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INTRODUCTION TO GOOD GOVERNANCE
 TRAINING MODULE

WHY TRAINING FOR NGO GOOD GOVERNANCE?

All non-government organisations (NGOs) are governed by a body that 
is responsible for overseeing the organisation’s work and ensuring they 
are operating effectively. When this body, usually a Board of directors 
or trustees, is functioning well, the NGO can greatly benefit from useful 
guidance and leadership, representation in the community and internal 
checks and balances which ensure the organisation is using its resources in 
the best possible way. In many cases however, those involved in governance 
– Board members and/or management – are not always aware of their core 
responsibilities to the organisation, nor the positive impact they could make 
if they fulfilled these responsibilities effectively. 

This training module is designed to bridge this gap in knowledge and 
understanding for Board members and organisation staff alike, to bring to 
light current experiences and look at new ideas for improvement. A well-
functioning Board can only lead to a better-functioning NGO, which is the 
ultimate goal for all. 

WHO IS THIS MODULE FOR?

This module is specifically for small to medium non-government 
organisations who wish to improve the effectiveness of their governance 
structures. It brings together information about good governance, 
particularly Boards, that can be used by workshop facilitators to run 
governance training with organisations, facilitate a training-of-trainers 
workshop with organisation staff and/or by the organisation staff to 
facilitate their own governance training. The module can also be used directly 
by Boards themselves if they wish to facilitate their own development.

The information in the module draws on many different sources that Oxfam 
feels reflect best practice and align with their commitment to participatory, 
empowering processes for local organisations. At the same time, 
organisations are also encouraged to learn more about relevant governance 
approaches and adapt them to suit their situation.
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WHAT ARE THE LEARNING OUTCOMES FOR THIS MODULE? 

Individuals and organisations that use this material will:

• have a clear understanding of the importance of good governance
• be confident to run and/or participate in good governance training
• have the tools to improve the skills and functioning of their Boards or 

other governance structures.

HOW IS THE MODULE STRUCTURED?

The module will take readers through the basics of good governance for 
NGOs. It is divided into four sections, with additional sub-sections in each:

Section 1:  What is good governance and why is it important?
Section 2:  What is the Board’s role and how should it work with the   
  organisation?
Section 3:  What does an ideal Board look like and how do we get there?
Section 4:  What does a Board do?
Section 5:  Tools, Templates and Resources

Each section includes a number of different possible activities that could 
reinforce learning on a specific topic. By working through all of the activities 
in this module you should be able to create a good introduction for Boards on 
their governance responsibilities.

HOW CAN WE USE IT?

The module can be used as a step-by-step process, or as separate 
components that can be adapted according to the situation, audience and 
timeframe. Each component will include:
• a brief explanation of the content
• possible activities to communicate the content with relevant audiences. 

You are encouraged to refine the activities as needed to ensure they are 
most appropriate for your context and purpose. The suggested activities 
largely focus on group processes, but if you have limited time and/or it is not 
as appropriate to involve all stakeholders, activities can be adapted for use 
in individual discussions. 

Overall, the methodology encourages active participation and contribution 
from those involved in governance by using participatory activities to 
generate ideas. In an ideal world, all organisations would have the time and 
resources to go through each section. However, often realities of time and 
resource constraints mean that some parts may be skipped or reduced. You 
should first conduct a training needs assessment with Board members to 
decide how to tailor the training according to their needs and interests.
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Section 1: What is good governance and why is it 
important?

1. Definitions and principles of good governance

What is governance?
There is no one definition of governance, but in the context of NGOs there are 
a number of common ideas that help define what governance is:
• An external structure (such as a Board) providing overall vision, direction, 

purpose and oversight to an organisation that is separate from the day-
to-day management of the organisation. 

• An internal system of checks and balances that shares decision-making 
authority so that power and resources are not controlled by one individual 
or group and that the organisation is effectively run

• Leadership and sustainability.
• Relationships between an organisation’s management, its Board and 

other stakeholders.
• Includes the Board’s roles and responsibilities, how they are appointed 

and supported, how decisions are taken.
• Board holding organisation executive and management to account by 

stakeholders.

POSSIBLE ACTIVITIES 1: SHARED UNDERSTANDING OF GOOD GOVERNANCE

Outcome of discussions: Shared understanding of good governance

Possible activities:
1. Before discussing the content, brainstorm/small group discussion 

based on the questions “What is good governance/What does good 
governance mean to you?”, “What examples can you share of good 
governance in action?”

2. Presentation on the key points of the content.
3. Give participants a worksheet with the headings of the principles 

and ask them to fill in (in small groups) what each principle looks 
like in practice.

Accountability Fairness Transparency Responsibility
• Ensure 

management is 
accountable to 
the Board

• Ensure Board is 
accountable to 
stakeholders

• Ensure overall 
accountability 
for actions and 
use of resources 
to donors, 
legal authority, 
employees

• Ensure 
compliance 
with laws and 
regulations

• Ensure 
compliance with 
the organisation’s 
governing 
document. (e.g. 
Constitution)

• Treat all 
stakeholders 
equitably

• Make amends 
for violations.

• Provide open 
leadership

• Ensure timely, 
accurate 
communication 
on financial 
situation, 
performance 
and governance

• Act with 
integrity, avoid 
conflicts of 
interest or 
misuse of 
funds.

• Encourage 
cooperation in 
meeting NGO 
goals

• Ensure 
leadership 
is capable, 
responsible, 
representative 
and conscious 
of its 
obligations

• Ensure 
effectiveness 
and efficiency 
in use of 
resources

• Ensure the 
organisation 
is well-run 
and accesses 
outside help 
when needed.

Common principles of good governance 
In order for good governance to occur, there are a number of principles that 
the governance body (e.g. Board) should follow: i 

What is the difference between governance and management?
The Board is responsible for contributing to and promoting the 
organisation’s identity and strategy, as well as overseeing finances, hiring 
and evaluating the organisation’s leader (CEO, Director etc.) and assisting 
with fundraising and representation. The management and staff of the 
organisation are responsible for implementing the strategy through their 
day-to-day activities, policies and procedures.
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2. The value of a functioning Board and benefits to an organisation

Good governance is critical for the success, growth and sustainability 
of NGOs. When functioning well, a Board can bring many benefits to an 
organisation, including:
• motivating staff, volunteers and members through examples of good 

leadership
• keeping the organisation true to its vision, mission and values
• contributing to the impact and effectiveness of the organisation’s work
• ensuring the organisation is well-run by supporting its management
• reassuring stakeholders about how the organisation is being run. ii

3. Common challenges in governance

Challenges
• Moving beyond the individual vision of the founder or director to a shared 

understanding of organisational values.
• An overdependence on some of the original Board members, leading to a 

lack of fresh ideas.
• The need to ‘professionalise’ the Board to take on greater and more 

complex responsibilities.
• Having committed Board members while remembering they are volunteers.
• Managing dynamics, power and personalities between different people in 

governance (Board and management).
• Tensions and inefficiencies can arise if responsibilities, authority 

and working relationships are not clearly defined between the Board, 
management and staff. iii

Board shortcomings

There are certain things a Board can do that can lead it off track of fulfilling 
its responsibilities. These include:
• Losing focus of the core mission. The NGO’s mission statement must be 

central to all discussions and decision-making and any major changes to 
programs or activities must be well thought out before they are approved.

• Lack of participation. This can be seen in things such as Board members 
missing meetings, ignoring their initial commitment and responsibilities, 
failing to ask questions and engage in discussions and delaying or 
forgetting promised actions.

• Misguided motivations. Allowing personal preferences or conflicts of 
interest to affect Board members’ decision making, rather than working 
in the best interest of the organisation, can jeopardise the organisation’s 
integrity and reputation. 

• Too many voices. The Board should only have one voice when 
communicating with the public that comes from group decision-making. 
If some Board members have different opinions, these should be shared 
internally only and not with the general public.

• Micro-management. This can occur if the Board becomes too involved in 
the day-to-day running of the organisation, especially if there are limited 
staff resources. Unless there are exceptional circumstances (e.g. there 
is a lack of formal management/while in the process of hiring a new 
Director/CEO), the Board should not interfere in the work of Director/CEO.

• Limitless terms. New ideas and experiences on the Board are essential 
to keep the Board moving forward. Setting and enforcing term limits 
for Board members and officer positions can help avoid the Board and 

POSSIBLE ACTIVITIES 2: SHARED UNDERSTANDING OF BOARD VALUE

Outcome of discussions: Board members can see the value of their 
work

Possible activities:
1. Brainstorm/story sharing about the value of a functioning Board, 

asking participants the question “What benefits has a Board had 
for an organisation you know/have been involved with?”

2. Small group discussion asking groups “Why are Boards important 
for NGOs?” and “What could our Board do for this organisation?”

3. Share benefits listed in content.
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organisation staying stuck in the same place.
• No self-assessment. If the Board fails to assess its own performance, it 

misses the opportunity to identify strengths and weaknesses and ways to 
improve. Without any self-assessment, challenges may be left unspoken 
and the Board may operate less effectively.

• Limited self-improvement. If challenges are identified, they must also 
be addressed in order for the organisation to function well. If the Board 
does not invest in Board development and self-improvement they can risk 
under-utilising Board members’ capacities and missing opportunities for 
growth. iv

POSSIBLE ACTIVITIES 3: CHALLENGES OF GOOD GOVERNANCE

Outcome of the discussion: Acknowledgement of the reality of 
governance and proposal of some solutions to overcome challenges.

Possible activities:
1. Ask participants to give examples of Board shortcomings and 

challenges they have experienced/ heard about. Group and prioritise 
most common and/or most critical challenges and shortcomings.

2. Brainstorm/small group discussion about how to overcome the most 
common and/or most critical challenges and shortcomings. 

3. Brainstorm/small group discussions about the risks or 
consequences the organisation faces due to these challenges.

Consequences for the organisation

These challenges and Board shortcomings can have some negative impacts 
on the organisations involved. These include:
• critical decisions may be delayed or neglected completely so the 

organisation cannot move forward
• the organisation remains stagnant and complacent rather than innovative 

and forward-looking
• lack of appropriate oversight and risk management could allow the 

Director/management to act inappropriately
• risk of non-compliance with donors leading to loss of confidence and/or 

funding
• target groups may be neglected.

We as the board have decided. . . . 
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Section 2: What is the Board’s role and how should 
it work with the organisation?

1. Overall role and functions of the Board 

The Board is designed to provide internal control for the organisation, 
particularly in relation to:
• effectiveness and efficiency of operations
• reliability of financial reporting
• compliance with laws and regulations.

They fulfil this responsibility largely through internal review and approval 
processes, policies, control of access to resources and prevention and early 
detection of fraud. 

2. Specific roles and functions of the Board

The Board’s roles and functions can be divided into seven key areas:
1. Planning/strategy.
2. Financial management.
3. Accountability.
4. Staffing/people management.
5. Resource development.
6. Community relations.
7. Board management.

While the Board’s actual roles are likely to vary from organisation to 
organisation, the information detailed below provide a good starting point 
and guide that should be discussed further with the Board and management.

1. Planning/strategy 
• Provides high-level strategic guidance to the organisation by: 

•  contributing to strategy development (with management), including 
establishing a process for strategic planning and reviewand ensuring 
it is followed

•  reviewing, approving and monitoring core strategies
•  monitoring agreed performance measures, evaluating progress  

towards strategic goals and ensuring they are still relevant.

• Provides strategic support to management including:
• providing constructive feedback on strategic and operational plans
• reviewing budgets/forecasts prepared by management
• ensuring resources are sufficient
• regularly reviewing the relevance and appropriateness of services 

offered
• Can promote organisational continuity and provide institutional memory if 

the management or key staff move on
• Reviews and/or reaffirms the NGO’s mission and vision on a semi-regular 

basis.

2. Financial management
• Oversees finances, monitors and controls expenditure through review of 

financial statements
• Ensures the organisation develops and follows a budget based on 

realistic assessment of funding, costs and other factors
• Ensures the organisation keeps good financial records
• Oversees the careful management of funds and promotes diversification 

of funding sources
• Approves annual reports, including financial statements
• Ensures external financial audits occur annually.
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5. Resource development
• Can help the organisation to raise funds either through personal 

connections or support for fundraising opportunities
• May approve fundraising plans
• May review and approve new donors
• May contribute financially (in terms of membership fees).

6. Community relations
• Can provide a link between the organisation and its constituencies and 

other key stakeholders by representing the organisation in various ways 
and bringing feedback from constituents back to management and staff 
(especially if the Board contains members of the organisation’s target 
group/s)

• Enhances the reputation and public image of the NGO.

7. Board management
• Builds a competent Board by ensuring a good mix of skills and experience 

in the Board membership, clearly defining prerequisites for candidates 
and orienting new members

• Ensures the Board understands its role and responsibilities; 
communicates expectations to Board members before they take up a 
position on the Board

• Develops appropriate structures and processes to ensure effective 
operation of the Board

• Promotes participation by Board members in meetings, committees, 
planning, Board training and other events

• Runs effective meetings that are based on clear agendas and 
information, encouraging full participation and keeping clear records of 
meetings and Board decisions

• Assesses performance and effectiveness of the Board as part of annual 
Board review process

• Invests in Board member development through orientation and regular 
information sharing

• Avoids conflicts of interest, for example by developing a code of conduct, 
conflict of interest policy etc.

3. Accountability
• Ensures good frameworks are in place to safeguard the organisation such 

as policies on risk management, financial controls, internal controls, 
compliance and public reporting

• Accepts responsibility to the stakeholders of the NGO
• Communicates openly and transparently with members, stakeholders and 

the public and makes information available when needed
• Provides NGO staff with appropriate and confidential means to report any 

issues, including misuse of NGO’s resources.

4. Staffing/people management
• Recruits, supports, evaluates and if necessary, terminates the CEO/

Director
• Sets salary and conditions of CEO/Director
• Participates in leadership succession planning for the organisation
• Establishes delegation of powers to senior management (and documents 

them)
• May review and approve salary scales and job descriptions for other staff
• May approve personnel policies for the organisation.

POSSIBLE ACTIVITIES 4: BOARD ROLES

Outcome of discussions: Common understanding of, and 
agreement on Board roles

Possible activities:
1. Presentation on key roles.
2. Give participants a worksheet detailing the seven roles and 

corresponding functions; in small groups ask participants to 
choose the two most important roles and share their reasons 
why with the larger group.

3. Ask participants to vote on which roles they are doing really 
well, and which roles they could improve on. Ask them to share 
some examples of both.

4. Brainstorm/discuss with participants the key roles that their 
Board plays. Then compare these answers with the content 
above.
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3. Relationship between Board, management and staff

Functions and responsibilities of management and the Board
Generally the NGO management puts forward strategies and other proposals 
for the Board’s endorsement, and the Board is responsible for reviewing, 
adding value and approving these. 

Functionv Responsibility
Planning
Direct the planning process Management
Contribute to long term goals and strategy Joint (possibly selected 

Board members only)
Approve long term goals and strategy Board
Develop annual plans Management
Approve annual plans Board
Prepare progress reports of achievement of 
goals and strategies

Management

Monitor achievement of goals and strategy Joint
Financial management
Prepare draft budget Management
Finalise and approve budget Board
Monitor expenditure during the year Management
Approve expenditure outside the budget Board
Prepare financial reports Management
Approve financial reports Board
Draft financial management policies and 
procedures

Management

Approve financial management policies and 
procedures

Board

Sign-off on funding arrangements with donors Management
Operations/program implementation
Conduct stakeholder/target group assessments Management
Prepare program designs and proposals Management
Approve program designs and proposals Board
Prepare program reports Management

Manage the implementation of programs Management
Organise evaluation of programs Management
Oversee evaluation of programs Board
Seek funding Joint
Manage donors and contracts Management
Staffing/people management
Employ the CEO/Director Board
Hire and fire staff Management
Direct the work of staff Management
Decide to add new staff (if outside approved 
budget)

Board

Manage relationships among staff and between 
staff and management

Management

Provide feedback and complaints mechanism for 
staff regarding management

Board

Community relations
Communicate with community about NGO Joint
Prepare news stories/marketing materials Management
Provide linkages with other organisations Joint
Board management
Recruit and appoint Board members Board
Promote attendance and participation in Board 
meetings and committees

Board

Plan agenda for Board meetings Joint
Take minutes at Board meetings Board/ Management
Determine committee structure Board
Sign legal documents/contracts Board/ Management
Follow-up to ensure implementation of Board 
meetings and committees

Management

Appoint committee members Board
Settle conflicts between members Board
Assess performance of Board Board
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Relationship between Board Chair and organisation Director/CEO
This relationship is critical and can make a big difference to the functioning 
of the Board and the organisation as a whole. The Chair and Director/CEO 
need to support, consult and complement each other to be effective. The 
relationship is strengthened when:

• the roles of both are clear and openly discussed
• accountability and responsibility lines between them are clear, agreed 

and there is regular supervision in place
• an annual appraisal of the CEO/Director is led by the Chair (accompanied 

by another Board member)
• the Chair does not micromanage the CEO/Director
• communication lines and process are clear and they communicate openly 

and regularly.

Relationship between Board and staff

The relationships Board members have with staff are also important to 
ensure good governance and functioning of the organisation. Board members 
should make an effort to get to know a range of staff, volunteers or members 
rather than just senior staff.

Staff responsibilities to Board

The NGO staff have important responsibilities to ensure the Board is 
functioning effectively. There are many things they can do, such as:
• providing clear and relevant information, both written and verbal, to Board 

members well in advance of meetings to help in their decision making
• highlighting critical issues to the Board in a timely manner
• providing financial and other reports to the Board regularly (minimum 

every 3 months).

POSSIBLE ACTIVITIES 5: 
DIVISION OF ROLES BETWEEN MANAGEMENT AND BOARD

Outcome of discussions: Clarity about how roles are divided between the 
Board and Management 

Possible activities:
1. Small group discussion asking participants to answer and share 

responses to the following questions: “How does your Board and 
management divide roles? What do they do differently?”, “How are 
roles and responsibilities communicated between the Board and 
management?”, “How does the Board and management support 
each other?”, “How could we improve the clarity of roles and 
responsibilities between the Board and management?”

2. Ask participants (in small groups) to fill in a worksheet that details 
some common roles and who is responsible. They link to each role 
with the body (Board or management) responsible.
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4. Specific roles, responsibilities and skills of Board members

In every Board, there will be at a minimum:
• Chair
• Vice-chair
• Treasurer
• Secretary
• other general members. 
While the role of each Board member will likely be slightly different in each 
organisation, the following presents the most common roles for each Board 
member.

All members:
• attend all Board and committee meetings and functions
• be informed about the organisation’s mission, policies and programs
• review the agenda and related information prior to meetings
• inform others about the organisation
• suggest possible new Board members who could positively contribute
• keep informed about developments in the NGO’s field/area of expertise
• follow Board and organisation policies.

Chair:
• leads the Board
• plans and leads Board and executive committee meetings and calls 

special meetings if needed
• plans and approves board agenda
• structures board committees and appoints committee chairs
• reviews reports from committees
• works with management to ensure board resolutions are carried out
• works with governance committee to recruit new Board members
• hires, fires and supervises CEO/Director
• oversees organisation budget
• acts as spokesperson for the Board and alternate spokesperson for the 

organisation (with CEO/Director)
• ensures Board assessment and development of an effective team.

Vice-chair:
• understands chair’s responsibilities and fills in for the chair when they are 

not available
• serves on the executive committee
• carries out special tasks as requested by Board chair.

Treasurer:
• leads responsibility for overseeing finances of the organisation
• understands financial accounting for NGOs
• presents and explains budgets and financial reports to the Board
• reviews annual audit and explains to other Board members
• leads finance or audit committee.

Secretary:
This may be a Board member, although it is increasingly common that these 
responsibilities are assigned to a staff member. If this is the case, the Chair 
can name a Board-staff liaison whose duties would include the following:
• sets annual calendar for Board meetings
• prepares and provides information to Board members prior to meetings
• attends all Board meetings
• keep minutes of meetings and records of Board decisions
• advises Board members of meetings
• arranges logistics for Board meetings
• compiles and stores organisational and Board documents
• serves on the Executive Committee (if it exists).

These Board members may then form separate committees that address 
specific areas of Board responsibility (such as finance, program development, 
resource development etc.). Committees can help to organise the Board’s 
work, use Board members’ unique skills and expertise and provide more 
opportunities for Board members to become involved in the organisation. The 
most common committees in Boards and their responsibilities are outlined 
below.
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Committees
Executive Committee:
• usually consists of chair, vice-chair, secretary and treasurer
• helps make decisions and solve problems between official Board meetings
• useful when the Board is large or geographically scattered so they can 

make decisions more quickly.
Finance/Audit Committee:
• made up of treasurer, CEO/Director, other Board members with finance 

skills
• oversees budget
• advises Board on budget approval and expenditure
• ensures independent audits occur.
Program Committee:
• reviews current programs
• ensures current and proposed programs align with organisation’s 

strategic direction and goals
• reviews M&E of programs
• reviews proposed programs.
Governance and/or Nominations Committee:
• leads organisation of Board development
• organises Board evaluation
• develops criteria for Board members
• leads recruitment of new Board members
• develops orientation/induction for new members.

POSSIBLE ACTIVITIES 6: SHARED UNDERSTANDING OF BOARD ROLES

Outcome of discussions: Shared understanding of what each Board role 
should/could be doing

Possible activities:
1. Discussions with Board Chair and/or small group discussions with 

Board members asking questions such as: 
• “How would you describe members of the Board and what they 

do?”
• “How many Board members do you have? How do they contribute 

to governing the NGO?”
• “What officers do you have and what do they do?”
• “Does the Board have any committees; what role do they play and 

what do they do?”
• “What would you like officers and committees to be doing 

differently in future?”
2. In small groups, give participants a ‘Member roles worksheet’ and 

ask them to rate whether the officers carry out the listed roles - 
Always, Sometimes or Never. Ask them to share with the larger group 
and lead a group discussion highlighting those roles that were 
classed as Always and Never. For the ‘Never’ roles, ask participants 
why this is so and if they think the roles are important and should be 
included.

3. With selected Board members/in small groups, ask participants 
to develop a simple job description for general members and each 
relevant role using a Job Description template.
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Section 3: What does an ideal Board look like and 
how do we get there?

1. What a functioning Board looks like and what is needed to get there

Board diversity and skills
Organisations need a Board to have a range of diverse skills, experiences, 
ideas and relationships to provide effectively for the organisation’s needs. 
Overall, the skills and attributes that are needed in an effective, balanced 
Board include:
• financial expertise
• relevant development experience and/or knowledge
• varied professional and personal experience
• leadership skills
• legal expertise
• representatives of key stakeholders (including donors and/or target 

groups)
• community involvement
• fundraising skills and/or connections
• shared values and commitment
• honesty and integrity
• gender diversity
• age diversity.

The specific skills needed for Board members should be reviewed to ensure 
they meet the current situation and needs of the organisation. This can be 
done by carrying out ‘Board skills audits’ to ensure a proper match. See links 
in Section 5 Tools, Templates and Resources for more details.

Skills for the chair
In addition to the general skills needed for Board members, specific skills 
required of the Board chair include:
• strong communication skills
• strategic thinker
• quick at analysing and summarising discussions
• good at managing conflict
• proven governance knowledge and experience
• time and commitment.

Characteristics of ‘ideal’ Board members
While there are specific skills needed for different roles within the Board, 
there are some general characteristics that all Board members should ideally 
have. These include:
• ability to work well in a team, as well as think and analyse information 

independently 
• being willing and committed to put in the necessary time and effort to 

fulfil their responsibilities as a Board member
• inspiring ethical behaviour in others and behaving ethically themselves
• being flexible, yet strategic in their approach to key issues
• courage, integrity, honesty and tolerance of differing views
• willingness and ability to listen, learn and think creatively
• ability to make decisions
• ability and willingness to learn new skills wherever needed
• concern for the organisation’s development
• sense of humour.

There are three overarching principles of conduct all Board members should 
abide by:
• Duty of care – they must prepare for and attend meetings and events, 

carry out duties in a responsible way and maximise connections, 
networks and resources to help the NGO fulfil its mission.

• Duty of loyalty – they must understand the role, mission, policies, 
programs and needs of the NGO, act in the best interest of the NGO, 
maintain confidentiality about all internal matters of the NGO.

• Duty of obedience – they must be faithful to the NGO’s mission and act in 
ways that align with the NGO’s core values and goals, act as advocates 
and ambassadors for the organisation. vi
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POSSIBLE ACTIVITIES 7: SKILLS REQUIRED FOR BOARDS

Outcome of discussions: Agreed skills and qualities desired in current 
and future Board members

Possible activities:
1. Presentation on content.
2. Brainstorm/small group discussion asking participants to list and 

discuss the key skills and characteristics they would like to see in 
Board members in future. Write these down to be used in any Board 
member job descriptions in future.

2. Board recruitment

Recruitment of Board members is a critical task for the Board to conduct 
once the organisation has identified what type of people they are looking for. 
It ensures the Board has the right mix of skills needed to fulfil its roles. The 
most common method for recruitment of Board members is election by peers. 
While opening the Board recruitment to any interested party can open up new 
opportunities for the Board, it is sometimes more effective for current Board 
members to identify potential candidates based on the selection criteria 
they develop. This can ensure the diversity of skills and experience of Board 
members is maintained.

Responsibility and process
• Write profile of skills, experiences and attitudes the Board is looking for.
• Clarify expectations of Board members, including role and minimum 

commitments (time, meetings, committees etc.). Write a specific job 
description to ensure expectations are clear for all. This can also be 
useful in future for the evaluation of non-performing Board members.

• Identify appropriate places to advertise for Board members (including and 
beyond existing networks).

• Identify (through personal connections and networks) potential 

candidates based on selection criteria and provide them with information 
about the Board.

• Carry out relatively formal selection process:
• Ask interested individuals to submit a letter outlining why they are 

interested and what they think they can contribute. In their application 
they should include details such as:
•  name and contact information
•  special skills or expertise (e.g. HR, finances, program/development 

specific)
• professional background
•  level of education
• other Board service.

• Hold meetings with the potential candidates discussing Board roles 
and responsibilities as well as providing an overall picture of the 
organisation. Questions to ask potential Board members could include:
• What do you know about our organisation and why are you 

interested in it?
• Why are you interested in serving on a Board?
• Do you have any previous Board, leadership or volunteer experience? 

Are you currently serving on any other Boards?
• What skills or experience can you bring to the Board? How will the 

organisation benefit from your involvement?
• How much time and energy will you be able to commit to? Are you 

willing to serve on committees and/or take on officer positions? Can 
we expect you to come to regular meetings?

Number of Board members
The number of people on the Board will depend on the size of the 
organisation. On average, small to medium organisations may have five 
to seven Board members. Having an odd number of Board members has 
been shown to help keep the system of checks and balances in place. 
Organisations should choose a Board size that will help them:
• hold productive, constructive discussions
• make prompt, rational decisions
• efficiently organise the work of its committees (if appropriate)
• ensure the organisation works effectively.
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Electing officers
One option for electing Board officers (Chair, Treasurer etc.) is for the 
Governance/Nominations Committee to prepare a list of candidates that 
they recommend to the Board for selection. Another method is for the 
Governance/Nominations Committee to gather nominations from Board 
members, communicate with nominees and finally recommend one who best 
meets the criteria. The Board will then confirm the nominations. 

Recruitment challenges
There may be a number of challenges the Board faces either in recruiting new 
Board members and/or electing officers. The most common challenge is a 
lack of willing or capable candidates. There are various long and short-term 
solutions the Board could consider in this case including:
• define the reasons why there is a lack of candidates first
• assess recruitment criteria; recruit new members with leadership 

experience and encourage them to take on officer responsibilities
• review Board training and leadership development opportunities; provide 

opportunities for willing candidates to learn leadership skills
• review officer job descriptions and adjust if too demanding
• consider shortening overall terms lengths to make commitments more 

acceptable
• request the present officer to extend their term so they have time to train 

a successor. vii

POSSIBLE ACTIVITIES 8: SHARED UNDERSTANDING OF BOARD RECRUITMENT

Outcome of discussions: Common understanding of recruitment process 
and responsibilities

Possible activities:
1. Brainstorm/small group discussions asking participants the 

following questions:
• “Who is currently responsible for Board member and officer 

selection?”
• “What is the current Board member and officer selection 

process?”
• “How many Board members are there? Is this enough/too many? 

What is our ideal number for future?”
• “What are some of the challenges in recruiting new members and 

electing officers?”
• “What could you do differently for the next Board member 

recruitment?”
2. With the Board Executive Committee/selected Board members, ask 

them to develop a recruitment process based on the guide above.

3. Board development

Developing the Board is about helping Board members contribute as much 
as they can by providing them with relevant information and skills to fulfil 
their roles. Activities should be ongoing throughout the year, with the Board 
including development activities in their annual planning.

Induction/orientation
An induction or orientation to the organisation helps the new Board member 
understand the organisation, its people and programs. It will include a 
briefing about the organisation’s programs, successes, challenges and 
future plans. The induction should also confirm the expectations of the Board 
member (as outlined in the duty statement) as well as other Board procedures 
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and rules such as attendance requirements, quorum and voting, and 
managing conflict of interest. The induction should provide an opportunity 
for new Board members to get to know other members and become quickly 
engaged in the Board’s activities. Inductions ensure that every Board member 
is participating within the same guidelines and with the same instructions.

Field visits
Ideally, field visits to see program activities and meet with some target group 
members should be organised annually so Board members have a better 
understanding of the organisation’s programs.

Specific training
Depending on the organisation and Board, specific training may be needed to 
ensure Board members are informed about relevant issues to the organisation 
and/or have the skills they need to fulfil their responsibilities. For example, 
training about the sector the organisation works in (e.g. disability) or general 
skills such as leadership could be useful for all Board members, while training 
in finance and accounting may be beneficial for the treasurer and chair.

Self-assessment
Good governance practice includes the Board evaluating their own 
performance and that of fellow Board members. It looks at how well individual 
members are contributing to the Board’s governance, but can only be done 
effectively if members clearly understand what is required of them and what 
good standards look like. Guidelines on performance should be included in the 
rules of operation for the Board.

Non-performance could include:
• poor meeting attendance
• not being prepared for or participating in discussions and decision making
• disruptive behaviour
• refusing to accept Board’s decision or to uphold the mission and values of 

the NGO
• bad or illegal governance
• not accepting or completing tasks
• being motivated by personal agendas
• treating peers disrespectfully

• not disclosing conflicts of interest
• not working well together with other Board members and staff.

Ongoing reflection and learning
As well as specific learning activities the Board participate in during the year, 
there should be opportunities to continually reflect and learn during normal 
Board activities. For example, this could include:
• a short agenda item at the end of each meeting to review how the meeting 

went and propose suggestions for the next meeting
• an agenda item at each meeting that informs the Board about one aspect 

of the work of the organisation 
• ensuring that Board members are invited to participate in relevant strategy 

and program discussions and updates. 

POSSIBLE ACTIVITIES 9: BOARD DEVELOPMENT

Outcome of discussions: Plan for Board development for the next year

Possible activities:
1. Brainstorm/small group discussion asking the questions “Why is 

Board development important?”, “How has/does your Board improve 
its practices?”

2. Present the content above.
3. Small group discussion asking participants to brainstorm what Board 

development they could do in the coming year. Ask them to share 
ideas with the larger group, discuss and agree on priorities and write 
a simple action plan. 

4. Facilitate a session where participants are asked to individually 
complete the Board Self-Assessment (see Section 5). Collate the 
responses and share results in another meeting/workshop. Discuss 
any key findings and ask participants to brainstorm how they could 
improve in areas that were rated lower than others.
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4. Ways to strengthen Board governance

Apart from following the guidance provided in this manual, there are some 
simple ways that Boards can be more effective in what they do:
• Learn from others, such as similar-sized organisations, who seem to have 

effective Boards and discuss their experiences and any practical tips they 
have to offer.

• Spend quality time together outside of Board meetings to get to know each 
other better and explore organisational issues in more detail.

• Encourage the motivation and enthusiasm of Board members by 
communicating effectively with them about the organisation and what it’s 
achieving.

More specifically, the Board can become more efficient and effective if they:
• prepare written job descriptions for Board members
• develop an annual plan of meetings, prepared in advance
• distribute clear and relevant information, as well as the meeting agenda, to 

Board members two to three weeks before meeting
• record and share accurate minutes of each meeting 
• keep meetings focused and encourage participation of members
• ask each Board member to serve on at least Board committee or special 

group.

POSSIBLE ACTIVITIES 10: STEPS FOR IMPROVEMENT

Outcome of discussions: Agreement on steps the Board could take 
to improve

Possible activities:
• Small group discussions asking participants “How could we 

strengthen our Board?” “What steps could we take?”

Section 4: What does a Board do?

1. Board operations

Annual Board actions
As a guide, the Board should attempt to undertake the following activities 
each year:
• Annual audit – the Board should organise for a financial audit of the or-

ganisation early in the new financial year, then review the audit report and 
discuss during the next Board meeting.

• Annual retreat – where possible, it is beneficial for Board members to par-
ticipate in an annual retreat to strengthen relationships, review the organ-
isation’s performance and focus on future planning. The retreat could also 
cover topics such as strategic planning, team building, or refreshing Board 
members’ understanding of their responsibilities.

• Review bylaws/Constitution – Boards and organisations need to evolve ac-
cording to internal and external circumstances so these legal documents 
should be reviewed regularly to ensure they are still relevant and reflect 
the present Board and organisation. The Board should also review their 
other policies when needed.

• Self-assessment – the Board should conduct an evaluation of their perfor-
mance every 2-3 years to ensure they are maintaining high standards and 
fulfilling their responsibilities.

• Review strategic plan – it is useful to review the strategic plan on a regular 
basis to ensure both the Board and staff are on track towards their goals 
and are fulfilling their mission and allow them to decide what changes in 
activities may be necessary to better reach them.viii

Regular Board actions
A typical Board meeting will include the following agenda items. This can be 
adapted to suit the organisation, issues to be discussed, time available etc.

• Review of minutes from previous meeting
• Director/CEO’s report
• Finance Committee’s report
• Program Committee’s report
• Other Committee’s report (if relevant)
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• Other business
• Old business to review
• New business to discuss
• Announcements

• Group discussion/review of meeting
• Review of actions from meeting.

Quorum issues
Generally the number or percentage of Board members required for a quorum 
is outlined in the Constitution and usually reflect the largest number that can 
be depended on to attend any meeting. If it is not listed in the Constitution 
the standard guideline is a majority or one more than half of all eligible mem-
bers. If a quorum is not reached for a meeting, any decision-making is not 
recognised and the meeting is usually adjourned. If the meeting continues, 
any discussion or decision made must be shared with the rest of the Board 
and approved in the next meeting.

If quorum is not met regularly, the Board should ask themselves the following 
questions to find out why:
• Are all the meetings necessary? Are there too many so that they become 

unmanageable for Board members to attend?
• Are the meetings boring, badly prepared or chaired?
• Are the meetings held an inconvenient times or without enough advance 

notice?
• Is the place of meeting convenient?
• Is everyone aware of their responsibility to attend meetings?
• Are there any rules for members who are regularly absent?ix

POSSIBLE ACTIVITIES 11: ACTION PLAN

Outcome of discussions: Action plan for year, agreement on typical 
Board meeting agenda

Possible activities:
1. Presentation on content.
2. Small/large group discussion asking participants what regular 

activities they do as a Board each year.
3. Small/large group discussion asking participants about their 

experience of quorums, what has been challenging and what has 
worked well. Ask them to list some ways they could improve the 
achievement of quorum for meetings.

4. With the Executive Committee/selected Board members, ask them 
to develop an Annual plan that outlines the key activities they will 
achieve for the coming year. Use the template if needed.

5. With the Executive Committee/selected Board members, ask them 
to develop/confirm the standing Board agenda they wish to use in 
future meetings. 

2. Constitution review

An NGO’s constitution is the foundation for the organisation. It is legally 
binding on the executive and members of the organisation and should contain 
information about:
• why the organisation exists, its vision, mission and purpose
• who the organisation’s key target groups and stakeholders are, who 

should benefit from its work
• how the organisation plans to work, its principles and structures for 

decision making, getting work done and dealing with finances and assets 
of the organisation.
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Elements of a good constitution
The constitution should be clear and easily understandable so members 
so they know their rights and responsibilities, leaders understand their 
mandate and how to be accountable, and the public is clear about why the 
organisation exists and how it works. It typically includes information about:

• official name of your NGO
• the vision, mission and purpose of the organisation: why it exists; who 

should benefit from the organisation’s work and how
• the goals, outcomes and/or objectives of the organisation: what it plans 

to do and achieve
• the type of organisation it is: for example, non-government organisation
• the membership of the organisation: who can become a member; the 

duties and rights of members; how people can join, resign or be expelled; 
length of membership

• Board size, roles, rights and responsibilities of members and officers: what 
individuals or structures are responsible for, to whom they are responsible

• the structures and main procedures of decision-making: 
• annual general meetings and other meetings
• elections and appointments for different structures
• powers and functions of decision-making bodies
• who makes what decisions
• how the organisation is governed and how decisions are made
• how it is organised to get work done.

• finances: how finances and assets of the organisation are controlled; how 
the organisation is funded 

• financial year and audit process that indicate when the annual financial 
audit will be conducted and how the report will be used

• procedure for amending the Constitution
• closing down the organisation: what processes must be followed and what 

will happen to the money and assets of the organisation.

Process for review
NGOs should review their Constitution annually to make sure it reflects the 
organisation’s current practice. This needs to happen with full consultation 
and agreement by the Board. Any changes shared with members and the 
public, as well as any bodies the organisation is registered with. The review 
should highlight which parts are still relevant and should be left unchanged, 
which parts are no longer relevant and should be removed and which parts 
have changed and should be altered in the document.

POSSIBLE ACTIVITIES 12: REVIEWING THE CONSTITUTION

Outcome of discussions: Constitution has been reviewed

Possible activities:
1. Presentation on above content.
2. Conduct review with members:

a. Ask members to read Constitution before attending the 
workshop and note down any sections they feel don’t reflect 
current practice.

b. In small groups, give participants a section/s of the 
Constitution and ask them to highlight those sections that 
should remain unchanged, sections that should be removed 
and sections that should be changed. 

c. Ask each group to swap sections and review the other groups’ 
ideas until each group has reviewed each section.

d. After every group has reviewed all sections, ask a 
representative of each group to share what was written for 
their section. Invite group discussion if there have been some 
differences in ideas/opinions from different groups.

e. Agree which section/s should be removed or changed. 
Facilitate a discussion with the large group to decide what the 
section/s should be changed to.

f. Assign a person/small group to record and make all necessary 
changes to the Constitution and organise the time when they 
will present the amended version to the Board for review.
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Section 5: Tools, Templates and Resources

Board self-assessment x 

Assessment questions No Neutral/ 
Dont know

Yes

A) Collective performance

1. Managing the Board

(a) Are Board members trained/inducted appropriately to the

Board and are their responsibilities clear to them?

(b) Are the Board’s organisation (committees and structures) 
and operating procedures documented?

(c) Does the Board have a clear conflict of interest policy 
that is managed by all Board members? Is acceptance of 
this acknowledged in writing by all Board members and 
management staff?

(d) Does the Board have a process for handling urgent issues 
between meetings and is there a mechanism for reporting 
back to the Board on actions taken at the next full meeting?

(e) Does the Board have an annual calendar of meetings 
and reporting/accountability requirements that must be 
followed?

(f) Are Board materials provided enough in advance for 
members to give the matters appropriate consideration?

2. Strategic leadership

(a) Do Board meetings provide sufficient time for critical 
strategic matters and focus on important areas of the 
organisation?

(b) Does the Board carry out appropriate planning for strategy 
setting and review?

(c) Does the Board regularly review progress towards 
strategic goals?

3. Financial management

(a) Does the Board formally discuss and approve all budgets, 
financial statements and related financial reports?

(b) Does the Board receive regular reports on finances, 
budget, program performance and other important matters 
relating to delivery of programs by the NGO?

(c) Does the Board monitor the organisation’s compliance 
with donor requirements?

(d) Does the Board have an Audit Committee – or a process 
by which regular audit and compliance matters are monitored 
and discussed?

4. People leadership

(a) Has the Board defined clearly its role and that of the CEO/
Director, with the Board focused on policy and oversight, 
and the CEO/Director delegated as the manager of the NGO 
operations?

(b) Does a formal record of delegation exist and is this 
monitored?

(c) Has the Board clearly articulated to the CEO/Director its 
expectations of the latter’s performance?

(d) Does the Board regularly evaluate and provide feedback 
on the performance of the CEO/Director?

(e) Has the Board delegated appropriate authority to the CEO/
Director for him or her to carry out the management of staff 
appropriately?

(f) Does the Board approve and monitor human resource 
management policies?

Assessment questions No Neutral/ 
Dont know

Yes

(B) Individual self-evaluation

Questions which individual Board members might consider about their performance 
include the following:

 (a) Am I fully committed to the mission and strategies of this 
NGO?

(b) Am I prepared to put the time in to fulfil my responsibili-
ties?

(c) Do I ensure that I attend all Board meetings fully informed 
and prepared to participate in discussion and decision mak-
ing?

Do I seek additional information when I feel that Board papers 
are insufficient?

(d) Do I contribute constructively to Board discussions?

(e) Am I prepared to raise and pursue any concerns I have 
with the Board’s corporate governance or the management of 
the NGO?

(f) Is my behaviour at Board meetings consistently disruptive, 
negative or ill prepared?
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(g) Do I participate effectively in additional Board activities 
(sub-committees, planning, and promotion)?

(h) Do I guard against conflict of interest – on my own part 
and on the part of my colleagues on the Board?
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Time Activity Details Material

Preparation Provide the board members with the Board Self-As-
sessment Template in Section 5: Tools, Templates 
and Resources and ask that they complete it before 
coming to the workshop

Board 
Self-As-
sessment 
Template

8.00 -8.15 Icebreaker Choose an ice-breaker to run - -see websites for 
ideas.
http://www.icebreakers.ws
http://www.icaso.org/vaccines_toolkit/subpages/
files/English/energiser_guide_eng.pdf

8.15-8.30 What are 
we doing 
today?

Outcome/s: Understanding of day’s activities

Outline:
1. Discuss purpose of governance reflection and 

training
• Reflect on good Board practice
• Identify how to strengthen the Board
• Review the Constitution to reflect current 

situation
2. Share agenda for the day

2.1. Discuss value of functioning Board
2.2. Discuss principles of good governance
2.3. Discuss roles and responsibilities of a 
functioning Board
2.4. Discuss skills and characteristics of Board                       
members
2.5. Identify how to improve the Board
2.6. Review Constitution.

Presenta-
tion

8.30-9.00 What is our 
Board doing 
well?

Outcome/s: Agreement on achievements

Outline: (See Possible Activities 2 in the Module)
1. In small groups, ask participants to share their 

best experiences working with the Board. (10 
mins) Use prompting questions such as:

• When have we been most proud to be part of the 
Board?

• What are our biggest achievements as a Board?
• What do we enjoy about being part of the Board?
• What makes the Board valuable to organisation?
2. Note down key ideas in discussions and ask 

each group to report back to the larger group (10 
mins)

3. Facilitate a discussion about the value of Boards 
to an organisation. Share key ideas (from training 
module). (10 mins)

Flip chart 
paper and 
markers

9.00-9.20 What 
does good 
governance 
look like?

Outcome/s: Shared understanding of good gover-
nance

Outline: (See Possible Activities 1 in the Module)
1. Facilitate group brainstorm asking the questions 

“What does good governance mean to you?” and 
“What examples can you share of good gover-
nance in action?”

2. Show brief presentation on the key principles of 
good governance.

Flip chart 
paper and 
markers

9.20-10.20 What does 
a function-
ing Board 
do?

Outcome/s: Agreement on the core roles of a func-
tioning Board

Outline: (See Possible Activities 4 in the Module)
1. Write one or two core roles on separate flip-chat 

papers. In small groups, ask participants to go 
to each paper and write examples of what their 
Board does for each area for 2 mins each. Get 
them to rotate to the next paper after 2 mins 
until all groups have contributed ideas to all core 
roles (20 mins)

2. Give short presentation on key roles and respon-
sibilities (10 mins)

3. Facilitate discussion about the similarities and 
differences between what they shared and what 
the presentation showed. What roles are the 
Board playing well? What are the gaps? (20 mins)

4. Give pairs the handout on division of roles be-
tween management and Board and ask them to 
match the role with the group/ person responsi-
ble. (10 mins)

Flip chart 
paper and 
markers

Handouts 
4 Manage-
ment/ Board 
responsibil-
ities 

Stickers

10.20-
10.35

Morning tea

Board governance one-day workshop session plan
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10.35-
11.35

What skills 
and char-
acteristics 
are useful 
for a Board? 

What would 
we like our 
Board to 
look like?

Outcome/s: Agreement on important skills and char-
acteristics for the Board to have

Outline: (See Possible Activities 7 in the Module)
1. Ask participants to write the skills and qualities 

they bring to the Board on sticky notes and stick 
up on the wall. (Group together similar answers 
later). (5 mins)

2. Give short presentation on Board diversity, skills 
and characteristics (10 mins)

3. In small groups, ask participants to choose 3 
skills and characteristics they feel are most 
important to have in their Board and then act out 
what that looks like (10 mins to prepare, 15 mins 
to act)

4. Facilitate group discussion to agree the common 
skills and characteristics needed. Refer back to 
the sticky notes and note any skills that have 
been mentioned, where there are any gaps and 
where there are additional skills. (15 mins)

Sticky notes

Presenta-
tion

Flip-chart 
papers and 
markers

11.35-
12.05

What 
should 
we expect 
of Board 
members?

Outcome/s: Agreement on expectations for Board 
members

Outline:
1. In small groups, ask participants to list what the 

Board should expect from its members, especial-
ly considering the roles they should be playing 
and the skills/ characteristics identified. Ask 
them to be specific (10 mins)

2. Ask groups to share ideas with larger group (15 
mins)

3. Facilitate group discussion to agree on expecta-
tions for Board members. (10 mins)

Flip-chart 
papers and 
markers

12.05-1.00 Lunch

1.00-1.15 Energiser

1.15-1.30 Where is 
the Board 
now?

Outcome/s: Understanding and common agreement 
on the current situation of the Board

Outline:
1. Share results of the Board Self-Assessment (5 

mins) (completed and submitted prior to the 
workshop- see preparation notes above) 

2. Facilitate discussion of areas that rated high-
ly and those that indicated improvement was 
needed. (10 mins)

Collat-
ed Board 
self-as-
sessments

1.30-2.40 What do 
we need 
to do to 
strengthen 
the Board?

Outcome/s: Ideas/action plan for how to improve 
Board governance

Outline: (See Possible Activities 10 in the Module)
1. Give short presentation on Board development 

options (10 mins)
2. Give short presentation on Board selection pro-

cess (10 mins)
3. In small groups, ask participants to write down 

practical steps the Board can take to move for-
ward, thinking about the prioritised roles and the 
skills and characteristics and Board expecta-
tions they identified in previous areas. (15 mins) 
Prompting questions:
• How do we clarify and communicate expecta-

tions to Board members?
• How can we build on our strengths and 

skills?
• How can we improve on current practice?
• How can we address diversions from what’s 

expected?
• How can we create a Board with the skills 

and characteristics we want and need?
4. Ask them also to write on sticky notes practical 

actions they can take personally to enhance 
their involvement in and contribution to the 
Board. (5 mins)

5. Ask groups to report back on both group actions 
and personal actions (15 mins)

6. Facilitate group discussion and agree on way 
forward. (15 mins)

Presenta-
tion

Flip-chart 
paper and 
markers

Sticky notes
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2.40-3.05 What 
should we 
keep, drop 
and review 
in the Con-
stitution?

1. Put up flip-chart papers headed “Keep”, “Drop”, 
“Review” and “Add” at the front of the room

2. In small groups, give participants section/s of 
the Constitution and ask them to stick those 
sections that should remain unchanged, sec-
tions that should be removed and sections that 
should be changed on the corresponding flip-
charts. If there are other areas they think should 
be added, write them on the “Add” flip-chart (15 
mins) 

3. Ask each group to review all the flip-charts and 
note down if there are any changes they dis-
agree with. (10 mins)

Constitution 
cut into 
sections

4 flip-chart 
papers and 
markers

3.05-3.20 Afternoon tea

3.20-4.30 What 
should we 
keep, drop 
and review 
in the Con-
stitution? 
Cont.

4. Ask a representative of each group to share if 
they have any differences in ideas to what was 
put up and invite group discussion. (15 mins)

5. Agree which section/s should be removed, 
changed and added. (10 mins)

6. Divide changes among small groups and ask 
them to think about what the section/s should 
be changed to. Note down ideas for each pro-
posed change (20 mins)

7. Ask each group to share their changes with the 
rest of the group and discuss (20 mins)

8. Assign a person/ small group to record and make 
all necessary changes to the Constitution and 
organise the time when they will present the 
amended version to the Board for review (5 mins)

Paper and 
pens

4.30-5.00 Reflection 1. Facilitate reflection of the workshop (ball of 
string activity throwing from one to another to 
talk)
b. What did you enjoy most about the work-

shop?
c. What was the most interesting thing you 

learned about the organisation?
d. What activity or process did you find most 

helpful for you personally, and for the Board 
as a whole?

e. What do you see is possible for the Board 
and for organisation now?

2 balls of 
string

RESOURCES 

NGO Tips: Fostering Effective NGO Governance. FHI 360, CAP and USAID, 2011. 
http://www.ngoconnect.net/documents/592341/749044/NGOTips+-+Foster-
ing+Effective+NGO+Governance 

Effective Governance: A Guide for Small and Diaspora NGOs. Lipson, B (INTRAC). 
www.intrac.org/data/files/.../Governance-A-PLP-Toolkit-INTRAC.pdf 

Governance and NGOs: Strengthening the Board. Snow, J (USAID), 2011. https://
www.usaid.gov/sites/default/files/documents/1864/Governance%20and%20
NGOs%20Strengthening%20the%20Board.pdf 

Leading Your NGO, Corporate Governance: A Reference Guide for NGO Boards. 
Social Welfare Department, Hong Kong. http://www.swd.gov.hk/doc/ngo/corp-
gov-eng.pdf 

Various articles from the BoardSource web site. www.Boardsource.org 

Board skills audit: building an effective trustee Board. Business Beginnings web-
site: http://business-beginnings.org/Board-skills-audit-building-an-effective-
trustee-Board/

Skills Audit for new Board Members – Volunteer Now. http://www.volunteernow.
co.uk/fs/doc/publications/skills-audit-for-new-Board-members1.doc
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