“Dare to choose the right boards”
The Second AP Fund’s 2014 Women’s Index reveals that the percentage of women on the boards
of publicly quoted companies has risen over the past year by two percent, to 24.7 percent. This is
the largest increase since the Second AP Fund started its measurements in 2002. Even if things
are moving in the right direction, much remains to be done to benefit from the diversity and
competence that companies otherwise lose out on.
The Second AP Fund has interviewed two experts in this field,
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should understand and learn from.”
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Five steps to the
right board
1.

Start in time – Lack of time can undermine the best
intentions.

2.

Conduct a board analysis – Identify the required competence based on the company’s strategic needs.

3.

Base the job profile on the analysis – Be consistent.
Stick to the facts and conclusions derived from the
analysis.

4.

Expand the selection of candidates – Dare to seek
candidates outside your own networks. You’ll find more
than you expect.

5.
Therese Reinfeldt

Ignore the myths – It is untrue that women are not
interested in sitting on boards or that a board member
must have experience as a CEO to succeed.

... identify the competence
requirement based on the
company’s challenges and
opportunities in the short
and long term.
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