10 be obtained Final Assigrment weighting 50 29-06-2021
Managing an Cutlet . 01-11-2020
outlet planning walghting & 29-10-2020

Study Progress Overview

Student number 7B2583
Date 18 December 2022

Programme

all ol ih s balow
1 Compulisory courses phasa 2 Mandatory 840

2 Bush har k o outlet directing weighting & 26-10-2020
ono of the parts below outlet controlling welghting & 26-10-2020
2.1 Business other language. Dulch Resiricted choice 6.0 outlet profassional atfituds weighting & 28-10-2020

2.2 Business other language: Franch Resiricted choice BO ighting 15 12-70-2020
2.3 Business other language: Spanish Restricted choice 6.0 ¥ ™S i
24 Business other language: German Reslricted choice 6.0 PR Tﬂ.\_!S fpersonal weighting 14 01-11-2020
2.8 Business other language: Russian Restricted choice 6.0 reftaction) L
26 Husiness other language:Mandarin Chinese Restricted choice 6.0 Prasentation and &A weighting 14 30-10-2020
3 Compulsory courses phase 3 Mandatory an.0 Yos Lyt
4 Minor Minar or sleclives 120 Yes Hotal asugnmant weighiing.25 ez
3 o (FEERD)
No

5 Cof courses &80

. Business English Level 2 0 04-07-2021
Total English 2 Oral weighting 1 08-06-2021
Assassment
Minor Minor Future of Business Development English 2 Written waighting 1 04-07-2021
Assignment

Minimum credits Credits
Study programeme component to be obtalned obtained ©19504

Business other L2INTSPB-19 Spanish Intermediale B .0 25-01-2021
il of the parts baiow language: Spanish Spanish Intermediate 8 weighting 1 26-01-2021
1 miner courses ! 20 120 Yes OrafAssessment

Spanish Intermediate 8 welghting 1 20-07-2021
Total 120 120 b {
i WrittenAssignment
Spanish Inlermediate C X 09-04-2021
Spanish Intermediate C weighting T O8-04-2021
OralAszassment
Spanish Infermediate C  weighting 1 05-04-2021
Wifttendssignment

LR, Lang (782563}

LR Lang (782563)




Compenent

Compulsory
courses phase 3

Compulscry
Graduation courses

Stratagy Davalopmant - Making Things
Happen
i hting 20
Final product waighting 40
Final presentation weighting 40
Business Model Innovation - Dealing
with Stakeholdars

i " iahting 50
Group assignrnent weighting 50

Managing Change - A New Beginning
Final Product 1 weighting 25
Final Product 2 weighling 75
Business English Level 3

English 3 Cral weighting 1
Aszessmant

English 3 Wiinen weighting 1
Assignment

Minor: Minor Futurs of Business Davelopment

Sturdy progr o Y minor

COLSES

DBR-20 Design Based Research
Final Assignment weighting 1

FOBD-20 Minor Futura of Businass Davelopmant
Final Product weighting 50
Portfolic weighting 50

LYCAR1-20 Thesis Management Placemant -
Launching your Career Proposal
Final Product weighting 100
Thesis Management Placement - {30.0)
Launching your Career Execution
Final Product weighting 100
Professional Development - Preparing

My Caraer
Career Launching Plan weighting 66

Career Launching Tools  weighting 34

Mo rights can be derived from this information.

LR. Lang (782563}

Date

28-01-2022

20-10-2021
28-01-2022
26-01-2022
02-02-2022

29-11-2021
02-02-2022
02-11-2021
02-11-2021
02-11-2021

23-04-2022
28-03-2022

23-04-2022

11-04-2022
11-04-2022

15-04-2022
16-03-2022

15-04-2022

27-10-2022

2710-2022 P

megisternd for: 202280ckB L YCAR
12-04-2022 P

16-03-2022 P
13-04-2022 P
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