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NACD Compensation Committee Chair and Risk Oversight Advisory Councils

Board Oversight of Human Capital 
Strategy and Risks

In this era of digital transformation, when technology and the skills 
needed to use it are evolving faster than ever before, providing over-
sight of human capital has become a top priority for boards of directors. 
According to the 2018–2019 NACD Public Company Governance Survey, 
directors ranked the “pace of technology disruption” and “key talent 
deficits” in the top half of trends likely to impact their organizations; 
however, directors had low confidence in management’s ability to address 
these trends, with their confidence in these areas ranking in the bottom 
half when compared to other trends.1

Boards are particularly concerned with finding qualified senior talent 
to drive the future of the organization. “We’re finding that evolving strat-
egy requires more and more digital experience, especially at the senior level,” 
said one director. “Our company has a median age in the 50s or late 40s—
just under 65; however, those who are steeped in technology are in their 30s 

1 NACD, 2018–2019 NACD Public Company Governance Survey (Arlington, VA: NACD, 2018), 
p. 12. 
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or early 40s.”2 As boards become more engaged in oversight of corporate 
culture, they are pushing management to create a culture that attracts and 
retains talent capable of carrying out a long-term strategy that incorpo-
rates a strong digital element. 

To address these challenges NACD, Farient Advisors, PwC, and Sidley 
Austin LLP cohosted a meeting of the NACD Compensation Commit-
tee Chair and Risk Oversight Advisory Councils on October 30, 2018. The 
discussion with compensation, risk, and audit committee chairs from 
Fortune 500 companies focused on the board’s oversight of human-capi-
tal strategy and risks, and produced the following three key takeaways:

zz The combination of major shifts in the workforce and the rise 
of emerging technologies will have a transformative impact on 
companies of all sizes and sectors.

zz Boards need to elevate the discussion on human-capital strat-
egy and risk, and clarify oversight responsibilities at the full-
board and committee levels. 

zz Directors should set expectations for management regarding 
human-capital objectives, and use appropriate metrics to mea-
sure success.

The combination of major shifts in the workforce 
and the rise of emerging technologies will have a 
transformative impact on companies of all sizes and 
sectors.

The PwC report Workforce of the future: The competing forces shaping 2030 
outlines five megatrends that will impact the future of the workforce: 
technological breakthroughs, demographic shifts, rapid urbaniza-
tion, shifts in global economic power, and resource scarcity and climate 
change.3 As advances in areas such as robotics, artificial intelligence (AI), 
and automation increase productivity, they will also require an agile, 
reskilled, and likely smaller workforce. To attract and retain younger 
talent with desirable technical skill sets, organizations are highlight-
ing workplace flexibility and mission-driven culture. “Millennials have 

2 This document reflects NACD’s use of a modified version of the Chatham House 
Rule in which the names and institutional affiliations of participants are pub-
lished, but their comments (rendered in italics) are made anonymously. See page  
12  for a list of participants. 

3 PwC, Workforce of the future: The competing forces shaping 2030 (2018), p. 7.

BY THE NUMBERS
A PwC survey of more than 10 
thousand people in the United 
States, China, India, Germany, 
and the United Kingdom found 
the following about the general 
population in these countries:

z● 37% are worried about automation 
putting jobs at risk—up from 33% 
in 2014.

z● 60% think “few people will have 
stable, long-term employment in 
the future.”

z● 25% say their ideal employer is an 
organization with values matching 
their own.

z● 74% are ready to learn new skills 
or completely retrain in order to 
remain employable in the future.

z● 74% believe it’s their own respon-
sibility to update their skills rather 
than relying on any employer.

Source: PwC, Workforce of the future: The compet-
ing forces shaping 2030 (quotes taken from p. 8, 
p. 13, p. 25, p. 31, and p. 35)

https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
https://www.pwc.com/gx/en/services/people-organisation/workforce-of-the-future/workforce-of-the-future-the-competing-forces-shaping-2030-pwc.pdf
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blurred lines about what you get from your employer, your family, and 
the world,” said Comcast executive vice president of human resources 
(HR) William J. T. Strahan. “To be a good employer, you have to help them 
create a good life.” 

Council meeting participants reported that the impact of these trends 
is already beginning to be felt at their companies. “Customer demands 
and the way we interact and serve customers is changing. We took 16 
million fewer phone calls last year than the year before. If you go back 
five years, that’s 100 million fewer calls. Something you did 100 million 
fewer times than five years ago is a dramatic change,” said Strahan. “On 
my boards we’re finding that every strategy has to have a digital component, 
regardless of the industry we’re in,” said one director.

PwC partner and Workforce of the Future leader Carrie Duarte said, 
“Management teams and boards have to ask themselves, how well is 
the organization prepared to cope with rapid change at scale? As we’re 
increasing productivity with technology, does management have a view 
on how much time that will save three to five years from now? Do you 
need to slow down recruiting in certain areas expected to be impacted by 
automation? How many people do you need to train, versus who might 
self-select out that is reticent to change?” A director observed, “We sent 
executives to Silicon Valley to get a crash course on AI to see how it will affect 
jobs in the future—are senior leaders getting in the way or are they embracing 
change? [We need management to] envision what changes are coming and 
where culture needs to go.” 

In addition, investors are placing an increased emphasis on 
human-capital strategy—part of an overall focus on environmental, 
social, and governance (ESG) issues. Meeting participants observed that 
boards need to consider whether they are providing adequate disclosures 
about how they are approaching these changes in workforce trends. “How 
talent factors into the company’s overall strategy, and how the board 
oversees talent strategy, are topics that are very interesting to investors 
these days,” said Farient Advisors founder and CEO Robin Ferracone. 
Executives and compensation committees are asking, ‘What should we 
disclose, and what do we want to disclose, to investors? How much might 
we be obligated to disclose in the future?’” 

Another director framed the issue this way, “On our compensation 
committee we’ve moved from the belief that our shareholders only want to 
know about the top five officers, to the realization that shareholders are inter-
ested in how the board views talent companywide. We can use this as an oppor-
tunity to speak to investors about how the board monitors the connections 
between our culture, strategy, and talent beyond simply the named executives.”



NACD Compensation Committee Chair and Risk Oversight Advisory Councils   4

Appendix A on page 9 contains recent statements about human-cap-
ital strategy by BlackRock, the Council of Institutional Investors, and the 
Human Capital Management Coalition, a group of 25 leading investors. It 
also includes examples of workforce-related metrics from the Sustain-
ability Accounting Standards Board.

Boards need to elevate the discussion on 
human‑capital strategy and risk, and clarify oversight 
responsibilities at the full‑board and committee levels. 

The Role of the Full Board

NACD recommends that oversight of human-capital strategy should be 
the responsibility of the full board, with specific responsibilities allo-
cated to committees as appropriate.4 The full board must receive adequate 
information, however, from the chief human resources officer (CHRO), as 
well as business and functional leaders, in order to fulfill its duties in this 
area. Council participants provided examples of how their boards receive 
information from management about the organization’s human-capital 
strategy, including these:

zz “We ask each division head to talk individually to the full board 
about the human-capital strategy in his or her respective division. 
This gives the board the chance to hear the perspective on succession 
from down within the organization. This also gives us the chance to 
ask questions and hear a point of view aside from the head of HR, 
even though that role is very strong.”

zz “On my board we do a fairly deep dive on human capital once a year 
with the chief people officer. There is a scorecard with a number of 
human-resource-related metrics, such as turnover, and whether it’s 
voluntary, and diversity.”

zz “One challenge of oversight is getting the unvarnished truth and 
getting information from outside of the narrow channel from the 
CEO. Having access to people farther down the line is key. Consider 
mentorships or employee lunches to get this point of view.”

4 NACD, Report of the NACD Blue Ribbon Commission on Talent Development: A Board-
room Imperative (Washington, DC: NACD, 2013), p. 9.

NACD recommends 
that oversight of 
human-capital 
strategy should be 
the responsibility 
of the full board, 
with specific 
responsibilities 
allocated to 
committees as 
appropriate.

https://www.nacdonline.org/applications/secure/?FileID=86659
https://www.nacdonline.org/applications/secure/?FileID=86659
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The Role of Committees

Many directors at the meeting indicated that their compensation com-
mittees are taking a more active role in oversight of talent strategy and 
its implications, including holding management accountable for goals 
related to employee engagement, recruitment, and incentives. One com-
pensation committee chair observed, “Human capital has a special place 
in the compensation committee. You’re looking at performance measures and 
incentives, and short- and long-term investment of shareholder resources into 
the talent base. You are reading employee engagement surveys and discuss-
ing changes to incentives.” Another director reported, “Our compensation 
committee did a review of mission-critical jobs in the company and created a 
list of jobs we needed to keep an eye on, since talent in the 75th percentile can 
be hard to find.”

Audit and risk committees also come into play by overseeing manage-
ment’s approach to mitigating risks stemming from the human-capital 
strategy, including risks related to compliance, culture, and controls. At 
the meeting, directors shared several approaches used by these commit-
tees, including the following:

zz “To understand risks related to incentives, we bring the audit and 
compensation committees together and spend time kicking the tires 
before anything is shared with management.”

zz “Our incentive metrics are tested by internal audit and also 
reviewed by the chief risk officer before any payout decisions are 
finalized.”

zz “We have the risk committee meet with the head of HR and the 
finance committee to discuss unintended consequences of com-
pensation. New metrics may be picked so quickly in order to drive 
transformation—how do you know that you’re not incorporating 
risks into that?”

zz “When my company made an acquisition, we had to ask what talent 
we had to run the new business line. We used the compensation and 
risk committees to do a deep dive on talent during the due diligence 
process, and also for new business launches.”  

Regardless of where talent oversight responsibilities are assigned, 
Council attendees affirmed these responsibilities should be clearly defined 
in charters to avoid confusion. See Appendix B on page 11 for examples of 
committee charters that include human-capital oversight.
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Additional Board Collaboration Practices 

In addition to specific roles for the full board and key committees, direc-
tors also shared more general practices to increase board communication 
on talent oversight:

zz Use cross-committee membership, or committee membership 
rotation, to increase collaboration across the board. “Cross-fer-
tilization among committees is incredibly helpful to stay on top of 
potential risks, including talent and incentive issues,” one director 
said.

zz Organize a meeting with all the committee chairs prior to the 
full board meeting to decide what should be reported out to the 
full board.

zz “Establish an escalation process for if there is a talent-man-
agement crisis—who will be involved in the investigation and 
when should it be elevated to the full board, similar to having 
an incident-response plan for a cyberattack,” said PwC partner 
Paula Loop.

Directors should set expectations for management 
regarding human‑capital objectives and use 
appropriate metrics to measure success.

Council participants discussed how to work with management to set 
human-capital objectives, as well as how to measure management’s 
achievement of those objectives. Human-capital strategy should be 
treated as a cross-departmental and enterprise-wide issue, with the CEO 
or CHRO leading the charge. According to Loop, “Companies need a strong 
CHRO or CEO focused on talent management. Without that it’s hard for 
the board to get in deep.” The board should then set the expectation with 
the CEO or CHRO that HR is collaborating on the human-capital strategy 
with leaders from other functions, such as information technology, inter-
nal audit, and other business units. “Today it is important to look at what 
is coming down the pike,” said Farient Advisors partner and chief oper-
ating officer John Trentacoste. “ESG has become a significant topic for 
investors, and we anticipate that this will become ‘ESG&T’—with aspects 
of technology, cyber, and overall risk playing an important role in most 
companies’ human-capital strategy.” 

Human-capital 
strategy should be 
treated as a cross-
departmental and 
enterprise-wide issue, 
with the CEO or CHRO 
leading the charge. 
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In addition to ensuring collaboration between business functions, 
Council delegates highlighted areas where boards should hold manage-
ment responsible for implementing the human-capital strategy, empha-
sizing that directors should “ask less about the process, and more about the 
outcomes”:

zz Determining the Company’s Future Workforce: Boards should 
ensure the talent strategy looks at least five years ahead, instead 
of only one year out. Boards should ask management to conduct 
a skills inventory and then share the results with the board. 
Duarte asked, “What talent is needed to fulfill future strategy, 
and where will the talent be coming from—inside or outside 
of the organization?” The skills inventory should evaluate the 
current workforce in light of the impact of automation and the 
changing nature of work, and determine if existing learning 
and development programs will be sufficient to reskill current 
employees. Additionally, management should review mis-
sion-critical roles below senior management and include infor-
mation about those roles in reports to the board, specifically 
listing pipelines for replacement of those employees. 

zz Building a Healthy Corporate Culture: Boards should ask division 
leaders to conduct employee surveys and then bring the scores 
on talent and engagement to relevant discussions held in the 
compensation/organization committee, comparing the scores 
to the rest of the company and discussing reasons for discrep-
ancies. At one director’s board, internal audit is specifically 
asked to include culture in its reviews: “In advance of every audit 
they do around the world, the team conducts a targeted employee 
survey via email, asking both about cultural risks and what’s 
working well. That sets the internal audit team up so that during 
their visits they are able to not only conduct reviews about processes 
and controls but also have conversations with employees about the 
mood and atmosphere on the ground.”

zz Promoting Diversity and Inclusion: Several participants reported 
that their boards are emphasizing the importance of workforce 
diversity and asking how management is addressing uncon-
scious bias and blind spots. “We are seeing clients implement 
training on blind spots and also doing ‘neighborhood reviews,’” 
said Duarte. “This means looking at recruiting and other met-
rics within a single business division, and how those metrics 
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compare to other divisions. It’s really about how diversity and 
inclusion are changing the way we work, beyond simply recruit-
ing efforts. Promotion and career paths need to be inclusive, in 
order to get the most out of people investments in this tal-
ent-scarce environment.”

At the meeting, directors discussed incorporating human-capital 
strategy as a component of executive compensation plans in order to 
place further emphasis on its importance. “We have annual incentives that 
[are between] 5 and 10 percent of the total figure and focused around being a 
catalyst for transformation,” one director said. “It’s a way to encourage peo-
ple to use the new technology tools the company has put in place to improve 
self-service and the overall customer experience. We’ve seen great adoption of 
the tools, but beyond that, it’s helped to inculcate an overall philosophy around 
[why technology skills are critical]—and it will pay off for the shareholders for 
years and years to come.”

Conclusion

Management teams in every industry are facing complex challenges not 
only in adopting new technologies to remain competitive but also in 
developing a workforce of the right size and skills to use those technolo-
gies and execute the chosen strategy in the face of transformative change. 
In parallel, directors are integrating human-capital oversight into board-
level discussions and delegating deep dives on talent strategy to appro-
priate committees, informed by relevant data and reports from human 
resources and business leaders. Boards are also designing metrics and 
incentives to ensure that senior leaders are successfully carrying out the 
human-capital strategy and maintaining a healthy culture. For their part, 
investors view human capital as a key component of long-term sustain-
ability and financial performance, and will be on the lookout for relevant 
disclosures from companies indicating that boards and management feel 
the same way. As Comcast’s Strahan put it, “The need to retool the work-
force is greater than ever, but the good news is that our abilities to make 
that change happen are better than ever as well.”

For Further Reading

z● Resource Center on CEO Succes-
sion and Talent Oversight (NACD)

z● Report of the NACD Blue Ribbon 
Commission on Talent Develop-
ment: A Boardroom Imperative 
(NACD)

z● “ESG Shareholder Proposal 
Findings That Will Surprise You” 
(Farient Advisors)

z● Workforce of the Future: The Com-
peting Forces Shaping 2030 (PwC)

z● “Observations on the Future of 
the U.S. Workforce” (The Aspen 
Institute)

z● “The Future of Human Work Is 
Imagination, Creativity, and Strat-
egy” (Harvard Business Review)

z● “Now Fighting for Top Tech 
Talent: Makers of Turbines, Tools 
and Toyotas” (Wall Street Journal) 

https://www.nacdonline.org/insights/resource_center.cfm?itemnumber=48601
https://www.nacdonline.org/insights/resource_center.cfm?itemnumber=48601
https://www.nacdonline.org/insights/publications.cfm?itemnumber=7674
https://www.nacdonline.org/insights/publications.cfm?itemnumber=7674
https://www.nacdonline.org/insights/publications.cfm?itemnumber=7674
https://farient.com/esg-shareholder-proposal/
https://farient.com/esg-shareholder-proposal/
https://www.pwc.com/us/en/services/hr-management/workforce-of-the-future.html
https://www.pwc.com/us/en/services/hr-management/workforce-of-the-future.html
https://www.aspeninstitute.org/blog-posts/observations-on-the-future-of-the-us-workforce/
https://www.aspeninstitute.org/blog-posts/observations-on-the-future-of-the-us-workforce/
https://hbr.org/2018/01/the-future-of-human-work-is-imagination-creativity-and-strategy
https://hbr.org/2018/01/the-future-of-human-work-is-imagination-creativity-and-strategy
https://hbr.org/2018/01/the-future-of-human-work-is-imagination-creativity-and-strategy
https://www.wsj.com/articles/now-fighting-for-top-tech-talent-makers-of-turbines-tools-and-toyotas-1527769055
https://www.wsj.com/articles/now-fighting-for-top-tech-talent-makers-of-turbines-tools-and-toyotas-1527769055
https://www.wsj.com/articles/now-fighting-for-top-tech-talent-makers-of-turbines-tools-and-toyotas-1527769055
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Appendix A

Shareholder and Stakeholder Requests for Disclosures 
on Human‑Capital Strategy

The following documents provide examples of shareholder and stake-
holder requests for increased disclosure on how boards are overseeing 
human-capital strategies at their companies.

BlackRock Investment Stewardship’s approach to engagement on human  
capital management
This March 2018 commentary released by BlackRock Inc. describes human 
capital as an engagement priority, describing why human-capital man-
agement is an issue for investors and the human-capital management 
topics BlackRock is likely to discuss with boards and management teams 
during engagements. 

“$2.8 Trillion Investor Coalition Petitions U.S. SEC to Require Increased 
Disclosure of Human Capital Management Information”  
The Human Capital Management Coalition (HCM Coalition), repre-
senting 25 institutional investors and more than $2.8 trillion in assets 
under management, issued this press release in July 2017 regarding their 
rulemaking petition, which requested that the US Securities and Exchange 
Commission (SEC) “require listed companies to disclose information on 
human capital management policies, practices, and performance.” The 
HCM Coalition emphasizes in its press release that “better human capital 
management practices are associated with higher shareholder returns, 
profitability, and overall firm performance against benchmarks.”

Council of Institutional Investors, Re: Human Capital Management (HCM) 
Disclosures Rulemaking Petition, File 4-711 – 7/06/2017
In this October 2017 letter to the SEC, the Council of Institutional Inves-
tors (CII) responds to the above HCM Petition for increased human-cap-
ital management disclosures. CII is a nonprofit association representing 
institutional investors with more than $3 trillion in assets under manage-
ment. CII agrees with many aspects of the HCM Petition and affirms that 
“[a]lthough human capital and talent development clearly is a key value 
driver and potentially a key competitive advantage for a company (and 
a critical risk if mismanaged), many of our members have concerns that 
public company disclosures in this area are not sufficiently robust.”

https://www.blackrock.com/corporate/literature/publication/blk-commentary-engagement-on-human-capital-march2018.pdf
https://www.blackrock.com/corporate/literature/publication/blk-commentary-engagement-on-human-capital-march2018.pdf
http://uawtrust.org/AdminCenter/Library.Files/Media/501/Press%20Releases/2017/17julyhcmcsecrelease.pdf
http://uawtrust.org/AdminCenter/Library.Files/Media/501/Press%20Releases/2017/17julyhcmcsecrelease.pdf
https://www.sec.gov/rules/petitions/2017/petn4-711.pdf
https://www.cii.org/files/issues_and_advocacy/correspondence/2017/10-6-17%20CII%20letter%20to%20SEC%20on%20HCM.pdf
https://www.cii.org/files/issues_and_advocacy/correspondence/2017/10-6-17%20CII%20letter%20to%20SEC%20on%20HCM.pdf
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The Sustainability Accounting Standard’s Board—Human Capital Metrics
The Sustainability Accounting Standard’s Board (SASB) provides sus-
tainability and environmental, social, and governance (ESG) standards 
that aim to “[connect] businesses and investors on the financial impacts 
of sustainability.” The SASB Materiality Map® links the human-capital 
issues of Labor Practices, Employee Health & Safety, and Employee Engage-
ment, Diversity & Inclusion to corporate financial performance by industry. 
SASB also provides in-depth industry standards to assist companies in 
disclosing sustainability metrics. 

https://www.sasb.org/standards-overview/
https://materiality.sasb.org/
https://www.sasb.org/standards-overview/download-current-standards/
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Appendix B

Committee Charters Describing Human‑Capital Oversight 

The following committee charters provide examples of allocation of 
human-capital oversight activities at different companies. Responsibility 
for human-capital oversight is commonly paired with oversight of executive 
compensation, although committee naming conventions vary from company to 
company. 

Humana Inc.’s Organization & Compensation Committee Charter
Humana’s Organization & Compensation Committee administers the execu-
tive-officer-compensation programs, in addition to reviewing “management 
development planning status and policies, including succession planning.”

BNY Mellon’s Human Resources and Compensation Committee Charter
BNY Mellon’s Human Resources and Compensation Committee oversees exec-
utive compensation and performs oversight of the following human resources 
functions: “employee compensation and benefit policies and programs,” 
“management development and succession programs,” and “programs for 
diversity and inclusion.”

HCP Inc.’s Compensation and Human Capital Committee Charter 
The HCP Compensation and Human Capital Committee oversees the compa-
ny’s executive-compensation plans and “human capital programs and pol-
icies, including with respect to management development, succession plan-
ning and diversity and inclusion initiatives.” The committee may specifically 
review talent-development practices and “the [c]ompany’s demographics, 
diversity and inclusion initiatives, employee retention, and employee com-
pensation practices.”

Unum Group’s Human Capital Committee Charter
Unum’s Human Capital Committee has responsibility for overseeing “com-
pensation and benefits of the directors, executive officers and other employ-
ees.” Additionally, the committee is charged with “evaluating and approving 
all compensation plans, benefit plans, workforce management, policies and 
programs of the [c]ompany as they affect the directors, executive officers and 
other employees of the [c]ompany.”

https://humana.gcs-web.com/static-files/c16443c0-466f-4bec-bfd5-b10cf514f749
https://www.bnymellon.com/us/en/who-we-are/corporate-governance/human-resources-and-compensation-committee.jsp
http://ir.hcpi.com/charters
https://investors.unum.com/Cache/1001210950.PDF?O=PDF&T=&Y=&D=&FID=1001210950&iid=103324
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and/or in related teleconferences on either Nov. 7, 2018, or Nov. 14, 2018.
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About the Compensation Committee Chair Advisory Council

In support of a sustainable, profitable, and thriving corporate America, the 
National Association of Corporate Directors (NACD) created the Compensa-
tion Committee Chair Advisory Council. Since 2011, this council has brought 
experienced compensation committee chairs from Fortune 500 companies 
together with key shareholder representatives, regulators, and other stake-
holders to discuss ways to strengthen corporate governance in general and 
the work of the compensation committee in particular. Farient Advisors LLC 
collaborates with NACD in convening and leading this council.

Delegates of the council have the opportunity to engage in frank, infor-
mal discussions regarding their expectations for compensation practices, 
processes, and communications and to share observations and insights on 
the changing business and regulatory environment. The council’s purpose is 
threefold:

zz Improve communications and build trust between corporate Amer-
ica and its key stakeholders.

zz Give directors engaged in the compensation arena a voice and a 
forum in which to exchange perspectives with regulators, standard 
setters, investors, and other important constituents on commit-
tee-related matters.

zz Identify ways to take board leadership and compensation commit-
tee practices to the next level.

NACD believes that the open dialogue facilitated by this advisory council 
is vital to advancing the shared, overarching goal of all boards, investors, and 
regulators: to build a strong, vibrant capital market and business environment 
that will continue to earn the trust and confidence of all stakeholders.
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About the Advisory Council on Risk Oversight

The National Association of Corporate Directors (NACD) created the 
Advisory Council on Risk Oversight with a focus on the common goal of a 
sustainable and profitable corporate America. Since 2012, this council has 
brought experienced risk and audit committee chairs from Fortune 500 
companies together with key shareholder representatives, regulators, and 
other stakeholders to discuss ways to strengthen corporate governance 
in general—and risk oversight in particular. PwC and Sidley Austin LLP 
collaborate with NACD in convening and leading the council.

Delegates of the council have the opportunity to engage in frank, 
informal discussions regarding their expectations for risk-governance 
practices, processes, and communications, and to share observations and 
insights on the changing business and regulatory environment. The goal 
of the council is threefold:

zz Improve communications and build trust between corporate 
America and its key stakeholders.

zz Give voice to directors engaged in risk oversight and related 
matters and improve the quality of the national dialogue on the 
board’s role in risk governance.

zz Identify ways to take risk-oversight practices to the next level.

NACD believes that the dialogue facilitated by this advisory council is 
vital to advancing the shared, overarching goal of all boards, investors, 
and regulators: a sustainable, profitable, and thriving corporate America.

http://www.NACDonline.org

