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NPC/NPO Board of Directors
Recruitment, Selection and Induction
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Process of Recruitment

1. Skills Audit

Conduct a Skills Audit: |dentify what your board currently lacks.

Execution Framework

1.Define the Strategic Horizon: Audit for the future, not the past.

Before sending the matrix to the board, write down your top 3 goals for the next three years.
If you need to buy property, add "Real Estate" to the matrix. If you want to launch a youth
program, ensure "Youth Representation" is prioritized.

2.Conduct the Self-Assessment: Avoid the ego trap.

Send the blank matrix to each board member individually. Remind them that scoring a "0" in
an area is not a failure, it is the entire point of the exercise. A healthy board is made of
specialists, not generalists.

3.Compile and Analyze: Identify the red flags.

The Board Chair or Nominations Committee aggregates the scores. Look for rows with low
total scores. Pay special attention to "Expertise Voids"—rows where the total might be a 3
(three people with working knowledge), but no one scored a 2 (no actual expert).

4.Draft the Target Profile: Feed this directly into your prospectus.

Translate your identified gaps into a candidate profile. Instead of saying "We need a new
board member," you can now say, "We are recruiting a legal professional with strong
grassroots ties in the community who is fluent in isiXhosa."
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Board Skills Audit Scoring

Skill / Attribute
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Governance & Fiduciary
Financial Management/
Accounting (CA)

Legal/ Compliance / HR
Risk Management/
Policy Development
Strategic & Growth
Grant Writing / Donor
Relations

Marketing / Public
Relations

Digital Transformation /
IT

Grassroots & Community
Lived Experience of the
Mission/Cause

Local Community Trust
(Ward/Clinic level)
Practical
Resourcefulness (Local
Business)

Fluency in Primary Local
Languages

Diversity & Demographics
Gender Representation
Age / Youth
Representation

Qualitative Feedback

Looking at our organization's next 3 years, what specific professional background or
perspective do you believe we desperately need in our next board recruit?

[Insert Answer]

Do you anticipate any changes to your personal capacity or availability to serve on this
board over the next 12 months?

[Insert Answer]
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2. Draft a Board Member Prospectus

Define expectations, time commitment, and liabilities. Document the organization's

mission, meeting frequency, financial

expectations (are board members expected to donate?), and the fiduciary duties involved

the expected monthly time commitment,

under the South African Companies Act (for NPCs) or NPO Act.

Section

Organizational

What to Include

Your mission, vision, history, and a

Purpose

The Hook: Convinces high-

Overview snapshot of your recent impact or key | level professionals that their
metrics. time will yield real-world

results.
The Clarify that the board provides strategic | Boundary Setting: Prevents
Governance oversight, not operational management. | micromanagement by
Model separating board duties

from staff duties.

Target Profile
& Skills

The specific gaps identified in your skills
audit (e.g., "We are specifically seeking
a CA(SA) or an HR specialist").

Targeting: Helps
candidates self-qualify
before applying.

Time
Commitment

Exact numbers: number of board
meetings per year, expected committee
hours per month, and AGM attendance.

Expectation Management:

Prevents  "ghosting" by
candidates who
underestimate the
workload.

Financial
Expectations

Explicitly state if board members are
unremunerated (standard for SA
NPOs/NPCs). Detail any "give or get"
policies (expected personal donations
or fundraising targets).

Transparency: Clears up
awkward conversations
about money and
compensation early on.

Fiduciary &
Legal Duties

A brief outline of a director's legal
liabilities under the NPO Act or
Companies Act, including conflicts of
interest.

Risk Awareness: Ensures
candidates understand the
legal gravity of the
appointment.

Application
Process

Required documents (CV, motivation
letter), deadline, and the timeline for
interviews and vetting.

Call to Action: Provides a
clear, professional next
step.
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Look beyond your immediate circle. Instead of asking "who do we know?", target specific
networks based on your skills audit. Use formal networks like professional associations,
but also actively tap into local community structures and grassroots forums to find
individuals with the exact expertise your organization requires.

For community-based NPOs with limited resources, crucial gaps often include local

language fluency,

deep community trust,

volunteer mobilization,

and practical

resourcefulness. Create a matrix to visualize exactly which hard skills, practical
community connections (e.g., local business owners, teachers, or community organizers),
and demographic representation you need to survive and grow

Channel

Best For Finding

Strategy

Professional Treasurers, Auditors, | Reach out to local chapters; many
Bodies (e.g., | Legal counsel professionals need pro-bono hours or
SAICA, LPC) seek board experience.

Corporate Strategic planners, | Ask your existing corporate sponsors if
Partners Marketing experts, | their senior staff are looking for CSI-

Networkers aligned board seats.

Academic Subject matter experts, | Approach university department heads
Institutions Researchers whose academic focus aligns with your

specific cause.

Online Platforms

Diverse,
professionals

experienced

Post the specific board vacancy on
Linkedln, NGO Pulse, or specialized
board-matching platforms.

Local Community | Grassroots trust, Lived | Ask ward councilors, clinic
Leaders & Ward | experience, Local | committees, or community policing
Committees advocacy forums for respected local figures who
understand neighborhood dynamics.
Religious & | Volunteer mobilizers, | Approach local pastors, imams, or
Cultural Trusted mediators traditional leaders to recommend
Institutions honest, community-minded
individuals who already have a heart for
service.
Local Small | Practical financial sense, | Engage local shop owners or
Business Owners | Resourcefulness tradespeople. They know how to

stretch a limited budget, manage basic



https://www.elizayo-collab.org/
mailto:paulineroux@elizayo.africa.co.za

https://www.elizayo-collab.org/

paulineroux@elizayo.africa.co.za

Channel Best For Finding Strategy

bookkeeping, and offer practical,
ground-level advice.

Community Broad local outreach, | Share a simple, locally translated
WhatsApp & | Hidden talent graphic explaining the board vacancy
Facebook Groups and the specific practical skills

needed, reaching people who might
not use LinkedIn.

4. Interview and Vet

Treat it like a high-level executive hire. Conduct formal interviews. Ask about their previous
board experience, their alignment with your mission, and their capacity to serve. Check
references and verify their credentials, especially for fiduciary roles like the Treasurer.
Ensure they are not disqualified from serving as a director.

To find board members who are both passionate and highly effective, your interview process
must test for

e mission alignment,
e governance understanding,
e and actual capacity.

a) Mission Alignment (Testing "Fit")

e The Question: "What specific aspect of our work resonates with you most, and how
do your personal values align with our mission?"

e What to listen for: Look for a personal connection, lived experience, or well-
researched understanding of your organization. A generic desire to "give back" or pad
aresume is ared flag.

b) Governance vs. Management (Testing "Role Understanding")

e The Question: "How do you distinguish between the role of a board member and the
responsibilities of the executive management team?"
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e What to listen for: Clear recognition that the board provides strategic oversight and
fiduciary governance, while the staff handles day-to-day operations. Watch out for
candidates who sound eager to micromanage staff or daily programs.

c) Capacity and Commitment (Testing "Reliability")

e The Question: "This role requires a commitment of [X] hours per month, including
committee work and meetings. Given your current commitments, how will you
ensure you have the capacity for this?"

e What to listen for: Realistic time management. Evasive answers or a candidate
listing too many current board seats often indicates they might become an absent
"ghost" director.

d) Strategic Value (Testing "Utility")

e The Question: "Looking at our current strategic goals, how do you see your specific
professional background helping us overcome our biggest hurdles in the next two
years?"

e Whatto listen for: Concrete examples of how they will apply their professional skills
(e.g., HR, law, finance) to your specific challenges, rather than vague offers of general
leadership.

e) Resource Mobilization (Testing "Network & Growth")

e The Question: "Board members play a critical role in resource development. How
comfortable are you with leveraging your networks, making introductions, or actively
participating in fundraising efforts?"

e What to listen for: A willingness to open doors. While they don't need to be
aggressive salespeople, they shouldn't balk at the idea of helping secure resources,
corporate partnerships, or donor introductions.

f) Conflict of Interest (Testing "Fiduciary Fitness")

e The Question: "Can you foresee any potential conflicts of interest between your
current professional life and our organization's work? How have you handled
conflicts in past roles?"

e What to listen for: Absolute transparency. The candidate must demonstrate a solid
grasp of what constitutes a conflict of interest and the ethical standard required of
an NPO or NPC director.
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5. Appoint and Onboard

Formalize the legal and operational induction.

Once selected, vote according to your Memorandum of Incorporation (MOI) or Constitution.
Register changes with the CIPC (for NPCs) or the Department of Social Development.
Provide a comprehensive induction pack including recent financials, strategic plans, and
minutes from the last three board meetings.

The Essential Induction Pack

Send a digital folder as soon as the candidate accepts the appointment.

Category Required Documents

Memorandum of Incorporation (MOI) or Constitution, NPO/CIPC
Governance . . -

registration certificates, and the board charter.

. . Most recent audited financial statements, the current year's approved

Financials

budget, and the latest management accounts.

The 1-3-year strategic plan, current risk register, and an organizational
Strategy

chart (organogram).

. Minutes from the last three board meetings, the upcoming annual meeting

Operations .

calendar, and a board contact directory.

a) Execute Legal and Admin Formalities: Complete the legal paperwork before any
strategic work begins. Have the new member sign your Code of Conduct and a formal
Declaration of Interests. Immediately update your director’s records with the CIPC
(for NPCs) and the Department of Social Development (for NPOs). Ensure they
understand the terms of your Directors and Officers (D&O) liability insurance.

b) Host an Operational Site Visit: Bridge the gap between paperwork and real-world
impact. Schedule a half-day site visit with the CEO or Executive Director. Walk them
through the facilities, introduce them to key staff members, and let them see the
organization's programs in action. This grounds their future boardroom decisions in
operational reality.

c) Initiate Peer Mentorship: Assign a 'Board Buddy'. Pair the new arrival with a veteran
board member for the first six months. The mentor should brief them on board
dynamics, explain the unwritten culture, and sit next to them during their first few
meetings to quietly explain historical context or internal acronyms.

d) The First Board Meeting: Formally introduce them and integrate their skills. The
Chair should formally welcome the new member, briefly highlighting why they were
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chosen (e.g., "Jane joins us to strengthen our HR oversight”. Assign them to a specific
subcommittee (like Finance, Audit, or Fundraising) immediately so they have a
defined sphere of responsibility.

Key insight: Do not overwhelm a new director with a five-year history lesson on day one.
Focus their onboarding entirely on the current strategic plan and the immediate risks facing
the organization.
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