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INTRODUCTION 
This ebook has been created as a project for the Emerging Leaders in Governance Program (ELGP), a 

program designed for young leaders and professionals to gain knowledge, skills and experience relevant to 

joining not-for-profit (NFP) Boards in WA. 

In the formation of this ebook we spoke to many NFP board members and asked them if board diversity is 
well understood and accepted as a positive ideal. However, it is not common for NFP boards to have a board 
diversity policy or a formalised process for assessing or progressing board diversity. It is our view that having 
a formalised diversity policy and plan is the only way to insure consistency of commitment to board diversity 
and the benefits that follow. 
 
We hope to present directors with a broad understanding of what diversity on a NFP board means, how 
diversity can translate to tangible outcomes for their stakeholders, and provide tools that will help them to 
take advantage of these benefits. 
 
The goals of this project were to: 

• Create an ebook that addresses the importance of the role of diversity on boards and best practice 

• To explore board diversity in the NFP sector and provide case study examples of how individual 

NFPs deal with diversity on their board and best practice. 

• Provide a helpful resource in the form of a toolkit which would be useful for NFP boards to address 

diversity on their board including: 

o A Diversity Policy template 

o An Action Plan for addressing board diversity 

It is our hope that NFP board members will be able to use this ebook to practically address their own board 

diversity. The Diversity Policy template is intended to be a simple lift out example that boards can use, 

either in its entirety, or as a starting point, to implement their own Board Diversity Policy. The Action Plan 

is intended to act as a practical checklist of steps for boards to implement board diversity. 

We wish to thank all the board members who have participated in this ebook. We are greatly appreciative 

of their time, openness and willingness to discuss diversity issues.  

We also wish to thank the ELGP program coordinators, Alicia Curtis of Alyceum, and Dr Nicky Howe of 

Southcare, for their support throughout the program and on this ebook project. They are tireless supporters 

of board diversity and inspirational innovators in the NFP sector. 

 

“We must include new talent in our business, only those of us who adapt, 

change, develop, improve and grow will evolve to be able to deal with 

tomorrow’s challenges. We have to be determined about diversity on boards.”  

 - Dr Nicky Howe, CEO of Southcare 
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WHAT IS DIVERSITY? 
Diversity refers to the differences that distinguish people from one another; a variation of social and cultural 
identities amongst a group of people. In a board environment, it is indicative of a board that comprises 
people with different backgrounds, beliefs, skills and attitudes. A diverse environment is one which 
embraces these differences, recognises the value in having broad perspectives represented, and uses a 
board’s diversity to the advantage of the organisation.   
 
In recent years, much progress has been made with gender diversity, with the proportion of women on the 
boards of ASX 200 listed companies now at 25%, up from 8.3% in 20091. However, diversity is much broader 
than just gender. It may be categorized in a variety of ways. Below, the model from Gaisch & Aichinger2 
splits diversity into five broad areas: 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
Boards are becoming much better at giving thought to gender and cultural diversity, which are subsets of 
the demographic area of the above diagram. However, it is now important for them to broaden the 
conversations around diversity into the other areas involving knowledge, skills and experience. These are 
in some cases less measurable, and the analysis around diversity will have to shift away, to some extent, 
from a purely numeric one. 
 
Whilst it is perhaps difficult for boards to be properly diverse across all of these factors, the chair, 
nominations committee and directors should consider which areas are of most importance to that 
organisation and ensure that diversity is maximised across at least those areas. 
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WHY IS DIVERSITY ON NOT FOR PROFIT BOARDS IMPORTANT? 
The not-for-profit sector in Western Australia is going through significant change. Funding is increasingly 

hard to come by due to economic pressures and organisations’ funding models look radically different (e.g. 

with rollout of the NDIS in disability services and transition to Consumer Directed Care in aged care). In 

recent years this has resulted in a significant increase in merger activity in NFPs. Consequently, there is a 

need for boards with greater diversity of experience that are equipped to guide their organisations through 

this period of significant change.  

It has always been important to align the 

composition of the board with the diversity 

of the community that it serves since it is a 

key influence on policy priorities and 

delivery of service to clients, and enables 

better responses to the community’s needs. 

However, it is now also critical to ensure that 

boards have appropriate levels of 

experience to deal with funding pressures, changes to funding models, exploration of new revenue streams 

(innovation), potential mergers or takeovers, banking knowledge if project investment is being undertaken, 

cultural sensitivities, and so on. The composition of the board should be a regular source of discussion and 

requires continual management to ensure it is always appropriate for the current operations of the 

organisation. 

Aside from the considerable specific issues in the NFP sector, there are many wider benefits of having a 

diverse board that are equally applicable across for-profit and NFP organisations. The Australian Institute 

of Company Directors (AICD3) recommends that to be effective, a board needs the right group of people, 

with an appropriate mix of skills, knowledge and experience (e.g. professional backgrounds, industry 

experience, philanthropic support). The board’s diversity should fit with the organisation’s objectives and 

strategic goals. Diverse boards will be less likely to suffer from ‘blind spots’ and will be better equipped to 

deliver value and respond to challenges.  

 

“Cultural diversity is important - boards 

have to be reflective of their communities” 

 - Angie Paskevicius, CEO and 

Executive Director of Holyoake 

‘If you are an investor, you should be interested in diversity, as it drives 

shareholder value. If you are a director, you should be interested in diversity, 

as it will contribute to a high performing board. And for everyone else? It’s 

just good business sense.’ 

 - Suzanne Ardagh, Manager- WA and International Division, 

 Australian Institute of Company Directors 
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A 2013 Forbes article4 clearly laid out their top 10 benefits of boardroom diversity: 

Boardroom 
diversity

Reflects the real 
world

Healthy debate 
can lead to 

better decisions

Divergent 
backgrounds 

mean tackling 
the same idea in 
different ways

Great ideas come 
from disruption 

of the status quo

Your clients and 
customers are 

diverseMakes your 
organisation 

knowledgable 
and sensititve to 
a wider variety of 

groups

Counsel from a 
variety of 

authorities is 
sensible

Setting an 
example at the 
top will trickle-
down through 

the organisation

Improved 
reputation and 

brand

Variety of 
backgrounds 

makes the 
organisation 

more adaptable
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Research has repeatedly concluded that businesses with diverse boards and management are associated 
with better decision making and improved financial performance. A 2013 McKinsey study5 across the US, 
Canada, UK and Latin America concluded the following6: 
 

• Companies with high racial and ethnic 
diversity were 35% more likely to have 
financial returns above the national 
industry average 

• Companies with high gender diversity had 
financial returns 15% above the national 
industry average 

• Bottom quartile companies were those 
with the lowest diversity of gender and 
ethnicity 

 

Effective governance requires a wide range of perspectives, which bring new thinking and approaches and 
help to avoid blind spots that cause the board to miss important trends or issues. It is not without its 
challenges however, with forced diversity potentially leading to the appointment of directors with too little 
experience, or causing conflict or lack of cooperation in the boardroom. The size of boards needs to remain 
appropriate for the organization and that makes it difficult for a board to have complete diversity across all 
of the areas discussed above. However, it is for the chair or the nominations committee, if one exists, to 
identify the key areas in which diversity is required and to ensure that director appointments, and board 
evaluations, are conducted with this firmly in mind. 
 

“The challenge is finding the balance between diversity and merit – how do we 

ensure that diversity in fact does add value and is not simply a token gesture 

to demonstrate compliance? The evidence must be in how that diversity factor 

(gender, age, nationality, ability etc) contributes to the broader value of the 

Board, the discussion and the performance of the collective.” 

 - Helena Jakupovic, Board Director of Rise Network and Keystart 

Loans, and former NFP CEO 
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“If you don’t have a diverse 

company, and you don’t have people 

around you who don’t think like 

you, who don’t walk like you, who 

don’t talk like you, who didn’t have 

the same experiences as you, how 

will you ever make sure that you’re 

not blinded to the same mistakes 

because you only see things through 

one prism?” 

    - Ajay Banga- 

       CEO &    

       President of  

       Mastercard 
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DEVELOPING BEST PRACTICE 
As part of this project, we aimed to understand what level of commitment to board diversity there already 

was in the West Australian NFP sector, how organisations were supporting diversity in the boardroom and 

what best practice looked like. We spoke with CEOs and Board Directors from a number of West Australian 

not-for-profit organisations of varying sizes, who offered a wide range of services for diverse sectors of the 

community. The range of service organisations that we consulted with included youth, drug and alcohol, 

sexual abuse, aged care, financial support and disability support services. 

Of these organisations, all stated that they felt diversity in the boardroom was valuable and something that 

they aimed towards, however few had tangible strategies to achieve this. None of the organisations that 

we spoke to had a Board Diversity Policy or Plan, but one said that they were taking steps to develop one. 

Most had some tools or processes in place to support board diversity and were generally quite satisfied 

with their board’s current level of diversity, but almost all felt that more should be done. Several stated 

that a formal statement of commitment to diversity was required. Many agreed that there was not enough 

diversity in the Diversity sector in general, and that there needed to be a shift in thinking in the industry 

and greater commitment to board diversity. 

“While the intent, process and tools are sound, we probably 

still need to make a formal statement of our commitment to 

diversity on Boards… The important focus is on the skills, 

attributes and effective and efficient governance, rather 

than having representation for representation's sake”  

“At some point I have no doubt we will feel the need to adopt a 

more formal approach. There are always improvements to be 

made.” 

“We have had some success recruiting members from other 

cultural and linguistic backgrounds, who have made a 

great contribution, and we need to do more in this area”  

“A formal policy would be useful to ensure that discussion 

occurs on a regular basis with regards to diversity and the 

value it creates. This can be very useful in determining 

what aspect of diversity would best suit the Board”  
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Some examples of best practice that West Australian NFP organisations told us they were already using 

included: 

• Regularly discussing their board diversity 

• Including diversity in the board charter 

• Demonstrating commitment to diversity in the makeup of the board (different genders, ages, 

ethnicities, professional backgrounds etc) 

• Having a skills matrix that is regularly monitored and includes aspects of diversity 

• Having a nominations committee (with Terms of Reference and diverse representation) 

• Having a Chair who understands, values and supports diversity 

• Providing a comprehensive induction process and ongoing support to board directors 

• Board members supporting each other and meeting individually outside Board meetings to 

“check in” 

• Supporting professional development and training for board members 

• Regular board evaluation 

• Being part of the Emerging Leaders in Governance Program and offering traineeships for young, 

potential board members 

Interestingly, most organisations have staff Diversity Policies in place to support equity and inclusion in 

recruitment and employment practices, however few demonstrate the same commitment to diversity at a 

strategic, governance level. 

Below are some case studies that show how not-for-profit organisations at both state and national level 

are demonstrating aspects of best practice in fostering board diversity. 
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CASE STUDY: OXFAM AUSTRALIA7 

 

 

Oxfam Australia is part of the multinational Oxfam International organisation which 
strives to help create lasting solutions to the injustice of poverty. As an organisation 
operating within a diverse national and international community, Oxfam Australia is 
committed to developing policies, practices and ways of working that support diversity. 
This commitment is reflected in the varied backgrounds of its staff and volunteers in 
Australia, as well as in the international communities in which they work. The 
organisation recognises that promoting a diverse workforce enriches their work and 
impact and feels that diversity fosters an environment of mutual learning, respect, 
dignity, openness to other cultures and an appreciation of differences and other 
perspectives. This commitment and recognition is documented clearly in their Values, 
Strategic Plan and Workplace Diversity and Board Diversity Policies.  
 
The structure and size of the board is designed to provide a variety of skills and 
diversity of members to ensure that the Board can effectively govern Oxfam Australia. 
The Board currently consists of 15 Directors. Directors are generally appointed for 
staggered terms of four years and may serve a maximum of 12 consecutive years. This 
ensures consistency and retention of board members, as well as acting as a mechanism 
for rotation and change of board members. The board elects its own chair and deputy 
chair. These office bearers serve for two-year terms, for a maximum of three 
consecutive terms.  
 
Appointments to the board are managed by a Nominations Committee, comprised of 
the chair of the Board, the chair of the Governance Committee, and four community 
advisors. When directed to do so by the board, the Nominations Committee seeks out 
and assesses applications for board membership while having regard to the importance 
of diversity in board composition. It then submits a shortlist of suitable candidates for 
the board’s consideration for appointment. 
 
The board’s composition is currently made up of 50% female members of varied ages, 
including members of CALD and ATSI backgrounds. The board have a range of skill sets 
including business and community development, law, public health, accounting, 
education and training, finance, policy, communications and marketing, economics, 
design, strategy and academia with backgrounds across the corporate, not for profit 
and government sectors as well as international experience. 
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CASE STUDY: VISION AUSTRALIA8 
 

  

Vision Australia is a leading national provider of blindness and low vision services in 

Australia. They work in partnership with Australians who are blind or have low vision to help 

them achieve the possibilities they choose in life. 

In recognition of this four out of their 12 board members are visually impaired. Their board 

members have varied backgrounds including Law, Business, Academics, Optometry, 

Banking, Education, Government, Information Technology, Healthcare. 

Vision Australia formalises its value of board diversity in its Board Charter, in which it clearly 

sets out the board nomination process. This document confirms that the board will review 

each new expression of interest having regard for the Board’s aspirational goal of the Chair 

and at least half of the directors being blind or having low vision, and the importance of 

gender, age and ethnic diversity in composition. 

They also have an Affirmative Action for People who are Blind or Have Low Vision Policy 

which covers the whole organisation. This document sets out the practical supports for 

having visually impaired employees and board members; including training and equipment. 
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CASE STUDY: UNIVERSITY OF WESTERN AUSTRALIA9 

 

The University of Western Australia (UWA) is one of Australia’s leading universities with 

24,000 enrolled students across nine faculties. UWA is one of Western Australia’s largest 

NFP’s (WACOSS report 2017, UWA Act 1911). 

UWA has formalized their commitment to diversity in their organisation through an 

Equality and Inclusion Diversity Committee. Chaired by the Vice-Chancellor (VC) and 

meeting 4 times per annum; the committee acts in an advisory capacity to the VC on 

equality, inclusion, equity and diversity. UWA’s diversity committee’s gender 

representation is at 35.7% men and 64.2% women.  

According to the committees list of roles 2.(1) (b) it oversees the ‘…University's 

governance and management arrangements for equality and inclusion to ensure that 

they are comprehensive and contemporary.’ In essence, the committee advises the 

governing body on making improvements to diversity within the organisation but not to 

the governing body itself (the senate). 

UWA’s senate (their governing authority - board equivalent - UWA Act 1911) has gender 

representation of 62% men and 38% women. The senate has elected members, which are 

divided by representation. Four elected by the governor, four by convocation, three by 

academic staff, one by academic board, one by general staff, three by enrolled students, 

one by ex-officio, and three co-opted members. The democratic nature of this division is 

an interesting alteration on the traditional method of board appointments within NFPs. 

Man

62%

Woman

38%

UWA Senate Gender 
Balance

Man 

36%

Woman

64%

UWA Diversity Committee 
Gender Balance
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CASE STUDY: ANGLICARE WA10
 

  

Anglicare WA is one of Western Australia’s largest and most well-known not-for-profit 

community service organisations. They provide services for all members of the 

community who might be experiencing relationship issues, financial problems or housing 

difficulties. Geographically, they cover much of the state. In order to fulfil its obligations 

to a wide range of stakeholders, the Board of Anglicare is a strong advocate of best 

practice in corporate governance. 

 

In 2007 they amended their constitution to reflect this, the size of the board was reduced 

and length of board appointments was limited to nine years, to ensure that the Board 

didn’t stagnate. Anglicare states that “in view of the diverse nature of program areas in 

Anglicare WA, it is appropriate to have a board with a diversity of skills and backgrounds”.  

 

The board has a skills matrix that they monitor to ensure that they maintain a diverse mix 

of skills and experience and a nominations committee that helps to ensure that new 

board members will complement and add value to the existing mix. Anglicare WA also 

has a Policy on Gender Balance which states that the board will comprise no more than 

70% of one gender, and that it will seek to achieve and maintain a balance of men and 

women. At present the board has four female members and six male. 

 

Anglicare WA demonstrates further commitment to diversity by stating clearly on their 

website that “Our staff, Executive, the Anglicare WA Board, our many committees and 

wonderful volunteers... come from varied cultural and ethnic backgrounds, different 

religions, and our staff have a wide range of skills, employment and educational 

experience.” All of Anglicare WA’s job advertisements also contain the same statement 

affirming their value of diversity and inclusion, and encouraging Aboriginal and Torres 

Strait Islander people, people from culturally diverse backgrounds and people with a 

disability to apply. 
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RECOMMENDATIONS  
 

The not for profit sector has always had its own distinct set of challenges, particularly around funding and 

sustainability, but in an increasingly volatile political and economic climate, NFPs are currently facing a 

higher level of instability than ever before. In a rapidly changing and complex world, NFP organisations 

need, now more than ever, to be innovative, agile and dynamic. Having diverse thought and capabilities in 

the boardroom provides an essential breadth of perspective, which equips organisations to respond 

effectively to complex issues and the new challenges of an ever-changing environment. This diversity 

enables better decision-making and long-term sustainability. 

We propose that to best improve your chances of creating a diverse board, your organisation should craft 

a policy and plan to increase opportunities for diversity and address potential barriers. Although  many  NFP 

organisations already have some strategies in place to  support diversity, there are many reasons to 

formalise these in a written policy and plan. Developing an official Board Diversity Policy consolidates 

existing strategies and will help to identify new ones, formalises  and celebrates an organisation’s 

commitment to diversity, and  provides clear structure and objectives that will ensure board diversity is 

supported not only by the organisation’s current leadership cohort, but well into the future.

A policy should include: 

- A purpose 

- Diversity definition 

- Policy statement 

- Principles and objectives 

- Recruitment of board members 

- Monitoring 

- Disclosure 

- Review 

A plan should include: 

- An expression of objectives 

- Clear and achievable actions, linked to 

the objectives 

- Assigned responsibilities 

- Set timeframes 

- Designated, tracking-conducive metrics 

In crafting your policy and plan, it is helpful to be wary of the common pitfalls and pushback you may receive 

in terms of common biases, cultural issues, and poorly thought temporary solutions. Tangible pieces of 

work such as policies and plans go beyond the use of the final product, which in turn (if respected) is 

enormously useful. There is great value in the process of crafting plans, strategies, and policies. Going 

through these suggested motions help define and shape your thinking on this important issue. There is 

sufficient evidence to conclude that Diversity can your organisations innovation, creativity, representation, 

equity, legitimacy, decision making, and dollar value performance. In conclusion, diversity on the board is 

well worth the time.  
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DIVERSITY POLICY  

PURPOSE 

The Board Diversity Policy (“The Policy”) sets out the approach to diversity on the Board of Directors (“the 
Board) of [Insert Organisation Name]. 
 
The Policy has been established in recognition of the importance of Board Diversity and to ensure a 
culture which respects differences and is intolerant of behaviours which are non-inclusive. 
 
The Policy has been established to maximise [Insert Organisation Name]’s ability to navigate the range 
of opportunities and challenges it may face, with a broad mix of skills, experience, knowledge and 
expertise and to build a sustainable future for the organisation. 
 
SCOPE OF APPLICATION 

The Policy applies to members of the Board of Directors of [Insert Organisation Name]. 
 
DIVERSITY DEFINITION 

Diversity is the mix of backgrounds, attributes, beliefs, skills, knowledge and experience and the 
difference of perspective this brings. It refers to the visible and invisible differences that exist between 
people including, but not limited to: 
 

• Gender 

• Culture 

• Race 

• Ethnic origin 

• Physical and mental ability 

• Sexual orientation 

• Age 

• Financial position 

• Language 

• Religion 

• Nationality 

• Education 

• Family/marital status 
 
POLICY STATEMENT 

[Insert Organisation Name] recognises and embraces the benefits of having a diverse board and is 
committed to developing policies, practices and ways of working that support diversity. 
 
[Insert Organisation Name] is committed to an inclusive and welcoming workplace with an environment 
where people are treated with respect, feel valued and can achieve success, both for the individual and 
the organisation. 
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[Insert Organisation Name] recognises the following: 
 

• The disadvantage faced by Aboriginal and Torres Strait Islander Peoples within Australia and 
affirms their significant place and identity as the first Australians; 

• The need for balanced representation of women and men at all levels, in key organisational and 
management decisions; 

• The different perspective of people from different age groups; 

• The rights and abilities of people with disabilities in the workplace; 

• The fact that we work within a culturally and linguistically diverse community and this should 
be reflected in our workforce and organisational practices.  

 
PRINCIPLES AND OBJECTIVES 

[Insert Organisation Name] recognises the following principles and objectives in the Policy: 
 

• Inclusion and non-discrimination; 

• Fairness and Equality; 

• Merit; 

• Leadership Excellence. 
 
RECRUITMENT OF BOARD MEMBERS 

[Insert Organisation Name) commits to an approach to recruitment, for the Board, that includes the 
consideration and understanding of diversity. Appropriate training and resources will be made available 
to those responsible for recruitment. 
 
MONITORING 

The Board will assess its composition, regarding diversity, every 12 months and consider: 
 

1. Necessary areas of skill, experience and expertise; 
 

2. Desirable diversity in the following priority groups: 
 

o Aboriginal & Torres Strait Islander peoples (ATSI) 
o Women 
o People of different ages 
o People from Culturally and Linguistically Diverse Backgrounds (CALD) 
o People with a Disability (PWD) 
o Gay, Lesbian, Bisexual, Transgender and Intersex people (GLBTI) 

 
The diversity policy will in no way be limited to these groups and can be expanded to include other 
priority groups as and when required.  
 
DISCLOSURE  

The Policy will be published on [Insert Organisation Name]’s website for public information. 
 
REVIEW 

The Board will review the Policy every 12 months. 
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BOARD DIVERSITY ACTION PLAN 
 
Developing a Board Diversity Policy is a great first step for organisations in 
showing commitment to the creation of a diverse and inclusive board. There 
is risk however, that policy without a practical implementation plan can 
remain as rhetoric, rather than leading to real change or action. The strongest 
Board Diversity Policies are those accompanied by Action Plans, which 
clearly: 
 

• Outline practical steps to be taken in order to achieve the policy 
objectives 

• Stipulate with whom responsibility for implementation lies 

• Set realistic timeframes/ deadlines 

• Establish targets and measures of success  
 
The simple template below is pre-populated with suggested actions that organisations can take to improve diversity on their Board. Not all will be relevant or 
appropriate for every organisation. Organisations can add, delete or change information in the template to tailor it to their own goals. 
 

Objective Actions Responsibility Timeframe Measurable 
Target/ 
Performance 
Indicators 

Foster an organisational culture 
that strives for, supports and 
celebrates diversity 

Create and adopt a Board Diversity Policy  

“To generate lasting change, cultural diversity 
needs to be embedded in an organisation’s goals, 

strategy and performance”11 
Amend board, committee and organisational charters 
appropriately to reflect the new diversity responsibilities 

Appoint a Board Chair who is personally committed to diversity    

“I would much rather have a board which has good practices 

with no written policies instead of a board which has good 

written policies which are not implemented in practice. The most 

important thing is culture. Formal policy can play a role in 

symbolically framing the culture to some extent, but we have also 

all seen many workplaces where written policies are ignored”. 

 - NFP Chairman 
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Foster an organisational culture 
that strives for, supports and 
celebrates diversity 

Establish Diversity Champions on the board and/ or in senior 
management roles in the organisation, ensuring that there is a 
strong voice for diversity and high level support 

   

Provide training, resources and learning opportunities for board 
members and/ or key management staff around the value of 
diversity and practical implementation strategies 

   

Ensure that all Board members and staff have access to cultural 
awareness training as required 

   

Ensure that diversity principles are embedded in various 
organisational practices and policies (not just for the Board) 

   

Make the organisation’s Board Diversity Policy and Plan available 
to all board members and staff and ensure that there is cross-
organisational awareness of their importance and implementation 

   

Promote the organisation’s commitment to diversity externally 
and include key policies, plans, information and updates 
(performance reviews, success stories etc) on your website and in 
the media 

   

Develop and enforce robust organisational policies on 
discrimination and harassment, including a zero tolerance 
approach 

   

Ensure that management are accountable for leading and 
embedding diversity in the organisation 

   

Become a Community Partner for the Emerging Leaders in 
Governance Program, or support similar programs that aim to 
increase board diversity 
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Recruit effective Board members 
on the basis of merit and 
capability, who represent a 
diverse range of backgrounds, 
expertise, skills and experience. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Prior to commencing recruitment, assess board skill and attribute 
needs by using a skills matrix or similar tool. Ensure that this matrix 
incorporates the different aspects of diversity that are sought (e.g. 
age, gender, cultural background, professional or lived 
experience). This information should be publicly available. 

   

Set realistic targets for diversity and inclusion on your board. 
Targets must be measurable, achievable and supported by other 
organisational policies and practices. Tailor targets to the board’s 
needs and strategic objectives 

NOTE the difference between targets and quotas. Targets are 
goals adopted voluntarily by organisations, which means 
they are more likely to have ownership and therefore achieve 
them. 

Develop medium-term succession plans that identify the balance 
of experience and skills the board will need to recruit over the next 
two to three years. Integrate board diversity targets into 
succession planning 

   

Provide board traineeships to support young and/ or less 
experienced potential board members to gain comprehensive 
understanding and board experience before joining 

   

Ensure that board appointment processes are formalised and 
transparent 

   

Use an independent Nomination or Board Selection Committee 
for recruitment, which is committed to recruiting a diverse range 
of skilled board members. The nomination committee’s role 
should include making recommendations to the board about 
strategies to increase board diversity.  

   

Ensure that the Board selection committee has diverse composure 
(including at least one woman) and that members are sensitive to 
cultural issues. 

   

Ensure there is an objective competency and merit-based 
appointment process e.g. remove personal information from CVs 
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Recruit effective Board members 
on the basis of merit and 
capability, who represent a 
diverse range of backgrounds, 
expertise, skills and experience. 

(names gender, age, ethnicity, address and other personal 
identifying information) to help reduce bias 

Ensure that shortlists for board positions include a diverse mix of 
candidates and consider gender balance. In case of lack of diverse 
candidates, return to the market to seek further applications 

   

Periodically advertise board positions to encourage greater 
diversity in applications 

   

 Ensure that any advertising for Board positions makes reference 
to the Board Diversity Policy and clearly expresses the 
organisation’s commitment to diversity 

   

 Ensure that advertising for Board positions can be made available 
in different languages/ formats (e.g. Braille) if required 

   

 Look beyond traditional sources of potential directors. Advertise 
Board opportunities widely and through diverse networks, media 
and promotional avenues, targeting particular groups if necessary 
(e.g. CaLD media or Professional Women’s Networks) 

   

 Provide reasonable adjustments for applicants with disabilities or 
requiring special arrangements to attend interview 

   

 Address expectations about board inclusiveness in the interview 
and orientation process 

   

 Collect, record and report on data around Board applicants and 
their skills, experience, age, gender, cultural background etc. 
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Provide ongoing support for all 
Board members to succeed in 
their role and to contribute fully 
to organisational goals 

Provide comprehensive induction and onboarding processes, 
ensuring that new board members feel welcome, well-informed 
and equipped before commencing their role 

“For the viewpoints of diverse directors to be given 
weight in the board’s deliverations, those directors 
need to be integrated into the social fabric of the 
board and to be supported in building 
relationships with management. At least one 
senior board member needs to ensure that diverse 
members are not just invited but truly included in 
the board’s informal gathering and discussions”.12 

 Organise an informal welcome session for new board members to 
meet with other board members and key senior staff prior to their 
first board meeting 

 Pair new board members with a suitable, more experienced board 
member who can provide ongoing mentoring and support 

 Review the location of Board meetings and ensure that it is 
accessible for those with mobility issues (e.g. person with a 
disability) or transportation issues (e.g. a young person without 
drivers licence) 

   

 Review the day/ time of Board meetings and ensure that it is 
accessible for a diverse range of potential board members, 
including those who work fulltime or outside of office hours, 
parents of young children and carers 

   

 Provide a reasonable amount of flexibility around meeting times 
and location to accommodate Board members with specific needs 
or potential barriers to attendance 

   

 If recruiting Board members who will be a minority on the board 
because of their age, gender, race etc, aim to have more than one 
member with similar identity so they feel more comfortable and 
able to contribute 
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Regularly review and evaluate 
the Board’s diversity and 
progress towards goals 

Collect data on current board diversity and use this to set 
benchmarks for your diversity objectives 

“Gathering and reporting data on cultural diversity 
must accompany any leadership commitment to 
the issue. Doing so gives a baseline for measuring 
future progress. It also helps to focus minds within 

organisations”13 
 Assess the composition of the board and aspects of diversity it has 

or needs 

 Review and critically assess each step of the board’s recruitment 
process (advertising, identification of potential candidates, 
shortlisting, nomination, acceptance, onboarding) 

  

 Invite an experienced third-party assessor to conduct an 
examination of the board’s workflow and procedures, and to 
identify potential roadblocks to achieving diversity and 
opportunities for improvement 

   

 Undertake regular, formal evaluation of board performance (for 
the Chair, Individual Director and group as a whole)  including self-
evaluations). Consider including diversity questions 

   

 Use an independent person or peer review to evaluate 
recruitment processes and decisions 

   

 Ensure that diversity features regularly on the board agenda for 
discussion, review of progress against set objectives, and 
succession planning 

   

 Include your objectives for board diversity, and measures of 
progress, in your annual report 
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