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|OD, PTT Public Company Limited and DDI -
Asia/Pacificintemational, Ltd. jointly organized
the Nomination Director Event 1/2017 on
September 13, 2017, The topic for the event
was “Nomination committees best practice
guideline”. Mrs. Wirawan Munnapinun,
Assistant Vice President of Research and Policy
Department, IOD, opened the meeting with a
presentation on the Nomination Committee
Best Practice Guidelines, which had been
officially launched in May 2017. The new
guideline is an improved version of the 2006
edition, which included codes and practices
from Thailand and at the international level.
The content of this guideline consists of the
composition of the nomination committee,
their role and duties, meetings and reports.
Related issues to the guideline that IOD



believes should receive particular attention

are as follows:

1. The source of directors: the nomination
committee should recruit the directors
fromdiverse sources, suchasnomination
in advance by the small shareholders,
nomination list from external parted and
the list from director pool.

2. The succession plan of the committee:
the nomination committee should make
a board skill matrix in order to consider
the qualifications of the current board of
directors and determine what types of
skills are needed from board member to
pbe recruited.

3. The key issue in recruitment:

- The diversity of the board, including
knowledge, expertise, age, and sex.
The company should have a clear policy
and disclose it in the annual report of the
company.

- The qualifications and competences of
the directors must be consistent with
the company strategy.

- The independence of the directors

In the Nomination Committee Best Practice
Guideline, IOD members can find more
information. The guideline can be download
from the website: www.thai-iod.com/en/
publications-detail.asp?id=407

At the end of the event, Mr. Nitiphan
Phanwiroj, Managing Director from DDI - Asia/
Pacific International, Ltd. gave alecture onthe
topic “Succession management: accelerate
your next generation of senior leaders. He
pointed out that the world understands the
importance of selecting a leader to
administrate and manage the organization
and that finding that leader is a challenge
that could have an effect on the company
performance in the long term. According
to a global survey, the issues of concern
to the CEO are mostly related to personnel;
only 30 percent of the surveyed companies
had prepared and were confident with the

succession plan. Other cited issues of concern

Event Supported by (‘)pﬂ
Group

with the relationship with the customers,
technology and administration.

According to a survey, organizations in
Thailand have leaders that have been
prepared to deal with VUCA (Volatility-
Uncertainty-Complexity-Ambiguity) - situations.
These situations are the source of many
problem in organizations and are making
it difficult for them to forecast situations in
the future. Many organizations have plenty
of cash but are reluctant to invest it. It
was also found that four skills that could
make the CEO more competitive in VUCA
circumstances were as follows

1) Managing and introducing change —
skill in adjusting a strategy during times
of uncertain conditions;

2) Coaching and building commitment —
skill in training and building commitment
form the employees;

3) Inspiring others and driving innovation —
skill in adopting new technology to drive
and create new opportunities for the
business;

4) Leading across generations — skill and
ability to be a leader of older or younger
followers

According to the code of practice of DDI,
succession management is making business
personal. Mr. Nitipan is of the opinion that
this issue should be a system, policy and
process and tool. Moreover, it should be
implemented continuously (sustainability),
which could be carried out through four
steps, as follows,

Step 1: Destination: the organization needs
to know what the challenge personnel of
the business face and the direction of the
business.

Step 2: Gaps: the organization must be
aware of the gap between the needed

personnel and recruited personnel (demand
and supply). The number of personnel in
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each level should be consistent in terms
of quantity and quality. Are the current staff
members of the organization capable of
carrying out their job functions?

Step 3: A recruitment plan: the organization
should set an objective for the qualifica-
tions, skills and process of recruitment and
Pe cognizant of the availability of potential
candidates.

Step 4: Dashboard on how to evaluate the
process and how to know if the recruited
CEO is suitable and
implementation report after the recruitment

if there was an

plan was finalized.

At the end of the event, Khun Nitipan talked
about the issues that could make the CEO
recruitment successful. The issues consist
of four dimensions, as follows,

1) Knowledge: CEO had to know what the
business needs;

2) Experience: in cases in which a
company recruits an external person
to be a CEQ, this person should have
knowledge about the business;

3) Competencies: Which competencies
are needed for administrating the core
business of the organization?

4) Personal attributes of the CEO that the

company would like to have.

Nevertheless, the company might make
a checklist in each topic to measure and
select the most suitable personnel for the
organization. The key people involved in
assessing the checklist are the board of
The
recruitment process should aim to select a

directors within the organization.
person by considering different dimensions
and determining if they fulfil the needs of
the organization. After the recruitment is
finished, there should be a plan for training
to enhance the knowledge and skills of the
new personnel, including monitoring closely
the performance of the CEQ.
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