
Top Takeaways 

Best Practices and Trends in Board Evaluations 

1. Board evaluations assist in improving board effectiveness. 

Board evaluations serve as an effective corporate governance tool because they create the basis for meaningful dialogue on 
the board’s relationship with management, board processes, board refreshment, skill sets needed, board responsibilities, 
committee effectiveness, composition and leadership, culture, and governance structure and practices.  Board evaluations 
also allow directors to identify board deficiencies, which ultimately helps refocus the board’s priorities going forward.  Based 
on feedback received, the board can establish its goals and objectives for the next year.    

2. The evaluation process should start informally. 

If you have not conducted board evaluations in the past, you should start the process through informal one-on-one or group 
discussions.  Starting the process in an informal manner will help the board get comfortable with self-evaluation.  Third-party 
independent facilitators or outside legal counsel can assist in starting the process and crafting formal evaluations going 
forward. 

3. There is no “one size fits all” approach when selecting an evaluation method. 

The three most common forms of board evaluations are (a) questionnaires (long-form or short-form), (b) personal interviews 
and (c) facilitated discussion.  Generally, short-form questionnaires are preferred to long-form questionnaires because they 
contain open-ended questions that prompt specific feedback.  While questionnaires are the most common method used, 
personal interviews are gaining prevalence because they serve as an engaging way for directors to submit more specific and 
useful feedback.  To prompt more meaningful discussion when conducting personal interviews, you should provide directors 
with the topics that will be covered prior to the interview so that they are prepared to provide specific feedback.  Overall, you 
can use a combination of any one or more of the methods to complement your board’s dynamics.   

4. Choose a method that elicits candid responses. 

It is important that the evaluation method or methods you choose will promote candid answers.  Candid answers will result in 
rich and constructive feedback.  Some directors may feel more comfortable with the anonymous nature of questionnaires, 
whereas other directors may feel more comfortable answering questions in a personal interview format.  Whatever method 
you choose, it is important to promote collegiality and discourage confrontation. 

5. Care should be taken when selecting the point person to conduct personal interviews.  

The success of personal interviews will depend in large part on who is in charge of conducting the interview.  For purposes of 
engaging in candid dialogue, it is best to select an individual that directors will feel comfortable with.  You should avoid 
regularly rotating the person in charge of the interview because consistency is key to producing meaningful results.   

6. Avoid evaluation fatigue. 

Using the same evaluation method will likely result in board complacency.  You should frequently change the method of 
evaluation or combine various forms of evaluations to challenge the board and elicit useful feedback.  Similarly, you should 
regularly update questionnaires to address new topics and pre-identified areas of desired improvement.   



7. When dealing with performance issues, you should identify a point person to help communicate constructive 
feedback.  

Performance issues with a director are best handled by a single point person, which may be the chairman, the lead director or 
the chair of the governance committee.  The point person should start by engaging in informal dialogue with the director.  This 
informal dialogue can start with the circulation of a skills matrix where directors can evaluate their own strengths and 
weaknesses.  The skills matrix can serve as a talking point, which will make it easier to have a conversation with the director 
about areas that need improvement.  When dealing with performance issues, you should consider whether the director needs 
coaching, additional educational opportunities or other support.   

8. The evaluation process should be ongoing. 

Conducting a formal evaluation each year helps the board develop goals and objectives for the next year.  However, the 
evaluation process should not start and stop with the formal evaluation.  After each board meeting, you should take active 
steps to gather informal feedback from directors.  Brief one-on-one conversations with each director can help you improve 
board meetings and agendas going forward.  In addition, this type of informal feedback will allow you to be proactive rather 
than reactive by uncovering real issues in real time. 

9. Post-evaluation, you should follow up with directors and create an action plan. 

Post-evaluation, it is important to orally communicate and summarize key findings to the full board.  You should identify a 
strategy for implementing change to address board deficiencies and generate improved governance.  As a way to improve the 
next evaluation, you should follow up with individual directors to see what topics they would like covered.  

10. Do not assume board evaluations are privileged. 

Board evaluations are among the most sensitive information a company can possess, and you should not assume that they 
are privileged even if conducted by counsel.  To avoid being discoverable in litigation, you should maintain a good document 
retention policy that requires the destruction of written questionnaires, notes and other evaluation materials when the 
evaluation is complete.  When communicating results of the evaluation to the full board, you should generally provide an oral 
report or a high-level presentation.  What is important is what comes out of the evaluation process and the board’s strategy for 
implementing change going forward. 
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