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PURPOSE

There is a good pool of strong board
director candidates willing to work for
a worthy cause in the not-for-profit
sector. Despite the unique recruitment
challenges for NFP boards, NFPs should
not sell themselves short by settling
for less, as most challenges can be
overcome by employing best practice
recruitment strategies.

To increase the chances of recruiting
the right board members, the
recruitment processes undertaken by
NFPs need to be robust and agile. A bit
of an oxymoron, but true. Strong tools
are required as a reference point to
ensure consistency, but processes
should also include scope to adjust
according to the organisation's needs.

Effective board recruitment for NFPS

Determining the required skills,
competencies, and nature of the
preferred board member;
Starting the search;
Interviewing potential candidates; 
Choosing a preferred candidate
and;
Formal onboarding and
orientation. 

These are some of the important
stages in the board recruitment
process:

This resource provides detailed
recruitment guidelines as a reference
tool for NFP boards to help navigate
this vitally important process.  

A successful, well-functioning board is crucial for an

organisation to achieve its strategic goals efficiently.

Such a board usually has the right mix of skill sets,

expertise, connections, and diverse perspectives. An

exceptional board does not happen organically,

rather it is dependent on an effective recruitment

process.
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 acknowledge the Traditional

Custodians of the land on
which we live today, and pay
our respects to their Elders,
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Building a board is
more than just filling
seats or looking for

bodies.
 

INTRODUCTION
Board recruitment needs to be done
right, as the success of any
organisation is dependent on the
effective stewardship of its board. 

Building a board is more than just
filling seats or looking for bodies. It is
about finding the right board
members with the right mix of skill-
sets, expertise, connections, and
diverse perspectives that can work
together to help the organisation
achieve its strategic goals. 

Recruitment of suitable board
directors has been found to be a
challenge in the NFP sector,
particularly boards with member-
based models who generally have a
constitution stating the pool from
which board members should be
sourced.  This might in turn limit the
skills on the board and increase the
need for training and development.
Having said that, lack of time and
resources are also a barrier for board
development and therefore such
boards are left in a conundrum. This is
a contingency that can interfere with
the board's functioning.

Effective board recruitment for NFPS
*

By assisting NFP boards to increase
their understanding of how to search
for, interview, choose, and onboard
the right board candidate for their
respective organisations, NFPs may
be better able to improve their
success rates in sourcing top-quality
candidates for available board
positions.

Although an effective board
recruitment process may seem
complex and lengthy, it is worth the
effort to invest the time to find the
right candidate for the job at hand.
This is likely to have a far-reaching
impact on the board, the
organisation, and the people it serves.
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NFP Board Recruitment 

 Challenges 

2

3

1

NFPs face unique recruitment challenges when seeking to recruit

board members. We have set out a few of these challenges and this

report seeks to provide viable solutions and opportunities for

growth in NFP board recruitment processes.

CHALLENGES SOLUTIONS

Attracting board members on a
voluntary basis.

Lesser financial resources to
compete for talent.

Recruiting and retaining fully
committed, qualified, and diverse
board directors.

4

5

6

Governance procedures that restrict
how suitable board directors are
recruited.

Finding quality directors with the
level of time commitment required
for a board position.

Personal liability of being a board 
director, including an NFP board
director.

2

3

1
Scoping for suitable candidates that are
passionate about giving back to the
community. Recruitment by invitation
based on qualities that add value to the
board.

Emphasis on the non-financial
advantages of being an NFP board
director.

4

5

6

Regular assessment and reform of
board recruitment processes and
procedures. 

Recruiting younger professionals
looking to develop their directorship
experience and that might have less
other commitments. 

Providing training on board
compliance and due diligence, and
having Board Director Insurance in
place.

Advertising for board positions with
professional or industry
associations and training providers
like the ELGP.
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Developing an engaged board
member starts with the recruitment
process. 

The recruitment process sets the tone
and the board members’
expectations. If the recruitment
process is done poorly and without
clear intent or purpose, then the
board might fail to reach the
intended outcome.

THE BOARD
RECRUITMENT
PROCESS

Where do you start?

 

Consider forming a nominations
committee (either permanently, or on
an “as-needs” basis) to facilitate the
board/committee member
recruitment process. 

This can ease the pressure off the full
board from having to interview
candidates and create a streamlined,
consistent director selection and
recruitment process. 

The committee’s tasks can also
include maintaining current board
member profiles, assembling an
ongoing confidential list of
prospective board members to
present to the board, the orientation
of new directors, and reviewing the
performance of incumbent directors
eligible for re-election.

"A fully engaged, active board

does not happen organically. 

It takes deliberate acts,

concentrated efforts, planning,

and behind the scenes work to

create a board that understands

its role and takes governance

seriously."*

Effective board recruitment for NFPS
*The Nonprofit Network Board Policy (Board Approved 9/22/2016). 3



The recruitment process can be split into 4 stages.  Each
stage has detailed steps that need to be followed for
optimum results to be achieved.

NEXT STEPS

Stage 1
Gap Analysis

Stage 2
Starting the Search

Stage 3
Interviewing Potential
Candidates and the Selection
Process

Stage 4
Orientation and
Onboarding

Effective board recruitment for NFPS 4



Matrix
A Comprehensive Board Assessment
Matrix is a good starting point to identify
diversity, board skills, knowledge,
personality, and competency gaps and
determine what the board needs to look
for when recruiting its new board
member.  

Board members can use the matrix tool
to self-assess and the nomination
committees can use the results to
measure the collective qualities of its
board. This exercise serves the dual
purpose of determining what is lacking
on the board and gives each board
member an opportunity to reflect on their
role on the board and to consider the
board’s future needs. The most common
gap that usually exists and requires to be
paid attention to is diversity and this
could mean a lot of different things
including gender, culture, skills, sexual
orientation, education, disability. 

STAGE 1
DETERMINING THE REQUIRED
SKILLS, COMPETENCIES AND
NATURE OF THE PREFERRED
BOARD MEMBER

Identifying the gaps
Board membership is about governing
and providing strategic direction to the
organisation. Where such big decisions
must be made, it is optimal to have a
good mix of skills, competencies, and
backgrounds. 

This provides different perspectives and
a wider world view which in turn benefits
the organisation with progressive and
dynamic ideas. To achieve the right mix,
a board must assess the current board
and identify the strengths that each
board member brings and any gaps
that might exist. It’s also useful to
forecast any upcoming retirements
within the board. Forecasting, as
opposed to knee-jerk reactions to board
recruitment, will serve the board well in
the long run.  

Effective board recruitment for NFPS
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What is the strategic direction of the
organisation?

The right candidate for any board will be
the right one for that particular point in
time within the board’s life cycle. This is
based on the present needs of the
board due to the current strategic
direction and/or any specific projects
that the organisation might be involved
in which might require certain board
expertise.

Effective board recruitment for NFPS

board size
board structure
board composition
board compensation
board election and re-election.
board term length
board officers and their duties
board committees and their
duties

Review the board constitution

Reviewing the board constitution is
essential in board recruitment. The
constitution may contain criteria,
including but not limited to the
following:

The nominations committee would
need to give consideration to these
requirements when determining
whom to recruit. However, it is
important to note that the
constitution can be amended when
required reflective of the fast-paced,
ever-changing world that we live in.
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Culture| The culture of the board is
important, and you want to find the
right fit. It takes more than just skills,
competence, and diversity for a
candidate to be the right fit. Having a
board that can maintain certain
common courtesy and respect is also
important. While making big decisions
there will be times where board
members might disagree and it
requires the utmost professionalism for
directors in that position to come to a
common understanding and to
continue making the important
decisions that they are required to
make to keep the organisation running. 

Effective board recruitment for NFPS

Connections | A well-connected
board member has the potential to
hit the ground running and add
tangible value to the organisation.
This can also be narrowed down to
the specific contacts that they are
connected to if they are of a specific
benefit to the organisation’s growth
or strength i.e being connected to
generous donors might be well
regarded within an organisation that
does a lot of fundraising.

Dedication and commitment.
Proactiveness.
The ability to listen, analyse
and be creative.
The ability to lead and
influence.
The ability to ask challenging
questions. 
Agility.
Willingness to undertake skills
development in any gap areas.

Character | Some of the essential
personal qualities to look for in a
candidate are, but not limited to,
the following:

Determine the personal
attributes of the person you
want on the board and other
important considerations

 
Passion|  When looking for a board
candidate you want to have
someone passionate about the
work the organisation does. They
must know who you are as an
organisation and must have a keen
interest to know more. When
candidates are passionate about
the cause, things like reliability and
accountability usually fall into
place. Often, passionate
candidates can be found in the
existing networks, and they might
already be serving the cause in one
form or another including
volunteering or being a donor. 

On the flip side, it might also be
prudent to recruit someone willing
to challenge the existing culture
for the better if a board requires a
certain shift from a tainted
culture.
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 Consider the importance of diversity in the boardroom

If a board is seeking to improve its commitment to diversity and inclusion, board
recruitment is the most practical way to drive change.

Effective board recruitment for NFPS

Why is Diversity Important in the Boardroom?

At its core, the function of a board is to advise and direct the management of a
not-for-profit organisation in order to best support the community and people
the organisation serves. To ensure this is achieved, it is important for board
directors to understand the situations, experiences, and needs of their clients,
and consider different perspectives and innovative ways of thinking about
challenges.  This is particularly the case as new challenges emerge and the
industry and best practices evolve over time. The most effective way to
approach this is to have a board that reflects the community it serves, made up
of directors who come from different backgrounds. They will analyse problems
through a different lens and bring unique skills, experience, and expertise to the
discussion.

Diversity encompasses a range of factors, including diversity of age, cultural and
linguistic background, gender, sexual orientation, experience with disability, skills,
and education. While it may be a board’s goal to champion diversity across all
these areas, it is important to consider what is practical and beneficial for the
specific organisation. 

NFPs generally do better than corporates when it comes to the representation of
women on boards. A 2019 ICDA study of NFP boards had 80% of the respondents
saying their board comprised 40% women. There is speculation that the actual
number of females on NFP boards is likely to be higher than this figure, however,
there are fewer women in leadership positions on the boards.

8



Cultural diversity, in particular, should be a priority for all boards across Australia,
given the vast and growing amount of first-, second-and third-generation
migrants to Australia. As of 2014, only 1% of West Australian public board and
committee members identified as coming from a culturally and linguistically
diverse Background, despite 32% of West Australians being born overseas and
over 50% having one or both parents born overseas. Having a more diverse and
representative board would also provide opportunities to advocate for change,
structurally and through training, to decrease the discrimination, bias and
barriers experienced by staff and clients of the organisation. 

Effective board recruitment for NFPS

Incorporating Diversity into Board Recruitment

Once the board has decided the areas of diversity to focus on and strive for, it
is then important to analyse the make-up of the current board to find the gaps
and to keep this front-of-mind when the time comes to recruit for new board
members. 

A strategy that has already been adopted by some boards that others may
find useful is to include a section in the constitution that states that either a
specified percentage or number of board directors must have lived experience,
or that through an immediate family member, relating to the goods and
services the organisation provides – whether the organisation seeks to support
migrant women, children in out-of-home care, people living with disability,
Indigenous Australians, carers for people living with dementia and so on.

9



What do Diversity and Inlusion mean for your board?
 
 

Diversity: "the practice or quality of including or involving
people from a range of different social and ethnic backgrounds

and of different genders, sexual orientations."
 
 

Inclusion: "the practice or policy of providing equal access to
opportunities and resources for people who might otherwise be
excluded or marginalised, such as those who have physical or

mental disabilities and members of other minority groups."

In the words of Verna Myers, 

“Diversity is being invited to the party,

but inclusion is being invited to dance”.

Effective board recruitment for NFPS 10



STAGE 2
STARTING THE SEARCH

Organisation
Organisation Type
Coverage
Position Title
Duration of Appointment
Remuneration
Industry / Sector
Skills Sought
Closing Date
Brief summary of the Position Description
Brief summary about the organisation
Selection Criteria

Drafting the details of the Board Position
Using the findings from the matrix and after the nominations
committee has analysed and consulted with the board, the
nominations committee must draft the details of the Board
Position. This would usually comprise of the following information:

1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.

Effective board recruitment for NFPS

The position description and selection criteria should be narrowed down to the
specific requirements for the role based on the findings so as to attract the right
candidate. See Tool 2: Detailed Board Position  It is important to confirm that the
role title accurately matches the responsibilities and it is best practice to post a
listing that is as specific as possible. This can be by specifying that you are
looking to recruit “a board member with accounting experience”, for example, in
order to narrow down the pool of applicants and ensure that their skills align with
the board’s current needs. A Candidate Information pack should also be made
available. See Tool 3: Candidate Information Pack.

 

11



Where do you look for Board Directors?
Board vacancies have historically been filled by referrals from existing board members, 
 through the contacts of existing, retiring, or past board and committee members, staff,
and volunteers. Whilst this has been a time-tested and effective way of finding
candidates who may be suitable, credible, and dedicated, this often results in the
recruitment of members who come from a similar background in terms of mindset,
expertise, and experience. It is therefore important not to overlook other areas, such as
relevant professional and trade associations, donors, local business owners, volunteers,
community leaders, young leaders, members of multicultural organisations, indigenous
elders, and people who have benefited from the organisation’s services in the past.

Effective board recruitment for NFPS

Boards that get specialist advice from advisory
committees should also consider committee members
who might want to take on and commit to a greater level
of responsibility of joining the board. The members might
come with the added benefit of already possessing an
understanding of the organisation’s vision, priorities, and
operating standards. 

Hosting information days, open days, and running
publicity campaigns in local papers can also widen the net,
but should only be utilised if they fit with and would
benefit the organisation, as this requires more time and
financial commitment.

Nominations committees should also harness technology
and social media to spread awareness of board vacancies
and leverage existing networks by posting the opportunity
and position description on the organisation’s social
media pages. This may include, but is not limited to
Facebook, Instagram, and LinkedIn, as well as asking
board members, staff, and volunteers to share through
their personal social media accounts for wider reach. This
should also be shared in the newsletter or emails that are
sent out to the organisation’s mailing list.

Board vacancies can be advertised on professional
directors' platforms such as the AICD website, Women On
Boards, or Ethical Jobs. Organisations could also use the
free Board Matching Service or engage professional help
through executive search companies that may offer free
or lower-cost services for community and not-for-profit
organisations.

12



 It is also important to inform the
candidate that their contact details
and specific skills have been kept on
file and that they will be contacted
when a suitable position opens up.
This ongoing process of prospect
identification and selection would
mean that the groundwork will
already be in place when the time
comes to appoint a new board
member.

It is important to continue to engage
the prospective candidates by
inviting them to observe the board at
work, inviting them to attend special
events, and sending them brochures,
newsletters, annual reports, and
recent newspaper clippings. They
could also undertake one-off
voluntary tasks that suit their
expertise and interests or join one of
the board’s committees if
appropriate.

Create a shortlist

Once the application window has
closed, the Nominations Committee
should analyse all applications, ideally
with names removed from applications
and with the same two assessors for
each application. This may be adjusted
according to the number of applications
received and time constraints, however,
it would minimise unconscious bias that
may factor into the decision-making
process and ensure that all applicants
are consistently assessed against the
comprehensive board matrix included in
this resource. The committee should
then shortlist a selection of candidates
for interview.

Ongoing Recruitment Processes

If applications are always open and
assessed on a rolling basis,  boards can
follow the same steps for finding and
shortlisting prospective candidates.
Once a candidate has been shortlisted
and if there are no current vacancies, it
is best practice to communicate with
the candidate that you believe that they
would be a good fit for the organisation
pending any openings.

Effective board recruitment for NFPS 13



STAGE 3
INTERVIEWING  PROSPECTS AND
SELECTING

Effective board recruitment for NFPS

Act with honesty and integrity.
Exercise due care, diligence and skill.
Act in good faith in the best interests of the organisation.
Act fairly and impartially.
Use information appropriately.
Use their position appropriately.
Act in a financially responsible manner.
Comply with the organisation’s governance rules.
·Demonstrate leadership and stewardship.

Pre-Interview Preparation

(a)Provide an Application Form
An application form will help gather and collect information about each candidate. It
requires the candidate to carefully consider their decision to join the Board. The
application can include fields to provide personal information, expectations, and
reasons for wanting to join the board.

(b)Shortlist Candidates:
Shortlisting candidates involves reviewing applications against the selection criteria to
determine the candidates who will be going forward for an interview. 
Notify unsuccessful candidates and provide an opportunity for feedback by request.

(c)Provide the Organisational Information Package:
Candidates can be provided with a Recruitment Package with relevant information to
assist with their initial inquiries. This can include and is not limited to, organisation
history, purpose, and overview of the organisation; current strategic plan; current
board members’ profiles; funding overview; constitution.

(d)Provide the Board Code of Conduct
The board code of conduct should have the guiding principles which the board
expects of its members. This should be made available to candidates during the
recruitment process to ensure that the code aligns with the candidates’ expectations. 

The code of conduct generally embodies the legal and ethical obligations that
directors are required to meet and if a candidate cannot meet the requirements, the
implications might be dire for the board moving forward. It is therefore important to
ask the right questions to the candidate to ensure that they are of good repute. Some
of the legal and ethical requirements that may be included in the code are that the
board director must;

 14



Interviewing Candidates:

Interviewing potential board members brings a specific set of challenges. It is
hard to fully understand a candidate’s potential in a short conversation. Having
said that, interviews can be hugely beneficial if they are designed, carried out,
and evaluated in the right way.

Effective board recruitment for NFPS

Avoid snap judgements
Based on the slightest interaction, we
make a snap, unconscious judgment
heavily influenced by our existing
biases and beliefs. Avoid such snap
judgement and make an effort to
investigate further to find the right
candidate for the board.

Provide a clear brief
Provide a brief about the board’s view
of the organisation’s current state
and where it is trying to get to. Outline
the challenges the board needs to
navigate and opportunities that may
be realised.

Make it small, informal, and
structured
For the best and most productive
interviews, keep the interview to a
maximum of two interviewers and be
informal but structured. This will
ensure the interview is engaging,
conversational and will generate
better outcomes. Where there is a
requirement that multiple members
of the board meet with a candidate,
adopt a process where each pair of
interviewers focus on a different area.

Obtain clarity by asking the right
questions
Interview candidates to obtain clarity
and understand the candidate’s past
performance, expertise, behaviour,
and opportunities for improvement.
The information obtained will help to
map out the suitability of the
candidate.

Candidate's Personality and
Character
Include behavioural and situational
questions to understand the
personality and character of the
candidate.

Candidate's Commitment
Ensure that you understand the
candidate’s personal and
professional commitments. Avoid
selecting someone who does not
have the time to commit to the
organisation.

Candidate's Value Proposition
Interviews can provide an
understanding of the candidate’s
value proposition on the board by
leaving time at the end of the
interview to invite the candidate to
ask questions.

Consider an interview as one of
several steps to identify the right
candidate. However, it is probably
one of the most crucial elements. 

Having a robust screening and

interview process enables you to

assess all candidates objectively

and increases the likelihood of

securing a standout board

candidate.

15



Offer a board position pending any screening and checks that might be
required as part of the onboarding experience. 
Conduct a Police Check, ensuring that it covers all state and territory
jurisdictions.
Conduct a search of the National Personal Insolvency Index for any
bankruptcy history.

Selection
Based on the outcome of the interview, select preferred candidates to present
to the board. In addition to the Interview, it is also helpful for members of the
board particularly the Board Chair, and Chair of the Nominations Committee to
know how to undertake a deep reference check. Knowing how to ask the right
questions is the key and that takes the board one step closer to selecting the
new board member!

Finally, with the assistance of the board or as the nominations committee
entrusted with the final decision by the board, select the most suitable
candidate from the list of preferred candidates. Ensure that you closely match
the preferred candidate with the selection criteria.

Effective board recruitment for NFPS 16



Board member agreement that includes the consent to act as a director,
disclosure, and declaration of not being a disqualified person.
Legal documents, including conflict of interest disclosures, a Deed of access,
and indemnity to sign.
An overview of the organisation – its mission, vision, values 
Organisation chart – outlining structure (e.g., board, committees, staff roles &
responsibilities, etc.) 
Organisation’s annual report and any other pertinent financial reports. 
Role description (and any additional documentation or forms that need to be
completed). 
The organisation's strategic plan. 
Most recent board meeting minutes. 
The organisation's most recent newsletter and/or brochures.
Schedule of board meetings and locations, annual meetings, and any other
events the new member is required to attend.
Contact information – board chair, members, staff contacts, etc.

 Formal Orientation and Onboarding

The orientation format can be done by providing a welcome package of
information, an orientation video, a presentation, or a training session. However, at
a minimum, new board recruits should receive the following information: 

STAGE 4

FORMAL ORIENTATION AND

ONBOARDING

It is important that a board's orientation and on-boarding process is authentic
and makes a new board member feel welcome and that they’ve made a
fantastic board choice. Having a thorough process that sets your new board
member(s) up for success enables them to start returning value to the
organisation faster. It helps them make better-informed decisions, contribute
more meaningfully to conversations around the board table, feel part of the
team, and fully understand the business, its marketplace, and strategic
opportunities to pursue.

Effective board recruitment for NFPS
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Toolkit
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Each tool below is available in Microsoft Word format and can be
amended to suit the needs of your organisation.

01. Comprehensive Board Assessment Matrix
Use this to identify gaps on your board

TOOLKIT

Effective board recruitment for NFPS

02. Detailed Board Positon
This working document gives you some ideas on how to
go about drafting the detailed board position for
advertisement

03. Candidate Information Pack
This working document provides a suitable layout and
drafting ideas on how to put together a candidate
Information pack so that potential candidates are aware
of the board position requirements

04. Interview Questions
Contains a sample of interview questions that you can
pick and choose from depending on what your board
requires of the incoming board member
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