
The Diversity Action Committee is urging stronger requirements for companies to measure and disclose 
diversity policies as it believes that Singapore is falling behind in the race to reverse women’s persistent 
under-representation in corporate boards.  – By KENNETH LIM

No skirting around diversity

Diversity disclosure 
requirement
Amend the Code of 
Corporate Governance, 
which is enforced on a 
comply-or-explain basis, to 
require that listed compa-
nies disclose their diversity 
policy, self-set targets and 
progress towards meeting 
those targets.

Early disclosures
Companies should begin 
making diversity disclo-
sures in their annual 
reports before the 
Corporate Governance 
code is amended.

Monitor the need for 
tougher action
The market should keep 
track of how much progress 
has been made, and if 
companies do not respond 
quickly enough, the Monetary 
Authority of Singapore (MAS) 
should address the issue 
through regulation.

Adopt best 
practices for board 
appointments
Boards and committees 
should be regularly 
renewed. Companies 
should consider appointing 
a woman director to 
nominating committees, 
be open to first-time 
directors and require that 
searches present both male 
and female candidates.

Develop the executive 
pipeline to increase 
the pool of women for 
board roles
Companies should allow 
executives to take on external 
board directorships. Talent 
development programmes 
should include board training, 
and there should be a mentor-
ship and sponsorship 
programme for men and 
women.

BT Explains

A bigger nudge
The Committee’s five recommendations are:

Better, but not by much
The Committee says that stronger impetus is needed because 
gender diversity is improving at too slow a rate. Year-on-year 
gains in diversity metrics remain low overall, and there is wide 
disparity between different industries.

The slow pace of improvement coupled with a comparatively 
low starting point could put Singapore’s reputation and 
competitiveness at risk.

Men who serve on, and on, and on . . .
A lack of regular board renewal was cited as a key reason for the 
slow pace of change. If companies have no impetus to make 
changes to their existing boards, there will be fewer vacancies, 
and women will have fewer opportunities to be appointed.

The good news is that companies are improving diversity by 
increasingly appointing women when a board seat is available, 
as opposed to cutting board sizes and retiring men.

However, that mechanism hinges on appointments being open 
in the first place. In that respect, the Committee found that men 
are occupying board seats for relatively long periods of time.
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