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Acknowledgement of Country

Join in via chat

‘Hi Jon here from 
Our Community and 

I am joining today 
from Wurrundjeri 

woi-wurrung 
country …'



Housekeeping
• When you’d like to share with the group, please use the raise hand 

function. 

• Chat function is for everyone to use. Feel free to share your experience and 
advice, respond to prompts and answer any questions that arise if possible. 

• You will receive the slides and the recording
• Please don’t use AI to summarise or record this session. 
• Please mute yourself unless you are speaking to the group. 



WHAT WE 
WILL COVER

Culture, skills and strategy

Renew, review, revitalise 

Succession planning

Tools and resources



Lisa had always been a passionate advocate for community development and had volunteered 
for years with Community Connect, a medium-sized not-for-profit focused on social inclusion 

and local initiatives. When she was invited to join the board as part of a broader strategy to 
diversify leadership, she felt honoured and ready to make a difference and was excited by what 

she had read about the organisations direction in it’s strategic plan. 
However, from her very first board meeting, Lisa noticed that real decisions seemed to happen 

informally—often over lunch between long-standing members—before any official agenda 
item was even discussed. When she proposed a structured volunteer management plan to 

alleviate the burnout being experienced by a handful of core staff and volunteers, her 
suggestion was brushed off as “not realistic for our culture.”

Board meetings were lengthy and lacked clear agendas or outcomes, with a lot of time spent 
on anecdotes and inside jokes. When Lisa and another newly appointed board member, Allira, 

raised the idea of launching a community leadership program specifically for women, they 
were met with polite dismissals: “We tried that a few years ago. It wasn’t successful.”

Lisa found herself increasingly frustrated. Her ideas were either diluted in endless discussions 
or shelved without serious consideration. After a year of trying to contribute meaningfully, she 

stepped down—disappointed and uncertain if she ever wanted to be part of an NFP board 
again. The experience left her questioning whether these spaces genuinely welcomed diverse 

voices or simply performed inclusion as a token gesture.

Community Connect – v1

Put in the chat …What are the issues here?



Lisa had always been a passionate advocate for community development and had volunteered for 
years with Community Connect, a medium-sized not-for-profit focused on social inclusion and local 

initiatives. When she was invited to join the board as part of a broader strategy to diversify leadership, 
she was honoured and excited to contribute.

From her first board meeting, Lisa noticed something refreshing: decisions were made transparently, 
with clear documentation and opportunities for input between meetings. The chair made a point of 

welcoming her and other new members, outlining how onboarding support would work and 
ensuring everyone understood the context behind current projects, priorities and how they linked to 

the strategic vision.
When Lisa suggested developing a more balanced volunteer management plan to reduce burnout, 

her proposal was met with interest. A working group was formed to explore the idea further, and she 
was encouraged to lead it with support from more experienced board members.

Board meetings were well-facilitated—structured, time-conscious, and purpose-driven—yet still 
allowed space for building relationships. The culture was inclusive and future-focused, and there was 

a genuine openness to new perspectives. When Lisa and another new member, Allira, proposed 
piloting a community leadership program for women, the idea was not only welcomed but resourced 

with a small seed grant to get it off the ground.
Over the year, Lisa felt increasingly confident and valued. She built strong relationships, contributed 

meaningfully, and saw her ideas gain traction. The experience deepened her commitment to the 
sector, and she often reflected that joining the board had shown her what inclusive, strategic 

governance could look like when done well.

Community Connect – v2



‘Culture eats strategy 
for breakfast’

Peter Drucker

Join in via chat

Do you agree/disagree 
with this quote? 

What do you think 
Drucker means?

What is your experience 
of strategic plans?



CULTURE STRATEGY

‘Culture outperforms strategy every time: 
and culture with strategy is unbeatable.’ 

Quindt Studer

SKILLS



Simply stated, organisational 
culture is “the way things are 

done around here.”
(Deal & Kennedy, 2000).

What you do is who you are.
(Ben Horowitz, 2019).

What is 
organisational 

culture?



Values

What we say

What we do
‘Whenever there is a mismatch between what we say and what we do – we 

erode our integrity and weaken our culture. When there is alignment we 
cultivate trust and strengthen our culture.’



Cultural 
Iceberg
(Edward T Hall)



What makes 
us, us?

Are we grounded in a 
commitment to shared 

purpose, values, mindsets 
and behaviors?

Is this exemplified and 
amplified by the words 
and deeds of leaders?

Is this actuated in the 
architecture of org 

practices and processes?

Is this evident in our 
rituals, stories, lore and our 

aspiration and practice 
day to day?

Is this visible in all 
relationships, internal 

and external?

What is organisational culture?



Board review

R
R



The Board 
looks at itself

Once a year the Board should hold a review and ask:

Has the Board got the right skills mix? 
Do we need more training?

Is the Board listening to its stakeholders?

Is the Board operating smoothly?

Is the Board accountable and transparent?

Is the Board asking the big questions? 

Is the Board forwarding the purpose?



https://www.communitydirectors.com.au/tools/board-self-assessment-tool

Board self assessment tool

https://www.communitydirectors.com.au/tools/board-self-assessment-tool


Compliance Calendar

Board 
calendar

http://www.communitydirectors.com.au/tools/annual-board-compliance-calendar-template


Wellbeing wheel

https://www.communitydirectors.com.au/help-sheets/board-and-organisational-wellbeing-2nd-2


Join in via chat

Where do you spend 
most of your time?

Comfort, stretch or 
panic zone?

What about your 
board/org?

https://www.mindtools.com/a0bop9z/the-learning-zone-model

https://www.mindtools.com/a0bop9z/the-learning-zone-model


Creating a 
healthy culture = 
board retention

Healthy 
decision 
making

Acts in best 
interests

Understand 
key 

responsibilities 
of being a 
director

Good mix of 
skills/backgr

ounds

Effective 
induction

Effective 
meetings



Succession planning – what’s 
that?  

Have we got the right mix of 
people/skills on our board?

What will we do if our 
chair/treasurer/secretary 

retires? 

Who are the next 
custodians of our 

organisation?

How can we pass on our 
knowledge?

‘Good succession planning is about the healthy 
handover of collective wisdom thereby ensuring the 

continuity and evolution of organisational knowledge 
and purpose’



Step 1: Identifying the gaps

• Key objectives next one to 
three years?

• What skills would help?

• What skills are already within 
board?

• What skills will depart with the 
retiring board member/s?

• Where are the gaps?

Building a complementary, skilled, diverse board



Building a complementary, skilled, diverse board

Step 2: Assessing the existing 
skills & diversity of the board

• Balance?

• Mix of skills and interests?

• Gender balance?   

• Representation?



Step 3: Determine what 
other qualities are 
required

• Personality style 

• Perspective

• Experience

• Lived experience 

Building a complementary, skilled, diverse board



www.communitydirectors.com.au/tools/board-skills-and-experience-matrix



Working out where to look

• Friends/colleagues/associates of existing, retiring or past board 
members, committee members, staff or volunteers

• Members of professional and trade associations related to your 
organisation

• Donors
• Local business owners
• Volunteers
• Members of volunteer organisations
• Community leaders, including young leaders
• Staff or associates of local education providers
• Members of multicultural organisations
• Members of local religious institutions
• Interesting people who appear in the media or association journals
• Community elders
• People who have benefited from the organisation's work
• Professionals with in-demand skills, including accountants, lawyers, 

marketers, event managers, etc.



WHAT WE 
HAVE 
COVERED

Culture, skills and strategy

Renew, review, revitalise 

Succession planning

Tools and resources



https://www.communitydirectors.com.au/board-positions

https://www.communitydirectors.com.au/board-positions


https://www.boards.vic.gov.au/search-board-vacancies

Public sector boards

https://www.boards.vic.gov.au/search-board-vacancies


Webinar
Cyber safety trends and 

the board’s role
May 21, 1pm

Strategic planning
(Interactive)
May 29, 1pm

Online 
workshop 

Still to come

CCD

All units must be 
finished by June 12 to 

be eligible for 
complete certificate



Mentoring circles

Circle 1:  Jahna

Focus on applying concepts 
from governance, 

leadership, and 
organisational culture and 
from the online Certified 

Community Director’s 
course.

Circle 2:  Karen

Karen Milward shares her 
leadership journey serving 

on public sector boards and 
participants reflect on their 
learnings via discussion of 

case studies that raise 
ethical, decision 

making dilemmas.

Group 1: Mon 2 Jun (5 – 7pm)
Group 2: Tue 3 Jun (5 – 7pm)
Group 3: Wed 4 Jun (5 – 7pm)
Group 4: Thu 5 Jun (5 – 7pm)



Questions


