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ICAB Governance Pack 2026–2028  

(Lean Committees Model) 
 

Committee Architecture Summary 

To align with the ICAB Strategy 2026–2028 and global governance best practice, ICAB will operate a 
lean set of standing committees focused on governance, oversight, and specialist judgement; 
operational execution will be handled by the Secretariat. Time-bound priorities will be delivered 
through Task Forces with clear deliverables and sunset clauses. 

 

Committee Terms of Reference (Standard Template) 

Each committee ToR should use a consistent structure to strengthen clarity and effectiveness: 
1) Purpose and strategic alignment 
2) Authority and delegation (Council-delegated decisions vs recommendations) 
3) Scope of responsibilities 
4) Annual outputs and KPIs 
5) Composition (Chair/Deputy, co-option, D&I targets, independence requirements where relevant) 
6) Meetings, quorum 1and decision-making 
7) Reporting and documentation 
8) Conduct (conflicts of interest, confidentiality) 
9) Annual self-assessment and ToR refresh 

 

Nominations & Succession (2026–2028) 

Nominations & Succession Committee Terms of Reference (2026–2028) 

The Nominations & Succession Committee (NOM) operates as a standing sub-committee of the 
Governance & Performance Committee (GNP). It provides a disciplined, transparent pipeline for 
Council, committee chairs/deputies, and specialist panels (including QAPM), and makes 
recommendations to Council via GNP. 

 
1 “Reference is made to the proposed amendment to the ICAB By-Laws, By-Law 37. (6) The quorum 
requirement therein, namely that sixty per centum (60%) of the members of a Committee be present at a 
meeting, will apply to this document.” 
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• Purpose: strengthen governance and organisational capacity by maintaining a future-ready 
leadership pipeline aligned to the ICAB Strategy 2026–2028. 

• Authority: advisory to Council; NOM recommends appointments and succession actions to 
Council via GNP (Council remains accountable). 

• Maintain and annually refresh a Council/committee skills matrix and capability framework 
mapped to strategic objectives and enablers. 

• Maintain a rolling 24–36 month succession plan for Council leadership roles and priority 
committee chairs/deputies. 

• Run the annual appointments cycle for committees, panels and task forces: role profiles, 
outreach, eligibility screening, and conflict-of-interest checks. 

• Maintain an approved candidate database (administered by Secretariat) and ensure fair, 
documented selection processes and records. 

• Support onboarding, mentoring and leadership development pathways (including 
succession readiness for chair and deputy chair roles). 

• Report quarterly to GNP (and at least annually to Council) on pipeline health, gaps, and 
progress against diversity/representation targets (including public sector). 

• Minimum annual outputs: skills matrix/gap analysis; succession plan (reviewed at least 
twice per year); annual appointments recommendations package. 

 

Nominations & Succession Work Plan (2026–2028) 

Foundations (Q1–Q2 2026) 

• Confirm governance calendar (AGM/election timelines; nominations deadlines; committee 
appointment windows). 

• Refresh skills matrix aligned to Strategy 2026–28 (include QA/ethics/tech/process enablers 
and public sector targets). 

• Define role profiles for Council and committee chairs/deputies (including QAPM 
independence and reviewer eligibility criteria). 

• Establish candidate database administration (Secretariat) and selection protocol (NOM, 
reporting via GNP). 

 

Annual cycle (repeat each year: 2026, 2027, 2028) 

• Jan–Feb: composition and gap review; anticipate vacancies; confirm recruitment targets. 
• Mar: targeted outreach; eligibility/COI checks; shortlist for chairs/deputies. 
• Apr: support nomination notice process (By-Laws) and candidate briefing packs. 
• Post-AGM: onboarding; confirm committee/panel appointments; publish roster. 
• Q4: mid-year pipeline review; mentoring; committee effectiveness input to next cycle. 
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Pipeline development (2026–2028) 

• Leadership pathway: member → deputy chair → chair → Council → ExCo readiness. 
• Mentoring pairs and targeted development for high-potential volunteers. 
• Public sector and emerging capability development (tech/data/AI; sustainability; QA). 

 

Governance effectiveness (2026–2028) 

• Annual committee effectiveness review scorecard and action plan. 
• Task force discipline: defined deliverables; sunset clauses; closure reports. 
• Annual ToR refresh cycle and Council adoption. 

 


