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We hope this report provides insight and tools to help advance the pathway of women to boards. Our
dream is that it will engage leaders and individuals to advance the competitiveness of
businesses. Our deep gratitude goes to our network of amazing career women, whose frank and open
JeczNpgAtWecq UAzN ug tVN WczA uAl' N ,cLWcUq eS

Sheikha Shamma bint Sultan bin Khalifa Al Nahyan, co-founder, Aurora50

ADNOC is committed to supporting gender balance and helping women develop and excel in their career
which is why we are proud to have collaborated with Aurora50 on this research initiative.
This research provides us better insight and actionable recommendations to further accelerate
gender diversity on boards and support the national gender balance agenda.

AtNbA °~ #UAWbWGC JVWNS N|NJutWzN eS,JNpC



Strategic partner

VN Ilu VAIW #AtWecA %W  ebmAc} B #% a Wg A NALWcU LWzN
wholly owned by the Emirate of Abu Dhabi. In the ongoing global energy transition, more energy is neede
with fewer emissions. ADNOC’s ambition is to create greater value for the UAE and the world as its most

JAplecé@NS,JWNct eW™ AcL UAq mpeLuJNpi 3VWq AbIWtWec Wq uc
gummeptNL I} Wtg qtpAtNUWJ mW "Apg eS -Nem NC -pe,tA

#% Wq A ge AbIWtWeuq {VNc Wt JebNg te gummeptWcU UNcLNp I,
A NcLNp A AcJN ebbWttNN AcL me WJ} SpAbN{ep_ {WtV tVN UeA"
for Empowerment of Women and its goal of developing a legal and institutional framework that supports
women and promotes gender equality and women’s empowerment at all levels. It has made - and met o
exceeded - a series of challenging gender balance pledges, recognising that empowering women is not o

the right thing to do, but also that it makes good business sense.

The mission of the ADNOC Gender Balance Committee remains unchanged: to attract and retain more
female talent, to enable their participation in the company and to empower women by supporting their
development and career progression. The impact of ADNOC's pledges on gender balance ranges from
increasing the number of women in senior leadership and board positions to implementing policies and
fostering an environment that attracts more female talent and provides opportunities for career growth.

ADNOC has committed to ensuring at least one woman sits on the board of every ADNOC Group compat
1} tVN NcL eS dbddO JuppNct'} ch eS Wtg cj peum JebmAcWNqg VAz
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I Executive summary

c dbdb {ebNc VN'L eig mNpJNct eS A " leApL me
INApPpC tVN INJupWtWNqg AcL ebbeLWtWNqg utVe]
listed companies to put at least one woman on their boards by 2025.

q eS ucN dbddC {ebNc Ve 'L jik mNpJNct eS A™
t tVN ccg JebmAcCcWNq WqgtNL ec tVN lu VAIW
AcL tVN ulAW WcAcJWA" "Ap_Nt B "acC ii eS tV
held by women.

It is good, solid progress in just two years - but how can we accelerate it?
What can organisations do to help put more women on boards? And how
can women themselves clear the pathway to the board?

Aurorab0, a social enterprise working to increase board-level diversity in
tVN 4 C tNAbDNL um {WtV tVN "eVAbbNL IWc O0AQ
ezNpcbNct B" 01 a te ,cL tVN Acq{Npql

We started by setting the landscape of progress in the UAE and
WctNpcAtWecA "} ep WcqtAcIJNGC Wc dbdc tVN {«
percent of board positions held by women, according to global data
company BoardEXx.

ONUWecA '}C N eWttN pNmeptq tVAt Wc tVN gAcEL
VN'L cii mNpJNct eS leApL gNAtgO Wc /AtApC ci
CLWAC {ebNc VN'L bepN tVAc ci mNpJNct eS gN
boards.

A 10-year timeline to the board

N WctNpzWN{NL ch gNAgecNL SNbA N leApL LW
interviewees had progressed via company subsidiary boards to executive
management and executive director seats before ultimately becoming
independent, non-executive directors (NEDS).

Every director interviewed was clear that a woman had a responsibility

to develop herself. If she does so, her timeline to become a non-executive
leApL LWpNJtep Wq ApeuclL cbécg }NApqC Ncqup
as gender diversity on boards.



If this career path is used strategically by women, and early in their careers,
we believe it will reduce their timeline to reaching independent board
director roles to a decade or even less.

As one woman told us: “While women need to be passionate about their

technical area of expertise, they should also strategically plan the

career they wish to have.” More, she said, needed to aspire to the so-called

+ équWitNg eS tem bAcCcAUNbNct meqgWtWecqg quJV Aq JVWNS N|NJut\
JVWNS ,cAcJWA eS,JNpC te bA_N A leApL meqWtWec 6bepN AttAW
said that investing in herself was part of her personal career plan.

Five steps to the top

N IN"WNzN tVNpN ApN ,zN gqtNmqg tVAt {(W " tA_N Ac AgmWpWcU {etk
VNp ,pgqt cecéN|NJutWzN leApL LWpNJItep AmmeWctbNctg Wc chécg
ca m AcO da IluUW ' LO ea IpAcLO fa quqtAWcO AcL ga UWzNI

cl c plerding stage, she will hone her technical competencies and
industry expertise, sharpen her independent thinking and develop the
gmNJIJW,J UezNpcWcU q_W 'qg zWtA" Ag mApt eS tVN leApL SucJtWec

2. As sheouilds her career, she will develop soft skills, establish career
networks and craft valuable experiences to make her board-ready.

el c drending stage, her strategy should be to create awareness of

who she is (and that she is board-ready), and leverage network

PN AtWecqVWmq te Upe{ VNp IpAcLi 1VN gVeu'L _ce{ {VNc te Agq_ S
rather than waiting for good performance to shine through, and how to

track her progress annually.

fl g qVN " sustaip hiee career, she should look to her priorities,

managing trade-offs to keep a good work-life balance as her duties grow in

VNp LWpNJtep pe 'NRga Ag {N° Agq VNp N|NJutWzN LA} Jell 1VN gVe
use a strong support system, and add value in all that she does.



5. And, having reached the board pinnacle, she should reach out her hand
to pull other women up the ladder agave back, by mentoring, nominating
board-ready women, sharing her experiences and helping to change
mindsets.

Men championing careerwomen

upepAgb AcL " 01 A 'ge IN"WNzN tVNpN Wq {ep_ Sep tVN NJeq}qtN|
to help these aspiring women - both at an organisational level and by male
executives and board directors individually.

Men who wish to champion careerwomen can offer to mentor them and
nominate them to boards when they are board-ready, as well as giving
them early board experience such as invites to shadow board meetings.

Organisations can become more proactive in head hunting board-ready
women, developing a pipeline of female talent and offering up transparent,
regular data as women progress, so the community can create
benchmarks, celebrate success and clear the choke points.

We would add that the pool of women must be expanded instead of
‘over-boarding’ the existing female directors to hit quotas. Having the same
women on multiple boards is not a long-term good governance

solution, and we encourage boards to expand their networks.

An ever-increasing number of companies in the UAE are working to grow
both, the number of women at the executive level and their board pipelines.

INzNpA" "ApUN "eJA JebmAcWNqg VAzN {ep_NL LWpNIt'} {WtV upe
WcJ uLWcU tVWq pNmeptogq gqmecqepC #% C {VWJIV {Ag tVN ,pgt S
partner of Pathway20 the region’s only board career accelerator for

women; and continue to support the UAE in building a pipeline of female

talent in leadership positions and increasing gender balance at board-level

across businesses in the country.

ADNOC Group has committed to putting a woman on each one of its

company boards by the end of 2022. ADNOC also has its own gender

IAAcJN JebbWttNN JVAWpPNL I} AtNbA -~ #uAWbWC JVWNS N|NJutV
ADNOC LNG, who is one of the group’s three female CEOs.

We hope this report will help women in the UAE and the region to
Jec,LNct’} bA_N tVNWp {A} te tVN tem |} dbedli
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This research report was undertaken to accelerate the
journey of women to boardrooms in the United Arab
Emirates, using insights from a survey and through
interviews with seasoned female directors to provide
advice and recommendations for aspiring women and
supportive men and organisations to reach gender
balance as quickly as possible.

At Aurora50, we have long been fascinated with

"J WcqN} "elA” cqtWtutN B" aegq dbcg pNmeptC 3VN
Power of Parity, which stated that full gender equality

Wc tVN 4 Jeu L JectpWIutN cbc IW "Wec te tVN 4 gq
NJeceb} {WtVWc A LNJALN é NouAtWcU te cbCkjg mNp
personc? xd?

1WcJIJN Wtg WcJIJNmtWec gb }NApg AUeC tVN 4cWtNL pAl
Emirates has been staunchly committed to the

progress of women, from ministers and ambassadors

to gender balance across government boards and on

the federal council (see exhibit 2).

The UAE’s work aligns with global moves to achieve

UNcLNp NouA " Wt}C {VWJV Wq tVN ,StV eS tVN ci

guqtAWCcAI N LNzN embNct UeA g &€ ce{c Ag1l g é

NgqtAI"WqVNL I} tVN 4cWtNL #AtWecq Wc dbcgl . i
Women on boards internationally

In recent years, the world’s eyes have turned to the

boardroom, the most senior level of business. :€bNc pNmpNgNctNL eb mNpJNct e

bNbINpg Wc tVN 41 1tAcLApL 6 -e

By 2025, all companies listed on the Abu Dhabi CLN| Wc dbdcC ecN eS tVN {ep L
INJupWtWNgqg [JVACUN R ;a AcL tfolQwed pieely indigesgAng v year

Market (DFM) must have at least one woman on theiimPNzWeuq }C Wc dbdbC A qupzN}
leApLgC Wc A "A{ AcceucJNL I} 1 AmMNdBdcictNpcAtWecA gq fAUQV)

CLN| B"1 - a leApLqC AJpeqgq d
An ever-increasing number of companies in the UAE AcL df NbNpUWcU bAp_}th(; PNmMe
is working to grow the number of women at the {ebNc pNmpNgNctNL ejlg mNpJNct

NINJutWzN "NzN'I INzNpA~ ~ApUNindexkd bodre lseat8€ WNq VAzN

worked directly with Aurora50 on this, including this

pNmeptesq gmecqepGC #% | 1ebN dfzmpWgANMNqdlZWPEck MACLNbWJ
companies have also signed a pledge with the UAE globally to a standstill, we have seen steady and

Gender Balance Council, working towards a target ofongoing progress towards gender diversity on
eb mNpJINct {WtV W dare, pwd both Nope g poards.

and expect, will soon follow suit.
Over three-quarters of boards globally had at
"NAgt ecN {ebAc LWpNJItepC AJJe
BoardEx Global Gender Balance Report, which

c_ VttmgZOO{{{ibJ WcagN}iJebOSNAtupNLEWcgWUVtqgONbm e}bNctéAcLéUpe{tVOVe{éALzAcIJWcUé{ebNc
2 https:/www.cfr.org/womens-participation-in-global-economy/

ehttps:/aurora50.com/six-new-uae-companies-sign-gender-balance-council-pledge/

f VttmgAOO{{{igmNcIJNpqgtuAptiJebOEObNLWAOdbdcOeJtelNpOgqglWdbdcOugégmNcINpéqtuAptéleApLéV
5 https:/www.catalyst.org/research/women-on-corporate-boards/
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tpAJ_NL chCbbb LWpNJtepq Speb bepN tvMt cCfbb epUAcCWqgAtWecq
SeucL pAcJN temmWcU tVN {ep L {WtV ff mNpJNct eS IleApL meqWt!
{ebNcC um g WUVt'} Speb fe mNpJNct Wc dbckli

c Wtqg dbdd pNmeptC N eWttN ‘elA° eApLpeeb -peUpAb gqA}q ckii
MNpJIJNct eS leApL gNAtg ApN VN'L I} {ebNc U elA "}C Ac WcJpNAQN
percentage points in two years, meaning parity will not be reached until

dbfg?

ONUWecA "}C N eWttN pNmeptNL tVAt qebN cd {ebNc Wc 1AuLW pA
mNpJNct eS leApL gNAtg Wc dbdcC JebmApNL te bii mNpJNct Wc db
ec LAtA Speb ik JebmAcWNqi ¢ /AtApC Wt gAWL gebN tVpNN {ebNc
mNpJNct eS gNAtg Wc dbdc JebmApNL te bih mNpJNct Wec dbcj AcL «
Wc dbchC IAqQNL ec LAtA Speb dj JebmAcWNgql

c cNApl} cLWAC N eWttN pNmeptNL tVAt fce {ebNc gWt ec leApLq
cilc mNpJNct eS qNAtg Wc dbdcC JebmApNL te Juqgt ifli mNpJNct Wc
ebNc A'qge JVAWPpPNL eih mNpJNct eS leApLg eS tVN efb JebmAcWN
reviewed.

4cLNp cLWAgq ebmAcWNq Jt eS dbceC WQqtNL JebmAcCcWNqg AcL et
public limited companies must appoint at least one woman to their boards,

bA WcU Wt tVN ,pqt NbNpUWcU NJeceb} te ugN A UNCLNp ouetA Se
eApL gNAtqg mpNzWeuq } VN'L I} A {ebAc buqt A°'ge IN , " "NL {WtV A
female director.

A further quota was set for the largest listed companies to have at least
ecN SNbA'N WcLNmNcLNct LWpNJtep I} dbdbC {WtV A LAW'} ,cN eS
R hga uctW® bNti

1tAtN 1tpNNt "elA” LzWqepqg N|AbWcNL cid "UuUN JVWm JebmAcWNq
the GCC region for a 2022 report and found that one-third of them had at

"NAgt ecN SNbA N IleApL bNbINpC pNmpNgNctWcU A ceb mNpJNct W
tVN mAqgt tVpPNN }NApgi 3VN 4 C AVpAWc AcL 1AuLW pAIWA bALN
progress in terms of board gender diversity, it reportéd

And, looking beyond boards, the labour force participation rate of

1AuLW {ebNc gAt At Jugt ucLNp ed mNpJNct Wc dbdbC AJJepLWcU t
Bank*€ VN mWcU 1AuLW PpAIWA te Wtg ebémNpJNct UeA" Sep {ebNceg
MAptWIWmAtWec cb }NApg AVNAL €8 Wtg 9WqWec eb UeA" Sep dbe

c tVN 41C bepN tVAc ecNéouAptNp eS leApL meqWtWecqg At tVN ten
"TApUNqgt mul WJ }éVN'L JebmAcWNq BJe NJIJtWzN'} ce{c Ag tVN 0u
cLN|]a {NpN VN'L I} {ebNc Wc ucN dbdci 3VNWp UeA" Wq A gbZ&Zghb

hhttps:/www.boardex.com/2020-global-gender-diversity-analysis-women-on-boards/

7 https:/www?2.deloitte.com/content/dam/Deloitte/global/Documents/gx-women-in-the-boardroom-seventh-edition. pdf

j https:/www.ssga.com/international/en/institutional/ic/insights/gender-diversity-on-boards-in-gulf

k VttmgZEOOLAtAI{ep LIAc_lepUOWcLWIAtepO1 i3 1 31 (21

ch VttmgZ OO {{{ilpee_WcUqgiNLuOIl'eUOSutupNéLNzN embNctOdbdcObfOdcOtVNégqmNJItAJu ApéqupUNEé
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PNmpNgNctAtWea |1} dbdk Evidence shows there need to be at least three

women on a board to reap the advantages of
In other countries, the numbers are even more  diversity*c'?1e {VW N leApL pNmpNqgNct,
WbmpNggWzN BgNN |VWIWt caCyréwing)it ends to by ipyehoards adlding more seats
variety of both legislative and voluntary measures.rather than replacing existing oné%¥Vomen are

ep NJAbm NC Wc #ep{A}C A fb naNgsliNudes idfrédsented as independent board

ouetA {Ag bALN "A{ Wc dbbel ebinvVAMWPNgRNNVINEBNpPpINct Wec tVN 1
te N 'SéEpNUU AtN Sep ,zN }INApmp&ityW LABWoPCLW DN Ic&dg RBe"€ mNpJIN
sanctions were passed dictating that companies
failing to comply with the quota would be )
dissolved. Norway also tops the UN’s Global Women on boards in the UAE

Gender Inequality Inde&x4? . _
The UAE has a strong historical foundation for

gender balance, and women here have made great
strides in the past decade, particularly in the public
sector where they comprise two-thirds of all
government roles and almost a third of senior

In countries with quotas, such as France and
Belgium, directors of boards that fail to meet the
guota will not be paidce?

Exhibit 1 : Average percentage of women on boards

leupJNA dbdc eApL | "elA” NcLNp A AcJN ONmept

cc VttmgZEOOgbgb{eliJebO{méJectNctOum eALqOdbdcOcdOgbgb:% é/ed cSeUpAmVWIO:NIgWtNIimLS
¢ chttps:/hdr.undp.org/en/composite/GlI
ce VttmgZAZOOtVNJeczNpgAtWeciJebO NggecqgéSpebécep{A}dWcéUNttWcUé{ebNcéecteédJepmepAtNéleAp
cf_ Uec ?NcLNp dbdci "A_WcU WzNpgWt} eucti cj JeuctpWNqg VAzN ouetAq te tVAt NSSNJtO

4€€WC [ dbcki ONgNApPJVA "Nc AclL :ebNc #NNL WSSNpNct Wclg eS #Nt{ep_q te 1uJIJNNLIi ApzAp
cg VttmgZ OOgbgb{eliJebO{méJectNctOum eALqOdbdcOcbO NcLNpO WzNpqWt}O cLN|O WcA OImLS
ch VitmgZ OO {{{igmNcIJNpqgtuAptiJebOEObNLWAOdbdcOelteINpOqggIlWdbdcOugégmNcINpéqtuAptéleApL:¢
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decision-making roles (see Exhibit*2)? ranking 72nd in the world and closing six
percentage points in just one year. With a leap in
1WcJIN dbchC {VNc NouA Wt} INt{eRBNdDNMAAMWMADNCtApWACqQC Wt A
women was written into the UAE constitution, the world for the political empowerment of women.
country has made strong headway in gender The political will is clear. The UAE government has
balance at work. overseen a record number of reforms since the
ckkbg BgNN |VWIWt eal 3VN 4 gq
"elA"}C tVN 4 pAc_NL cdbtV ecetfy/ N Ac_oqg :ebNcC ugWcNqgq AclL
WcLWJAtep Sep NUWq AtepqC qdtudyyeshoeds, theirpart 8ftHese reforms: in
managers, according to the Global GenderGap dbdc Wt "NAmt Speb eb meWctq te
Report from the World Economic Forum (WEEY meqqWI N cbbC LuN te "A{ umLAtN
ugqt ezNp A ,StV eS tVNgN pe N gmphilgwemenln the yebkiNlace, pay, marriage and
Rdcig mNpJNcta Wc dbdcli parenthood.

WEF'’s report also puts the UAE second in the And the UAE has one of the region’s highest rates

Middle East region in its global ranking and one of of women participating in the workforcge, according
tVN ,zN beqt WhmpezNL JeuctpWHNey tWH teR LepAcCC At fgli*m™NpJINct

Exhibit 2: Women'’s representation in the UAE

leupJNQgAE 4 ezNpcbNct -eptA " C 4 "WcWqgtp} eS epNWUc SSAW
eéemNpAtWecC NcLNp A AcJN eucJW"

ci_VttmgZE OO {{{itVNcAtWecA cN{gilJebOemWcWecOJebbNctOdbdcOcdOcbO{ebNcéWcétVNEUANEVAzZNEA.
https:/u.ae/en/information-and-services/social-affairs/iwomen

cj VttmgZE OO {{{el{NSepubiepUOLelqO: O 00OdbdcimLS

c khttps:/dwe.gov.ae/en/dwe-initiatives/50-female-representation-federal-national-council ; https:/u.ae/en/information-and-services/saocial-affairs/iwomen

20 VitmagEOO{{{i{ep LIAc_iepUOJectNctOLAbOgWiINgO{I'OLeJubNctqOdbdcObdO: dbdcO # OzdimLS

de VitmgZAOOLAtAI{ep LIAc_{epUOWcLWJIAtepO1l i3 | 3 i?1
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Exhibit 3: Timeline of building gender equality in the UAE

c dbcgC 1 bALN A +Jebm'} ep MphA3Q@Wcle ptNoudNagtg tVAt {ebNc Ve |
of the companies listed on the stock exchanges eS A" leApL meqWtWecqg#4AL ec tVN
Wt ezNpqNNg tVNc quligNouNct }@elm AARPING Cbidce, SWYN tetA” jhj le/
decreed that all listed companies on; A cDFM by women.

must appoint at least one woman on their board.

Aurora50 was established in 2020, at which point

{ebNc VN'L ec’} eilg mNpJNct eS A" leApL meqgWtWecq
Wc tVN 4 C {WtV Jugt dj eS tVN ccc "WqgtNL

companies having a woman director.
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. There were six sections to the survey:
Phase 1. Survey Cl B U AMV WG

A sequential, mixed-methods research design was 2. Organisational enablers
tA_Nc Wc tVWq qtuL}i c tVN ,pgt eV AgNIQ AR cNecA W plg
survey was deployed to gather data from members fi LuJAtWecA™ NcAI'Npq
of the community. 5. Community enablers
hi 4cJecqJWeuq IWAQ

The initial survey was distributed to attendees of .

upepAgbgq AccuA JecSNpNcJINC %\}thAeg tLVEIpN WpN fg J eqNLC I

: . . reSponse que ions and WO questlons that elicited

(attendees being either current or aspiring board onen-ended responses.
directors), then shared again with social media P P
followers and newsletter subscribers of Aurora50. It
{(Ag A'ge LWQEpWIUtNL tVpeuUV ty ell\/@’&{f\ﬁ%w } Jebm NtNL pNc

Both men and women were invited to respond. female mNpJNcta esS t

[ VWIWLtL fA£ -pe, N eS qupzN}NL pNgmecLNctq

Source: Aurora50 survey

Phase 2" In-depth inte I'VieWS The interview questions were open-ended and
focussed on identifying enablers to help increase
In phase two of the mixed method study, Aurora50 the pipe_line and type of board positions held by
AppAcUNL Sep ch gNAgecNL SNbK’omerllén&'beLU'?‘_E\NpNJtepq te
be interviewed, most from its Manarat club for
women who are independent, or non-executive
LWpNJtepg BR# ga eS "WqtNL leApLgl %S tVN chC cf
currently hold seats on listed boards.

All data is anonymised and aggregated.

B3VN ch {ebNc leApL LWpNJtepg {NpN WctNpzWN{NL Wc
ZWLNe JA 'gC Wc WcLWzWLUA gNggqWecq AqtWcU dbéeb
minutes on average, by two experienced female

mpeSNqggepgqC " 01 gqg -peS "N eLNcA 1tNmVNcq AclL

Dr Racquel Warner, over three weeks.
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The key questions asked were: Research was conducted with ethical clearance

Speb " 01 £ Ac} pNgNApJV JeclLu.
goes through an independent ethics process prior

to data collection, to ensure it meets best
international research ethics standards.

What were the key enablers for you to reach the
executive/ board position that you are in now?
How do you maintain your legitimacy/ relevance
in this position? Do you feel it is different for
men?

What are the policies, structures, systems that
need to be in place to increase female
participation in executive positions?

Given your experience, what would be one piece
of advice you give to young women seeking to
occupy positions like yours? What would be the
advice for women in senior positions wanting to .
move into a board position? 1W| JuppNct'} VAzN leApL meqWt)

What are the areas of inequity you still observe? Wcq UPACJ N ep ,cACIJNG tVpNN Wc
e{ JAc tVN WcNouWt} IN pNJth,‘I%IlEZ)”IN:y%'tN{?\HpﬁCILVMe Wc NcNpU}G

obstacles that you had to overcome to get to this had boar foles pregd across the .government,.

position? group holding, heavy industry, marine and media

How can you contribute to creating a pipeline for sectors.

other women with leadership aspiration?

Are there any issues you feel would be important

to address as part of this topic that has not been

covered so far in the interview?

%S tVN {ebNc {N WctNpzWN{NLC ¢
non-executive board directors and three are
executive directors. An executive director is also

an employee of the company and member of its
executive management team, compared to a

NED - a non-executive director.

We will refer to this group as Manarat+
throughout the results section of this report as
most of the women interviewed belong to
Aurora50’s Manarat club.

[ VWIWt g& -pe, N eS WctNpzWN{NNqggo

Source: Aurora50 research
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B3VN pNgmecqN Speb eup WcWtW suggestpdztNat nedge cdujd be done by both
respondents, mostly UAE-based careerwomen organisations and individuals to help women
aspiring to become independent board directors, achieve their directorship ambitions.

Exhibit 6: Survey question - challenges

Source: Aurora50 survey

Asked about factors that might slow progress to Speb epUAcWgAtWecq RBfj mNpJNct
boards for women, most survey respondents JVAbmWecqg te cebWcAtN tVNDb RBfi |
JWINLA "WbWtNL cNt{ep_q RA JebdWDbMp da& prN\\pp AtV te tVN leApl
from two of the survey options); a lack of support
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Exhibit 7: Survey question - enablers

Source: Aurora50 survey

And, asked what organisations could do to help put3e zA"WLAtN tVNgN ,cLWcUQqC {N A
women on boards, survey respondents suggested: have already trodden the path to become

shadowing or mentorship opportunities, independent board directors how they got there,
potentially with all senior women leaders being how they would advise creating a pipeline of future
assigned mentees (a combined 57 percent); women board directors and what inequities still
champions to promote women within remain today. We have used the Manarat+ group’s
organisations (50 percent); networking hindsight and experience to build a career ladder to
opportunities, both internally and externally (a the board in the UAE.

JebIWcNL ff mNpIJNctaO mpeSNggWecA  LNzN embNct

emmeptucWtWNqg Rek mNpJNctaOWhatwa fouhd wasNyrprising. While survey

emmeptucWtWNqg te bA N Je N A tespogddhtsjfethtNgy Jasketiamentorship, networks,
champions, organisational support and information

From the survey results, it seemed that women on how to attain board roles, the Manarat+ women

aspiring to become board directors found that were emphatically proactive. To succeed, they say,

external factors such as their networks, you need to nurture your career to the board.

organisational support and training were holding

them back; nor was it clear how organisations could

best enable the process.
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Every director interviewed was clear that it was the women’s responsibility to
develop herself.

One board member said: “We need to invest in ourselves even if the
organisation will not. Take it from your annual leave... unpaid leave. It is part of
my personal career plan.”

3VN} WLNctW,NL A JeupcN} tVAt tee_ ezNp A LNJALNO gebN AJIN' N
"NzN" Wc ucLNp cb }NApq lut eStNc WctNpcAtWecA JebmAcWNqgq Wc
OLNNMNp AcL IpeALNpo6 {ep_ NImMNpWNcJN tVAt 6t}mWJA "} tA_Nqg c
achieve”, according to one interviewee.

In this report, we detailazNéqgqtNmtemtAc N {ebNc tVpeuUV tVN ,pqt cbécg
years of their career to a non-executive board director role, which we curated
Speb eup WctNpzWN{g&AZ ca m AcO da IluWw'LO ea IpAcLO fa quqgqtAWc

We also detail the support the ecosystem can provide, from what organisations
can do to help women to, importantly, what men can do to champion aspiring
women.

All journeys are different but we believe this to be a powerful process, even
more so when used strategically by women early in their careers, to
AJIN NpAtN tVNWp peutN te Ac WcLNmMNcLNct leApL LWpNJtep pe N

years and possibly less.
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1 PI Technical competencies | Independent thought |
. a.n Industry expertise | Governing skills

Early in a woman’s career, she should decide whatthat women spend time cultivating their views.
expertise she wishes to master, and build her careerpe{WcU tVNWp cNt{ep_ R1tNm dA
te NgtAI"WqgV VNpgN'S Ag Ac N|mpigessVas insigitsonedd ta e helpful to boards,

Technical competenciesvere highlighted as a not the views of management.

career accelerant and may also provide aspiring

directors with boardroom opportunities: e.g. Independence of thought also helps build the
experience in digital, start-ups or mergers and would-be non-executive director’s governing skills;
AJouWgWitWecqg B"6 a {W = mp e z\Wiedors, afieVl care ereto \blersge and govern,
across all sectors. not to manage day-to-day operations. As we heard

frequently from our seasoned women directors,
An early start to planning is key: the Institute of  “nose in, and hands off” - all mentioned how
Directors recommends committing to life-long important it was to approach problems using
learning if women want their career to culminate in expertise and experience.
board directorship??

Women should aim for a ‘C-suite’ (chief executive
eS, JNpC JVWNS ,cAcJWA eS,JNpC JVWNS emNpAtWcU eS,JNp

NtJla meqWitWecC {WtV mpe,t AcL "@hileBvénien need to be passionate
pNgmecqWIW Wt} é tVWg qVeu L VN ™ m BthVhtVN CFIA'CJI A f
literacy that is a prerequisite for board positiotts 2 about their technical area o
expertise, they should also
If the plan is to ultimately become an independent : :
board director, industry expertise in the strategically plan the career they WI_Sh
epUAcWQgAtWecoq ,N'L Wqg A “NUA @ bave.are womeaensegd to aspire
but does also add value for the director, according to be in CEO/ CFO/ COO positions,

to research ¢"?*T'He boards of global hich k board it
organisations also value international experience. whicn maxe a _ oard position more
attainable.”

A key risk that boards face is conformist behaviour

or ‘groupthink’, especially when minorities represent

less than one-third of the board'?* foupthink

VAq INNc | AbNL Sep bAc} qWUcW,JAct JepmepAtN
failures, such as the 2007 collapse of Enron, the

dbcg 9e° _g{AUNc NbWqggWecq gJAcCLA AcL SAW upNq te
SepNJAgt tVN U elA” ,cAcJWA JpWqWqgq Wc dbbiédbbk é
all linked to boards not doing their duties. Board

diversity is widely cited as the antidote: the

Manarat+ group believe that women bring

independent thought to boards and recommend

d fhttps:/www.iod.org.nz/resources-and-insights/new-to-governance/how-do-i-build-my-board-career/#

25 Vttmqg /£ OOqqpciJebOAlqtpAJt ddebkcc

dh VttmgZOOWLNAqipNmNJIJiepUOAOQeumOp,cqtOzdc}dbbjWimcikiécjediVtb®

27 NVttmg A OOec " WeN WIpAp}i{W N}iJebOLeWOSu "OcbiccccO]icgfbéhdhcidbbiibcdbhi]|

dj 1ApSAtW 6 AttNUceC dbbi 1ApSAtWC & iC 6 AttNUceC | RdbbiaC 8 NbbNg Au meuzeWp O pOJWt
dk VitmgZOOmAmNpgiggpciJebOge eOmAmMNpqiJSbiAIqtpAJtOWL ehgbhbk
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2. Build

"AgqtNpWcU NSSNJtWzN WcfuNcJWcU g W g & WINI tVN Apt eS
persuasion - was considered a priority for board
directors. The importance of albft skills was

highlighted by all the Manarat+ women, in order to cfuNcJWcU g W 'q Wq
work well with others. Whether an introvert or extrovert,
Independent directors, who sit on the board of a jeu cNNL te _ce{ Ve{ te W

company but do not work within it, will have less Ifyou don’t know - learn. You cannot
time to stay up to speed with the company’s affairs

and industry leaders than directors who also sit on be on a board without knOW’ng how )
the executive management team. te WcfuNcJN etVNpql

With this in mind, all the women we interviewed
highlighted the importance of quality relationships business. Make it a priority and invest while you are
andnetworks. in your current role.”

The majority of jobs are not published, and half ~ Manarat+ recommended women step out of their

of all hiring takes place via networkirfg #vhile comfort zone to create wide-reaching networks

gebN hb mNpJNct eS leApL meqWeWek d VAW AVce\bNcAGNIL .cL bNctep
through networks¢¢? cL {VW N tVN ez W Ehapions to recommend them for board

pandemic moved everything online, the best positions. They also advised using LinkedIn for
relationships are still built face to faces? online networking, and reaching out to industry

leaders to become their mentors.
The Manarat+ group acknowledged networking was

ZWtA® lut cet A"{A}g NAQg}l %cN LAM&aNaspaingRINEDrd hddd @ prove they have

“It's hard to put yourself out there. And  wouldn't e ApLépNAL} N|mMNpWNcJINIi 9e ucth

say I'm a great networKer. But | think it's important boards and advisory work pro bono can prove

to try to do as much of it as you can.” usefuke<® AcL bAcCAUNbNct Jecqu tAct
reports that successful women board directors have

Industry networking events, networking among eStNc qNpzNL ,pgt ec tVN leApLq e

their own group of peers and networking through  organisations, on government boards or

work are all ways women can take a strategic cetéSepémpect?leAplLq

approach to this important step of building a board

career. Our interviewees recommended subsidiary boards
as good launchpads and recommended attending

One director suggested, “Build as you meet board meetings as an observer, offering to take

counterparts, both within the company and notes at meetings or shadowing board members.

partners outside. Invest time to keep the
relationship alive and give as much as you take from
that relationship. Go for coffee with peers, go for
lunch with someone from a different part of the

e thttps:/techjury.net/blog/linkedin-statistics/

ec VttmgAEOO{{{IJWeiJebOAptWI NOdbdcjbOm A}WcUé&tVNé ecUBUAbNéeSécNt{ep WcUéteéNApcéAéle,
e chttps:/techjury.net/blog/linkedin-statistics/

e énttps:/www.iod.org.nz/resources-and-insights/new-to-governance/how-do-i-build-my-board-career/#

ef VitmgZOOAWILIiJebmAc}LWpNJItepgiJebiAuObNbINpgVWmMOtVNéleAplLpeebépNmeptOze ubNécféwqq
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Awareness | Networking for brand-building |
3 . B ra.n d Asking for help | Tracking progress

All women in the Manarat+ research group Finally, they said, brand-building is not a singular

recommended the need to create a personal brand.task, and it is good practice toack progress,

Aspirational women directors, they say, need to  taking stock every year or so. Does the aspiring

regularly assess where they are and what they needvoman need more language, digital or soft skills?

to do to be favourably considered for a board seat. More knowledge of the market or regulations? Even
when taking career breaks, there are opportunities

Awarenesswithin an industry of a careerwoman,  to upskill.

the Manarat+ group says, comes from her

JecqtpulJtWcU A ge WL mNpgecA  IpAcLi 1VN JAc tVNc

PAWN VNp mpe, N ugWcU Wc_NL c¢c AcL etVNp gqeJWA"

media to comment on her events, activities and

projects and volunteer to write thought leadership Start marketing yourself and make
articles and posts. sure that you have tangible value
Again, conversation turned teetworking, now that people can see and can believe
for brand-building. Recommendations for board that you will bring them to the board
positions came from good performance, trust and . ”

strong relationships built over time. Women should with you.

not overlook any of their contacts, work or
otherwise, as “many networks are within one degree
of separation” - that is, it is not just about who you
know, but who they know.

“Authentic” was a common word used by our
interviewees; indeed, research shows that
authenticity can lead to greater board
recommendation%®9?

The Manarat+ directors also recommendesking

for help, rather than waiting for good performance
to shine through. This could take the form of asking
for opportunities, resources or even a promotion -
women must learn to advocate for themselves.

eg"epVAptC IC "A'DpC IiC uRzpNbectC IC WpApLWcC iC 6 peVbAccC | Rdbcgal pAcL AutVNctwJ)
JecqubNp mqg}JVe'eU}C dgRdaC dbbédcji
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4 ) S u Stal n Priorities | Support system | Adding value

Many of the Manarat+ women highlighted the Finally, our research group said women directors
NSSept pNouWpNL te quqtAWc A néatl toadd wajueas they readl Maep&rdeht board
board member. The women acknowledged the needtatus, building on their experience and expertise to
for priorities and to manage trade-offs in work and stay in touch with and on top of the duties of their
personal and family choices, which impact career role.
satisfaction, happiness and healti They also
emphasised the importance of building a strong  One of the Manarat+ directors said, “Women need
support system, so they could continuously add  to understand their worth, and let others know the
value to their boards. value you can bring to the table.” They must not
be derailed by any doubt that their role is ‘token’.
The group advocated carving out time to prepare Accenture research, for instance, has shown that
for board responsibilities, preparing for meetings women board members are twice as likely as their
by reading about current affairs that may affect the male counterparts to have professional technology
organisation and reviewing minutes from previous experiencéei?
meetings for background knowledge.

They also recommended dedicating further time to

building relationships with other board members

and senior managers, outside of board sessions. To make time for more important tasks,
This offset the issue of the ‘boys’ clab’that exists empower your team. In the same way

worldwide. As board meetings can also be quite .
political, these external meetings can afford tVAt jeu TuW L tpuqt AcL J

insights to issues that are not written into the with allies and people in your network,
minutes, to help the female director navigate the }Jeu gVeu L IluW'L tpuqt AclL
waters. with your team to take care of the tasks

The Manarat+ women also believe it is critical for which you don't have space to do.

directors who have executive-level day jobs to build
a capable team to whom they can delegate
responsibilities. This, they said, was the most useful
support systemthey could build. It can also be

used as an opportunity to mentor women staff and
develop a succession plan.

eh gupzN} eS ceCbbb bNbINpg eS tVN 4 AcL 41 memu AtWec ,cLqg mNem NC mpNSNp VAmmWcNqgqg A
leu JVeegN te IN VAmm}i 3pALNeSSq INt{NNc VAmmWcNqgq AcL tVN etVNp LWbNcqWecqg eS *WSN Wc £
€AtWecC cekC hbéieO AVbC -I IC WbC <iC 6 “eblC 3i "l Rdbckal NAcWcU Wc AcL eut&Z :ep_¢ WSN
JeupcA® eS mq}JVe eU}C cgeRgaC fijégbhi

ei_VttmgZEOO{{{icINpilepUOmMAmMNpqO{dhgeb

ej_ VttmgZOOSeptucNiJebOdbchObjOecOAJINctupNé{ebNcéleApLqO
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5 G . Mentoring other women | Nominating women |
. Ive Sharing experience | Changing mindsets

:ebNc "NALNpgG AJJepLWcU te A dbci pNmept Speb

consultancy Deloitte, are “role models and mentors
to other women and girls™®%?

It says that there is a “trickle-down effect” of
women in the boardroom that includes breaking
down stereotypes, encouraging girls and young
women to pursue careers in business, science,
technology, engineering and maths, and breaking
down the wage gap between men and women.

The UAE is in the early stages of reaching gender
balance in the boardroom, and the Manarat+ group

Prepare other women on this journey. It
Is the journey of the nation. You need to
support others as you want to be

supported.”

A" pNfNJItNL ec tVNWp pNgmecgWIW Wt} te _NNm

extending a hand to the women further down, still
climbing the ladder to the board.

3VWg A"WUcqg {WtV tVN #AtWecA"

Advancement of Women, of which “constant
empowerment of women”°& the strategic goal.

Our interviewees recommended two

pragmatic ways to enable this pathwayentoring
other women anshominating board-ready women
to boards.

They also recommendetharing experiences

openly and honestly to provoke conversation and to
ultimately strive tochange mindsetsWhen the tag
‘women’ no longer needs to be made a priority, and
boards are balanced with capable people
regardless of gender, our participants said we would
have reached a gender-balanced world.

1tpAtNU} Sep tVN

e kttps:/www?2.deloitte.com/content/dam/Deloitte/my/Documents/risk/my-risk-sdg 5-women-in-the-boardroom-a-global-perspective.pdf

f bhttps:/motherofthenation.ae/en/vision
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The enabling ecosystem

Exhibit 8: Creating an enabling ecosystem

Source: Aurora50 survey

While the Manarat+ women recommend a There are several support options for boards to do
‘take-charge’ approach, there is still much that can this including:
be done to help women reach the board, by

- : * Using head hunters to source female talent.
organisations and senior male leaders.

* Networking and development initiatives such as
. upepAgbgg -AtV{A}dbC LNzN em

INcWep bA'N "NALNpG ApN ucWou by domatwbibherildedsy Lipitahboard

cultural change, and we encourage more men to careers with boards seeking new talent.

become male allies. Men can support capable

women through mentorship, by helping them

» : 2 Organisations need to invest in developing a
access fresh opportunities or in nominating them

pipeline of female talent. Boards should cascade
for board roles. Men who hold board seats can s responsibility to senior management teams and

accelerate change by helping women gain that  gg\re they implement key performance indicators
A’ "éWbmeptAct ,pqt leAplL N|mNpt8Vn]};{&‘]p% ress.

Most of the Manarat+ women commented that
board roles came with weighty responsibilities.

It is vital for the number of women on boards to
increase, but it is equally important that this to be
done by increasing the pool of women instead of
‘over-boarding’ existing female directors. Having
the same women on multiple boards is not a
long-term solution, and we encourage boards to
expand their networks.

We strongly recommend organisations use existing
initiatives from external providers, such*a%?

cl "NctepWcU AcL gmecgepqVWm q.
2. Training programmes
el #Nt{ep_WcU emmeptucWtWNgql

Finally, transparency is vital, as it enables the com-
munity to champion good behaviour. Data analyt-
ics can drive gender intelligent action and address

Companies must become more proactive in seeklnglpellne choke points4%ut without these statistics

talented women, instead of the responsibility falling@nd stories, the wider community cannot
only to motivated women. benchmark itself or celebrate successes.

fc_ VttmgEOO{{{IW eiepUO{JbgmgOUpeumgOmul " WJOé&&éLUpNmeptqO&&eéUNcLNpOLeJubNctqOIpWN,cUc
fd_ VitmgZEOO{{{IiW eilepUO{JbgmgOUpeumgOmul " WJOé&ééLUpNmeptgOééeéUNcLNpOLeJubNctgqOIpWN,cUc
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Contact us

ep ALLWtWecA WcSepbAtWec Aleut tVN qupzN} ,cLWcUq AcL AcA’
about Aurora50, please contact team@aurora50.com.

ep bepN WcgWuVtgC mul WIJAtWecq AcL gNpzWJINg pN AtNL te leA
www.aurora50.com.

Aurorab0

Address

%S,JN dbc
Khalidiyah Park Building
Al Khalidiyah

Abu Dhabi

United Arab Emirates

-VecN
+971-4-456-1200

Email
team@auroras0.com

Website
www.aurora50.com

MBRSG

Address

13th Floor

Convention Tower

Dubai World Trade Center
Dubai

United Arab Emirates

-VecN
+971-4-317-5500
+971-4-329-3290

Email

Melodena.Stephensb@mbrsg.ac.ae
Racquel.Warner@mbrsg.ac.ae

Website
www.mbrsg.ae

ADNOC

Address

Corniche Road West
Abu Dhabi

United Arab Emirates

-VecN
+971-2-707-0000

Fax
Fax 1: +971-2-602-3389
Fax 2: +971-2-707-1334

Website
www.adnoc.ae
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