


OVERVIEW

This report explores the different definitions of diversity and how different organisations
adapt to their clients. We explore the impact of having a publicised written diversity
policy and its impact on the organisational structure, representation and the services
provided. Furthermore, recommendations are made on effective Board Diversity
Policies in order to increase overall diversity on the board.
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INTRODUCTION

This report has been created for the Emerging Leaders in Governance Program (ELGP),
2021 Spring Cohort. The program aims to introduce young, (and for this particular
cohort) culturally and linguistically diverse females to the processes, skills and
technicalities of being involved in not-for-profit organisations and their boards in WA.

The report explores the effectiveness of diversity policies and how they influence the
services provided by an organisation. We have broken the report into parts: definitions;
case studies, recommendations and a working checklist that can be used by
organisations looking to increase diversity on their own board - whether its diversity of
gender, age, race, religion or one of the many other unique factors that fall under the
definition of diversity. 

We compiled the report by first defining diversity followed by looking into the diversity
policies that already exist. We also took into account organisations that do not have a
diversity policy but are accomplished in expressing diverse views, strategies and
programs. Following this, we recorded our observations of the patterns existing and
recommendations of how to solve the issues. Finally, we have developed a working
checklist which can be adopted. 

We would like to say a special thank you to Dr. Nicky Howe and Alicia Curtis for their
support and for providing amazing opportunities which have led to this report being
developed. 
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PART 1- OVERVIEW OF DIVERSITY
POLICIES
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WHAT IS DIVERSITY, AND WHY IS IT IMPORTANT?

“A 2019 Institute of Community Directors Australia (ICDA) study of
Australian not-for-profit boards found that in contrast to the
corporate sector, where boards are often said to be “male,

pale, and stale”, NFP boards could be described as “female,
pale and stale(ish)”. (1)

The term ‘diversity’ is defined as “the condition of having or being composed of
different elements” according to the Merriam-Webster Dictionary (2). In recent years,
increased action has been taken to ‘increase diversity’. This is due to changes in
international systems and relations such as globalisation, technology and general ease
of access. Diversity in the workplace usually refers to having a range of genders, ages,
experiences, religions, cultures and many other factors. Organisations and companies
have begun to take positive action to purposefully increase their diversity to reflect their
clients and target audiences. Similarly, more boards are consciously attempting to
diversify their members. This is vital as boards determine the direction of an
organisation. 

Dr Nicky Howe and Alicia Curtis’ book, Difference Makers (3) emphasise that a board’s
commitment to creating board diversity can be developed by establishing a board
diversity policy; and building this commitment starts with ensuring that there is a mutual
understanding of the diversity issue. Understanding the demographic composition of
the community and the customers that an organisation serves and how that is reflected
in the governance of the organisation are key to supporting a process of creating
greater diversity and inclusiveness. In their Diversifying Boards report, the Office of
Multicultural Interests (4) notes that diversity and inclusion are not just the right thing to
do but are important to the business agenda. According to research by Russell
Reynolds Associates (5) boards are at their best when there is diversity of culture,
thinking and perspective. Dr. Nicky Howe notes that some of the other advantages of a
more diverse board include diverse perspectives that lead to optimal decisions, helps to
legitimise the mission of the organisation, builds social capital and cohesion among
diverse populations and supports brand/marketing/fundraising and outreach more
effectively. 

The primary objective of developing a board diversity policy to engage the board in a
meaningful conversation about the business and the social benefits of diversity.
However, Dr. Nicky Howe cautions against “tokenism”, where the diverse person feels
that they are just filling a quota. Consequently, when Southcare began its journey of
seeking to engage young leaders onto boards, they ensured that the person chosen to
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take up the directorship is not only selected for the board simply because they fit the
right demographic profile but also had all the appropriate skills and experience for the
role. Finally, to change the culture of a board through greater diversity, Dr. Nicky Howe
recommends that the boards assess and inspect their processes such as board meeting
times and venues (does the board meet at times convenient for people with family,
school religious commitments), language used at a board meeting, board meeting
norms and values, dietary requirements if food is served; set targets and measure them. 

One method that organisations use to document their commitment to diversity is
through Diversity Policies, with some organisations going a step further and setting
diversity targets. The effectiveness of policies is debatable and regarded by some as a
box ticking exercise. In the UK, the Financial Reporting Council said that, while many
companies “stated the importance of diversity and diverse boards”, they “continue to
set out a purpose that is more of a marketing slogan” (6)

WHAT IS A DIVERSITY POLICY?

Definitions of diversity policies are not uniform and vary according to a number of
factors including, industry, purpose and organisational context. It is useful to start with a
definition of diversity. Diversity refers to the differences that distinguish a person, or
groups of people, from another. This may include gender, ethnicity, cultural
background, age, physical ability, religious belief, skills, amongst others. 

Diversity policies are typically defined by the purposes they aim to achieve, namely, the
promotion of diversity and inclusion across an organisation. Similarly, the scope of
diversity varies, and the forms of diversity (i.e. gender, religion, cultural) covered by a
particular policy are not fixed (7). 

While there is no unifying indicator of what a diversity policy must include, diversity
policies typically:

● define “diversity”; 
● outline “guiding principles” underpinning the organisation’s vision for diversity; 
● lists measurable objectives; and 
● outline how the organisation intends to hold itself accountable to its objectives

(i.e. through annual periodic reporting).
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WHERE ARE WE NOW?

The 2021 Board Diversity Index report by Watermark (8) provides a comprehensive
assessment of board diversity of ASX300 (largest 300 companies on Australian Stock
Exchange by market cap) companies. 

They report on five types of diversity (gender, cultural, skills, age and tenure), with
findings as follows:

Gender diversity

Progress has been made to increase gender diversity, with the largest companies
(ASX50) making significant progress. Women now occupy 32.9 percent of ASX200 board
positions and 30.8 percent of ASX 300 positions.

Percentages of men and women on ASX300 boards (Credit: 2021 Watermark Board Diversity
Index)
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Cultural diversity

There has been progress, but it is slow. 

● On the ASX300, 90% of board members are from an Anglo-Celtic background,
despite only making up 58% of the Australian population. (Anglo-Celtic
Australians are Australians whose ancestors originate wholly or partially in the
countries of England, Wales, Scotland and Ireland)

● 71% of Female Non-Executive Directors who are not from Australia are from North
America, New Zealand or the UK.

Ethnic origin of all directors (Credit: 2021 Watermark Board Diversity Index)
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Skills diversity

The Accounting, Finance and Legal sectors are still the most strongly represented. On
average there are 2.4 Finance experts per board.

Sector experience (Credit: 2021 Watermark Board Diversity Index)
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Age diversity

Based on those companies that disclosed age, the average age of all directors is 60.6
years, and was 61.5 for males and 57.9 for women.

Average age of board directors (Credit: 2021 Watermark Board Diversity Index)
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Tenure

65% of directors and 70% of chairs have tenures less than 10 years. It has become quite
rare for a director to serve more than 14 years on the same board.

Director tenure (Credit: 2021 Watermark Board Diversity Index)
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ARE BOARD DIVERSITY POLICIES EFFECTIVE? 

A research paper published in the Oxford Review of Economic Policy in 2020 (9) sought
to empirically evaluate whether diversity policies are effective. While the focus of the
paper was on gender diversity policies, its conclusions shine a light on the effectiveness
of policies and targets to drive change.  The study evaluated data from 3800 large
corporations from member countries of the Organization for Economic Cooperation
and Development (OECD) to assess whether firms had policies, how these correlated to
diversity, and how firm performance is influenced by diversity. 

To assess the policies in place, the study categorised diversity mechanisms into three
parts:

● Diversity policy - formalized gender diversity policy or statement
● Policy implementation - more binding types of policies that disclose how firms

implement diversity measures
● Quantitative targets - the established goal for the number or percentage the

company has set for female employment at any position

Overall, only 21.4% of firms did not have a diversity policy. Fewer firms had binding
policies, and the majority of firms did not have targets. Only 12.6% of the firms had
implemented all three types of policies by the end of 2019.

The study analysed whether the diversity policies correlated with the percentage of
women in firms, at various management levels. The table below summarises the
findings, which accounted for the effects of the country and sector. A higher number
shows a stronger correlation between the mechanism and the diversity achieved.

Diversity mechanism Correlation of mechanism to resulting diversity

Board Executives Management

Diversity policy 1.8 1.7 1.2

Quantitative targets 2.1 0.4 0.9

Policy implementation plans 4.2 2.5 2.5
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In summary:

● Gender diversity policies leads to a higher percentage of women in all forms of
leadership

● Disclosing how the policy will be implemented is strongly correlated to gender
diversity across all leadership levels.

● The study didn’t show a clear correlation between setting quantitative targets
and increasing diversity for management and executives. 

● At board level, all three forms of policy strongly impact on gender diversity, with
the largest impact being from disclosing policy implementation plans.
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PART 2 - CASE STUDIES

The following case studies were compiled through desktop research.

Southcare’s information was supplemented by discussion held with their CEO, Dr. Nicky
Howe.
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SOUTHCARE

Southcare is a Western Australian not-for-profit aged care service and community
services provider that offers personalised aged care and home care services
established over 35 years ago. 

In 2014, Southcare Inc. Board composed of directors with an average age of 60 years
that were recruited from Church and member organisations. The issue of board director
was top of mind for the CEO and led to a conversation with the Chair and board about
the restrictions within the constitution in terms of board director recruitment and the
benefits of accessing talent from the Emerging Leaders in Governance Program. This
led to the Southcare board considering the question of evaluating itself as an effective
and diverse board. The board charged the Treasurer and CEO with the responsibility of
preparing a discussion paper that could be used for board evaluation. Extensive
research on policies, processes and tools was undertaken and a board evaluation
review brief was prepared, which included ongoing development and improvement of
the board’s performance as a critical input to effective governance, and discussing
results of performance against a range of qualitative and quantitative criteria. This
would in turn provide the board an opportunity to improve cohesion and
communication among board members, clarify individual and collective roles in the
performance of good governance, improve compliance and reporting requirements,
improve effectiveness of the board and the impact of its contribution. A process to
develop a board evaluation process was facilitated, which included review of the
governance documentation, co-design of a board evaluation plan – “Evaluating Board
Performance, A Guide for Company Directors” AICD Guide to assist directors to initiate
their own board evaluation process considering various options, benefits, risks and
pitfalls of board evaluations was circulated to enable input into the design of the
evaluation process, meeting to discuss the co-design process and actions following the
evaluation.

The following actions were proposed as part of the board evaluation review process in
2014.

● Review of the constitution
● Implementation of a board nomination committee.
● Introduction of board development and education program
● Board meeting evaluations
● Chair to have meetings with directors to discuss individual performance 

Fast forward a few years, in 2021, an effective Equal Employment Opportunity (EEO),
Equity and diversity policy is in place at Southcare that is reviewed every 3
years. Furthermore, there is a Diversity and Inclusion Plan in place as a mechanism for
achieving the outcomes outlined in the diversity policy. This plan at the outset has a
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very strong message from the CEO stating how diversity leads to improved outcomes
for the organisation. This plan clearly defines diversity as characteristics that make
individuals different from one another such as religion, race, ethnicity, gender, sexual
orientation, disability, level of education or marital status, or any other real perceivable
difference. It also refers to the idea that people think differently, bringing unique ideas
and perspectives to the table. 

Creating an inclusive workplace is identified as a critical factor to maximise diversity,
which in turn will create success at Southcare. The plan also recognizes groups that are
currently underrepresented and clearly outlines strategies to increase representation of
these groups and initiatives to strengthen an inclusive culture. A pertinent difference
between representation and inclusion has been pointed out in this document. Following
the review of the constitution as part of the action plan, board rotation was enacted.
To support this process a Board Structure and Appointment and a Board Rotation and
Succession Policy were developed and adopted.
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COMMONWEALTH BANK

Commonwealth Bank (CommBank) is a multinational Australian bank with businesses
across New Zealand, Asia, the United States and the United Kingdom. It is one of the
largest four banks in Australia, and is the largest company by market capitalisation listed
on the Australian Stock Exchange. 

CommBank espouses a strong commitment to diversity and inclusion, with
comprehensive policies and plans (10). The bank has also set specific targets to
achieve diversity, which includes specific targets for boards. It has set the following
diversity targets:

● Gender diversity on boards: 40% female membership, 40% male membership
and 20% of any gender

● Gender diversity in leadership: 47% - 50% gender equality in Executive Manager
and above roles by 2025

● Cultural diversity in leadership: to match the cultural diversity of the Australian
population (as measured by CBA’s Cultural Diversity Index) by 2025

● Indigenous employment parity: employment of Aboriginal and Torres Strait
Islander peoples to be at parity with the Australian population - aim to achieve
3% Aboriginal and Torres Strait Islander representation

● Accessibility: An accessibility and inclusion plan that commits to improve the
environment for employees and customers with disabilities. 

The Annual Report gives a detailed breakdown of its progress on meeting targets. It
provides employee metrics for gender representation at different managerial levels,
gender pay equity, age diversity, cultural diversity, indigenous representation, as well as
employees who identify as LGBTI and having a disability.

CommBank has clear diversity and inclusion strategies, defines diversity broadly, sets
targets and is transparent in its achievement of these. At board level, it sets gender
diversity targets, while cultural diversity targets are set at leadership level, and
Indigenous representation targets are set at general employment level.
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RED CROSS

The Red Cross is the world’s leading humanitarian organisation with 192 member
countries between the Red Cross and the Red Crescent. The organisation provides vital
support to vulnerable communities, provides humanitarian aid and aims to “prevent
and alleviate human suffering wherever it may be found.” (11)

The structure of the Red Cross is divided into international and national sectors. The
International Committee of the Red Cross (ICRC) oversees the functions of each of the
192 national members. The Australian Red Cross oversees the functions within Australia. 

The ICRC has six governing bodies with The Assembly Council being the peak
management body. In order to be eligible for a position in the Assembly, individuals
have to meet the criteria of being a Swiss national (due to the original founding of the
Red Cross being in Switzerland). (12)

However, to maintain neutrality, the ICRC has deliberately chosen against
implementing a diversity policy and rather chosen to ensure members of the Assembly
are all of Swiss nationality. It has allowed for dual nationality so long as the Swiss
nationality is the more dominant of the two. However, the Assembly has equal
representation of both males and females and actively takes action to ensure the
representation of genders.

In contrast, the Australian Red Cross has no such restriction in its Constitution regarding
nationality but acknowledges that Australia is a highly diverse state. The Board of the
Australian Red Cross requires a representative from each of the states and territories.
The current board has 9 females and 7 males with one of those seats belonging to the
Youth Representative. The board of the Australian Red Cross is made of the Chair,
President, members and representatives of each of the Australian states and territories.
This is an important aspect of the structure of the Board as it ensures the needs of each
location are represented during discussion. It also enables the organisation to remain
aware and present of various humanitarian crises and issues across the nation. The
Board monitors and periodically evaluates its own performance and strives to always
have a skilled and diverse membership in place. It also establishes and implements a
recognition process that acknowledges the efforts of volunteers, members and
staff. (13)
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DIAGEO

Diageo is a global leader in beverage alcohol with an outstanding collection of brands
across spirits and beer. They produce an outstanding collection of over 200 brands and
in more than 180 countries around the world. With a staff complement of 27,775 people
around the world their performance ambition drives them to create an inclusive culture
where every individual can thrive and to champion inclusion and diversity in the
business and society more broadly. They believe that to be one of the best performing
consumer product companies they need to leverage the broadest range of
backgrounds, skills, and capabilities, and create a fully inclusive, high-performing
culture.

With their core principles of valuing inclusion and diversity in mind, the Board of Directors
approved a new Board Diversity Policy in April 2020 aimed at ensuring an inclusive and
diverse membership of the board of directors (14). The objectives of this policy included
aspirations to maintain a balance with a commitment to have no less than 40% female
representation on the Board and to have at least one director from an ethnic minority
background. The Board was to also have the right balance of skills, experience and
knowledge.

Currently the Board of Directors has 10 directors, with women making up 60% and four
directors (40%) who self-disclose as being from minority ethnic groups. The Board also
has a range of skill sets which include finance, banking/corporate finance, Consumer
products, Sales and Marketing and General management. Diageo also has an
Executive Committee made up of 14 members, six of which are female (43%).  The
composition of the Board of Directors and the Executive Committee shows that Diageo
was intentional and fully committed to implementing the requirements as set out in the
Board Diversity Policy.

Diageo showed their commitment to achieving the objectives of the policy, which in
turn, are deeply rooted in their core principles as a business. Having leadership that
represents the communities in which they live, work, source and sell would enable them
to shape broader societal change through their brands. 

20



CURTIN UNIVERSITY

Curtin University is one of Western Australia’s leading research institutions, with 59,222
enrolled students, of which 22% hold international citizenship. The university council
(being the university’s governing body) comprises 16 members, 9 females and 5 males. 

Curtin University has specific policy targeting diversity on decision-making bodies,
including the various committees and subcommittees of its governing body. Under the
“Diversity on Decision Making Bodies Policy”, Curtin aims to ensure “appropriate”
gender balance, which it defines as “no less than 40% of each gender” or a
percentage that is roughly proportional to the relevant staff or student populations
(15). 

Curtin’s “Diversity on Decision Making Bodies Policy” is a reflection of its broader
Diversity and Equity Policy, which outlines the broad diversity and equity principles
Curtin seeks to apply in its daily work, research, teaching, learning, engagement and
management practices. 

The Diversity and Equity Policy lists various procedures which detail the specific
practices which Curtin applies to achieve the principles of diversity, including: having
an inclusive language policy, enacting a children on campus policy which enables
parents to bring their children to campus, enacting a workplace diversity policy which
aims to increase recruitment and retention of people from diversity backgrounds, using
affirmative action initiatives where appropriate. 

Of note is the definition of diversity which is expansive and encompasses: 

“...the understanding that each individuals’ lived experience is unique
and that a person may identify by using one or more of the following
attributes: sex; age; race; colour; national or ethnic origin; marital or
relationship status; pregnancy or potential pregnancy; breastfeeding;
political conviction; religious conviction; impairment; need for carers,
assistance animals and disability aids; family responsibility or family status;
gender; gender identity; intersex status; sexual orientation; gender history.”
(16) 

The effectiveness of Curtin’s diversity policies is documented annually in its annual
report. Statistics regarding the diversity of all its decision-making bodies are not as
accessible as those regarding its student population. In the 2020 year, 57% of its student
population identified as female, 6569 of its students were from low socio-economic
backgrounds, and 619 indigenous Australian Students were enrolled in courses (17). 
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PART 3 – RECOMMENDATIONS
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RECOMMENDATION 1

“You can’t change what you can’t measure” 

- Peter Drucker

Organisations define diversity broadly in their diversity policies, commonly defining it as
including gender, ethnicity, cultural background, age, physical ability, religious belief
and skills, amongst others. However, when it comes to measuring or targeting diversity,
the same organisations only focus on gender diversity, staying silent on the other
measures of diversity that they themselves identified. This casts doubts on the credibility
of their policies and raises questions about the authenticity of their diversity
commitments.

Organisations should measure their diversity according to all the different
dimensions of diversity as defined in their policies. This would give more
credence to their policies and lend credibility to their diversity commitment.
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RECOMMENDATION 2

“Have a bias towards action – let’s see something happen now.
You can break that big plan into small steps and take the first

step right away.”

– Indira Gandhi

Research has shown that organisations who go beyond broad diversity statements and
publicly disclose their plans and initiatives see greater diversity across their workforce.
This is particularly true at board level, where disclosure of initiatives results in a large
increase in diversity at board level.

To make board diversity policies more effective, organisations should document
their plans and initiatives to increase board diversity and disclose these publicly.
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RECOMMENDATION 3

“A goal properly set is halfway reached.”

– Zig Ziglar

Studies have shown that setting quantitative targets does not have a large impact on
increasing diversity in senior management positions. However, targets are very effective
at increasing diversity at board level. 

Organisations should set quantitative targets at board level to make their
diversity policies more effective at driving measurable change.
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RECOMMENDATION 4

"Alone we can do so little; together we can do so much."

– Helen Keller

Care should be taken to avoid diversity policies and targets that result in a feeling of
‘token’ appointments. A threat to the success of diversity policies is when the diverse
appointee sees themselves as a token appointment. This can lead them to undervalue
their own skills, achievements and experiences, demeaning the potential contribution
they could bring. (18) Equally, token appointments of unsuitable or unqualified people
reinforce the notion that people from the designated groups are not qualified to do the
work (19).  

Boards need to ensure that the person chosen for the board has the
appropriate skills for the role, and they need to be subject to the same
selection process and expectations.
The board should also ensure that they promote inclusivity to make sure that
diverse members are empowered to make an impact. 
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RECOMMENDATION 5

 “We cannot direct the wind, but we can adjust the sails.”

– Dolly Parton

The existence of board diversity policies, targets and plans does not guarantee that
these initiatives are implemented effectively to have a positive impact. To drive real
change and prevent board diversity initiatives from being a box ticking exercise, their
implementation and effectiveness need to be continually monitored and reviewed.

Boards need to have a board evaluation process, which should include a
review of the effectiveness of their diversity initiatives.
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PART 4 CHECKLIST FOR CREATING A
BOARD DIVERSITY POLICY

Board diversity policies can cover a range of different aspects. This checklist lists some
simple factors you may wish to consider when drafting your organisation’s board
diversity policy.
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STEP 1: PLAN 

Acknowledge Board has to acknowledge the need for diversity
and clearly define diversity, e.g., religion, race,
ethnicity, gender, sexual orientation, disability, level
of education or marital status, or any other real
perceivable difference

Identify your Board’s needs  Start the diversity journey by defining the “type of
diversity” that is needed, i.e., identifying which
groups are underrepresented by asking the
question “does our board reflect the diversity of
our community?''

Inspect current procedures   Reflect on the current Board procedures and
practices (i.e. how are board members appointed,
how are meetings scheduled, what time are
meetings scheduled) 

STEP 2: DO 

Suggested headings 

Purpose What is the purpose of your board diversity policy?
Does your board acknowledge the need for
diversity?
How are these reflected in your organisation’s
values?

Scope Who does this board diversity policy apply to  (i.e.
specific boards, sub-committees, members)?

Definition of Diversity Define diversity. 
Is your definition of diversity broad enough to
capture: religion, race, ethnicity, gender, sexual
orientation, disability, level of education or marital
status, or any other real perceivable difference? 

Policy Statement principles, and
objectives

What does your policy aim to achieve?
What principles guide your board policy?
What specific goals does your board diversity
policy aim to achieve?
Are there any underrepresented groups your policy
aims to empower?
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Strategies What steps and actions will your board take to
achieve your objectives? 

Example: Diversify membership,
and target under-represented
groups in the community 

Develop and implement robust recruitment and
retention policies so as to increase potential board
nominees 
When recruiting, ask potential candidates how
comfortable they would feel about working with
others from diverse backgrounds on the board.
Do your strategies target underrepresented
groups and the community? 
Consider whether your organisation’s services are
portable and able to be modified to suit a variety
of diversity factors/needs so as to encourage
people from underrepresented groups to engage
with your board?
Are your services and initiatives well exposed to the
community - that is, are the community aware of
your organisation and your board’s vision? 
Develop strategies to target these
underrepresented groups – aside from
conventional methods, advertise board positions in
the community newspapers and through cultural
agencies.

Example: Diversify board
recruitment 

Ensure that the board and management are
diverse in experiences, gender, age, race, ability
etc.
Consider how board members are recruited - are
there any other forums through which you can
broaden your field of candidates? 

Example: Improve the
accessibility of board
meetings   

Does the chair ensure that the board’s current
meeting structure offers an equal opportunity for
all members to contribute? 
Does the chair use an approach that can restrain
those who can talk too much and encourage
those who are quiet and nervous?
Are people from non-English speaking
backgrounds accommodated in terms of time
allotted to allow people to understand and catch
up?
Is the atmosphere in the boardroom one where
there can be genuine debate and discussion? 
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Are directors able to disagree with each other and
listen to different opinions in a way that is
constructive and moves everyone on? 
Is there a board code of conduct that sets out
ethical expectations for director behaviour?
Does the meeting space have disability access? 
Does the board meet at times convenient to
accommodate people with family, school or
religious commitments?
Are meetings held at a place close to public
transport to take into account the non-drivers? 
Does the board take into account the needs of
members who are parents of young children? For
example, they may not be able to attend
meetings at short notice, or stay on when a
meeting needs to be extended.  
Does the board use video conferencing facilities,
to enable board members from regional areas to
attend board meetings? 

Example: Links with other
organisations 

Are there any strategies your organisation can
implement with other organisations? 
Active promotion of organisations (both internally
and externally, e.g. through board internships with
other groups) 

Example: General accessibility  Is your board policy written with culturally
appropriate language? 
Are all media communications and internal
communications written with culturally appropriate
and inclusive language so as to create better
communication and acceptance between
individuals?  

Monitoring  How will your board monitor the success of your
chosen strategies? 

Disclosure  Where will this policy be published and how can
members and board members obtain a copy?

Review How frequently will this policy be reviewed and
revised? 

STEP 3: CHECK 
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Implementation  Implement your policy 
Identify the key organisation figures who can
implement the policy (e.g. chair)? 
Who needs to know about the board diversity
policy? 
Can any of the principles in the board diversity
policy feed down into the organisation? Future
members? Managers? 

Monitor your progress   Monitor outcomes using the monitoring strategy
outlined in your policy
Record outcomes in using the method outlined in
your policy 

Review outcomes What outcomes has your board diversity policy
achieved? 
Has there been an increase in the representation
of a particular group?
What opportunities have been missed? 

Obtain Feedback Seek feedback from members - what are they
seeing, what needs are they identifying? 
Seek feedback from external organisations 

STEP 4: ACT 

Take action Take action based on what you’ve learned in the
check stage. If your policy did not achieve the
outcomes you anticipated, go through the cycle
again, making amendments to your policy as
necessary. 
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