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Kinh gtri: - Cac Quy ddi tac;

Cac thanh vién H6i dong Quan tri (HDQT);

Cac nha lanh dao doanh nghiép;

Cac thanh vién trong mang luéi Thanh vién Doanh nghiép (CMP), Thanh vién Ca
nhan (IMP) cia VIOD.

Tinh da dang va bao trum trong H6i déng Quan tri (HDQT) la mo6t cdu phan quan trong trong yéu td
Xa hoi (S - Social) trong ESG & Phat trién Bén virng (PTBV). Quan tri Céng ty (QTCT) chat lugng va hiéu
qua bat dau tir mét HBQT chat lugng va hiéu qua, d6 la HDQT c¢6 tinh da dang va bao trum, cé cam
két, va kién dinh.

Nhiéu nghién clru chi ra rang su da dang va bao trum trong HDQT gilip qua trinh ra quyét dinh va gidi
quyét van dé dugc tét hon, khd nang nhan dién va quan tri rii ro tét hon, kha ndng déi méi va sang
tao cao hon. Cac HDQT c¢6 hiéu qua cao c6 nhiéu kha nang thé hién sy da dang va bao trum va gia tri
gi¢i dugc can bang hon. Thuc tién tai nhiéu qudc gia da ching minh rang, doanh nghiép c6 HDQT da
dang va bao trum thudng c6 hiéu suat hoat dong tét han, kiém sodat rdi ro hiéu qua hon va gia tang gia
tri dai han cho c6 déng cling nhu cac bén hiru quan.

Tai Viét Nam, tinh da dang trong HDQT van con han ché. Diéu nay dugc phan anh trong diém danh gia
vé vai tro va trach nhiém cda HPQT trong Thé diém Quan tri Cong ty ASEAN (ACGS), vén con thap, mét
phan do thiéu tinh da dang, dac biét la vé gidi. Sy hién dién cla cac thanh vién nir trong HDQT ddng
vai trd quan trong trong viéc can bang qua trinh ra quyét dinh va thdc day su than trong trong quan
tri. Diéu nay dat ra yéu cau cap thiét déi vai doanh nghiép trong viéc thic day tinh bao trum, tao co hoi
cong bang cho cac nir lanh dao va xay dung moét nén QTCT theo thong I€ tot.

Nam 2025, thi trudng von Viét Nam dang trong qua trinh hoan thién cac diéu kién can thiét dé dugc
chinh thirc ndng hang 1én thi trudng mai néi. Trong d6, QTCT gén véi ESG ludn la yéu té tién quyét dé
thu hut dong von dau tu bén virng, dac biét tir cac quy dau tu quoc té. Trong bdi canh nay, viéc tich
hop yéu té da dang va bao trum vao HBQT khéng chi giip doanh nghiép gia tang lgi thé canh tranh
ma con gép phan cding ¢ niém tin tr cdc nha dau tu trong va ngoai nudc. Khi HDQT da dang hon vé
gidi, chuyén mon, thé hé va tu duy, doanh nghiép sé cé géc nhin toan dién hon, ra quyét dinh hiéu qua
hon. Xu thé da dang nay tao thém cac co hdi dé gia tang su da dang vé gidi, c6 nhiéu hon co hoi dé dé
gia tang thanh vién HDQT Ia Phu nir. DAy 1a mét yéu t6 phat trién bao trum, thuc ddy nang cao hiéu
qua hoat déng ctia HDQT va tao ra gia tri bén virng cho doanh nghiép.

V&i chd dé “Héi dong Quan tri Pa dang va Bao trum - Thanh té quan trong kién tao Phat trién
Bén virng”, Directors Bulletin s6 09 cung cap thong tin vé tam quan trong cla da dang va bao trum
déivéi PTBV; cac xu hudng vé da dang, cdng bang, va bao trum (Diversity, Equality, and Inclusion - DEI)
trong nam 2025. Déng thdi, an pham cling sé& chia sé vé trach nhiém gidm sat ca HDQT trong viéc
dam bdo DEI khéng chi la mét tuyén bo, ma thuc su trd thanh mét phan cta chién lugc PTBV.

VIOD chéan thanh cdm on T6 chirc Tai chinh Quéc té (IFC) va Téng cuc Kinh té Lién bang Thuy Si (SECO)
da ho trg xudt ban an pham Bulletin nay. Chung t6i cling xin glri 1&i tri an téi cac thanh vién HDQT,
lanh dao doanh nghiép, cung cdng déng CMP, IMP - nhirng ngudi tién phong trong viéc nang cao chat
lwgng QTCT tai Vit Nam. Bac biét, sy tham gia ngay cang manh mé ctia cac nit thanh vién HPQT trong
mang ludi thanh vién VIOD ti€p tuc gép phan thiuc day nhirng thay doéi quan trong trong viéc xay dung
mo&t HDQT chat lugng, quan tri hiéu qua va bén virng.

Tran trong, Chii tich HDQT

Yot

Ha Thu Thanh
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VIOD - BINH CHE TIEN PHONG VA

PHAN I: THUC DAY DA DANG GIGI TRONG HOI PONG QUAN TRI: TAI SAO QUAN TRONG? 14 CHUYEN NGHIEP VE QUAN TR| CONG TY TAI VIET NAM

1. Lgi ich Kinh Doanh Clia Hoi DONg QUAN Tri Da DaNE GiBfi.........veeeveveeeeeeieeeeeseesreesiesesseseesseessssesseeneans 16
2. Phu N@ Trong H6i Dong QuUAN Tri: TIEN BO VA RA0 CAN..euiriiieieieieiciieeeteeee et 18

Vién Thanh vién H6i déng Quan tri Viét Nam (VIOD) la dinh ché chuyén nghiép, doc lap, tién phong
thic day viéc thuc hién chudn muc va thong I tot nhat vé Quan tri Cong ty (QTCT) va Phat trién
Bén vitng (PTBV) cho doanh nghiép Viét Nam.

PHAN II: TUONG LAI CUA PA DANG, CONG BANG VA BAO TRUM: XU HUONG, THACH THU'C

VAVAITRO CUAHOIDONG QUANTRI 26 Hoat déng cta VIOD hudéng téi nang cao tinh chuyén nghiép clia H6i déng Quan tri (HDQT), thiic

1. Xu Hudéng Pa Dang, Cong Bang Va Bao Trum Nam 2025: M& Réng Ba Dang Noi Lam Viéc Vuot day tinh minh bach va hiéu qua, tap hop va két ndi cac thanh vién HBQT, xay dung mang lu,di cac

Trén Da D Gi ' ’ ’ ' )8 thanh vién HPQT, cac nha lanh dao doanh nghiép, cac khu vuc kinh té, théng qua QTCT gan vdi
FEN DA DANE GGttt ettt b sttt b e st e e bt b et e st b et et eb e s b et e st e be st e st ebe st et eneebentenes DU, o plE s dus 1 sl 4 v G e PR el il Tsing dhbin Miss met e v

2. Phan Ung Tréi Chiéu D&i V&i Da Dang, Cong Bang Va Bao Trum: D Liéu, Tri Tué Nhan Tao thi truong tai chinh ndi chung tai Viét Nam.

Va BGi CANN DANG TRAY DBi....cvuiviieirieciiieiiieicieiee ettt s a st bbb s s s aesanans 33

3. Cach Thirc H6i Bong Quan Tri Thic Bay DPa Dang, Cong Bing Va Bao Trum: Chién Lugc, Gidm Sét TAM NHIN VIOD la lya chon hang dau cda cac HDQT va lanh dao tién phong nham tao

VA Trach Nhiém Giai Trinh 35 dung cong dong doanh nghiép virng manh, minh bach va hiéu qua.

Thuc day tinh chuyén nghiép, nang luc chuyén mén, va vi thé cda cac thanh
vién HDQT tai Viét Nam.

Tang cuong nang luc vé QTCT cho cac doanh nghiép.

Trg gilp cai thién niém tin cla nha dau tu trong khu vurc kinh té tu nhan cla
Viét Nam va trén thi truong von.

GIA TRI CAM KET Tuan tha

& Minh bach
@ Chinh truc

POI TAC SANG LAP
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HOI PONG QUAN TRI

Ba Ha Thu Thanh
Ong Pham Hong Son Cha tich HDQT
Chu tich Danh du Luat su,
Doan Luat su TP. Ha Noi

Nguyén Phé Cha tich,
Uy ban Chirng khodn Nha nudc

Ong Vii Quang Thinh
Thanh vién HDQT Thanh vién HDQT
Giam ddc Diéu hanh, Chu tich HDQT, Téng Giam déc,
Cong ty Quan ly Quy Dynam Capital Tap doan Thién Minh

BAN CO VAN
CHUYEN MON (AAC)

Tign st Nquyén_ :I'hu Hien Gido su PHillippe Moschetta
Thanh vién Cha tich
Chuyén gia Quan tri Cong ty ASEAN Giang vién Thue hanh
Chu nhiém Bé mén Tai chinh, Fag A LD
Truong BH Bach khoa, YNU-HCM P T e AN i

Tién si Nguyén Huy Tam Tién si Pinh Toan Trung
Thanh vién Thanh vién
Giang vién K& toan va Tai chinh, Giam déc Khoa hoc,
Trudng Dai hoc Nottingham Trent Trudng Solvay Brussels tai Viét Nam

Ong Simon C.Y. Wong

Ba Trinh Quynh Giao C Y
Thanh vién Thanh vién
Téng Giam déc, N _ Covanboclap,
Doéng Trudng khoa Tai chinh Bén vitng,

CTCP Quan ly Quy PVI (PVI AM) . 1g khoa T
Vién Lanh dao Phat trién Bén viing Cambridge (CISL)

Ong Tran Trong Kién Ba Dinh Thi Quynh Van
Thanh vién HDQT
Chu tich, PWC Viét Nam

- -
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Ba Cao Thi Ngoc Dung
Thanh vién HDQT
Cha tich HDQT,
CTCP Vang bac Da quy Phu Nhuan (PNJ)

Ong Phan Lé Thanh Long
Thanh vién HDQT, Téng Giam déc

HOI BONG TU VAN

_PHAT TRIEN THUC HANH
UY BAN KIEM TOAN (ACAC)*

Ong Nguyén Anh Tuan
Chu tich
Thanh vién, AAC
Chu tich HDQT,
T8ng CTCP Tai Bao hiém Quéc gia Viét Nam (VINARE)

Ba Lé Thj Tuyét Nhung
Poéng Chu tich
Phé Cuc trudng, Cuc Quan ly Gia, B6 Tai chinh
Nguyén Pho Cuc trudng Cuc Quan ly, Giam sat
K& toan, Kiém toan, B Tai chinh

*: Thanh vién ACAC bao gém cac chuyén gia tir cdc cong ty
kiém todn Big4 (PwC va Deloitte Vigt Nam) va cdc chuyén gia
dang hanh nghé trong Uy ban Kiém toan cua cdc
doanh nghiép niém yét hang dau tai Viét Nam.

Deloitte

DYNAM
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THANH VIEN SANG LAP

M4 VinaCapital

DRAGON CAPITAL

THANH VIEN DOANH NGHIEP (CMP)
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DIEN DAN “Vi MOT MUA PAI HOI PONG €6 DONG
DOI MCI” NAM 2025

Ngay 27/02/2025, Dién dan “Vi mdt mua Dai hdi déng cd déng ddi méi” do VIOD phdi hgp t6 chirc
cung ny ban Chirng khodn Nha nudc (UBCKNN), S& Giao dich Chirng khoan TP. H6 Chi Minh (HOSE) va
S& Giao dich Chirng khoan Ha Noi (HNX) da dién ra thanh cong tot dep. Dién dan quy tu gan 500 cac
l&nh dao doanh nghiép, thanh vién Hi dong Quan tri (HDQT), cac chuyén gia Quan tri Cong ty (QTCT)
tham dy truc ti€p va truc tuyén.

Dién dan dugc nghe chia sé tir Ong Hoang Van Thu, Phé Cha tich UBCKNN, 13 ngudi tryc tiép chi dao
thuc hién cac thay d6i vé Luat Chirng khodn va cac van ban dudi luat, nham ho trg doanh nghiép va
nha dau tu ndm bét kip thai nhirng diéu chinh quan trong trong khung khé phap ly.

Ong Phan Lé Thanh Long, Thanh vién HDQT, Téng Gidm déc VIOD, d& trinh bay vé xu thé QTCT ndm
2025, dya trén két qua danh gid mai nhat vé Thé diém QTCT ASEAN (ACGS) 2024. Bong thai, Ong dinh
hudng nhitng thay d6i trong tiéu chi danh gid QTCT cla Cudc Binh chon Doanh nghiép Niém yét Viét
Nam (VLCA) 2025 va dua ra nhirng khuyén nghi thuc tién trong viéc thuc hanh QTCT theo thong 1€ tot
dua trén sang kién Bo thé diém VNCG50.

Tai phién toa dam: “Vi mot mua Dai hoi dong c6 ddng déi mai - Doanh nghiép can lam gi?”, cac dién
gia bay toé quan diém va thao luan vé nhirng giai phap doanh nghiép can thuc hién trong mua Pai hoi
doéng c6 dong sap tdi, lam sao dé vira dam bao tuan thd quy dinh mdi, vira chd déng thich irng dé dap
Ung ky vong clia thi truong va nha dau tu. Phién toa dam c6 su tham gia ca 02 dai dién doanh nghiép
nam trong top VNCG50 la Ngan hang Thuong mai C6 phan Phat trién TP. H6 Chi Minh (HDBank) va
Céng ty C6 phan Chirng khoan TP. H6 Chi Minh (HSC), cuing dai dién UBCKNN va HOSE.

VIOD xin chan thanh cdm on su quan tam va tham gia clia Quy vi. Pong thai, VIOD xin guri |6 tri an sau
s&c tdi Cong ty C6 phan Nhua Thi€u nién Tién Phong (NTP) va Cong ty C6 phan Loc hod dau Binh Son
(BSR) da dong hanh va hé trg té chirc Dién dan.

Don vi té chiic

Phién tog dam: “Vi mét maa Bai hdi déng c6 déng d6i mdéi - Doanh nghiép can lam gi?” | Ngay 27/02/2025
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HOI THAO CHUYEN BE:
VNCG50 - DOANH NGHIEP CAN TAP TRUNG Gi
TRONG NAM 2025?

BO thé diém Quan tri Cong ty (QTCT) VNCG50 da dugc VIOD cdng bé tai Dién dan Thudng nién vé
QTCT Ian thtr 7 (AF7) ngay 05/12/2024 cung véi viéc vinh danh top doanh nghiép dat tiéu chi danh gia
cla VNCG50 - “Doanh nghiép tién phong va cam két nang cao chat lwgng QTCT cho Viét Nam”.

Phat huy va phat trién két qua clia dién dan AF7 & VNCG50, VIOD té chirc Hoi thao chuyén dé: VNCG50
- Doanh nghiép can tap trung gi trong nam 2025. Hoi thdo dugc dién ra vao ngay 07/01/2025 tai TP.
H6 Chi Minh va ngay 09/01/2025 tai Ha NG§i, nham két ndi va chia sé sadu hon trong nhém cac doanh
nghiép tiém nang va cam két thuc hanh VNCG50 - QTCT vuot trén su tuan tha. Qua hoi thdo, cac
doanh nghiép da cé co héi hiéu sdu hon nhirng di€ém can quan tam trong thuc hanh theo chudn Thé
diém QTCT ASEAN (ACGS), dong thdi cing chia sé va trao ddi thuc tién cla doanh nghiép trong viéc
thuc hanh QTCT theo théng |é tét.

\vf ICD

HQ'THAOCHUYEN BE

DOANH NGHIg

[N Ep

| ©AN TAP TRUNG Gi
TRONG NAM 2025

Hbi thdo VNCG50 tai Ha Noi | Ngay 09/01/2025
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’ DIRECTORS TALK #19:
BO NHIEM & BDANH GIA HOI BONG QUAN TRI

Sang ngay 14/01/2025 tai Ha Noi, su kién Directors Talk #19 d3 dién ra thanh céng vai cha dé “Bé
nhiém & Panh gia Hoi dong Quan tri”. Su kién quy tu cac chuyén gia Quan tri Cong ty (QTCT), thanh
vién Hoi dong Quan tri (HDQT), va lanh dao doanh nghiép cling tham duy truc ti€p va truc tuyén, nham
thao luan cac thuc tién, thach thirc va gidi phap vé viéc bé nhiém va danh gia HPQT.

Luat su Ha Thu Thanh, Chi
tich HDQT VIOD, da trinh bay
xu huéng QTCT tur nam 2025,
nhan manh vai tro thiét yéu
clia quy trinh trén cung tam
quan trong clia viéc thanh lap
Uy ban Dé clr trong nang cao
hiéu qua hoat dong doanh
nghiép. Bén canh d6, Ong
Vi Quang Thinh, Gidm déc
biéu hanh Dynam Capital, da
minh hoa vai trd quan trong
cla viéc xay dung mot HBQT
da dang, chuyén mon hoa,
va c6 kha nang thich Ung véi
nhirng thay d&i nhanh chéng Ludt su Ha Thu Thanh, Chd tich HDQT VIOD trinh bay tai
trong mdi trudng kinh doanh Directors Talk #19 | Ngay 14/01/2025

hién dai.

Dac biét hon, tai su kién, VIOD da chinh thirc ra mat &n pham pham “Cam nang Dé ctr Thanh vién
H&i déng Quan tri”. Pugc xay dung dua trén quy dinh hién hanh cla Viét Nam, cac nguyén tac QTCT
clia OECD cling cac tai liéu chuyén mén, Cam nang Dé clr dua ra nhirng nguyén tac va quy trinh dugc
ap dung mot cach phu hgp tuy theo diéu kién cu thé cla doanh nghiép theo xu hudng théng Ié tét
vuot 1&n trén su tuan tha.

g ST S

BE CU THANH VIEN
HOI DENG QUAN TRI
Bd Cam Nang Danh Cho HBQT

Su kién Directors Talk #19 tai Ha N6i | Ngay 14/01/2025
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CHUGNG TRINH GAP G3 BAU XUAN &
TIEC TOI CUNG CAU LAC BO
CAC CHU TICH - CHAIR CLUB

T6i ngay 27/02/2025, Chwong trinh Gap g& dau Xuan & Tiéc t6i cung Cau lac bd Cac Chu tich -
Chair Club da dién ra thanh céng, danh ddu mét khai dau day hra hen cho ndm 2025.

Dién gia Susanna Hasenoehrl, dai dién Van phong SAP khu vuc Chau A - Théi Binh Duong, d& mang
dén géc nhin sac bén vé béi canh chuyén déi s trong doanh nghiép, cach tich hgp tri tué nhan tao (Al),
hoach dinh tai nguyén doanh nghiép va phat trién bén virng vao chién lugc kinh doanh.

Ba Ha Thu Thanh, Chu tich VIOD, déng Ch tich Chair Club, da gidi thiéu dinh hudng hoat dong va cac
chuong trinh trong diém trong nam 2025. Cac thanh vién Cau lac bd d& cung nhau déng gop y kién vé
cach thic nang cao hiéu qua hoat déng, ma rong tam anh hudng va dé xuat cac sang ki€én nham thic
day cdng ddng doanh nghiép phat trién bén virng.

Khéng chi la budi gap mat dau xuan, su kién con tao diéu kién dé cac thanh vién cung trao ddi, ma
rong két ndi va tim ki€m co hdi hgp tac trong tuong lai. VIOD tin tudng véi su ddong hanh chat ché& va hd
trg cla cac thanh vién Chair Club, ciing nhau, ching ta ndng cao chat lugng mat bang Quan tri Cong
ty va ESG cho thj trudng, gia tang gia tri doanh nghiép.

Chuong trinh Gap g& dau Xudn & Tiéc toi cung Cau lac bo Cdc Chd tich | Ngay 27/02/2025
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SU KIEN KET NOI VA TRI AN MANG LUGI FACIS
HANH TRINH TRI THUC VA KIEN TAO GIA TRI

TG6i ngay 07/01/2025 tai TP. H6 Chi Minh va ngay 09/01/2025 tai Ha N&i, VIOD da cung v&i T6 chire Tai
chinh Quéc té (IFC) t6 chirc Su kién K&t ndi va Tri an Mang lwéi Facis, khép lai hanh trinh tri thirc
dang nhd clia nam 2024 va mé ra nhirng ky vong mai cho nam 2025.

V@i khdng gian &m ciing va than mat, day 1a dip dé VIOD bay té long cdm on sau sac dén doi ngd
giang vién va dién gia, nhirng ngudi da luén dong hanh, chia sé tri thirc, va truyén cam hang cho cong
dong doanh nghiép. Cac Anh, Chi khong chi la nhirng ngudi tién phong trong Iinh vuc Quan tri Cong
ty (QTCT) ma con la cau néi gitp lan tdéa nhirng gia tri cot 13i vé minh bach va phat trién bén virng. Su
kién 1a co hoi dé€ Mang ludi Facis gap g8, trao d6i kinh nghiém, va cing nhau dinh hinh chién lugc phat
trién cho ndm 2025 - mot ndm hira hen tiép tuc ghi ddu nhirng budc tién quan trong trong hanh trinh
nang tam QTCT tai Viét Nam.

Integrated OO

owc==— ©

Su kién két néi va tri an Facis tai Ha N6i | Ngay 09/01/2025
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SU KIEN SAP TGl

Chuodng trinh/Su kién Thgi gian

DCP31 20-22/03/2025 TP. H6 Chi Minl:l:
Pullman Hotel Saigon

Chidng nhan
Pt L L DCP32 17-19/04/2025 Ha N&i
Hoidong Quan tri
(DCP)
. DCP33 P
Cac chuang Song ngii (Anh - Viét) 15-17/05/2025 TP. H6 Chi Minh
trinh dao tao
CSMP7 13-14/03/2025 UL LI (Sl e

Rex Hotel Saigon

CSMP8 29-30/05/2025 Ha Noi
. Chuyén sau vé
Uy ban Kiém toan ACMP8 24-25/04/2025 TP. H8 Chi Minh
(ACMP)
DT20
Hanh déng chéng
bién déi khi hau X
tién phong tai TP. H6 Chi Minh:
~ 2z 21/03/2025
Pong Nam A: /03/ Van phong Deloitte
Phat hién tu
sang kién cua
Client Earth
DT21 18/04/2025 Ha Noi
Cac hdi thao DT22 16/05/2025 TP. H6 Chi Minh
chuyén dé,
su kién két noi
IMP Member P
Networking Thang 21/03/2025 Pu;:':aTHi':;r‘s':ih'on
03/2025 =
Su kién Két noi
Mang luéi Thanhvién Ll b=z .
(IMPMember Networking Thang 18/04/2025 Ha Noi
Networking) 04/2025
IMP Member
Networking Thang 16/05/2025 TP. H6 Chi Minh
05/2025

30,%%8 35,
Scan dé cap nhat thém théng tin @t’f"?@
Vvé cdc su kién sap téi cda VIOD: "5
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LGI1 iCH KINH DOANH CUA )
HOI BONG QUAN TRI PA DANG GIGI

do luong thong qua ca ROA (ty suat Igi nhuan trén
tai san) va ROE (ty suat lgi nhuan trén vén chl s&
hiru). Trung binh, cac cdng ty ASEAN c6 HDPQT vdi
hon 30% thanh vién la phu nit cé ROA trung binh
la 3,8%, so vdi 2,4% & cac cong ty khong c6 phu
nlr trong HBQT. Tuong tu, cac cong ty c6 han 30%
sé'ng va lam viéc thanh vién’ITIDQT la phu nfrAcé ROE trAung bjnh la

- Sheila Penrose Fotolia, 6,2%, so vdi 4,2% tai cac cbng ty khdéng c6 phu

Chd tich HDQT Jones Lang LaSalle ndr tron‘g HBQT. Mot phan tich cla Credit Suisse
chi ra rang cac cong ty c6 it nhat mot thanh vién

Cdc cong ty bé qua mét nira dén
s0 thé gidi sé b6 qua mét nira tai
ndng cia thé gigi. Pé canh tranh
hiéu qud, ching ta cdn phdn dnh
sw da dang cua thé gidi noi ching
ta va khdch hang cia minh dang

Bdo cdo ba dang gidi trong H6i dong Quan tri
(HDPQT) tai Khu vuc ASEAN nam 2019 clia IFC cho
thdy cac cong ty co ty 1é phu nit trong HPQT cao
hon thudng cé hiéu suét tai chinh cao hon, dugc

HDQT la phu nr d&@ mang lai lgi nhuan gbp cho cac
nha dau tu cao hon cac céng ty c6 toan bd thanh
vién HPQT la nam gidi 3,5% mdi nam ké tor nam
2005.

il

RA QUYET DINH TOT HON, DAT KET QUA TOT HON

Phu ntr dai dién trong HDQT dan dén hiéu qua hoat dong clia cong ty t6t han. Theo ILO, dat
dugc binh dang gidi trong HDQT gitp cac céng ty ¢ kha nang cai thién hiéu suét cao hon
20%.

NANG CAO HIEU BIET NGUOI TIEU DUNG
Dai dién phu nir trong HDQT gitip cong ty hi€u rd vé khach hang nit ciia minh (chiém 70%
nhu cAu tiéu dung toan ciu va kiém soat hon 28 nghin ty dé chi tiéu hang nam).

TANG CUONG QUAN TRI CONG TY
Phu nir c6 thién hudng tap trung vao cdac chi so phi tai chinh nhu sy hai long khdch hang va

trach nhiém XH doanh nghiép, dong thai giam sat trach nhiém va quyén han HDQT, gitip cai
thién QTCT.

THU HUT VA GI0' CHAN NHAN TAI

Theo ILO, su hién dién cta phu nir I1a diém céng cho tuyén dung nhan tai, gidip thu hit va xay
dung ldng trung thanh cla nhirng chuyén gia gidi nhat, chuyén ching thanh nhirng cai tién
trong sang tao va daéi mai. ‘

QUAN LY DAO BUC VA CO TRACH NHIEM HON
Kha nang giai quyét van dé cda phu nir toan dién hon nam gidi rat cé ich dai véi cac bd phan
quan ly, dac biét trong cac tinh huéng khing hoang.

Ngubn: Nghién ctru cta Vién Thanh vién HOi dong Qudn tri Viét Nam (VIOD)

L Wl m

HDQT co tilé thanh vién 1a phu nir cao cling c6 thé
mang lai nhiéu lgi ich khac cho cong ty, bao gobm
su da dang trong viéc dua ra quyét dinh, quan
tri cong ty t6t hon, nang cao hiéu biét ngudi tiéu
dung, thu hut va gitt chan nhan tai, quan ly dao
durc va co trach nghiém hon, cling nhu tao ra mét
moi truang lam viéc minh bach hon va cai thién

D6i méi d€ md ra cac co hoi
thij truong méi

Thuc d&y tinh minh bach dé
cai thién Quan tri céng ty

HOA NHAP XA HOI

)|

hon viéc thuc hién cac tiéu chudn Méi trudng, Xa
héi va Quan tri (ESG).

bPang chu y, cdc HDQT nhiéu nir cé xu hudng dat
dugc sau nang luc then chot clia cac nha lanh dao
doanh nghiép dé dat dugc cdc muc tiéu toan cau
sau.

TU DUY DAI HAN

Céc nha lanh dao nir mang lai tam
nhin phat trién dai han

Hop téac dé thic day céac thay dai
mang tinh hé théng.

QUAN LY MOI TRUONG /

55 Thuc day quan ly moi truong dé

giai quyét céc rui ro lién quan dén
bién d6i khi hau.

Khuyén khich hoa nhap d€ mé rong Us

lgi ich phét trién cho moi ngui

Ngudn: Nghién ctru cda Vién Thanh vién HGi déng Qudn tri Viét Nam (VIOD)

Tai liéu tham khao:

IFC (2019). ba Dang Gidi trong HYi dong Qudn tri tai Khu vurc ASEAN.
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TINH HINH DA DANG GIGI TRONG HOI BONG QUAN TRI
CUA DOANH NGHIEP NIEM YET TAI VIET NAM

Gidi tinh TGD/Chua tich nam 2024 Ty lé doanh nghiép cé thanh vién nir trong HDQT nam 2024

TV nit chiém tir 66%

1:V nlE'c_hié'T 2%
m 18% tazs o —
DN c6 nilr
TGD/Chu tich
W 82%
DN c6 nam
A TV nit chiém
TGB/Chu tich 0% - 33% Khéng c6 thanh
35% vién nir
42%
Ty lé doanh nghiép c6 thanh vién nir trong HDQT nam 2024 Ty lé doanh nghiép cé thanh vién nir trong HDQT nam 2024
34.0%

50%

44%

21.1% 21.0% o
31 %30%

9%

1% I 0.2%0.0%

Lén Vira Nho Khongec6 TV C61TVnir C62TVnr C63TVndr C64TVnitr CO5TVnir
mY2022 mY2023 mY2024 nu

0%

m Chu tich 1a nam m Chu tich la ni

Ngudn: Bdo cdo danh gia vé Quan trji Céng ty cho Doanh nghiép Niém yét Viét Nam nam 2024  do VIOD thuc hién trong khuén khé Cuéc Binh chon Doanh nghiép Niém yét Viét Nam (VLCA) 2024.
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PHU NU TRONG HOI BPONG QUAN TRI: TIEN BO

VA RAO CAN

Binh dang gi&i trong Hi dong Quan tri sé& khé
dat dugc néu khong cé su tap trung va hanh
dong quyét liét hon

Lagi ich kinh doanh cla su da dang tur lau da dugc
khang dinh. Cac cong ty c6 Hoi dong Quan tri
(HBQT) da dang hon da chdng minh rang ho ¢ xu
hudng dat hiéu qua tai chinh cao hon.""Hon nira,
nhirng t6 chirc c6 su da dang gidi toan dién - tir Ban
Diéu hanh cép cao, thanh vién HPQT, dén quan ly
va nhéan vién - thuong dat hiéu suat vuot troi hon
o vGi nhirmng té chirc kém da dang vé gidi.?

Tuy nhién, cau héi dat ra la: VGi sy hién dién van
con thap ctia phu nir trong cac HDQT trén toan
cau, tai sao cac té chirc va nha dau tu chua cé
nhiéu hanh déng hon dé tan dung nhimng loi ich
ma sy da dang trong HDQT mang lai?

Hinh 1

Khi nao c6 thé dat dugc binh dang gigi?

An ban thir tdm cGa bao cdo “Phu nif trong phong
hop HDQT: Géc nhin toan cau” cua Chuong trinh
Phong hop HDPQT Toan cdu cua Deloitte cho thay
phu ni chi chiém chua dén mot phan tu sé ghé
trong HDQT trén toan thé gidi (23,3% vao nam
2023).

Nhirng né luc khong nging tlr nhiéu bén hiru
quan da mang lai mot so két qua tich cuc trong
viéc huéng téi binh dang gidi: K& tir nam 2022, s6
luvong phu nr trong HPQT da tang 3,6%, va thai
gian du kién dé dat dugc binh dang gidi da giam
di bdy nam (Hinh 1).

Tuy nhién, bat chap nhiéu sang kién trén toan cau
nham gia tang s6 lugng phu nir trong HDQT, tién
trinh nay van dién ra qua cham. Néu téc do nay
ti€p tuc duy tri, khd ndng dat dugc binh dang gidi

Chudi bdo cdo Phy nit trong phong hop HPOT, theo tirng an ban va nim cong bo

Nam An ban thir 6
2052
35

30

25

20

2018

Ngudn: Phén tich ctia Deloitte toan cau

B‘S’i'gﬂge deloitte.com/insights

[1] Credit Suisse, “Bao cdo Credit Suisse Gender 3000: Phu nr
chiém gan mot phan tu sé ghé trong HDQT trén toan cau,”
Théng cao bao chi, ngay 28 thang 09 nam 2021.

[2] Morgan Stanley, “Su da dang gidi ti€p tuc mang lai lgi ich tai
chinh,” ngay 07 thang 03 nam 2023

An ban thir 7
2045

An ban th(r 8
2038

2021 2023

trong HDQT trudc nam 2038 la rat thap - tham chi
c6 th& mudn hon. Bac biét, van chua ¢ 16 trinh rd
rang dé dat dugc binh dang gidi & vi tri Cha tich
HPQT.

PE binh dang gidi tré thanh hién thuc, cac bén hiru
quan can chu trong nhiéu hon va c6 nhirng hanh
déng thiét thuc nham gitp HPQT phan anh ding
thure té xa hoi ma doanh nghiép dang hoat déng.
Dong thoi, ban than cac HBQT cling can chi dong
dat ra nhirng cau héi quan trong va thuc hién cac
bién phap cu thé dé thdc day thay doi.

Hanh ddong cta chinh pht da cé tac dong dang
ké daéi vai ty Ié nir gigi trong HDQT

Mt diéu ré rang la cac chinh sach cliia chinh phu
dang mang lai hiéu qua. Trong sdu qudc gia cé ty
|& nir gigi trong HDQT cao nhat trong nghién ctru
cla Deloitte, nam quoc gia da ap dung cac quy
dinh bat buéc vé han ngach gidi, véi ty |&é dao dong
tr khodng 33% (Bi va Ha Lan) dén 40% (Phap,
Na Uy va V). Tai Vuong quéc Anh, cac séang kién
nhu Davies Review? (2011-2015) va Hampton-
Alexander Review™ (2016-2020) théng qua viéc
sir dung cac muc tiéu da mang lai két qua rd rét:
phu nr chiém hon 40% s6 ghé trong HPQT cula
FTSE100™ va hon 34% tong s6 ghé HPQT dugc
khdo sat. Tai Uc, mac du khéng cé quy dinh bat
budc, nhung cac muc tiéu ty nguyén va yéu cau
céng bd thong tin® da giup ty 1é nir gidi trong
HPQT tang hon gap doi, tr 15% nam 2014 |én
34%. Tuy nhién, béi canh chinh tri hién nay tai
mot s6 qudbc gia cé thé lam suy gidm dong luc thuc
day cac sang kién vé da dang, cong bang va bao
trum (DEI), dat ra thach thirc doi véi tién trinh dat
dugc binh dang gidi.

Lo ngai rang han ngach gi&i gay ra hién tuong
“qua tai” c6 thé khéng chinh xac

[3] Financial Times Stock Exchange (FTSE) Women Leaders,
“Bao cdo Davies Review 2011-2015," truy cap ngay 28
thang 02 nam 2024.

[4] FTSE Women Leaders, “Bao cao Hampton-Alexander
Review 2016-2020,” truy cap ngay 28 thang 02 nam 2024.

[5] FTSE Women Leaders, Bdo cdo FTSE Women Leaders: Dat
duoc cén bdng gidi, thang 02 nam 2024.

[6] HDQT Cong ty ASX, Nguyén tdc va khuyén nghi vé Qudn tri
Coéng ty, an ban lan thir 4, thang 02 nam 2019; Vién Thanh
viéen HDQT Uc, 30% vdo ndm 2018: Bdo cdo tién do da dang
gidi, nam 2018.
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Mot sO y kién chi trich viéc ap dung han ngach
gidi va muc tiéu ty 1& nir gidi trong HDQT vi lo ngai
rang mét nhdm nhd phu nir sé dugc moi tham
gia nhiéu HPQT khac nhau, dan dén tinh trang
“qué tai” (overboarding) do nam gilt qua nhiéu vi
tri cing l4c”. D€ danh gia van dé nay, vao nam
2014, Deloitte Toan cau da phat trién chi sé stretch
factor, mét céng cu do ludng s6 ghé trung binh
ma mdt cd nhan nam gitr trong HDQT tai mot thj
trudng cu thé. Chi s6 nay cang cao, mot ca nhan
cang nam gilr nhiéu ghé trong HDQT. Nam nay,
chi s6 nay khong thay d6i, van & muec 1,30 d6i vai
ntva 1,17 d6i v&i nam trén toan cau.

Mac du khong c6 mot con s6 cu thé nao quy dinh
s6 lugng ghé ma mot thanh vién HBQT nén nam
gitr, nhung dir liéu & cap khu vuc cho thay rang
viéc thic day da dang gidi trong HDQT khéng dan
dén tinh trang “qua tai” nhu mot s6 ngudi lo ngai.
Trong s6 20 quéc gia co6 chi so stretch factor cao
nhat doi vdi nlr gidi, chi c6 bdn quoc gia dp dung
quy dinh han ngach gigi bat budc doi véi cac cong
ty niém yét. Tai Na Uy, qudc gia dau tién thuc thi
han ngach gidi trong HDQT, chi sé stretch factor
da giam dan tur 1,15 vao nam 2014 xudng chi con
1,04, thap hon dang ké so véi murc trung binh toan
cau. Mac du van c6 su khac biét gitra cac khu vue,
nhirng lo ngai ban dau vé viéc phu ntr ddm nhiém
qua nhiéu ghé trong HDQT da khong trd thanh
hién thuc.

Chinh sach biéu quyét cia nha dau tu ciing
dang thuc day thay doi

Hanh dong tlr phia chinh phu thoi la khéng du dé
dat dugc binh dang gidi trong HDQT. Nha dau tu
can duy tri sy gidm sat chat ché va dat ra nhirng ky
vong ro rang vé da dang gidi, bat chap nhirng bién
ddéng trong bdi canh chinh triva sy canh tranh cla
nhiéu van dé khac thu hat sy quan tam cda ho.

Khi xem xét cac chinh sach biéu quyét cla hon
100 nha dau tu 1én, Deloitte Toan cau®® nhan thay

[7]1 Alina Dizik, “Liéu han ngach gidi trong HPQT c6 giup phu
nr thang tién?,” Chicago Booth Review, ngay 15 thang 06
nam 2015.

[8] Deloitte, “Nhitng xu hudng chinh trong chinh sach biéu
quyét cla nha dau tu trong mua Dai hoi dong c6 dong
thudng nién (AGM) nam 2022, truy cap ngay 28 thang 02
nam 2024.
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rang hai phan ba cac nha dau tu té chirc tai Vuong
quéc Anh va Hoa Ky c6 chinh sach biéu quyét dat
muc tiéu vé da dang gidi. Nhitng chinh sach nay
dang tao ra dong luc dang ké tai mét sé thi truong.
Tai Vuong quéc Anh, ty 1& phu nir dugc b6 nhiém
vao HPQT FTSE100 dat 47% vao nam 2023, tang
manh so v&i murc 30% vao nam 20177 Tai Hoa
Ky, trong nam 2023, 38% s6 thanh vién HDQT mdi
trong Russell 3000 la phu nG."Tuy nhién, nhirng
thay d6i tinh té trong cach dién dat cac chinh sach
bi€u quyét gan day co6 thé cho thay ky vong cta
nha dau tu doi véi DEI dang suy gidm. Biéu quan
trong la cadc nha dau tu can gilr lap truong rd rang
vé DEI trong cac cong ty ma ho roét vén. Viéc cai
thién lién tuc trong mo hinh bé nhiém 1a yéu té
then chét dé thay doi can can gidi trong HDQT.
Né&u nam gidi van tiép tuc chiém da sé s6 ghé hién
6 va gitr phan 16n s6 ghé mdi, binh dang gidi sé
van chi 1a mét muc tiéu xa voi.

Hinh 2

Nhirng budc tién dang ké: Trén toan cau, dac
biét 1a & chau Au, ngay cang cé nhiéu phu nir
dam nhiém vi tri Cha tich cac Uy ban trong
HDbQT

Mdc du chua c6 quéc gia nao trong nghién clru
dat ty 1€ 45% phu n{r trong HDQT, nhung & mot s6
nudc, phu nit @& ndm gitr da sé cac vi tri trong Uy
ban HDQT hoac gitt vai trd Cha tich Uy ban (Hinh
2), dac biét 13 tai Y va Phép.

Hon 40% cac vi tri Cha tich Uy ban Thi lao, Luong
thudng tai chau Au do phu nit @@m nhiém. So sanh
v@i Hoa Ky, su khac biét la rat rd rét. Tai Vuong
quéc Anh, Y, Phap, va Ai-len, phu nit chiém da s6
cac vi tri Cha tich Uy ban Thu lao, Luong thudng.
Riéng tai Vuong quéc Anh, ty |& nay I1én dén gan
60%, trong khi tai Hoa Ky chi dat 27%.

Mac du day 1a mot tin hiéu tich cuc, nhung van
can c6 nhiéu tién bd hon nita dé bién cac vai tro

Nhiing budc tién dang ké: Trén toan cau, dic biét 1a & chau Au, ngay cang cé nhiéu phu nir ddm nhiém

vi tri Chii tich cac Uy ban trong HDQT

Quéc gia noi ma cdc 16 chire cé da s6 phu nit giit vai tro Chii tich Uy ban, theo logi Uy ban

Uy ban Kiém toan | Uy ban Quan tri

Uy ban bé cir

Uy ban Thii lao,

I Uy ban Ri ro
Lwong thudng

o

51%

55% 50%

11

54%

Phip _ s [ -

57% 60%

Ai-len

11

51%

New Zealand 53%

|

57%

Na Uy 3%

11|

Vuong quoc
Anh

59%

I

Ngudn: Phan tich ctia Deloitte toan cau

gg'g‘ﬂ;te deloitte.com/insights

[9] FTSE Women Leaders, Bdo cdo FTSE Women Leaders Review.

[10]50/50 Women on Boards, Chi s6 da dang gidi trong HDQT:
Bdo cdo Quy IV ndm 2023, truy cap ngay 28 thang 02 nam
2024.

Cha tich Uy ban thanh budc dém gitp phu nit
vuon lén vi tri Cha tich HPQT.

Trong cac vi tri Cha tich HDQT va Téng Giam
doc (CEO), rao can vé hinh duwong nhu khdong
thé pha v&

Mac du han ngach gigi va muc tiéu da dang da
gilp thuc ddy su tham gia cla phu nit trong
HDBQT, nhung chung dudng nhu khong co tac
doéng tuong ty doi vdi cac vi tri Cha tich HDQT
va CEO. Mét thuc té dang ngac nhién la trong sé
bdy quoc gia cé ty I&é nir Chu tich HDQT cao nhat,
c6 dén nam nudc khdng dp dung han ngach gidi.
Tham chi, trong sé 20 quéc gia c6 nhiéu nit CEO
nhat, 17 quoc gia cling khong c6 quy dinh vé han
ngach.

Trén toan cau, ty 1& phu ni gitr vai tro Chu tich
HDQT thap hon gan ba lan so véi ty 1é phu nir
trong HDQT, chi dat 8,4%. Ngay ca & nhirng qudc
gia da thuc hién han ngach gidi, con s6 nay van
con rat thap. Chang han, Na Uy va Phap, hai quéc
gia tién phong ap dung han ngach gidi vao nam
2005 va 2010, hién dang tién gan dén binh dang
gigi trong HPQT, nhung chua dén 13% n{r thanh
vién HBQT tai day dugc boé nhiém lam Cha tich
HDQT. Tai bdrc va Thuy ST, nai quy dinh han ngach
gidi méi dugc ap dung gan day, ty Ié nir Chu tich
HDQT chi dudi 5%.

Khi xét dén cac vi tri diéu hanh cao nhat, ty 1é nir
gidi tham chi con thap hon. Theo nghién clru cla
Deloitte, chi 6% CEO trén toan thé gidi la phu n,
chi tdang 1% so vé&i bao cdo trudc dé. Tai 13 quoc
gia trong mau khao sét, ty Ié nir CEO chiém chua
dén 3%. Vai téc do thay ddi hién nay, phai dén
nam 2111 - tdc gan 90 ndm nita - m&i 6 thé dat
dugc binh dang gidi & vi tri CEO trén toan cau.

Do nhiéu céng ty c6 xu hudng tuyén chon thanh
vien HBQT tir nhirng ngudi da cd kinh nghiém
CEO, nhirng con s6 nay dat ra thach thuc 16n déi
vGi su phat trién cda ddi ngl lanh dao da dang
ké can trong tuong lai. Cac cong ty can md& réng
tiéu chi lua chon 1anh dao dé da dang hoa HPQT,
dong thai 1ap day nhirng khodng tréng kj nang
quan trong. Hina Nagarajan, CEO cla United
Spirits Limited (Diageo An D) va thanh vién Ban
Diéu hanh Toan cau cla Diageo PLC, va thanh
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vién HDPQT clia BP PLC, chia sé:!"""Trong mét thé
gidi ma ngudi tiéu dung dang thay dé6i nhanh chong,
ching ta cdn xem xét khd ndng két ndi vdi khdch
hang, st am hiéu vé céng nghé s6 va nhing ky ndng
khdc ngodi kinh nghiém trong HPQT. Chung ta can
c6 buéc nhdy vot trong viéc tim kiém nhiing ky ndng
phu hop, bét ké tudi tdc hay kinh nghiém trudc do.
T6i nght rdng HDQT cdn xem xét lai toan bo chién
lugc tuyén dung cia minh.”

Nam gidi gitr vai tro Chd tich HDQT cling dang tao
ra sy khac biét. Nam 2016, nghién ciru cho thay
rang cac céng ty c6 Cha tich HDQT hoac CEO la
nlt c6 HPQT da dang gan gap doi vé gidi (~29%
n{t gidi trong HDQT) so vdi cac cong ty cd Cha tich
HBQT hodc CEO la nam gidi (~15% nit gidi trong
HBQT). Tuy nhién, ngay nay, khodng cach nay mac
du van ton tai, nhung dang dan thu hep. Cac cong
ty c6 nit Cha tich HDQT hién chi da dang hon 1,4
lan so vai cac cong ty cd Chu tich HBQT la nam
(32,9% so v&i 22,9%). Su khac biét cling tuong tu
khi so sanh nr CEO va nam CEO, vdi ty 1é 35,3%
phu nlr trong HPQT tai cdng ty do nir CEO lanh
dao so va&i 23,0% tai cong ty do nam CEO lanh dao.

Mac di van con nhiéu viéc phai lam, nhirng budc
tién dang dién ra, va su thay déi 1a hoan toan cé
thé - bat ké gidi tinh cda ngudi lanh dao.

Nganh dich vu tai chinh dang lam dang

diéu gi?

Nghién clru cla ching téi cho thay rang trong 30
quéc gia dugc phan tich, nganh dich vu tai chinh
la nganh cé mic d6 da dang gidi cao nhat hoac
didng th hai trong thi trudng dé - gan gap doi so
v@i nganh cé ty 1€ cao tiép theo.

Vay tai sao nganh dich vu tai chinh lai dan dau vé
da dang gidi tai nhiéu thj truong nhu vay? Nghién
clru clia Deloitte US vé nganh nay c6 thé cung cap
mot s& manh moi. Trong thap ky qua, sé lugng
phu nit dugc b6 nhiém vao cac vi tri ldnh dao cap
cao (C-suite) trong nganh dich vu tai chinh nhiéu
hon nam gigi.l' Khi mdrc dd da dang gidi trong

[11] Xem trang 21 trong bao cdo day du.

[12] Alison Rogish, Neda Shemluck, Samia Hazuria va Patty
Danielecki, “Thuc day lanh dao nir trong nganh dich vu
tai chinh, cap nhat 2023: banh gia toan cau,” Deloitte In-
sights, ngay 08 thang 06 nam 2023.
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HDQT cla cac cong ty tai chinh cling gia tdng Diéu hanh c6 dang thuc hién du cac thay déi can
trong khoang thai gian dé, mot chu ky tich cuc cé  thiét khong:

thé dang dién ra trong toan nganh.

Trong 05 nam qua, phu nir cling dang gia nhap
C-suite trong nganh dich vu tai chinh théng qua
cac vj tri 1anh dao phi truyén thong!™ véi toc do
nhanh gap ba lan so vé&i cacvaitro Idnh dao truyén
théng!4. Nghién clru cling xac dinh mot “hiéu ng
s6 nhan”: Méi phu nit dugc bé nhiém vao C-suite
trong nganh dich vu tai chinh ¢ tac dong tich cuc
va c6 thé do ludng dugc ddi vai s6 lugng phu nir
dadm nhiém cac vi tri quan ly cdp cao ngay dudi
cap C-suite.

Tuy nhién, t&c d6 tién trién hién tai c6 thé khong
bén virng: Toéc d6 tang trudng vé su hién dién cla
phu nir trong cac vai tro lanh dao cap cao va vi
tri ké can dang cham hon so véi toéc do gia tang
& cap C-suite. Diéu nay cho thay rang nguodn luc
lanh dao nir trong tuong lai cé thé suy giam trong
nhirng nam t&i. Vi vay, cac t6 chirc trong nganh
dich vu tai chinh va cac linh vuc khac can nd luc
gap doéi dé xay dung hé théng nhan su k& nhiém
cho 1&nh dao nir, nham dadm bdo su tién bd dat
dugc khong chi dugc duy tri ma con tiép tuc phat
trién trong tuong lai.

HPQT la tac nhan thay déi quan trong

Ngay nay, chuong trinh nghi su clia cdc HBQT
ngay cang tr& nén day dac, va nhiéu thach thirc va
linh vu'c mdi ma ho can theo dai. Khi cac té churc
hudng dén viéc xay dung mot HPQT va C-suite
can bang va cong bang hon, véi su da dang thuc
sy trong tu duy, cac thanh vién HPQT can duy tri
trong tdm vao binh dang gidi dé tiép tuc thuc day
su tién bd. Dudi day la mot s6 khuyén nghi quan
trong dé HDQT danh gia xem ban than ho va Ban

[13] Céac vai tro dugc phan loai la phi truyén théng hodac mai
nGi la nhig vi tri thudng bao cdo cho mot vai trod cap
C-suite khac hoac dugc tao ra trong hai thap ky qua,
chang han nhu Gidam déc Ky thuat s& (Chief Digital
Officer), Gidm déc Pa dang va Hoa nhéap (Chief Diversity
and Inclusion Officer) hodc Giam déc Phat trién Bén virng
(Chief Sustainability Officer).

[14] Mac du tén goi chirc danh 6 thé khac nhau gilra cac té
chirc va khu vuc, nhung cac vai tro truyén thong la nhimng
vj tri thuding béo cdo truc ti€p cho CEO hodc HPQT, chang
han nhu Gidm ddc Tai chinh (Chief Financial Officer), Gidam
déc Marketing (Chief Marketing Officer) hodc Giam d6c
Van hanh (Chief Operating Officer).

Khong nén chi lwa chon (rng vién dwa trén
hé so kinh nghiém truyén théng. Ching
ta c6 dang cé su két hgp dung dan gilra kinh
nghiém, k§ nang va xuat than dé gitp doanh
nghiép thanh céng trudc nhitng thach thdrc
phtc tap hién nay khéng? HBQT cé dang qua
“an toan” khi lya chon ng vién cho HBQT hoac
C-suite khdng? Chung ta c6 dang qua tap trung
vao viéc tim kiém cac ung vién cé kinh nghiém
CEO trudc day, hay san sang chap nhan rdi ro
dé tim ra nhitrng lanh dao tiém nang cho tuong
lai? Viéc nhan manh qua murc vao kinh nghiém
diéu hanh hoac HBQT trudc day c6 vo tinh loai
bd nhiéu rng vién nir tai nang hay khéng?

Tim kiém nhirng cach ti€p can sang tao dé
xdy dung kinh nghiém quan tri. HDQT va
Ban Diéu hanh cé thé ap dung nhirng gidi phap
sang tao nao dé tao thém co hoi cho phu nir
tich 1dy kinh nghiém quan tri? Ching ta c6 can
nhac dua nhirng (ng vién tiém nang vao HDQT
cla cac cdng ty con hodc cac té chirc khac dé
xay dung ngudn nhan sy khdéng chi cho HDQT
va C-suite c@ia chinh minh ma con cho ca thi
trudng rong 16n hon khéng?

Lién tuc xem xét dir liéu nhan sw va danh
gia tién dd. Ching ta c6 danh dud thai gian dé
phan tich dir liéu va két qua hién tai khong? Téc
d6 bé nhiém phu nir vao C-suite ¢ dd nhanh
khéng? Ngubén nhan luc ké nhiém cla chidng
ta c6 dang phat trién phu nir véi ty 1é ngang
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bang nam gigi khong? Ching ta cé dang mat di
cac lanh dao ntr & nhirng thoi diém quan trong
trong 19 trinh thang tién cta ho khéng?

Nhirng n6 luc trén chi la budc khai dau, va HDQT
khong thé lam diéu nay moét minh. Cac nha lanh
dao doanh nghiép & moi thj truong can cam két
hop tac, chia sé nhirng thach thirc cling nhu thanh
céng, ddm dat ra nhitng cau hoi kho, va chtd dong
ddéng gop vao viéc rut ngan thai gian dat dugc binh
dang gidi trong HDQT va C-suite trén toan cau.

Tai liéu tham khao:

Marks, A., Edelman, K., & Tracey, K., ngay 06 thdng
03 ndm 2024. Phu nir trong phong hop HGi dong
Qudn tri: Goc nhin toan cdu. Deloitte Insights.
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XU HUGNG DA DANG, CONG BANG VA BAO TRUM
NAM 2025: MG RONG DA DANG NOI LAM VIEC
VUGOT TREN PA DANG GICI

Da dang, cong bang, va bao trum (DEI) la yéu to
c6t 16i dinh hinh doanh nghiép toan cau. Budc vao
nam 2025, cac cdng ty ngay cang uu tién cac chién
lugc DEI khi ho nhan ra rang déi ngti nhan sy da
dang va hoa nhép khong chi thic day déi mai va
kha nang thich rng ma con gép phan tang truéng
tai chinh va cding c6 uy tin thuong hiéu. Trudc nhu
cau ngay cang gia tang tir ng vién tiém nang, cac
chién lugc DEI dang phat trién véi téc dé nhanh
hon va mirc d6 phirc tap cao hon nham dép Ung
ky vong cla thj truong lao dong hién dai.

Bai viét nay téng hgp nhirng sé liéu mdi nhat vé
DEIl va cac xu hudng quan trong trong nam 2025,
néu bat nhirng ti€n bd ma cac té chirc d& dat dugc
cling nhu nhirng thach thirc van con ton tai. DU

Toan ciu hoa cac tiéu chuan DEI:

Nhiéu khu vuc trén thé gigi dang trién khai cac
bién phap tuan thd DEl nham dadm bdo déi xd
cbng bang va tang cuong dai dién da dang tai noi
lam viéc. Lién minh Chau Au (EU) d& ban hanh cac
chi thi yéu cau can bang gidi trong H6i dong Quan

DEIl da c6 nhitng budc phat trién dang ké trong
nhitng nam gan day, nhung van con nhiéu Iinh
vuc can tiép tuc cai thién & pham vi toan cau. Lién
doan Quang cdo Thé gigi (World Federation of
Advertising) da thuc hién cudc khao sat DEI toan
cau, thu thap phan hoi tir 91 quoc gia. Trong sb
nhirng ngudi tham gia khao sat, 50% cho rang moi
trudng lam viéc da tré nén da dang, cdng bang, va
bao trum hon ké tir nam 2021. K&t qua nay cho
thay sy chénh léch I&n trong viéc thyc hién DEI
gitra cac doanh nghiép trén toan thé gidi. bay la
van dé ma nhiéu t6 chirc dang tim cach giai quyét
théng qua cac bién phap tuan thd DEI, nham dam
bdo su da dang va céng bang dugc thuc hién mot
cach nhat quan va hiéu qua hon.

tri (HDQT) va minh bach trong tién luong dé giam
chénh léch thu nhap gitra nam va nir. Vuong quéc
Anh da thuc thi Dao luat Binh dang (Equality Act),
yéu cau cac té chlrc co trén 250 nhan vién phai
bdo cdo dr liéu vé chénh Iéch tién luong theo gidi
hang nam. Tai Hoa Ky, Uy ban Co hdi Viéc lam

Binh dang (EEOC) thuc thi cac luat chéng phan
biét doi x(r, dong thoi yéu cau cac nha thau lién
bang phai dap ng cac muc tiéu hanh dong khang
dinh (affirmative action targets). Nhirng bién phap
nay phan anh xu hudng toan cau hudéng téi trach
nhiém gidi trinh cao hon, minh bach hon va thuic
day cdng bang trong thi trudng lao déng quadc té.
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DEI trong hoat dong kinh doanh:

Cac sang kién DEI khéng chi la mot yéu cau dao
dlrc ma con la mét dong luc chién lugc thic day
tang trudng kinh doanh. D liéu cho thay cac cong
ty c6 d6i ngli nhan su da dang cé kha nang tham
nhap thi trudng mdi cao hon 70%, cho thay mai

S A A AAASAAS 89% s6 Ngudi dude khdo sat
@@@@@@@@@@ bai Forbes cho rang da dang
TARRARRANT the he 1a mot yéu t6 tich cuc
ﬂ\ﬂ\ﬂ\ﬂ\ﬂ\lnﬂ\ﬂ\ﬂ\ﬂ\ tai nai lam viéc, v8i 87% thua

S Aam s s s 22 2 nhanrang hoc hoi gilia cac thé
IG\IG\IG\IA\IA\IA\IA\IA\IA\IA\ hé gidp nadng cao trai nghiém

AR

lién hé chat ché gitra tinh bao trum va kha nang
m& réng thi trudng (Edume). Biéu nay cling dugc
phan anh qua 96% lanh dao doanh nghiép dugc
khado sat bdi Edume, nhirng ngudi tin rang dao tao
tap trung vao DEI cé thé tao Igi thé canh tranh dai
han cho doanh nghiép. Tuy nhién, nhiéu doanh
nghiép chau Au van chua thuc su cam két manh
meé vd&i cac sang kién DEI va dang tut lai phia sau.
Chi s6 DEI trung binh tai khu vyc nay chi dat 5,69
trén 10. Trong d6, Thuy ST cé diém s6 cao nhat vdi
murc trung binh 6,0 (EY).

Xu huéng DEI nam 2025:
Pa dang gidi tinh, chiing tdc va sac téc:

Cac sangki€n DEI nham thuc ddy da dang gidi tinh,
chiing tdc va sac toc da dat dugc nhiéu tién bd
trong nhirng ndm gan day, nhung van con nhiéu
linh vuc can cai thién. Nghién clru clia Deloitte vé
cac thanh vién HPQT trong danh sach Fortune
500 cho thay rang trong thap ky qua, ty 1é phu ntr
va nhirng ngudi dén tlr cdc nhém chiing tdc va sac
tdc thiéu sé trong HDQT da tang 67%. Mac du day

cdng viéc cua ho.

la mot tin hiéu tich cuc, nhung van cé dén 55,3%
s6 ghé trong HDQT Fortune 500 van thudc vé nam
gidi da trang. Dy bdo dén nam 2060, ngudi My
gbc Tay Ban Nha sé chiém gan 30% dan sé Hoa
Ky, nhung hién tai ho chi nam gitr dudi 5% so6 ghé
trong héi HDQT cac doanh nghiép.

Sy da dang khdéng chi quan trong khi gia nhap
doanh nghiép, ma con anh hudng dén kha nang
thang tién cda nhan su. 43% nhan vién tir cac
nhém sac tdc va van héa thiéu s6 bay té lo ngai vé
co hdi phat trién nghé nghiép cda ho (EY). Chi 34%
quan ly tai chau Au thudc cac nhém thiéu sé (EY).
Mot doi ngli 1dnh dao da dang mang lai nhiéu lgi
ich. Cac cong ty c6 ddi ngli diéu hanh thuéc nhém
25% da dang gidi hang dau c6 Igi nhuan cao hon
25% so vd@i nhitng cong ty trong nhém thap nhat
vé da dang gidi (McKinsey).

Pa dang thé hé:

Khi thi truong lao dong thay d6i, da dang thé
hé dang tr& thanh mét lgi thé chién lugc cho
doanh nghiép. Gen Z (1997-2012) la thé hé da
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dang chiing toc nhat tu trudc dén nay, mang lai
nhirng géc nhin m&i phan anh xu hudéng nhan
khau hoc toan cau (PEWResearch). Thé hé thién
nién ky Millenials (1981-1996) - dugc biét dén vdi
kha nang irng dung céng nghé va lam viéc hgp tac
hiéu qua - du kién sé chiém 75% luc lugng lao
dong toan cau vao nam 2025 (Purdue). Diéu nay
doi hdi doanh nghiép phai thich rng vdi ky vong
va gid tri cla cac thé hé khac nhau. 89% s6 ngudi
dugc khdo sat bdi Forbes cho rang da dang thé hé
mang lai tac d0ng tich cyc tai noi lam viéc, v&i 87%
thtra nhan rang hoc héi gitra cac thé hé gitp nang
cao trai nghiém cong viéc clia ho. Tan dung su da
dang thé hé va tao ra moi trudng noi nhan vién
c6 thé hoc hdi 1an nhau khéng chi cai thién sy hai
long trong cong viéc ma con tao nén van hoda hoc
tap va phat trién lién tuc.

Cong bang trong tién lvong

Uy ban Chau Au (EC) da ban hanh maot chi thj vé
“minh bach tién luong” nham thu hep khodng
cach tién luong theo gidi tinh gitra cac qudc gia
thanh vién EU. Chi thj nay yéu cau cac nha tuyén
dung cung cap théng tin vé tién luong, thuc hién
kiém todn tién luong, va cho phép ngudi lao dong
truy cap dir liéu vé muc luong. Chi thi nay duogc
chinh thirc thdng qua vao thang 6 nam 2023, va
cac quéc gia thanh vién cé 03 nam dé ap dung

vao thuyc té. Tai chau Au, chénh léch luong theo
gidi da gidm nhe, tur 18,6% vao nam 2023 xuéng
con 18,2% vao nam 2024 (Figures). Ngoai ra, quy
dinh cling yéu cau cac cong ty c6 tir 250 nhan vién
tré [én phai bdo cdo hang nam vé chénh |éch tién
luong theo gidi. Tai Hoa Ky, Pao luat Binh dang
Tién luong (Equal Pay Act) nam 1963 quy dinh
muc luong phai cong bang cho cung mét cong
viéc, khdng phan biét gidi tinh. Mot s6 bang cling
da ban hanh luat riéng dé thdc day cong bang
tién luong. Tuy nhién, theo Forbes Advisor, phu
nir van kiém dugc it han nam gigi trung binh 16%.
Trung tam Tién bd Hoa Ky (Centre for American
Progress) du bdo rang phai dén nam 2056, binh
dang tién luong theo gidi mai co thé trd thanh
hién thuc. Chénh léch tién luong cao nhat la trong
nganh ngan hang, bao hiém va tai chinh, 1én dén
21,6% (Figures).

Thu hat nhan tai:

DPa dang trong luc lugng lao dong la mét yéu to
quan trong giup thu hut nhan tai, khi 76% Ung
vién tim viéc danh gia cao su da dang tai nai lam
viéc va coi day la mot yéu t6 quan trong trong
quyét dinh &ng tuyén va danh gia 16i mai lam viéc
(Glassdoor). Frank Starling, Phé Cha tich DEI cla
Cannes Lions, dd nhan xét vé cudc Khao sat DEI
Toan cau (Global DEI Census): “Nhitng dit liéu nay

khang dinh rang cac té chirc can tich hgp DEI chat
ché& hon vao chién lugc kinh doanh cdia minh”
(WFA). Nhitng thong ké nay cho thdy dau tu vao
dao tao DEI & moi cap dd khong chi giip doanh
nghiép thu hep khodng cach vé DEI hién tai, ma
con thu hut nhan tai va xay dung van hoa déi mdi,
phat trién bén virng.

Kha nang tiép can va bao trum:

Kha nang ti€p can va bao trum la nhirng thanh
phan cot 16i trong cac sang kién DEI va dugc ky
vong sé trd thanh xu hudéng hang dau vao nam
2025. Hién c6 hon mét ty ngudi trén thé gidi dang
séng véi mét dang khuyét tat nao dé (Forbes). Cac
doanh nghiép khong dap irng dugc cac nhu cau
nay c6 thé bi han ché trong viéc ti€p can ngudn
nhan tai réng 1&n hon va bod 1§ su da dang vé ky
nang, chuyén mon. Tuy nhién, chi 25% nhan vién
c6 khuyét tat thé chat hoac tinh than cdm thay ho
thuc su thudc vé nai lam viéc, so véi 39% nhan
vién khong cé khuyét tat (EY).

Bdo cdo Pa dang than kinh tai noi lam viéc
(Neurodiversity in the Workplace) cta CIPD nam
2024 da chi ra thuc trang hién nay vé nhan thirc
va bao trum d8i v&i nhan su c¢6 dac diém than
kinh khac biét. 60% nha tuyén dung dugc khao sat
cho biét ho uu tién cac bién phap hé trg nhan sy
cé da dang than kinh (neuro-inclusive practices)
trong t& chirc cia minh. Tuy nhién, 31% t& chirc
thira nhan rang vdn dé nay van chua dugc giai
quyét chinh thirc bdi bd phan nhan su, 1anh dao
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cdp cao, quan ly truc tiép hodc cac nhém ho trg
nhan vién. Cac nha quan ly cling thé hién su thi€u
tu tin trong viéc ho trg nhan sy c6 da dang than
kinh, vGi chi 46% cadm thdy dd nang luc dé lam
diéu nay moét cach hiéu qua. Xu huéng tich hop
kha nang ti€p can va bao trim vao quy trinh tuyén
dung va dao tao dang gia tang. Theo Paradigm,
51% t6 chirc hién dang cung cap chuong trinh dao
tao cho lanh dao vé cach xay dung moi truong
[am viéc bao trum.

Chién luwgc DEI dua trén dir liéu:

Su phat trién cla tri tué nhan tao (Al) cho phép
ngay cang nhiéu doanh nghiép ap dung cach tiép
can dua trén dir liéu dé theo ddi tién dd DEI va dat
ra cac muc tiéu do ludng cu thé. BEn nam 2025,
nhiéu cong ty sé sir dung Al va mdy hoc (machine
learning) dé giam sat két qua DEI, xac dinh bat
binh dang va tu déng héa cac quy trinh tuan thu.
Theo The IA, 65% t6 chirc thu thap dir liéu DEI bao
cdo rang ho hiéu rd hon vé dac diém nhan su cla
minh, trong khi 60% cho biét nhirng dir liéu nay
gilip thdc day moi trudng lam viéc bao tram hon.

Cach tiép can dua trén dir liéu nay mang lai loi
thé dang ké cho cac tap doan quy mé Ién, gidp ho
danh gia cac chi s6 trudc day khoé do ludng. Chang
han, 20% doanh nghiép do Paradigm khdo sat da
dat ra muc tiéu vé ty |é dai dién chdng toc va sac
tdc, dong thoi theo ddi tién do mét cach chd déng.
Ngoai ra, 71% doanh nghiép dugc khao sat bdi
The IA thu thap dit liéu it nhat trén bén chi sé DEI.

8 D{ liéu cho thay cac cong ty cé doi

ngl nhan su da dang cé kha nang
tham nhap thi trudng mai cao han
70%, nhan manh moi lién hé chat

M3 rong thi trudng.

g ché gilia tinh bao trum va kha nang

@ INTUITION
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Viéc ap dung chién lugc DEI dya trén dit liéu khéng chi giip doanh nghiép phu hgp véi muc tiéu chién
lugc, ma con nang cao trach nhiém gidi trinh va thdc day tién bd do ludng dugc trén toan té chirc.

Nhu cau xay dung cac chién lugc DEI toan dién dang tré nén cap thiét hon bao gio hét vao nam 2025.
Nhirng doanh nghiép chd dong thuc hién DEI, két hgp vd&i cac sang kién hoc tap lién tuc, khéng chi
dinh vi minh la nhirng t6 chirc tién phong vé dao ddc, ma con trd thanh nhirng nha d6i mai hang dau
trong nganh. DEI déng vai tro cét I6i trong viéc thu hit nhan tai, nang cao su hailong clia nhan vién va
thuc day thanh cong bén virng cho doanh nghiép. D€ tan dung téi da lgi ich ciia moi trudng lam viéc
da dang, cdng bang va bao trum, cac t6 chirc can uu tién gido duc va phat trién lién tuc & moi cap do.
Bang cach tap trung vao DEI trong nam 2025, doanh nghiép cé thé xay dung nén tang virng chac cho
tang trudng va thanh cong lau dai.

Tai Liéu Tham Khao:
Byrne, H., ngay 17 thdng 12 ndm 2024. Xu huéng DEI 2025: Géc nhin vé sur da dang tai noi lam viéc. Intuition.
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PHAN UNG TRAI CHIEU BOI VOI PA DANG,
CONG BANG VA BAO TRUM: DU LIEV, TRI TUE
NHAN TAO VA BOI CANH BPANG THAY POI

Sy gidm sat chdt ché d6i vdi linh vyc da dang,
cbng bang va bao trum (DEI) da leo thang manh
mé trong nam qua. Mot s6 céng ty I&n nhu
Walmart, Boeing, Harley-Davidson, va Lowe's da
bat dau thu hep hodc loai bo cac sang kién DEI.
Viéc Donald Trump tai dac cir c6 thé sé giang mot
don manh vao né luc DEI tai noi lam viéc, khi éng

va cac dong minh cam két cham dut cac chuong
trinh dao tao DEI va cac sang kién tuyén dung
nham tang cuong dai dién cho cdc nhom yéu thé.
Trong boi cdnh moi truong chinh tri bién dong
nhanh chéng, tuong lai clia DEI sé ra sao? Bai viét
nay sé phan tich bén du bdo quan trong vé DEI
trong ndm 2025 ma doanh nghiép can chuan bi.

Tap trung vao cac chi sd do luwong

Trudc lan séng phan déi DEI du kién sé tiép tuc
kéo dai trong nam 2025, nhiéu chuyén gia DEI sé&
chuyén hudng sang cac chi sé do ludng cu thé
dé bao vé va chirng minh tinh hiéu qua cta DEI.
Bat chap nhirng tranh luan xung quanh DElI, dir
liéu khong biét ndi déi, va cac so liéu dinh lugng
sé trd thanh cdng cu manh mé c6 thé phan anh
rd rang su bat binh dang tai noi lam viéc va giup
lanh dao té chirc xac dinh nhirng Iinh vuc can can
thiép. M6t s6 cau hdi trong tam sé dugc dat ra
bao gom: 1. Nhan vién thudc cdc nhém khac nhau
c6 dugc tuyén dung va thang tién vdi ty 1é tuong
duong khéng? 2. Cé su chénh |éch tién luong nao
gitra cdc nhém nhan khau hoc khac nhau khéng?
3. Ty & nhan vién thudc cadc nhom thiéu sé tham
gia vao cac chuong trinh phat trién nghé nghiép
la bao nhiéu so v&i cdc nhém khac? 4. Tat ca nhan
vién c6 quyén ti€p can binh dang véi cac chuong
trinh ¢6 van va tai trg khéng? Giai doan mdi cla
DEI sé chirng kién su tap trung manh mé hon vao
d@r liéu dinh lugng, va cac chuyén gia trong linh
vuc nay sé phai diéu chinh phuong phap tiép can
clia ho @& nhan manh vao cac chi s6 do ludng.

Cac doanh nghiép sé dwa vao Al

Mac du Al khéng thé thay thé hoan toan cac
chuyén gia DEI, nhung nhiéu té chirc s& str dung
cong cu Al dé€ hé trg cac sang kién DEI. Al c6 thé
hé trg nhiéu khia canh lién quan dén DEI, bao
gbm: phan tich ngén ngr trong mo ta céng viéc
dé ddm bao khdng co thién vi, hd trg bdé phan
nhan su trong viéc danh gia cong bang tién luong
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cho nhan vién, phan tich dir liéu tuyén dung va
thang tién dé xac dinh bat binh dang, danh gia dir
liéu phong van nghi viéc dé phat hién xu hudng
va nguyén nhan roi bé to chirc. Trong nam 2025
va xa hon nira, nhiéu doanh nghiép sé& sir dung Al
cho cac hoat dong DEI, nhung can cé cac co ché
kiém soat dé tranh tinh trang thién vij va dinh kién
chéng lai cdc nhém yéu thé trong hé théng Al.
Tang cuong hop tac gitra cac chuyén gia DEI
Trudc sy phan doi ngay cang gia tang déi vai DEI,
nhiéu chuyén gia va nha hoach dinh chinh sach
trong linh vuc nay s& tim kiém su hgp tac va hé trg
|&n nhau dé dua ra cac chién lugc ddi mdi nham
vugt qua nhirng rao can hién tai va thuc day DEI.
Mac du sy phan khang doi vai DEI khéng phai la
mot hién tugng mdi, nhung nhiéu chuyén gia DEI
tham gia sau phong trao George Floyd c6 thé gap
khé khan khi diéu hudéng trong méi truong day
chia ré nhu hién nay. Viéc hgp tac gitra cac chuyén
gia DEI c6 thé tao ra cac gidi phap mang tinh dot
phéa dé vugt qua cac rao can hién tai va ddm bao
rang DEI ti€p tuc phat trién trong tuong lai.

Hoat déng van ddng do nhan vién dan dat sé
gia tang

Néu dugc thuc thi, Du an 2025 (Project 2025) cé

thé de doa quyén lgi cGia ngudi lao ddng va han
ché nghiém trong kha nang thanh lap cong doan
cla nhan vién. Trong boi canh dé, ngay cang
nhiéu nhan vién sé Ién tiéng bdo vé quyén lgi
cla chinh ho va tap thé, dong thai thic day cac
thay d6i trong moi trudng lam viéc. Khi cac doanh
nghiép va to chirc tiép tuc loai bd cac chuong trinh
DEl, nhan vién s& tim cach dau tranh dé yéu cau
nhirng chinh sach hé trg su phat trién va phdc 15i
cla ho, bao gdbm chinh sach tuy chon lam viéc linh
hoat va tlr xa, cac cg hdi phat trién nghé nghiép,
va sy cdng bang trong tién luong.

DEI s& khdng bao gi& bién mat - bat ké n6 dugc
goi bang cai tén nao, nhu cau va gia tri cia DEIl van
ludn tdn tai, bat chdp nhitng nd luc clia phe canh
htru nham loai bd nd. Nhan vién sé tiép tuc sir
dung strc manh, anh hudng va tiéng ndi cia minh
dé doan két,dam bdo rang cac nd luc xay dung
mot moi trudng lam viéc cong bang, an toan, va
bao trum van dugc duy tri vao nam 2025 va trong
tuang lai.

Tai liéu tham khao:

Gassam Asare, J., ngay 23 thdng 12, 2024. 4 du bdo
sé dinh hinh tuong lai cda da dang, céng bang va
bao triam vao ndm 2025. Forbes.
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CACH THUC HOI DPONG QUAN TR] THUC DAY PA
DANG, CONG BANG VA BAO TRUM: CHIEN LUGC,
GIAM SAT VA TRACH NHIEM GIAI TRINH

Cac sang kién da dang, cdng bang va bao trum
(DEI) néu dugc trién khai hiéu qua co6 thé mang lai
nhiéu lgi ich, bao gdbm thu hat va gitt chan nhan
tai, cdi thién chat lugng ra quyét dinh nho su da
dang trong quan diém, va tang cudng cac maoi
guan hé véi khach hang, déi tac va nha cung cap.
Nguaoc lai, cac chuong trinh DEI thi€éu nguon lyc cé
thé khién doanh nghiép gap rdi ro va can trd tién
trinh phat trién.

Diéu gi tao nén mot chién lugc DEI hiéu qua?
Nhirng t6 chirc di dau trong DEI thudng dau tu
mot cach cé chién lugc bang cach gan két DEI vdi
chién lugc kinh doanh, phan bé day dd nguon luc
va nhan manh vao trach nhiém gidi trinh. Viéc chi
don thuan bo nhiém mot Giam déc Pa dang va
Bao trum (Chief Diversity & Inclusion Officer) la
chua du. Vay Hoi dong Quan tri (HDQT) nén bat
dau tir dau va nhirng cau hdi quan trong nao ho
can dat ra dé thac day DEI trong té chire?

Trudc tién, HDQT can nam virng hé théng DEI
hién tai, co' s& ha tang va 16 trinh ké hoach cta
té chirc.

+ Co s& ha tang DEI hién tai cta té chirc la gi?
Nhitng khodn dau tu nao la can thiét dé ddm
bdo thanh cong? Bau la nhirng linh vuc doanh
nghiép dang gap phai thach thc? BE tra 10
nhitng cau hoi nay, HDQT c6 thé xem xét cac
nguodn tai nguyén ndi bo va bén ngoai, chang
han nhu cac bdo cdo vé Méi truong, Xa hoi va
Quan tri (ESG), cling nhu dit liéu xu hudng vé
giGi tinh, ching toc va sac tbéc trong toan té
chirc. Ho cling c6 thé phan tich sau dir liéu vé
tuyén dung, thang tién va ty & nghi viéc, déng
thoi danh gia mdc do phu hop cla chién lugc
DEI véi gia tri c6t 16i cia doanh nghiép. Ngoai
ra, ho co thé xac dinh cdc cd nhan hodc nhém
dong vai tro quyét dinh trong viéc trién khai
DEl va danh gid cac cbng cu, phuong phap
phan tich dir liéu dang dugc sir dung dé hd
trg cac sang kién nay. Mot Uy ban Nhan su

cla moét cong ty hang tiéu dung da thuc hién
quy trinh danh gia DEI va phat hién ra rang chi
c6 mdt nhan vién toan thai gian lam viéc ban
thoi gian danh cho cac van dé DEl, trong khi
t6 chirc khdng c6 ddi ngd hé trg hodc cong cu
phan tich di liéu dé do ludng hiéu qua. Piéu
nay da khoi mao cho mét cudc déi thoai sau
hon gitra HDQT va Ban Diéu hanh vé viéc phan
b6 ngudn luc hop ly va xac dinh cac muc tiéu
cu thé. K&t qua 13, cong ty da thanh 1ap mét doi
ngl chuyén trach DEI, nang cao nang luc phan
tich dir liéu va day nhanh téc do ci thién DEI
trong té chirc.

Khung quan ly nhan tai va chién lwgc tuyén
dung hién tai cta té chirc la gi? Cong ty co
quy trinh nao dé dam bao danh sach ing vién
da dang, hoi dong phéng van da dang va tim
ki€ém tngvién muctiéu khong? Tuong tu, HDQT
cling c6 thé dat cau hdi vé cac sang kién dao
tao va phat trién DEI trong cac giai doan khac
nhau trong hanh trinh clia nhan vién tai doanh
nghiép, chang han nhu quy trinh hoi nhap
(onboarding), cac chuong trinh dao tao trén
toan cong ty, dao tao danh cho quan ly hoac
lanh dao, danh gia nhan tai va quy trinh danh
gia nang luc 1anh dao (leadership calibration)
nhan manh vao cac hanh vi DEL.

Kha nang do luong cda td chirc nhu thé
nao? Cong ty do luong tién dé6 DEI bang
phuong phap dinh lugng va dinh tinh ra sao?
T6 chire c6 dang do ludng cac s6 liéu vé sy da
dang mot cach toan dién khéng? Tan suat thich
hop dé Ban Piéu hanh thao luan véi Uy ban
Nhan su hodc HDQT nham dam bao hiéu rd vé
cac s6 liéu va tién trinh DEI |a bao 1au? Nhing
théng tin chi tiét va xu hudng do ludng nay cé
thé gilp t6 chirc xac dinh liéu chién lugc DEI c6
dang hoat déng hiéu qua hay khong.

Hé thong quan ly hiéu suat, khung thang
tién va ké hoach khen thudng c6 phan anh



VIOD DIRECTORS BULLETIN

cam két DEI ctia cong ty khdng? Noéi cach
khac, t6 chirc c6 dang thé hién cam két cla
minh bang nhirng két qua cu thé khong? Néu
khong, diéu gi can phai thay déi?

Th&r hai, HPQT phai hiéu ré vdn héa doanh
nghiép hién tai cling nhw van héa doanh
nghiép ma cong ty muén huéng dén.

+ Doanh nghiép cé6 duy tri van héa trach
nhiém giai trinh d6i véi DEI hay khong?
Viéc hiéu rd ai 1a ngudi chiu trach nhiém cho
ting khia canh cta DEI (vi du: triét ly va chién
lugc; phat trién chinh sach, chuong trinh va
quy trinh; két qua; va tién dd) la diéu téi quan
trong.

+ T6 chirc cé duy tri vin héa phan hai lién tuc,
trong d6 dam bao an toan tam ly, dé cac
nha lanh dao c6 thé c&i mé& danh gia nhirng
gi dang hiéu qua va nhirng gi chua hiéu qua
khong?

+  Mirc d6 tham gia ctia cac lanh dao cap dudi
nhu thé nao? Ldnh dao cac bd phan kinh
doanh va quan ly dong vai tro gi trong viéc
thuc hién cac muc tiéu rd rang, xay dung van
héa bao trum va phat trién cdc nhom lam viéc
c6 tinh da dang cao trong pham vi d6i nhom
c@ia ho?

+ T6 chirc c6 tao co hdi cho cac y twdng xuat
phat tir cap co s& dé thir nghiém cac chién
lwgc va chia sé cac thong lé tot, thanh cong
ciing nhu that bai nham rat ra bai hoc
chung cho toan t6 chirc khéng? Vi du, mot
t6 chirc c6 thé hop tac véi mot t6 chirc phi
lgi nhuan dia phuong, chuyén cung cap gido
duc, dao tao va co hodi lam viéc cho thanh nién
c6 hoan canh kho khan, tir d6 xay dung mot
chuong trinh thuc tap gidp ho cé co hoi tiép
can cac vj tri dau vao trong doanh nghiép. Mot
cong ty quan ly dau tu ma chdng téi ting hop
tac da ghi nhan ty |é gir chan nhan su cao hon
tUr cac chuong trinh tuyén dung muc tiéu nay
so V@i cach tuyén dung truyén théng tir cac
trudng dai hoc.

Cudi cung, HPQT c6 thé xem xét va t6i wu héa

su ho trg va giam sat lién tuc déi véi cac sang

ki€n DEI.

Nghién clru ESG + Incentives nam 2023 ctia Semler
Brossy chi ra rang 55% cac céng ty trong S&P 500
da dua cac chi sé do luong da dang va bao trum
vao chinh sach khen thudng ctia Ban biéu hanh.
HDQT nén khuyén khich Ban biéu hanh trinh bay
chién lugc DEI, cung véi cac chi s6 do luong, quy
trinh thuc hién va dinh nghia vé thanh céng, dong
thoi théng nhat cach tiép can dé thudng xuyén
danh gia tién dd so vdi cdc muc tiéu da xac dinh.
Ngoai ra, HDQT c6 thé thuc hién cac hanh dong
sau:

+ Xem xét cach chd dé DEI dugc dua vao chuong
trinh nghi sur cia HBQT hodc Uy ban. N6 ¢6 chi
xuat hién hang nam dudi dang bdo cdo théng
ké, hay cé nhiéu chd dé chuyén sau dugc thao
luén trong sudt cd nam?

+ Xac dinh xem cht dé nay cé dugc giao cho mét
Uy ban cu thé khang. Néu cé, cac Uy ban Kiém
toan va Uy ban RGi ro c6 tham gia vao viéc
giam sat DEI khong? HDQT noi chung dang ho
trg cdng viéc nay nhu thé nao?

« HA&i xem cac thanh vién HPQT c6 chia sé kinh
nghiém va thach thirc lién quan dén DEI khong.
Cac kinh nghiém tir nhitng HPQT khac cé dugc
dua vao thao ludn khong? Doanh nghiép c6 thé
hudng lgi tir viéc hgp tac nhiéu hon gilra cac
thanh vién HBQT trong cung nganh va gitra cac
nganh khac nhau dé tao ra su thay ddi manh
mé hon khéng?

«  Dam bdo rang cac thanh vién HDQT tao ra murc
dd cap thiét phu hgp trong viéc yéu cau Ban
Piéu hanh thuc hién nhitng thay déi can thiét
trong to chirc. Tru c6t DEI c6 dugc tich hop vao
cac muc tiéu cia CEO hodc chién lugc tong
thé clia doanh nghiép khéng? HDQT c6 thé bé
sung mdét muc nghi sy dinh ky trong chuaong
trinh hop @& Ban Diéu hanh trinh bay cac uvu
tién va tién trinh DEI d€ nang cao murc d6 chu
trong vao chu dé nay.

« Tang cudng su gan két véi cac lanh dao doanh
nghiép dé hiéu rd tién dd va dua ra hod tro.
Nhitng HPQT tién tién thudng mai cac lanh
dao bd phan thao luan vé ké hoach phat trién
nhan tai da dang va xay dung van héa bao

trum, déng thdi chia sé ca nhirng thach thirc va
thanh céng. Diéu nay khong chi thé hién cam
két va su ho trg ciia HPQT ddi véi DEI, ma con
gitip ho hiéu rd hon vé mdc do san sang cla
lanh dao trong viéc trién khai DEI trong doanh
nghiép.

DE thuic day su thay d6i c6 y nghia, HDQT can hiéu
ré cac dong luc nén tang, xem xét vong doi cla
nhan vién va hgp tac chat ché véi Ban biéu hanh.
Bang cach dau tu vao co sd ha tang can thiét va
cac chinh sach quan ly nhan tai, dong thdoi tang
cudng trach nhiém gidi trinh va van héa phan
hoi, HPQT va Ban Piéu hanh c6 thé day nhanh
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tién trinh DEI trong t6 chirc. Viéc danh gia thudng
Xuyén cac muc tiéu va chi s6 do ludng, cung véi
su tham gia lién tuc cGa HDQT, sé ddm bao rang
cac sang kién DEI luon dugc vu tién va mang lai
k&t qua cu thé. Bang cach ap dung cac thong 1é
t6t nay, HPQT co6 thé dong vai trdo dan dat hiéu
qua cac sang kién DEI va thac day su thay d6i co y
nghia trong toan té churc.

Tai liéu tham khao:

Jones, B., Natapova, A., Gray, C., & Soledad, C., ngay
16 thdng 08 ndm 2023. Gidm sdt cua Hoi dong Quadn
tri d6i véi da dang, cong bang va bao tram. Hiép hoi
Thanh vién HPQT Doanh nghiép Quéc gia (NACD).
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Valued partners,

Board members,

Business leaders,

Amembaraf a.ﬂ GLOBAL NETWORK OF VIOD's Corporate Membership Program (CMP) and Individual Membership Program
L (IMP) members.

Board diversity and inclusion is a crucial component of the Social (S) factor in ESG and Sustainability.
Quality and effective corporate governance (CG) begins with a quality and effective board—one that is
diverse, inclusive, committed, and resilient.

Numerous studies have shown that diverse and inclusive boards facilitate better decision-making and
problem-solving, improved risk identification and management, and greater capacity for innovation
and creativity. Highly effective boards are more likely to demonstrate diversity, inclusiveness, and
a more balanced gender representation. International experience has proven that companies with
diverse and inclusive boards tend to perform better, manage risks more effectively, and generate
long-term value for shareholders and stakeholders.

However, in Vietnam, board diversity remains limited. This is reflected in the low scores for the board's
roles and responsibilities in the ASEAN Corporate Governance Scorecard (ACGS), due in part to a lack
of diversity—particularly gender diversity. The presence of women in the boardroom plays a crucial
role in fostering balanced decision-making and improving governance prudence. This highlights an
urgent need for companies to advance inclusivity, create equal opportunities for women in leadership,
and build a governance foundation aligned with international best practices.

In 2025, Vietnam's capital market is in process of fulfilling the necessary conditions to be officially
upgraded to an emerging market. In this context, corporate governance aligned with ESG standards
continues to be a key driver in attracting sustainable investment flows, particularly from international
institutional investors. Integrating diversity and inclusion within the boardroom is not only a competitive
advantage but also an essential factor in strengthening investor confidence—both domestic and
international. As boards become more diverse in terms of gender, expertise, generation, and
perspectives, companies will benefit from more well-rounded insights and stronger strategic decision-
making. The rising focus on board diversity also presents a significant opportunity to expand female
representation in leadership, reinforcing inclusivity and driving sustainable business performance.

With the theme of “Board Diversity and Inclusion - A Key Factor for Sustainability,” Directors Bulletin
No. 09 provides insights into the critical role of board diversity and inclusion in driving sustainability.
This edition explores the key trends in diversity, equity, and inclusion (DEl) in 2025, along with the
board's oversight responsibilities in ensuring DEI is not just a commitment but a strategic imperative
embedded within corporate sustainability frameworks.

VIOD sincerely appreciates the support of the International Finance Corporation (IFC) and the Swiss
State Secretariat for Economic Affairs (SECO) in publishing this Bulletin. We also extend our gratitude
to board members, business leaders, and our CMP and IMP communities—those at the forefront
of advancing corporate governance excellence in Vietnam. Notably, the increasing engagement of
female directors within VIOD's network continues to drive significant progress in building high-quality,
effective, and sustainable boards.

Yours sincerely,

IFc International 9 Schweizerische Eidgenossenschaft

Finance Corporation Confédération suisse .

'WORLD BANKGROUP Confederazione Svizzera chalrperson
Creating Markets, Creating Opportunities Confederaziun svizra

Swiss Confederation

Federal Department of Economic Affairs, %(/2 %ﬁu
Education and Research EAER //, =

State Secretariat for Economic Affairs SECO

Ha Thu Thanh
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VIOD - A PIONEERING AND PROFESSIONAL INSTITUTION
FOR CORPORATE GOVERNANCE IN VIETNAM

The Vietnam Institute of Directors (VIOD) is a professional, independent, and pioneering institution
that promotes the implementation of best practices and standards in corporate governance and

sustainable development for Vietnamese enterprises.

VIOD's activities aim to enhance the professionalism of boards of directors, promote transparency
and efficiency, bring together and connect board members, and build a network of directors and
business leaders across economic sectors. By integrating corporate governance with sustainable
development, VIOD contributes to creating an ecosystem for corporate governance and

sustainable growth in Vietnam's stock and financial markets.

VISION » VIOD is the first choice for forward-thinking boards of directors and leaders to
build a strong, transparent, and effective business community.

X8>

MISSION » Promote professionalism, expertise, and status of board members in Vietnam.

» Enhance corporate governance capabilities for businesses.
ﬁ » Help improve investor confidence in Vietnam's private sector and capital market.

COMMITTED VALUES

é Compliance
@ Transparency
@ Integrity

FOUNDING PARTNERS

International
Finance Corporation
WORLD BANK GROUP

[@IVCGl @IFc

Vietnam Corporate Governance Initiative Creating Markets, Creating Opportunities

State Securities
S @ Commission
of Vietnam

HOSE

Schweizerische Eidgenossenschaft
Confédération suisse
Confederazione Svizzera

Confederaziun svizra

Swiss Cooperation Office in Vietnam
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TOWARDS A TRANSFORMATIVE ANNUAL
GENERAL MEETING SEASON 2025 FORUM

On February 27, 2025, the Towards a Transformative Annual General Meeting Season 2025
Forum, co-organized by VIOD, the State Securities Commission (SSC), the Ho Chi Minh City Stock
Exchange (HOSE), and the Hanoi Stock Exchange (HNX), concluded successfully. The event, which
was held both in person and online, brought together nearly 500 directors, business leaders, and
corporate governance (CG) experts.

Mr. Hoang Van Thu, Vice Chairman of the SSC, provided key insights into recent amendments to the
Securities Law and related regulations, offering essential guidance to businesses and investors on
adapting to the evolving regulatory landscape.

Mr. Phan Le Thanh Long, Director and CEO of VIOD, presented CG trends in 2025, drawing from the
latest ASEAN Corporate Governance Scorecard (ACGS) 2024 assessment. He also outlined suggestions
for the Vietnam Listed Company Awards (VLCA) 2025 evaluation criteria and offered practical
recommendations for enterprises to adopt global governance best practices through the Vietnam
Corporate Governance 50 (VNCG50) Scorecard.

During the “How Can Businesses Innovate Their AGMs?" panel discussion, industry leaders exchanged
perspectives on strategies for compliance with new regulations while proactively adapting to meet
market and investor expectations. The panel featured representatives from top-ranked VNCG50
companies, HDBank and HSC, alongside SSC and HOSE representatives.

VIOD extends our heartfelt gratitude to all participants for their engagement and contributions. We
also deeply appreciate the generous support from Tien Phong Plastic JSC (NTP) and Binh Son Refining
and Petrochemical JSC (BSR), whose partnerships helped make this forum a success.
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“How Can Businesses Innovate Their AGMs?” Panel Discussion | February 27, 2025
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VNCG50 WORKSHOPS:
PRIORITIES FOR BUSINESSES IN 2025

The Vietnam Corporate Governance 50 (VNCG50) Scorecard was officially launched by VIOD at the 7th
Annual Forum (AF7) on December 5, 2024, along with the recognition of top-performing companies
that met the VNCG50 assessment criteria as “Pioneering Enterprises Committed to Advancing
Corporate Governance Quality in Vietnam”.

Building upon the achievements of AF7 and VNCG50, VIOD organized the VNCG50 workshop:
“Priorities for Businesses in 2025"” on January 07, 2025, in Ho Chi Minh City and on January 09,
2025, in Hanoi. These workshops aimed to connect and facilitate deeper discussions among potential
businesses committed to adopting VNCG50 practices — Corporate Governance beyond compliance.
Through these sessions, businesses gained valuable insights into critical areas of focus when adhering
to the ASEAN Corporate Governance Scorecard (ACGS) standards and engaged in sharing practical
experiences in implementing good Corporate Governance practices.

V ICD
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VNCG50 Workshop in Hanoi | January 09, 2025
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DIRECTORS TALK #19:
BOARD NOMINATION AND EVALUATION

On the morning of January 14, 2025, in Hanoi, Directors Talk #19 with the theme of Board Nomination
and Evaluation was successfully held. The event brought together Corporate Governance experts,
board members, and business leaders for in-person and online participation to discuss practices,
challenges, and solutions related to Board Nomination and Evaluation.

Lawyer Ha Thu Thanh,
Chairperson of VIOD,
delivered an  insightful
presentation on Corporate
Governance trends in 2025
and beyond. She emphasized
the essential role of Board
Nomination and Evaluation
processes, as well as the
importance of establishing
a Nomination Committee
to enhance corporate
performance. Besides, Mr. Vu
Quang Thinh, CEO of Dynam
Capital, board member of
VIOD, illustrated the critical
importance of building a diverse, specialized, and adaptable board capable of navigating rapid
changes in today’s dynamic business environment.

Lawyer Ha Thu Thanh, Chairperson of VIOD
presenting at Directors Talk #19 | January 14, 2025

A special highlight of the event was the official launch of VIOD's publication: Board Nomination
Handbook. Developed based on Vietnam's current regulations, OECD's Corporate Governance
principles, and expert materials, it provides principles and procedures tailored to specific business
contexts, promoting Corporate Governance beyond compliance.

Qe vieD

BE CU THANH VIEN
HOI DONG QUAN TR}
B Cim Nang Danh Cho HBQT

Directors Talk #19 in Hanoi | January 14, 2025
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CHAIR CLUB'’S SPRING NETWORKING DINNER:
A PROMISING START TO THE YEAR

The Chair Club’s Spring Networking Dinner was successfully held on the evening of February 27, 2025,
marking an inspiring start to the new year.

Guest speaker Susanna Hasenoehrl, representing SAP Asia-Pacific, delivered a compelling perspective
onthe evolving digital transformationlandscape. She highlighted the integration of Artificial Intelligence
(Al), Enterprise Resource Planning (ERP), and Sustainability into corporate strategy, emphasizing their
crucial role in driving business success.

Ms. Ha Thu Thanh, Chairperson of VIOD and Chair Club, introduced the club’s key initiatives and
strategic direction for 2025. Members actively engaged in discussions, sharing insights on enhancing
operational effectiveness, expanding influence, and proposing initiatives to foster sustainable
business growth.

Beyond being a New Year gathering, the event provided a valuable platform for members to exchange
ideas, strengthen networks, and explore future collaboration opportunities. With Chair Club members'
continued commitment and support, VIOD firmly believes that together, we can elevate Corporate
Governance and ESG standards, enhance business value, and contribute to a more sustainable market.

Chair Club’s Spring Networking Dinner | February 27, 2025
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FACIS NETWORKING & APPRECIATION EVENTS:
A JOURNEY OF SHARING KNOWLEDGE AND
CREATING VALUES

On the evening of January 07, 2025, in Ho Chi Minh City, and January 09, 2025, in Hanoi, VIOD, in
collaboration with the International Finance Corporation (IFC), hosted the Facis Networking &
Appreciation Event. The event marked the conclusion of a remarkable journey of sharing knowledge
in 2024 while setting the stage for new aspirations in 2025.

Inawarm and intimate setting, these events were a special occasion for VIOD to express deep gratitude
to our esteemed facilitators and panelists, who have continuously accompanied us to share their
expertise and inspire the business community. As pioneers in the field of Corporate Governance, they
act as bridges to disseminate core values of transparency and sustainability. The events also provided
a platform to connect, exchange experiences, and collaboratively shape strategic directions for 2025
— ayear poised to bring further advancements in Vietnam'’s Corporate Governance landscape.

Facis Networking & Appreciation Event in Hanoi | January 09, 2025
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THE BUSINESS CASE FOR

BOARD GENDER DIVERSITY

{4

Companies that overlook half of the
world’s population overlook half
of the world’s talent. To compete
effectively, we need to reflect the
diversity of the world in which we,

and our clients, live and work.
Sheila Penrose Fotolia,
Chair of the Board Jones Lang LaSalle

IFC's 2019 Board Gender Diversity in ASEAN report
found that companies with a higher proportion of
women on their boards are generally associated
with greater financial performance, measured

through both ROA and ROE. On average, ASEAN
companies that had boards with more than 30
percent female membership had an average
ROA of 3.8 percent, compared to 2.4 percent
for companies with no women on the board.
Similarly, companies with more than 30 percent
female board membership had an average ROE
of 6.2 percent, compared to 4.2 percent for
companies with no women on the board. A Credit
Suisse analysis indicated that companies with at
least one woman on the board had generated a
compound excess return of 3.5 percent per year
for investors since 2005, compared to companies
where the boardroom was entirely male.

MAKE BETTER DECISIONS FOR BETTER RESULTS
@ Women on board leads to better company performance Having gender equality in the
— boardroom makes companies 20% more likely to improve their performance, according to

the United Nations International Labour Organization (ILO).

DEEPER UNDERSTANDING OF CUSTOMERS
Women directors helps companies gain a better understanding of their female customers
(who account for about 70% of global consumer demand and control over 28 trilion dollars

in annual spending).

IMPROVE BUSINESS MANAGEMENT
Boards with women are more likely to focus on non-financial performance indicators such

as customer satisfaction and corporate social responsibility, and are better able to monitor
board accountability and authority, leading to improved corporate governance.

RECRUIT AND RETAIN TALENT

According to the ILO, the presence of women is a plus for talent recruitment, helping to
attract and build the loyalty of the best professionals, converting them into improvements

in creativity and innovation.

A7 ETHICAL MANAGEMENT AND MORE RESPONSIBLE

The ability of women to solve problems more comprehensively than mon is very useful for

management departments, especially in crisis situations.

Source: VIOD research

w LL =

Having higher proportions of women on boards
can also provide other numerous benefits to
companies, including diversity in decision-making,
better corporate governance, understanding
of consumers, talent attraction and retention,
ethics and responsibilities management, as well
as the creation of a more transparent working

Innovate expose new market
opportunities

Promote transparency to improve
Corporate Govermance.

ENVIRONMENT MANAGEMENT

VIOD DIRECTORS BULLETIN

environmentandimprovementsinenvironmental,
social, and governance (ESG) standards.

Notably, boards with more women tend to achieve
the following six key competencies of business
leaders to achieve global goals.

Women leaders bring a long-term
Perspective to future growth.

Collacborate to drive systemic
change.

ENVIRONMENT MANAGEMENT /

05 Promote environmental stewardship

to address risks related to climate
change

Encourage facilitation to expand Ug

development benefits for everyone.

Source: VIOD research

Reference:
IFC (2019). Board Gender Diversity in ASEAN.
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BOARD GENDER DIVERSITY
IN VIETNAM LISTED COMPANIES

Gender of Chairs/CEOs in 2024

Percentage of Companies with
Female Directors in 2024

66%+

33-66% H
[ female directors I» femalezg:rectors
. 21%
18% of companies '
have a female
Chair/CEO
[ |
82% of companies
have a male
Chair/CEO 0-33%
female directors No female
35% director
42%
Percentage of Female Chairs/CEOs . . . .
by Market gapitalization Over the Years Percentage of Companies with Female Directors in 2024

34.0%

50%

44%

21.1% 21.0%

31%30%

9%

1% I 0.2%0.0%

0%

Big Mid Small No female 1 female 2 female 3 female 4 female 5 female
director director director director director director
EY2022 mY2023 mY2024
m Male Chair ® Female Chair

Source: 2024 Vietnam Listed Company Corporate Governance Assessment Report conducted by VIOD for Vietnam Listed Companies Awards (VLCA) 2024.
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WOMEN IN THE BOARDROOM:

PROGRESS AND BARRIERS

Gender parity on boards will be elusive without
greater focus and action

The business case for diversity has been
established for some time. Companies with
more diverse boards have shown that they tend
to perform better financially." What's more,
organizations that are more diverse as a whole
with respect to gender—from top executives and
board members to managers and employees—
tend to outperform those that are less gender-
diverse.

What remains in question, however, is this: With
women still underrepresented on company
boards globally, why aren't organizations and
investors doing more to realize the benefits that
diverse boards bring?

The eighth edition of the Deloitte Global
Boardroom Program’s Women in the boardroom: A

Figure 1

When could parity be achieved?

global perspective finds that women hold less than
one-quarter of the world's board seats (23.3% in
2023).

Continued efforts from a wide range of
stakeholders have indeed yielded some positive
results toward achieving gender parity: Since
2022, the number of women on boards has risen
3.6%, and the timeline toward achieving parity
has dropped by seven years (figure 1).

However, despite the number of initiatives around
the world to increase the number of women
serving on boards, progress isn't happening
quickly enough. If this rate of change were to hold
steady, it is unlikely that gender parity on boards
will be reached before 2038—and possibly later.
And, there is no clear path to gender parity in the
board chair role.

Women in the Boardroom series, by edition and publication year

Years 6th edition

2052
35

30

25

20

2018

Source Deloitte Global analysis.

ﬂ;'g?fge deloitte.com/insights

[1]1 Credit Suisse, “Credit Suisse Gender 3000 report shows
women hold almost a quarter of board room positions
globally,” press release, September 28, 2021.

[2] Morgan Stanley, “Gender diversity keeps paying dividends,"”
March 7, 2023.

7th edition
2045

8th edition
2038

2021 2023

For parity to become a reality, a wide range of
stakeholders will need to devote greater focus
and action to enable corporate boards to more
accurately reflect the societies in which they
operate. And boards themselves will need to
continuetotake actionand ask the right questions.

Government action has driven impact at the
board level

One thing that has become apparent is that
government action yields results. Five of the
top six countries with the highest percentage of
women serving on boards in our study have some
sort of mandatory quota legislation, ranging from
around 33% (Belgium and the Netherlands) to
40% (France, Norway, and ltaly). And continued
government initiatives in the United Kingdom,
through the use of targets, for example, (the
2011-2015 Davies Review!®! and the 2016-2020
Hampton-Alexander Review!¥), have also borne
fruit: Women now hold over 40% of FTSE100
board seats in the United Kingdom® and over
34% of all board seats in our sample. Similar
efforts in Australia, through voluntary targets
and disclosures,’® have also moved the needle—
women's representation on Australian boards has
more than doubled since 2014 (15% to 34%). Yet
the recent political climate in some geographies
may be starting to waiver on diversity, equity, and
inclusion initiatives, which could challenge this
momentum.

Concerns that quotas drive “overboarding”
may not hold water

Some have criticized the practice of implementing
gender quotas and targets for boards because
they fear it would result in the same small circle
of women being “overboarded”: being asked to

[3] Financial Times Stock Exchange (FTSE) Women Leaders,
“The Davies Review 2011-2015," accessed February 28,
2024.

[4] FTSE Women Leaders, “The Hampton-Alexander Review
2016-2020," accessed February 28, 2024.

[5] FTSE Women Leaders, FTSE Women Leaders Review:
Achieving gender balance, February 2024.

[6] ASX Corporate Governance Council, Corporate governance
principles and recommendations, 4th edition, February
2019; Australian Institute of Company Directors, 30% by
2018: Gender diversity progress report, 2018.
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serve on a large number of boards.”! To assess
this concern, in 2014, Deloitte Global developed
the “stretch factor,” a research tool that measures
the average number of board seats an individual
holdsin a particular market. The higher the stretch
factor, the more seats are held by any single
director in a given market. This year's stretch
factor remains unchanged for both women (1.30)
and men (1.17) at the global level.

While there is no magic number of board seats
an individual director should hold, the geography-
level data shows that the movement to increase
gender diversity on boards has not caused
the kind of overboarding that some may have
feared. Of the 20 geographies with the highest
stretch factor for women, only four were in a
geography with quota legislation for publicly
listed companies. In Norway, the first country to
introduce gender quota legislation for boards,
the stretch factor has steadily declined from 1.15
in 2014, falling to just 1.04, well below the global
average. While variations at the geography level
do exist, it appears the initial fears have not come
to fruition.

Investor voting policies are also motivating
action

Government action alone is insufficient to reach
parity. Investors need to remain vigilant in setting
expectations around gender diversity, despite
recent changes in the political climate and the
number of matters competing for investor
attention.

In looking at the voting policies of over 100 large
investors, Deloitte Global® found that two-thirds
of UK and US institutional investors had a voting
policy that set a target for gender diversity.

These proxy voting policies may also be creating
impact in some markets. In the United Kingdom,
for example, the appointment rate for women on
FTSE100 boards stood at 47% in 2023, up from

[71 Alina Dizik, “Do quotas for corporate boards help women
advance?,” Chicago Booth Review, June 15, 2015.

[8] Deloitte, “Key trends in investor voting policies from the
2022 (AGM) season,” accessed February 28, 2024.
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just 30% in 2017.”! In the United States, in 2023,
across the Russell 3000, 38% of newly joining board
members were women.!"" Recent subtle language
changes in these proxy voting policies, though,
may signal a softening of investor expectations.
It is important that investors remain clear on
their diversity, equity, and inclusion expectations
for the companies in which they invest.
Continued improvement is needed to change the
mathematicalimplications of currentappointment
patterns: As long as men hold the majority of
board seats and continue to gain the majority of
new board seats, parity will continue to be elusive.

Figure 2

Doing the work: Across regions, particularly
Europe, more and more women are chairing
board committees

While no country eclipsed the 45% mark for
womenservingonboardsinthe sample, inseveral,
women held a majority of board committee seats
or committee chair roles (figure 2), particularly in
Italy and France.

More than 40% of European compensation
committee chairs are women. Comparing
compensation committee chair figures in
Europe to those in the United States reveals

Doing the work: Across regions-especially in Europe-more and more women are chairing

board committees

Where organizations have a majority of women committee chairs, by committee

Audit Govermance

Nomitation Compensation | Risk

segon |

550 _ s0%

France _ o [ 5

_
Ireland _ 510
New Zealand_ 53% _ 57%
Norway _ s
UK _ 59%

Source Deloitte Global analysis.

Deloitte

nsights | deloitte.com/insights

[9] FTSE Women Leaders, FTSE Women Leaders Review.
[10] 50/50 Women on Boards, Gender Diversity Index: Fourth
quarter 2023 key findings, accessed February 28, 2024.

stark differences. Women hold a majority of
compensation committee chair roles in the United
Kingdom, Italy, France, and Ireland. In the United
Kingdom, women hold nearly 60% of these chair
positions; in the United States, that figure drops
to 27%.

While it is encouraging to see women leading
in these positions, more progress needs to be
made in leveraging these committee chair roles
to ascend to the board chair role.

Among chair and CEO roles, the glass ceiling
seems impenetrable

While quotas and targets may help diversify
boards, they do not seem to have the same effect
on chair and CEO roles. Perhaps surprisingly, five
of the top seven countries for women chairs do
not have a quota for women serving on boards.
Even more striking, 17 of the top 20 countries for
women CEOs do not either.

Globally, the percentage of women chairingboards
is nearly three times lower than the percentage
of women serving on boards, with just 8.4% of
the world's boards being chaired by women. The
numbers are low even in countries with gender
quotas. For example, while Norway and France,
which were among the first governments to
introduce quota legislation (in 2005 and 2010,
respectively) are both now approaching parity
in the boardroom, fewer than 13% of these
women directors have ascended to the chair role.
Germany and Switzerland, where quotas were
introduced more recently, have women chairing
boards at less than a 5% rate.

When it comes to the highest executive roles,
women's representation drops even further:
According to our research, only 6% of CEOs in
the world are women, representing just a 1%
increase from our previous edition. Indeed, in 13
of the geographies in our sample, the number of
women CEOs is less than 3%. At the current rate
of change, global parity for CEOs wouldn't be
reached until 2111—almost 90 years from now.

Since many companies prefer to recruit board
members with CEO experience, these numbers
do not paint an optimistic outlook for pipeline
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development. Companies need to expand their
skills profiles to further diversify their boards while
shoring up critical skill gaps. As Hina Nagarajan,
managing director and chief executive officer,
United Spirits Limited (Diageo India); member
of the Global Executive Committee, Diageo PLC;
and board member, BP PLC, said," “In a world
where consumers for most companies are moving
ahead in such a fast manner, we've got to look at
the connection with consumers, digital sawviness,
skill sets other than experience on boards, and we've
got to take that leap of faith bringing the right skill
sets irrespective of age, previous experience, etc. |
think boards need to rethink their whole recruitment
strategy.”

Male chairs are making a difference. In 2016, we
found that companies with a woman chair or CEO
have boards that are nearly twice as diverse with
respect to gender (~29% women on boards) as
those with a male chair or CEO (~15% women on
boards). However, today, while that gap still exists,
it is shrinking. Companies with a woman chair
are now only 1.4 times more diverse than those
with male chairs (32.9% vs 22.9%, respectively).
The numbers are nearly identical when looking at
female CEOs and the number of women serving
on their boards as compared to male CEOs (35.3%
vs 23.0%, respectively). While there is still serious
work to do, progress, regardless of the gender of
the leader, is possible.

What is the financial services industry getting
right?

Our research shows that, in 30 of the countries
analyzed in our sample, the financial services
industry was the first or second most gender-
diverse industry in that market—nearly double
that of the next highest industry.

Why is the financial services industry leading the
way in so many of these markets? Deloitte US
research on the industry may reveal some clues.
Over the past decade, more women have been
added to financial services industry’s C-suites

[11] See page 21 in the full report.
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than men.'? As boardroom gender diversity in 1.

financial firms has also increased during that time
span, we may be seeing a virtuous cycle play out
across the industry in real time.

Over the past five years, women are also joining
financial services' C-suites through nontraditional
C-suite positions!™ three times as fast as
traditional C-suite roles." The research finds a
“multiplier effect” exists: For each woman added
to the financial services industry's C-suite, there's
a positive, quantifiable impact on the number of
women in senior management roles a level below
the C-suite.

However, the current rate of progress may not
be sustainable: Women's representation in senior
leadership and next-generation roles has grown
at a slower rate than the C-suite, suggesting
that the pipeline of future leaders may shrink in
the coming years. Organizations in the financial
services industry—and beyond—will need to
double their efforts to build the pipeline of future
women leaders so that progress can be sustained
and enhanced into the future.

Boards are critical change agents

Today, board agendas are more packed than
ever before—and the challenges and emerging
areas boards need to keep abreast of are only
increasing. As organizations aim to build more
equitable and balanced boardrooms and C-suites,
with real diversity of thought, directors need to
remain focused on gender parity to advance
progress. Key advice for boards as they continue
to probe whether, and to what extent, they and
management are doing enough to drive change,
includes:

[12] Alison Rogish, Neda Shemluck, Samia Hazuria, and Patty
Danielecki, “Advancing women leaders in the financial
services industry, 2023 update: A global assessment,”
Deloitte Insights, June 8, 2023.

[13] Roles classified as nontraditional or emerging are those
that typically report to another C-level role or have been
created over the last two decades, such as chief digital
officer, chief diversity and inclusion officer, and chief
sustainability officer.

[14] While actual role titles vary across institutions and
geographies, traditional roles are those that typically
report to the CEO or to the board, such as chief financial
officer, chief marketing officer, or chief operating officer.

Don’'t default to historic experience
profiles in selecting board members. Do
we have the right mix of experiences, skills,
and backgrounds to position ourselves to
succeed in light of the complexities of today?
To what extent do we, as a board, play it safe
with respect to selecting our board or C-suite
candidates? Do we default to narrow searches
of candidates with a historical record of prior
CEO experience, or are we willing to take
risks to find leaders of the future? How much
emphasis do we place on previous executive
or board roles compared to skill sets,
capabilities, leadership, and business acumen,
which may be inadvertently excluding a range
of high-quality women candidates?

Get creative in building governance
experience. What creative solutions can
management and the board deploy to provide
more opportunities for women to gain
governance experience? Have we considered
placing high-potential candidates on boards
of our subsidiaries or other entities to fuel not
only our own board and C-suite pipelines, but
also corporate pipelines more broadly?

Regularly interrogate your pipeline data
and progress. Are we spending enough time
challenging our data and outcomes? How fast
are women being added to our C-suites? Are
our pipelines advancing women at the same
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rates as men? Are we losing women leaders
at critical junctures in the pipeline?

These areas are only a start, and boards cannot
go at it alone. Business leaders in all markets will
need to commit to collaborating on these matters;
sharing their challenges as well as their successes,
having the courage to ask difficult questions, and
doing their part to help accelerate the timeline for
achieving gender parity in the world’s boardrooms
and C-suites.

Reference:

Marks, A., Edelman, K., & Tracey, K. (n.d.). (2024,
March 06). Women in the boardroom: A global
perspective. Deloitte Insights.
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DEI IN 2025: EXPANDING WORKPLACE

DIVERSITY BEYOND GENDER

Diversity, Equity, and Inclusion (DEl) are core
business imperatives shaping organizations
around the world. Moving into 2025, companies
are increasingly prioritizing DEl strategies,
recognizing that diverse and inclusive teams
not only foster innovation and adaptability
but also drive financial growth and strengthen
brand reputation. As organizations see the
increasing demand by prospective employees,
DEl strategies are evolving with renewed urgency
and complexity.

This article highlights the latest DEI statistics
and upcoming trends for 2025, showcasing

Globalization of DEI standards:

Various regions around the world are
implementing DElI compliance measures to
ensure fair treatment and representation in
the workplace. In the European Union (EU),
directives mandate gender balance on corporate
boards and transparency in pay to reduce wage
disparities. The United Kingdom's Equality Act

the progress organizations have made and the
challenges that remain. Despite developments
made in recent years, there are many areas of
DEI that require more work globally. The World
Federation of Advertising ran a Global DEI census
with responses coming from 91 countries. Of these
respondents, 50% agreed that DEI has improved
in the workplace since 2021. This split response
highlights the disparity in the implementation
of DEI in companies worldwide, something that
is being addressed with the addition of DEI
compliance measures.

enforces anti-discrimination measures and
requires organizations with over 250 employees
to report gender pay gap data annually. In the
United States, the Equal Employment Opportunity
Commission enforces anti-discrimination laws,
while federal contractors must meet affirmative
action targets. These measures reflect a global
shift toward greater accountability, transparency,
and equity across markets.

DEI for business:

DEI initiatives are not only an ethical imperative
but a strategic business driver. Data shows that
diverse companies are 70% more likely to capture
new markets, highlighting the connection between
inclusion and market expansion (Edume). This is
reflected in the view of 96% of business leaders
studied by Edume, who agree that DEl-focused

VIOD DIRECTORS BULLETIN

learning can support long-term competitive
advantage in their companies. Despite this, many
European companies are not committing to DEI
initiatives and lag in their DEI performance, with
an average DEI Index score of only 5.69 out of 10,
within this Switzerland is rated highest with an
average of 6.0 (EY).

MR B et P conarmiornt”
’A"A"R’R’R’R’R’R’A"A‘ diversity as a positive force in
lnﬂ\ﬂ\ﬂ\ﬂ\ﬂ\ﬂ\ﬂ\ﬂ\/ﬁ\ the workplace, with 87%

acknowledging that cross-
'R'R'R'R/Nﬂvnﬂﬂﬂ generational learning enriches

AMAR

2025 DEI trends:
Diversity in gender, race, and ethnicity

DEl initiatives addressing diversity in gender, race,
and ethnicity have made progress in recent years,
yet still have many areas for improvement. This
is shown in Deloitte's study of Fortune 500 board
members. The study found that in the last decade,
the representation of women and individuals from
underrepresented racial and ethnic backgrounds
on Fortune 500 boards rose by 67%. Despite this
positive change, they also state that 55.3% of the
Fortune 500 board seats are held by white men.
They also noted that by 2060, Hispanic Americans
will represent nearly 30% of the U.S. population,
yet they currently hold fewer than 5% of corporate
board seats.

Diversity is not just an issue when entering a
company, but it can also affect upward mobility.

their work experience.

Employees from ethnic and cultural minority
backgrounds stated that they lack optimism
regarding their career opportunities, with 43%
expressing concern about advancement (EY).
Aligning with this, EY added that only 34%
of managers surveyed in Europe belong to
underrepresented groups. There are many
benefits to a diverse leadership team. Companies
in the top quartile for gender diversity in executive
roles are 25% more likely to have above-average
profitability than those in the lowest quartile
(McKinsey).

Generational diversity

As the workplace evolves, generational diversity
has emerged as a powerful assetfor organizations.
Gen Zis the most racially diverse yet, bringing new
perspectives that reflect global demographics
(PEWResearch). Millennials, known for their tech-
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savvy and collaborative approach, are projected
to make up 75% of the global workforce by
2025, reinforcing the need for companies to
adapt to generational expectations and values
(Purdue). 89% of people surveyed by Forbes
view generational diversity as a positive force
in the workplace, with 87% acknowledging that
cross-generational learning enriches their work
experience. Embracing generational diversity
and fostering environments where employees
can learn from each other creates a pathway to
enhancing workforce satisfaction and a culture of
shared learning.

Pay equity

The European Commission has created a directive
focused on “pay transparency” to close the gender
pay gap across member states. This directive
requires employers to provide pay information,
ensure pay audits, and allow workers to access
pay level data. It was formalised in June 2023,
with member states having 3 years to bring it into
practice. There has been a slight improvement
between 2023 and 2024 in Europe, with the
gender pay gap being 18.6% in 2023, and 18.2% in
2024 (Figures). It also mandates that companies
with at least 250 employees report annually on

any gender pay gap. Similarly, the U.S. has the
Equal Pay Act of 1963, which mandates equal pay
for equal work, regardless of gender. Individual
states have also enacted their own laws. Despite
this, Forbes Advisor reports that women earn
16% less than men on average. They also add that
The Centre for American Progress projects that
gender pay equity won't become a reality until
2056. This gender pay gap is highest at 21.6% in
the banking, insurance, and finance industries
(Figures).

Talent attraction

Workforce diversity is also a powerful draw
for talent, as 76% of job seekers view a diverse
workforce as critical in their employment decisions
and would view it as a factor when evaluating
potential jobs and job offers (Glassdoor). Frank
Starling, VP of DEI for Cannes Lions, commented
on the Global DEI Census: “This data reinforces the
need for organizations to align DEI more closely
to their business strategy” (WFA). These statistics
show the value in investing in DEI learning at all
levels equips organizations to address these gaps,
attract top talent, and foster a culture of growth
and innovation.

Accessibility inclusion

Accessibility and  inclusion are integral
components of DEI initiatives and are expected
to be a leading trend in 2025. There are over a
billion people globally living with some form of
disability (Forbes), businesses that fail to address
these needs risk restricting their access to a
broader pool of talent and limiting the diversity of
skills and expertise available to their organization.
Despite these figures, only 25% of employees with
physical or mental disabilities report a sense of
belonging in the workplace, compared to 39% of
employees without disabilities (EY).

In 2024, CIPD released a report on Neurodiversity
in the Workplace, shedding light on the current
state of neurodiversity awareness and inclusion.
The report found that 60% of employers surveyed
prioritize neuro-inclusive practices within their
organizations. However, 31% of organizations
acknowledged that neurodiversity is not formally
addressed by HR, senior leaders, line managers,
or employee resource groups. The managers
surveyed expressed a clear need for specialized
training on neurodiversity, with only 46% feeling
confidentintheir ability to support neurodivergent
individuals effectively in the workplace. The trend
of incorporating accessibility and inclusion into
onboarding and training processes is on the rise.
According to Paradigm, 51% of organizations
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now provide training for leaders on how to foster
inclusive team environments.

Data-driven DEI strategies

Advancements in artificial intelligence (Al) are
enabling organizations to adopt a more data-
driven approach to tracking DEl progress and
setting measurable goals. By 2025, a growing
number of companies will use Al and machine
learning to monitor DEI outcomes, identify
disparities, and automate compliance processes.
According to The IA, 65% of organizations that
collect DEI data report a better understanding of
their workforce demographics, while 60% indicate
that these metrics help foster a more inclusive
environment.

This data-driven approach provides a significant
advantage to large enterprises, allowing them
to calculate key metrics that were previously
difficult to assess. For example, 20% of companies
surveyed by Paradigm have established race and
ethnicity representation goals and actively track
progress against these targets. Additionally,
71% of companies surveyed by The IA collect
data on four or more DEI attributes. Adopting
a data-driven approach to DEIl strategy not only
facilitates alignment with organizational goals
but also enhances accountability and measurable
progress across the company.

8 Data shows that diverse companies

are 70% more likely to capture new

markets, highlighting the

connection between inclusion and

g market expansion.

@ INTUITION
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The need for comprehensive DEI strategies in 2025 is becoming more critical. Companies that
proactively embrace DEI, backed by continuous learning initiatives, are positioning themselves not only
as ethical leaders but also as industry innovators. DEl is a core element that drives talent acquisition,
enhances employee satisfaction, and fosters long-term business success. To fully realize the benefits
of a diverse, equitable, and inclusive workplace, organizations must prioritize ongoing education and
development at all levels. By prioritizing DEI in 2025, organizations will build a foundation for ongoing
growth and success.

Reference:
Byrne, H. (2024, December 17). 2025 DEI trends: Diversity in the workplace insights. Intuition.
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THE BACKLASH AGAINST DEIL: DATA, Al, AND
THE CHANGING LANDSCAPE

Increased scrutiny about the field of diversity,
equity, andinclusion (DEl)hasreached afever pitch
over the last year, with companies like Walmart,
Boeing, Harley-Davidson, and Lowes among
others, rolling back their DEI efforts and initiatives.
The re-election of Donald Trump will likely resultin
further blows to workplace DEI efforts, as Trump

and his allies vow to end “woke” practices like DEI
trainings and hiring initiatives aimed at increasing
the number of underrepresented employees.
How will this current iteration of DEI as we know it
be impacted by the rapidly changing climate and
a new administration? This article explores four
DEI predictions to prepare for in 2025.

Focus on metrics

With the DEI pushback that will continue into
2025, many DEIl practitioners will orient their
work on metrics. Despite the DEI noise, numbers
don't lie, and quantitative data will be a powerful
tool to reveal disparities in the workplace and
will help organizational leaders identify areas
where interventions are needed. Questions
that will emerge include 1. Are employees of all
backgrounds being hired and promoted at the
same rates within the workplace? 2. Are there
any disparities in employee pay among different
demographic groups? 3. What percentage of
employees from underrepresented groups
partake in professional development programs
compared to their counterparts? 4. Do all
employees have equal access to mentorship
and sponsorship programs? This new season of
DEI will include more of a focus on metrics and
guantitative data, and practitioners will adjust
and adapt to center metrics in their efforts.

Companies will lean into Al

Although Al could never replace subject matter
experts, organizations and institutions will lean
more on Al tools to assist with DEI interventions.
Al can assist with many DEl-related efforts
including reviewing job descriptions to ensure
no biased language, helping human resource
professionals to assess for pay equity, analyzing
employee hiring and promotion data to check
for disparities, and reviewing exit interview data
to evaluate patterns and trends. In 2025 and
beyond, more workplaces will lean on Al tools for
their DEI efforts but Al tools must have guardrails
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and continue to evolve; more conversations about
the bias and anti-blackness baked into Al systems
are necessary.

More collaboration amongst practitioners

With the pushback being felt by DEI practitioners
across the industry, many practitioners and
subject matter experts (SMEs) will seek community
and collaboration with each other to brainstorm
and strategize how to overcome the current DEI
resistance and think of innovate strategies to push
DEI forward. Although DEI resistance is not a new
phenomenon, many practitioners who entered
the space post-George Floyd may be struggling
to figure out how to continue to lead the charge
in such a divisive climate. SMEs and practitioner
collaborations can lead to transformative
solutions for approaching DEl work and navigating
the impending hurdles and obstacles.

Employee-led activism will increase

Ifimplemented, Project 2025 will threaten worker

| BELONGING 4

rights and severely limit employees' ability to
unionize. More and more employees will be
using their voice to advocate for themselves and
others and to drive workplace shifts and changes.
As organizations and institutions continue to
eliminate. DElinitiatives and programs, employees
will figure out ways to strategize and to demand
interventions that support their growth, wellbeing
and development, including flexibility and remote
work options, development opportunities, and
pay equity.

DEI will never die - no matter what DEl is called, its
need and utility will never go away despite right-
wing attempts to kill it. Employees will continue
to use their power, influence and voice to band
together and ensure that efforts are being made
to create a safe, fair and equitable workplace in
2025 and beyond.

References:

Gassam Asare, J. (2024, December 23). 4 predictions
that will shape the future of DEI in 2025. Forbes.

INCLUSION
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HOW BOARDS CAN DRIVE DEI:
STRATEGY, OVERSIGHT, AND ACCOUNTABILITY

Well-run diversity, equity, and inclusion (DEI)
initiatives can yield many benefits, including
improved talent attraction and retention
rates, better decision-making through diverse
perspectives, and stronger relationships with
customers, clients, and suppliers. On the other
hand, poorly resourced DEI efforts can put a
business at risk and hinder progress.

What separates the good from the bad?
Organizations that lead in DEI devote meaningful
energy from a strategic perspective by aligning
DEI with business strategy, dedicating sufficient
resources, and emphasizing accountability. Simply
hiring a chief diversity and inclusion officer is far
from enough. Where should boards begin and
what questions should they ask to best steward
the company’s DEI efforts?

First, boards should have a solid grasp of
the organization’s current DEI systems,
infrastructure, and planned road map.

e What is the current DEIl infrastructure?
What investments are required to succeed?
In which areas do we face challenges? To
answer these questions, boards could review
internal and external resources, such as
environmental, social, and governance reports
and reporting trend data on gender, race, and
ethnicity across the organization. They can
also do a deep dive into hiring, promoting, and
departure data, along with company values.
Additionally, they can understand the decision-
makers who facilitate change and the tools
and analytics needed for support. A consumer
goods company's human capital committee
engaged in this discovery process and learned
that the organization had only allocated half
the time of one full-time employee to DEI
issues, without staff or any data analytics help.
This sparked a deeper board-management
conversation about appropriate resources
and objectives, leading to adding a team that

meaningfully elevated analytics capabilities
and accelerated the organization’s ability to
drive results.

¢ What is the current framework for talent
practices and recruitment strategies? Does
the company have processes to ensure diverse
candidate slates, diverse interview panels, and
targeted candidate sourcing? Likewise, boards
caninquireaboutDEltrainingand development
initiatives at different stages of an employee’s
journey, such as during onboarding, ongoing
company-wide  programs, manager or
leadership training, talent assessments, and
leadership calibration that emphasizes DEI
behaviors.

e What is the organization's measurement
capability? How does the company measure
progress both quantitatively and qualitatively?
How deeply and broadly does the organization
measure its diversity statistics? What's the
right cadence of management discussions
with the human capital committee or board
to ensure an understanding of measures and
progress? These insights and measurement
trends could help an organization determine if
its DEI strategy works.

e Do performance management systems,
promotion frameworks, and incentive plans
reflect the company’'s DEI commitment? In
other words, is the organization demonstrating
commitment with tangible outcomes? If not,
what needs to be changed?

Second, boards must understand the current
and aspirational corporate culture.

o Is there a culture of accountability for DEI?
A clear understanding of who owns different
aspects (e.g., philosophy and strategy;
development of policies, programs, and
processes; outcomes; and progress) is crucial.
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e Does the organization have a culture of
feedback loops, grounded in psychological
safety, that allows leaders to openly unpack
what is working and what isn't?

e How involved are leaders below the senior
team? What's the role of business unit leaders
and managers in executing clear objectives
and building inclusive cultures and subcultures
on their teams?

¢ Arethereopportunities for grassroots ideas
at local levels to pilot strategies and share
best practices, successes, and failures as
learning for the broader organization?
For example, an organization might partner
with a local nonprofit that works to provide
education, training, and work experience for
underprivileged youth and create an internship
program that would lead to an entry-level
pipeline. One investment management firm we
worked with found more success in retention
rates from these targeted programs when
compared to typical university hiring.

Finally, boards can examine and optimize their
ongoing support and oversight of DEI efforts.

Semler Brossy's 2023 ESG + Incentives research
found that 55 percent of S&P 500 companies
have diversity and inclusion metrics in
executive incentives. Boards should encourage
management to present a DEl strategy, along
with best metrics, processes, and a definition of
success, and together agree on an approach to
regularly review progress against these defined
objectives. Additionally, they can do the following:

e Consider how the DEI topic appears on the
board or committee agenda. Is it annually in
the form of a report on statistics, or are there
various topics throughout the year that go
deeper?

e Determine if this topic has been delegated
to a committee. If so, are the audit and risk
committees also tackling this topic? How is
the entire board also ensuring support for this
work?

e Ask if directors are sharing DEI learnings and
challenges. Are experiences from other boards
coming into the conversation? Would the
organization benefit from more collaboration
among directors across peers and industries
to create more dynamic change?

e Ensure directors create appropriate urgency
among management to make the needed
organizational changes. How developed is the
DEI pillar in the CEO's or corporate goals, if at
all? Boards can add a regular agenda item for
management to present their DEl priorities
and progress to increase the prominence of
the issues.

e Engage more deeply with business leaders
to understand progress and offer support.
Boards ahead of the curve typically invite
division leaders to regularly discuss diverse
talent planning and building inclusive cultures.
They also share challenges and successes. This
illustrates board commitment to and support
for the topic and helps boards understand
how well-equipped the leaders are in the DEI
space.

To steward meaningful change, boards should
understand underlying dynamics, examine the
employee life cycle, and engage with management.
By investing in the necessary infrastructure and
talent practices, and fostering accountability and
feedback, boards and management can accelerate
progress. Regularly reviewing objectives and
metrics and ongoing board involvement will
ensure that DEl efforts remain prioritized and
yield tangible outcomes. By adopting these best
practices, boards can effectively champion DEI
initiatives and facilitate meaningful organizational
change.

Reference:

Jones, B., Natapova, A., Gray, C., & Soledad, C. (2023,
August 16). Board oversight of diversity, equity,
and inclusion. National Association of Corporate
Directors.
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