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A strong board generally leads to a sound and well-run organization. Building a strong board requires an
active recruitment process. There are certain principles of board recruiting that will help ensure your board
continues to get stronger, and therefore better equipped to meet your organization’s mission.
Principle 1: Year-round recruiting
Boards need to be thinking about recruitment of new board members year-round, not just in the month
leading up to the annual meeting where new members are approved. Good companies hire in anticipation
of growth and attrition, and good boards need to be following these same practices. Year-round board
recruitment will help ensure that you find and vet the right candidates that fit the desired profile, rather
than the candidates who happen to come along at the right time.
Speaking of the right candidates, that brings us to our next principle…
Principle 2: Strategic recruiting
A board, like any strong organization, should be properly diversified. As such, when thinking about board
recruiting, you should be finding ways to diversify the existing board. I’m not talking about diversification
from an ethnic/racial/religious/age/gender perspective, although that is certainly valuable and important
– I’m talking about diversification from an impact perspective. Board members are expected to be
ambassadors of the organization to the population at large. Therefore, you need board member diversity
based on geography, center of influence, and profession. Think about it – if many your board members live
in the same geographic area, work in the same profession, or belong to the same country club, they’re all
going to be interacting with the same group of potential supporters, so the organization’s influence cannot
grow. When you expand the board, you should seek to gain exposure to new board members that live and
work in areas that are underrepresented on your current board and who will have a sphere of influence that
will extend outside the organization’s current reach.
In addition to expanding your ambassadorial reach, new board members ideally will bring some sort of
skill set to the table that is not currently featured. In a perfect world, your board will consist of individuals
who can provide expertise in a variety of fields, from law and accounting to event planning, fundraising,
education, and more.
I know what you’re thinking – there aren’t exactly throngs of people knocking down the door to join my board.
Cast a wide net when looking for new board members. Use your network by soliciting recommendations
from your professional partners – the attorneys, accountants, and advisors that service the organization –
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as well as friends and neighbors. Finally, refer back to principle one. Year-round recruitment will help with this
issue – it will provide sufficient time to find the candidates who can diversify and strengthen the board.
Principle 3: Honest recruiting
I’m going to make it even harder on you. In addition to recruiting year-round and being selective when it comes
to identifying new board candidates, you must be unabashedly honest with regard to the expectations and
requirements of board members. Being up front about the number of meetings, time commitment, expected
financial support, and committee participation is crucial to recruiting strong board members. If you understate
the amount of time and energy that is required to be a board member, you will inevitably recruit members that
a) are bitter about having more of their time/energy/resources used up than they expected, b) are unwilling
to meet the requirements, or c) both. If you are up front about the level of commitment that is expected and
required from board members, you will recruit new board members that are willing to meet those expectations.
Defined term limits help when it comes to this principle. If a board candidate is told that the time and effort
associated with board membership is extensive but is also told that the term is only three years, he or she may
be willing to make that commitment. If the time and effort required is extensive, and the candidate thinks
he or she may be sucked in to the organization for the rest of his or her life, the answer will most likely be no.
Expecting a lot out of board members, but only for a reasonable length of time, is key.
Principle 4: Considerate recruiting
Think about how intimidating it is to be the new kid in school. You have no one to sit with at lunch, no awareness
of who’s who in the social hierarchy, and may not even know how to access your locker. Try to avoid putting new
board members in that awkward “new kid” position by having processes in place that make them feel welcome
and comfortable. Make it easy for new board members to join the fold.
A strong orientation program is the most important part of this process. Provide significant training for new
board members by having them interact with key staff members, filling them in on the history of the organization
and the board, discussing board member expectations (which were hopefully clearly established during the
recruiting process!), and explaining what near-term challenges the board may be facing. Provide them with all
the background information they will need, so when they step into that first board meeting they feel that they
have a strong foundation of knowledge and can contribute from day one. This will, of course, include arming
new board members with both the mission statement of the organization, as well as the written strategic plan.
In the interest of providing a welcoming and comfortable environment, you may want to assign a mentor for new
board members. This mentor can take the newbie under his or her wing and be a friendly face, a resource, and
a sounding board for the seemingly stupid questions that new board members may have on their minds but may
not be willing to ask in front of the entire group. The mentor can help provide a lifeline for the first year of board
membership, until the new board member gets his or her footing. This will create a smooth and swift transition
from new board recruit to contributing board member.
By adhering to these four recruiting principles, you will introduce board members that will expand your
organization’s sphere of influence, bring necessary skills and expertise to the table, have a solid understanding
of expectations and a willingness to meet those expectations, and be integral and contributing members of the
board from day one.
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Fiduciary Investment Advisors, LLC (“FIA”)
FIA is an independent institutional consulting group with over 20 years of investment consulting experience.
FIA is an employee owned firm with 100% of the firm’s revenue derived from fees clients pay for investment
advice. Our mission is to provide customized investment consulting services to assist our clients in achieving
their investment and financial objectives, while fulfilling their fiduciary obligations. Our clients include corporate
retirement plans, endowments & foundations, public plans and private clients. Our consulting services include:
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Investment Policy Statement Review/Creation
Retirement Service Provider Search (RFI/RFP)
Plan Benchmarking
Investment Menu Analysis and Design
Total Plan Fee Analysis (full fee disclosure)
Fiduciary Governance Consulting
Investment Fund Performance Measurement, Analysis and Reporting
Risk-Based Model Portfolio Construction
Employee Communication and Education
Asset Allocation Analysis
Investment Manager Searches
Liability Driven Investment (“LDI”) Strategies for Pension Plans
Quarterly In-Person Meetings with Finance/Investment Committees
Strategic Guidance on Relevant Topics of Interest
For More Information Please Contact:
Devon Francis, CIMA®
Partner & Senior Consultant
Fiduciary Investment Advisors, LLC
100 Northfield Drive
Windsor, CT 06095
Direct: (860) 697-7426
Email: dfrancis@fiallc.com

Please remember that past performance may not be indicative of future results. Different types of investments involve varying
degrees of risk, and there can be no assurance that the future performance of any specific investment, investment strategy, or product
(including the investments and/or investment strategies recommended or undertaken by Fiduciary Investment Advisors, LLC), or any
non-investment related content, made reference to directly or indirectly in this newsletter will be profitable, equal any corresponding
indicated historical performance level(s), be suitable for your portfolio or individual situation, or prove successful. Due to various factors,
including changing market conditions and/or applicable laws, the content may no longer be reflective of current opinions or positions.
Moreover, you should not assume that any discussion or information contained in this newsletter serves as the receipt of, or as a
substitute for, personalized investment advice from Fiduciary Investment Advisors, LLC. To the extent that a reader has any questions
regarding the applicability of any specific issue discussed above to his/her individual situation, he/she is encouraged to consult with
the professional advisor of his/her choosing. Fiduciary Investment Advisors, LLC is neither a law firm nor a certified public accounting
firm and no portion of the newsletter content should be construed as legal or accounting advice. A copy of the Fiduciary Investment
Advisors, LLC’s current written disclosure statement discussing our advisory services and fees is available for review upon request.
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