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Once potential candidates for board positions have 
been  identified current members should be 
challenged on how they can help with their 
development needs, such as mentoring. Board-level 
skills can be developed through roles on subsidiary 
boards or as non-executive directors elsewhere. 

5. Challenging conventional wisdom

Rapid technological change and new disruptive 
business  models challenge the more traditional 
approaches of many established businesses. 
Companies need to consider the impact of this on 
their board and look at a wider pool of candidates in 
order to identify people with the skills needed for 
them to meet the challenges they face in this new 
environment.

Consider appointing directors with an understanding 
of ‘new’ technology who have the agility to manage 
the related opportunities and risks that are vital to 
success. Alternatively, consider setting up an 
advisory body – composed of independent individuals 
with expertise in specific fields – to advise the board 
on areas such as technology and innovation. 

Even without technological expertise, board 
members still need to be able to 'ask the right 
questions' and just as important, 'understand the 
answers', in order to be capable of contributing 
across the range of issues the board faces.

6. Setting the tone from the top.

When considering the composition of the board (and 
senior management team), nominating committees 
need to be cognizant of the key role played by such 
individuals in both determining and sustaining the 
desired corporate culture. Does the nominating 
committee explicitly consider culture and values 
when developing its succession plans and whether 
potential candidates exhibit the desired culture? Any 
new director or senior executive should understand 
the purpose of the organization. Only then can they 
ensure that the organization’s values, strategy and 
business model are aligned to it. 

7. Managing the committeecomposition 

The composition of a nominating committee will 
depend on the particular circumstances of the 
organization and its future strategy. Where 
necessary, knowledge and capability gaps can be 
filled (in part) by expertise from within the company 
(head of HR, head of talent) and/or external 
recruitment specialists (head hunters). 

For boards which do not have nominating 
committees comprising majority 
independent directors, steps should be taken to 
ensure appropriate coordination and dialog takes 
place between board committees, and in particular 
between the nominating committee and the 
remuneration committee – both of which need a 
grasp of performance and reward.

8. Increasing transparency for investors

The CG Code recommends disclosing the process for 
the selection, appointment and reappointment of 
directors, including the criteria to identify and 
evaluate potential new directors and channels used 
in searching for appropriate candidates. It also 
recommends disclosing how the board, board 
committee and director evaluations have been 
conducted and the identity of any external facilitator 
that has been involved.

Investors are increasingly interested in the activities 
of the nominating committee as greater transparency 
around succession planning and board evaluations 
can help build trust and confidence that the board 
has a structured approach and addresses 
underperforming directors. 

9. Building board capabilities

Board development is a vital component that keeps 
the board well-informed, engaged and energized, so 
that directors can effectively discharge their fiduciary 
duties. To ensure that directors have ongoing 
opportunities to develop their skills and knowledge, 
the Board should develop a policy and criteria for 
directors' development. 

Note that first-time appointees on boards of listed 
companies must undergo training in the roles and 
responsibilities of a director of a listed issuer as 
prescribed by the Singapore Exchange. If the director 
has prior relevant experience and training is viewed 
as not required, the nominating committee must 
disclose the basis of its assessment. 
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