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Board Evaluation Processes 
 

Board evaluation processes help governing Boards determine how well they are carrying out their 
responsibilities and identify strategies to develop areas that need improvement. 

The objective of a Board evaluation and self-assessment is to help the Board improve its own work, 
and to move the Board to the next level of performance. 

The purpose of a Board evaluation and self-assessment is to allow Board members to better 
understand their own roles and responsibilities and how they can more effectively fulfill their 
obligations. 

The evaluation process can develop the Board’s team building skills, provide a structure for problem 
solving, and increase accountability within the organization. 

In our experience of facilitating many Board evaluations, the main instigators of Board evaluation 
processes are the Chair (usually if there is an issue they want to bring out), the CEO (usually when it 
is part of a general governance update process) and sometimes funding agencies or key stakeholders 
(usually in response to a perception of underlying governance problems). 

About the Process 
Board evaluations are typically based around Directors rating themselves, or the Board as a 
collective, or rating both themselves and the collective Board. This rating is done on a series of 
questions related to their responsibilities and functions as a Board. The results of this self-rating are 
then compiled and analysed, usually by an experienced external governance facilitator, and a report 
delivered to the Board. 

Covered in the Board evaluation should be: 

• Clear knowledge of the Organization's Mission and Purpose 
• Engage in Strategic Process  
• Foster a conscious culture 
• Board work program 
• Strategic thinking skills of Board and CEO 
• Ensure Sound Risk Management Policies 
• Support the CEO and Review CEO's Performance 
• Relationship between Board, CEO and Staff 
• Enhance the Organization's Public Image 
• Carefully Select and induct new Board members 
• Individual Board member Self-Evaluation 

One of the most common complaints about Board evaluations is that they did not result in any, or 
many, changes. One of the key strategies we use that helps keep the Board focused is to develop a 
Board work program that specifies which recommendations are to be undertaken, who is 
responsible for ensuring that it occurs, and when that recommendation should be implemented. 
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This provides a formal accountability and project plan for the Board, which is more likely to result in 
the recommendations being actioned. 

If you choose to undertake a Board evaluation, firstly conduct a governance audit, ask for evidence 
of ratings as part of the evaluation, and implement a Board work program based on the 
recommendations. These three strategies will assist in your Board extracting the most value from 
the evaluation process. 
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The Problem With Board Evaluations 
By: Steven Bowman 
Copyright 2008 by Conscious Governance. 
All rights reserved. You may forward this in its entirety to anyone you wish. 

Board evaluations are becoming more commonplace as Directors seek ways to become more strategic, make 
better decisions and be seen to be undertaking best practice governance. Most Boards who undertake an 
evaluation process do so from a place of wanting to be even better at what they do, although some individual 
directors are less than enthusiastic about being part of an evaluation process. In our experience of facilitating 
many Board evaluations, the main instigators of Board evaluation processes are the Chair (usually if there is an 
issue they want to bring out), the CEO (usually when it is part of a general governance update process) and 
sometimes funding agencies or key stakeholders (usually in response to a perception of underlying governance 
problems). Whilst the reasons for undertaking Board evaluations vary from Board to Board, there is one major 
underlying problem with most of the Board evaluations that we have reviewed. 

Board evaluations are typically based around Directors rating themselves, or the Board as a collective, or rating 
both themselves and the collective Board. This rating is done on a series of questions related to their 
responsibilities and functions as a Board. The results of this self-rating are then compiled and analysed, usually 
by an experienced external governance facilitator, and a report delivered to the Board. The major problem with 
this type of Board evaluation is that Board Directors are rating themselves. This often leads to Directors rating 
their skills as high (sometimes low), with no evidence to support that rating! 

We have seen numerous examples where Directors have rated themselves highly in most evaluation areas, yet 
evidence suggested that they were, in fact, not functioning well in these areas. Some of the more common 
situations (and we have seen these many times) include: 

Evaluation Question: How effectively did the Board deal with statutory reporting, compliance and legal matters 
such as constitutional review and compliance with relevant legislation? 

Rating by Directors (5 point scale): average 4.8/5, range 4-5 Yet…… No evidence of formal statutory reporting 
framework, no compliance schedule, constitutional review not conducted in past 5 years, and the constitution full 
of antiquated articles that excluded electronic meetings or notices. 

_______________________________ 

 

A common example 

Evaluation Question: How effectively did the Board contribute to development of and review the implementation 
of strategy 

Rating by Directors (5 point scale): average 4.6/5, range 4-5 Yet…… No evidence of a strategic plan being 
approved by Directors, strategic plan not embedded into agenda of Board, Board minutes do not reflect 
discussion and decisions around agreed strategies, reports of staff not reflecting the Strategic Plan, Key 
Performance Indicators of the CEO not reflecting elements of the Strategic Plan, Annual Report not using the 
strategic plan as one means of reporting accountability, no formal or informal process for Board to regularly 
review assumptions behind the strategic plan. 

So, what can you do? We recommend three strategies to overcome this problem. 
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Strategy 1: Conduct a Strategic Governance and Operations audit. 
One of the most powerful techniques we have developed is what we term a Strategic Governance and 
Operations audit, which is conducted in conjunction with the Board evaluation. An independent person (usually 
the evaluation facilitator) spends some time in the appropriate offices, usually with the CEO and/or General 
Manager, investigating the key areas that are the focus of the Board evaluation, looking for evidence of Board 
processes, Board compliance and operational issues that directly affect the governance of that organisation. 

For example, you would seek evidence of processes and best practice in at least the following areas: Legal: 
Constitutional review, compliance schedule. Strategy: Strategic Plan exists, signed off by Board, Board agenda 
reflects key strategies, Board minutes reflect strategic discussion, CEO KPIs reflect key strategies, performance 
management system for staff reflect impact of strategic plan, stakeholder communications reflect elements of 
strategic plan, Annual Report utilises strategic plan, risk management plan in place, Board risk policy in place. 
Accountability: Board succession planning protocols in place including formal skills analysis, Board induction 
program in place, formal Board charter, formal charters for Board committees, CEO KPIs in place, relevant Board 
policies signed off and regularly reviewed, Board evaluation protocols, annual Board work plan. Culture: 
Performance management system in place for staff, culture and team processes, financial benchmarks and 
controls, CEO and Chair/Board relationships. 

When looking at these areas, we have found it useful to identify whether the policies or procedures actually exist 
and address the key issues, whether they are documented and communicated, and whether they are in operation 
and applied consistently. This information is then used to cross check with Board members evaluation ratings 

Strategy 2: Construct the Board Evaluation so it asks for evidence that 
supports the ratings 
The typical Board evaluation only asks Directors to rate themselves and/or the Board according to agreed 
questions, usually in an electronic survey. These surveys almost invariably never ask for evidence that supports 
their rating. Even evaluations that consist of face to face interviews often only investigate Directors perceptions, 
without digging into evidence that might support those perceptions. We have developed Board evaluations that 
ask Directors to provide both evidence for their rating, and also what remedial action they perceive might be 
expansive for them and the Board to consider. The responses to these questions are fascinating, especially when 
they are matched to the Strategic Governance and Operations audit results. 

The format of a Board evaluation might look like the following: 
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Some of the responses we have had from Directors regarding their view of evidence includes: 

Question: How effectively did the Board provide external accountability to its stakeholders? 

Rating by Directors (5 point scale): average 4/5, range 2-5 

Evidence provided to support rating: Financial reporting by accountants provides all the accountability we 
need 

Evidence from audit: There was no formal mechanism for monitoring stakeholder perceptions, and a 
stakeholder survey conducted as part of the Board evaluation showed that stakeholders viewed the Board as 
being operational with no strategic vision or accountability. Stakeholders rated this as 1.5/5 

_______________________________ 

Question: How effectively did the Board identify and monitor key risks that could impact on its ability to achieve 
its strategic plan 

Rating by Directors (5 point scale): average 4.3/5, range 3-5 

Evidence provided to support rating: "We are all very conscious of risk issues" 

Evidence from audit: No risk management plan, no agreement on key risks, no risk management policy, no risk 
analysis for any project, no evidence of any risk related discussion from Board minutes 

Strategy 3: Develop a Board work program based on the Board 
evaluation results 
One of the most common complaints about Board evaluations is that they did not result in any, or many, 
changes. One of the key strategies we use that helps keep the Board focused is to develop a Board work 
program that specifies which recommendations are to be undertaken, who is responsible for ensuring that it 
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occurs, and when that recommendation should be implemented. This provides a formal accountability and project 
plan for the Board, which is more likely to result in the recommendations being actioned. 

If you choose to undertake a Board evaluation, firstly conduct a governance audit, ask for evidence of ratings as 
part of the evaluation, and implement a Board work program based on the recommendations. These three 
strategies will assist in your Board extracting the most value from the evaluation process. 
Board evaluations are becoming more commonplace as Directors seek ways to become more strategic, make 
better decisions and be seen to be undertaking best practice governance. Most Boards who undertake an 
evaluation process do so from a place of wanting to be even better at what they do, although some individual 
directors are less than enthusiastic about being part of an evaluation process. In our experience of facilitating 
many Board evaluations, the main instigators of Board evaluation processes are the Chair (usually if there is an 
issue they want to bring out), the CEO (usually when it is part of a general governance update process) and 
sometimes funding agencies or key stakeholders (usually in response to a perception of underlying governance 
problems). Whilst the reasons for undertaking Board evaluations vary from Board to Board, there is one major 
underlying problem with most of the Board evaluations that we have reviewed. 

Board evaluations are typically based around Directors rating themselves, or the Board as a collective, or rating 
both themselves and the collective Board. This rating is done on a series of questions related to their 
responsibilities and functions as a Board. The results of this self-rating are then compiled and analysed, usually 
by an experienced external governance facilitator, and a report delivered to the Board. The major problem with 
this type of Board evaluation is that Board Directors are rating themselves. This often leads to Directors rating 
their skills as high (sometimes low), with no evidence to support that rating! 

We have seen numerous examples where Directors have rated themselves highly in most evaluation areas, yet 
evidence suggested that they were, in fact, not functioning well in these areas. Some of the more common 
situations (and we have seen these many times) include: 

Evaluation Question: How effectively did the Board deal with statutory reporting, compliance and legal matters 
such as constitutional review and compliance with relevant legislation? 

Rating by Directors (5 point scale): average 4.8/5, range 4-5 Yet…… No evidence of formal statutory reporting 
framework, no compliance schedule, constitutional review not conducted in past 5 years, and the constitution full 
of antiquated articles that excluded electronic meetings or notices. 

_______________________________ 

A common example 

Evaluation Question: How effectively did the Board contribute to development of and review the implementation 
of strategy 

Rating by Directors (5 point scale): average 4.6/5, range 4-5 Yet…… No evidence of a strategic plan being 
approved by Directors, strategic plan not embedded into agenda of Board, Board minutes do not reflect 
discussion and decisions around agreed strategies, reports of staff not reflecting the Strategic Plan, Key 
Performance Indicators of the CEO not reflecting elements of the Strategic Plan, Annual Report not using the 
strategic plan as one means of reporting accountability, no formal or informal process for Board to regularly 
review assumptions behind the strategic plan. 

  

_______________________________ 

This article may be distributed or reproduced as long as the copyright and an active URL is included. 
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Board Policies 
Board policies are designed to help CEOs, Boards, and staff leaders advance their organizations, make better 
collective decisions, and guide individual actions and behaviors. Board policies generally deal with the 
organization as a whole, establishing fundamental principles as a basis and guide for later action.  Board policies 
are intended to be enduring rather than responses to a particular issue. Procedures are occasionally part of 
Board policies when such procedures bring clarity to the nature of the principle. More often, procedures are 
developed and refined administratively. 

Board policies should be focused on the key strategic, ethical and compliance issues that the board is 
responsible for. A sample list of these policies is provided below. Listed companies will have further policies 
required by various stock exchanges and regulatory authorities.  
 
 
Strategic 

* Developing Board policies 
* Board skills and succession planning policy 
* Board induction policy 
* Delegations of authority policy 
* Investment policy 
* Risk management policy 
 
 
Ethical 

* Code of Conduct policy 
* Board/staff communications policy 
* Public relations policy 
* Sponsorship policy 
* Whistle-blower policy 
 
 
Compliance 

* Equal employment opportunity policy 
* Occupational health and safety policy 
* Conditions of employment policy 
* Grievance procedures policy 
* Privacy policy 
* Harassment policy 
* Conflict of Interest policy 
 
 
for listed companies 

* Remuneration policy 
* Continuous disclosure policy 
* Investor relations policy 
* Insider trading policy 
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Questions to ask your Board about Board Policies 

* Where is the register of our Board policies kept? 
* What is the cycle for reviewing Board policies? 
* How do I know that Board policies are being followed? 
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Board Succession Planning and Skills Analysis 
 

One of the key roles of any Board is to continually ensure that it has the right set of skills, talents and 
attributes represented in its Board members. There is an increasing demand for highly qualified, 
dedicated, conscious and aware directors who truly add value to the organization. Failure to attract 
these people to the Board can lead to damaged careers, disillusioned Boards, lack of direction, 
disaffected funding bodies, puzzled constituents, and even the demise of the organization. 

A conscious Board will develop a succession plan that provides guidance on identifying and sourcing 
potential Board members who can fulfill key requirements. This succession plan helps appoint new 
directors quickly in a structured manner, and the Board can continue its business without disruption, 
meeting any business challenges that are encountered. 

 

When developing the succession plan for directors, the key questions to be asked include: 

• What are these skills, talents and attributes that our organization requires? 
• How do we find people with these skills, talents and attributes? 
• Once we have found the people, how do we attract them to our Board? 

 

Identifying skills, talents and attributes. 

How do we know what are the skills, talents and attributes we require on our Board? Firstly, the 
organization's constitution will provide some structural requirements. The constitution will typically 
specify how many directors are to be appointed by the Board, how many are to be elected by the 
voting members, details of any requirements for independence of the director, and how many 
directors have a Board position based on organizational or sectorial representation. 

It is crucial, however, to match the method by which a person gets on the Board (elected, appointed 
or representation) with the organization's required set of skills, talent and attributes. 

Best practice in developing a succession plan involves developing an inventory of current directors' 
skills, talents and attributes that are then matched against the requirements of the organization. 
Identifying the requirements of the organization will involve a mix of the professional skills that 
make up a high performance Board (accounting, legal, strategic etc), the talents that Directors will 
be required to use (eg networking, questioning skills, non-judgmental, conscious awareness etc), and 
the attributes that each director represents (male/female, age, ethnicity, geographic location etc). 

 

Succession Planning As a Committee Role 

The responsibility for succession planning often falls to a specific Board committee, often called the 
nominations, succession planning or governance committee. Typically, this committee is responsible 
for: 
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• Developing a continuous list of eligible Board candidates 
• Interviewing potential candidates 
• Recommending candidates to the full board 
• Ensuring each new Board member receives induction and training. 

 

Questions to ask your Board about Board Succession Planning 

 

• Do we have a formal approach to Board succession planning? Have we agreed on our 
required Board Skills, Talents and Attributes? 

• Do we have agreed strategies for identifying potential directors? 
• What role should our CEO have in Board succession planning? 
• How do we attract high quality directors to our Board? 
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 Board Charters 
Board Charters are documents that set out the job description and overall role of the board — from the 
composition, purpose, role, and responsibilities to job descriptions for committees — reminding Board members 
that they are part of a group with authority over, and liability for, the organization. 

To govern consciously, the Board needs to have a Board charter that clearly outlines roles, responsibilities, 
ethical expectations and operational details of the Board. This enables Board members to have a shared 
understanding of how the Board works. This is particularly useful in the Board induction process and Board 
evaluation process. 

The information that goes into a Board charter should include at least the following: 

* Purpose of charter 

* Purpose of the Board 

* Roles and Responsibilities 

* Membership and team 

* Board/CEO relationship 

* Induction and continuing education 

* Board performance 

* Conflicts of interest 

* Access to management 

* Access to independent professional advice 

* Confidential information 

* Board Culture 

* Reporting 

* Review of charter 

* Publication of the charter 
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Board Induction Strategies 
Board Induction is essential to ensuring that new Board members become productive 
contributors to the Board as quickly as possible. 

A well designed Board induction process will help to ensure that new Board members are aware of their roles 
and responsibilities and to understand the organization’s objectives and operations. It will assist new Board 
members to more easily grasp the processes, procedures and aims of the organization, which will in turn help to 
boost their confidence and decision making. 

Most induction programs for Board members only include a series of organizational papers. These papers 
typically include the constitution, board minutes, organizational charts, the last annual report, strategic plan, 
governance policies and procedures, maybe a governance handbook, and possibly copies of the past financial 
statements. The major problem with this type of induction program is that it almost solely relies on the Director 
reading masses of information that are primarily historical in nature. Whilst these documents are essential to 
bring the director up to speed with information, there is also the risk that the director will not be ready to 
contribute to the discussions and decision making of the Board. This unwillingness to contribute can often be 
attributed to the director feeling they do not understand the culture of the Board, or that they are unsure of what 
they need to know or ask. 

A more strategic and conscious Governance Induction program focuses on the key behaviors and attributes that 
are required to be a conscious and aware Board member who truly adds value to the  Board. It focuses on the 
key elements that are required by the Board for the director to add value. It introduces the notion of being a 
conscious leader by inviting the director to increase their awareness as a leader, and by providing tools for them 
to choose this increased awareness and enhanced decision making. The process of decision making is 
explained, and the types of values and expectations of the Board are highlighted. The key roles of the Board are 
discussed and what these mean in terms of expectations of the director. The key legal requirements of the 
director are discussed, and particularly what this means in terms of behaviour and expectations of the Board. The 
induction program should also include the facility for the director to self-assess their knowledge in key areas, and 
to seek further clarification and knowledge where needed. 

A number of Board induction programs include a mentor system, where a new director is mentored for the first 12 
months with a director who has been on that Board for a number of years. Sometimes a senior staff person is 
allocated as staff mentor. The organizationally experienced mentor assists the new director to quickly grasp the 
key values and decision-making processes of the Board, and provides feedback to assist the new director in 
contributing from the very first Board meeting.  
 
 
Questions to ask your Board about Board Induction 

* Do we have a formal Board induction program? 

* What are the key expectations of the Board? 

* What are the critical documents I must read in the first three months? 

* Does the Board have a formal mentor system to assist new directors? 

* Who are the key people I need to meet? 
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Board Subcommittees 
The most common Board committees are the Finance and Audit committee (sometimes called the Finance 
committee), the Board and CEO Appraisal committee (sometimes called the Governance committee, or the 
Succession Planning committee, or the Remuneration committee), and the Compliance committee (sometimes 
called the internal audit committee, or the audit and risk committee). 

They have three distinct roles that are true governance roles. All other committees are typically operational 
committees (e.g. member, education, conference etc. committees), and should report through the CEO to the 
Board (if required) 

 

Finance and Audit Committee Sample Charter 

The Finance and Audit committee (“the committee”) of the Board of xxx (“the organisation”) will have the 
oversight responsibility, authority, and specific duties as described below. Composition 

The committee will comprise the Vice President Finance who shall chair the committee and 2 Board members as 
determined by the Board, and the Chief Executive Officer as an invited guest with no voting 
rights. Responsibility The committee is a formal committee of the Board, and is responsible to the Board. Its 
primary function is to assist the Board in fulfilling its oversight responsibilities with respect to 
 
1. Reviewing and providing analysis of the financial reports including but not limited to the Statement of Financial 
Performance (Profit and Loss), Statement of Financial Position (Balance Sheet), rolling cash flow statement, 
investment reports and retained earnings 

2. Recommending the appointment and remuneration of external auditors 

3. Reviewing the audit of the organisation’s books and records, and any subsequent management matters that 
arise from the auditors management letter, 

4. Reviewing the system of internal controls that the organisation has established. The committee should have a 
clear understanding with the outside auditors that they must maintain an open and transparent relationship with 
the committee, and that the ultimate accountability of the outside auditors is to the Board and committee. The 
committee will make regular progress reports to the Board. 

5. Recommending the appointment of insurance brokers 

6. Reviewing the adequacy of insurance arrangements 

7. Receive and assess any complaints regarding auditing or accounting matters, including complaints from those 
who wish to remain anonymous 

8. Review risk rankings, treatment plans and compliance breaches of key risks 

 

  CEO and Board Appraisal committee sample charter 
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The Board and CEO Appraisal committee (“the committee”) of the Board of xxx (“the organisation”) will have the 
oversight responsibility, authority, and specific duties as described below. Composition The committee will 
comprise the President who shall chair the committee and 2 Board members as determined by the Board, and 
the Chief Executive Officer as an invited guest with no voting rights. 

Responsibility The committee is a formal committee of the Board, and is responsible to the Board. Its primary 
function is to assist the Board in fulfilling its accountability responsibilities with respect to the Board and the Chief 
Executive Officer. The committee is responsible for: 

1. Developing and implementing a Board Appraisal on an annual basis, or as otherwise decided by the Board. 

2. Developing and overseeing a Board member Induction program 

3. Developing and implementing a Board Succession Plan 

4. Identifying and providing any relevant Professional Development required by the Board to fulfil its 
responsibilities 

5. Establishing and monitoring performance measures for the Chief Executive Officer 

6. Developing a succession plan for the Chief Executive Officer position 

 

Compliance committee sample charter 

The Compliance committee (“the committee”) of the Board of xxx (“the organisation”) will have the oversight 
responsibility, authority, and specific duties as described below. 

Composition The committee will comprise the Vice President who shall chair the committee and 1 Board 
member as determined by the Board. 

Responsibility The committee is a formal committee of the Board, and is responsible to the Board. Its primary 
function is to assist the Board in fulfilling its legal and operational compliance responsibilities. The committee is 
responsible for: 

  

1. Developing processes for and implementing an Internal Audit Plan to review agreed processes (e.g. OH&S, 
risk management, fraud control, and equal opportunity) 

2. Ensuring that all Board policies and relevant operational policies are in place and are being followed. 

3. Developing and monitoring a compliance schedule that ensures all legal (statutory and regulatory) 
requirements are fulfilled. 

4. Monitoring and providing recommendations to the Board based on the Chief Executive Officers annual 
compliance report 
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Advanced Board Governance 
There has been an increasing emphasis in the past few years on developing governance frameworks that will 
ensure sustainability of organizations. The background to this emphasis has been the public scrutiny arising from 
governance related debacles such as the corporate meltdown of companies that includes Enron, Worldcom, 
Parmalat, HIH and OneTel, the tarnishing of the reputations of companies such as United Way, The Smithsonian 
INstitute, NRMA, Coles Myer and National Australia Bank, and the increased interest from regulators that has 
resulted in the Sarbanes-Oxley Act and various international Stock Exchange Corporate Governance guidelines. 

One of the major issues facing Boards today is the tendency towards prescription and conformance with 
governance systems, rather than conscious governance that adds value to the organisation. A sophisticated and 
thorough compliance and governance system is only as useful as the people who are responsible for that 
governance. In other words, no amount of compliance or governance systems will compensate for Board 
members who do not consciously govern! 

The processes of governance and the systems that Boards should put in place are well documented. It is now 
time to move on to the delivery of the insight, passion, enthusiasm, excitement and energy that should be the 
right of every Board, and the contribution of every Board member. 

Today’s members and stakeholders are increasingly holding companies responsible for a company’s 
performance, which has lead to a shift in ensuring companies have truly strategic governance and an ethical 
strategy in place to guide core organisational activities. Business ethics can determine the security of an 
organizations profits and reputation in the market place, as well as act as a source of business driven innovation. 

With all the corporate collapses of high profile companies locally and globally, questions are being asked. How 
far do directors responsibilities go? Is it now acceptable to confine contribution purely to financial matters or 
extend beyond professional codes and legal responsibility to ethical ones? Yet all too often, deficiencies in 
corporate governance are only discovered after companies file for bankruptcy. Advanced Board Governance is 
about asking what would it take to conduct business even more profitably, asking the right questions, creating 
expansive decisions, and being open to strategic possibilities. This is the gift of governance.  

 
 
Advanced Board Governance Strategies 

Our innovative points of view about governance describe ways that Boards and Board members can add value to 
the organizations they serve with conscious awareness. 

Governance issues include the way an organization is structured, operated and controlled in order to achieve 
long term strategic goals, appropriate returns to the members and stakeholders, and good customer and 
employee relations. 

Advanced Board Governance Strategies should consider the following 

* Background to Emphasis on Governance-why is it so high profile? 

* The Essence of Conscious Board Leadership 

* Who can be a conscious leader? 

* Being Conscious 
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* Conscious Leaders 

* Unconscious leaders 

* Anti-conscious leaders 

* Becoming a Conscious Leader 

* The Way You Think: Prosperity vs Scarcity 

* Key Tools for Strategic Decision Making 

* Board Authority and Leadership 

* What is a Director? 

* Constitution 

* Accountability 

* Board Evaluation 

* Responsibility (to the public) 

* Role of the Board 

* Board time allocation checklist 

* Skills and Resources 

* Induction Process 

* Board Committees and Structure 

* Finance/Audit 

* Succession Planning/Nominations 

* Compliance/Internal Audit 

* Operational Committees 

* What Is Risk? 

* The role of Governance and Risk 

* Strategic Planning Skills for the Board 

* Strategic plan preparation checklist 

* Strategic Board Meeting Agenda to focus the Board 

* Measuring the Implementation of Your Strategic Plan 
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* Governance: Best Practice 

* What Board members need to know about finance-Profit and Loss, Balance Sheet, cash flow, investments, 
retained earnings and key ratios? 
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Attributes of a Conscious Board member: 
These eight attributes will add immense value to the Board, and all Board members have the ability to 
use these attributes, if they choose.  
 
These key attributes have been identified as the signposts to demonstrable consciousness as an individual who 
would add value to the governance process, and should form an integral part of the development process for 
potential Board members. 

Attribute 1: The ability to ask probing questions. Look for evidence and examples that the Board member 
understands and has used the three principle types of Board questions in previous organizations: Strategic (Why 
are we doing this, how expansive will this be for our organization, and how does it fit within our vision and 
strategic plan); Ethical (are there any issues of rights, obligations, fairness or integrity in what we plan or do) and 
Compliance (what does our constitution and relevant law require from us) 

Attribute 2: The conscious seeking of truth. Look for evidence and examples that the Board member is not 
easily influenced by others, is not dependant on a collegial atmosphere, and has sought independent verification 
of information provided to them. 

Attribute 3: A willingness to accept intuition. Look for evidence and examples that they have used their 
intuition and knowing to assist in making a decision, rather than acting only on other people’s information and 
assessments. 

Attribute 4: An understanding of risks and consequences. Look for evidence and examples that risk analysis 
is an integrated component of the decision making process of the Board member, and that they view risk as 
strategic opportunity, not a compliance issue. 

Attribute 5: Automatically considers multiple scenarios. Look for evidence and examples that multiple 
possible futures are considered, and that “what if...” is a common filter. 

Attribute 6: Willingness to confront facts and mistakes. Look for evidence and examples that there is a 
willingness to confront facts, without taking a fixed point of view or filtering out the information that is 
uncomfortable, and the fortitude to identify and correct mistakes. 

Attribute 7: Ownership of performance targets. Look for evidence and examples that there has been 
ownership of performance targets (e.g. strategic plan outcomes) for the Board and organization, and evidence of 
actions taken to ensure those targets were reached. 

Attribute 8: Custodian of the Vision. Look for evidence and examples of the Board member acting as 
custodian of the vision of the organization, and utilising the key intents of the Vision as a filter for decision making 
and resource allocation. 
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