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BOARD SUCCESS AND SUCCESSION 

Board succession can be challenging. However, by focusing on Board success and adopting a proactive approach to managing and recruiting Board members, much of the pressure and stress associated with transitions can be alleviated. This document outlines key practices to encourage Board membership to flourish.
Have a great board
A successful Board is more attractive to potential members than one that struggles to make progress. Enhance the activity and reputation of your Board by implementing effective processes and creating opportunities to achieve tangible results.
	Activity
	Y or N?
	Notes

	DO use an actions register to keep track of tasks
	
	

	DO set up sub-committees to work on tasks
	
	

	DO make your strategic plan and risk Governance standing items to keep you moving forward at every meeting
	
	

	DO offer healthy finger food, tea and coffee to help people concentrate
	
	

	DO stick to your annual plan and calendar, including a Board performance review every year
	
	

	DO provide training and enable members to connect with the Network and NH Sector
	
	

	DO send out the meeting papers a week before the meeting
	
	

	DO send out the minutes within a week of the meeting - clearly highlighting any Board member actions they must do
	
	

	DO ensure you have a Vice President who is prepared to be your next President
	
	

	DO have clear terms of tenure so people are clear about their commitment
	
	

	DON’T talk about the same problem every meeting
	
	

	DON’T focus on operations
	
	

	DON’T let individuals dominate
	
	

	DON’T let meetings blow out for hours and exhaust people
	
	

	DO NOT hold meetings just for the sake of it. Think about how many meetings you have are they strategic or operational?
	
	

	DO NOT just appoint a Vice President to have one. Think strategically and appoint a future President.
	
	


	
If you need help, contact CHANH Network, make use of Templates and Guidance Documents in the CHANH Governance Materials Pack, enrol in NHVic or other provider Governance training, and start talking with your Board and manager about opportunities to improve ASAP. 
Provide clear information and reasonable expectations
People who want to make a difference want to know their time will be well spent. When approaching potential Board members, pitch your organisation by preparing information in advance:
· What is the neighbourhood house sector?
· What are the current strategic goals of your neighbourhood house?
· What are the main projects underway?
· What recent successes have you had?
· How much time is expected of Board members each month? 
· How long would their term be? 
· What is the financial position of the organisation? 
· How does VMIA insurance to support Boards?
· How many people are on, and could be on, the Board?
Make sure Board members get a good start with the right information from the beginning. Your induction pack for all members every year should include:
· Board contact list
· Position Descriptions for Board Members, including the Executive Roles and Code of Conduct (or similar document)
· NHCP Guidelines
· Neighbourhood Houses Good Practice Guide
· Your organisations Rules of Association
· Certificate of Currency from your insurance body
· Certificate of Incorporation
· Most recent Annual Report
· Current Annual Plan
· Risk Register
· Organisational Chart
· Board Calendar
· Conflict of Interest Information and Declaration
· Financial Basics Information
· Board Responsibilities and Delegations
· Information on where and how to access organisational policies
· Learn Local Materials (if appropriate)
· Governance Workbook
· Delivery Plan
· Other key documents
Be strategic. Plan ahead.
Failing to do an annual skills review is often cited as the number one reason Boards fail to recruit the right people- so an annual skills review is a must. 
Six months before your AGM block in time on your agenda to plan for Board recruitment. Using the planner below, work through the following over successive meetings, on a planning day or by sub-committee:
1. Assuming you have a fixed term (it is recommended, with a 12 month break before past members can renominate. This is a great way to keep things fresh and avoid burning out volunteers) and may have gaps or other resignations, how many spaces will you need to fill this year?
2. Review how many Board members are required in our rules- is this the right number? 7-12 dedicated members is probably a good number- on the basis that the commitment level is higher amongst a small group. 
3. Figure out who we need. The Neighbourhood Houses Victoria Resources Library has a Board Skills Audit Tool – complete this to identify gaps in skills and attributes. In light of the organisation's future directions, outline some key skills, experiences and connections which would be ideal for new Board members to bring. Also consider ages, gender, cultural background, life experience– do we need to diversify?
4. Make a list. Using your knowledge of your community make a long list of potential community members who could potentially meet our needs. Discuss the list as a whole Board and filter it down to a short list. Sources include:
a. People Board members already know
b. Existing organisational volunteers
c. People from organisations which have donated funds – Community bank, Lions Club, Rotary, Arts Group, etc.
d. People who use the house- tutors, students, drop ins, etc
e. Key partners, such as council, health services or counselling agencies who access your space
f. Community members already active in Boards, i.e. sports clubs or community planning Board
g. Business associations – your regular tradie, pharmacist or supermarket manager
h. Advertising partner – do you have any sponsors?
i. Recruitment agencies – volunteer or work placement agencies
j. Get creative – outside the box thinking might yield some amazing results!
5. Decide who will make first contact with the short list, it may be the President, a sub- committee or people who already have connections with individuals. Set up a coffee, provide them with information, find out more about them, answer questions, sound them out. Don’t jump the gun on making the invitation, take time to find out if they will be a good team player. 
6. Depending on the results we may be able to move into nomination process, or go back to step 4 and start again. Even if the candidate declines, see if they can be recruited to participate in another way- perhaps on a sub-committee, running a program or by presenting on a topic to the Board- build relationships now and our organisation will be a first choice should their circumstances change in the future. Or, ask them if they know anyone else who might be interested.
CHANH provides a Recruitment Planner Template as part of the Governance Materials Pack. 
Embrace a recruitment culture
Finally, the best recruitment situation is one where we have a lovely, long list of potential candidates ready to step up. Enable people to wait in the wings by creating a membership base, keep them informed of key Board activities, include them in house celebrations and successes. It is the responsibility of all members to be the advocates for the house and they great work we do in our community, to keep linking people in, joining the member group and making plans to get on board. 
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