
    
1



• Explore some big themes on factors that create and sustain high performing board 

leadership

• Create a safe space to reflect on our own practices and perspectives as leaders of 

teams

• Acquire some new board leadership frameworks and tools to use 

• Identify personal and collective board leadership actions that you may want to take

2



3

What does Governance mean?

Leadinggovernance .com



4

Purpose of Governance

to provide confident and strong strategic leadership 

which leads to robust accountability, oversight and 

assurance for excellent organizational and financial 

performance. 



www2.deloitte.com
abf101@advisoryboardcentre.com: 

What is a governance framework: Diligent.com: 

mailto:abf101@advisoryboardcentre.com
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https://www.intrahealth.org/projects/accelerating-support-advanced-local-partners-asap



NUPAS Plus Assessments

•

•

•

•

•

•
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eight signs your board might be dysfunctional cep.org

Board one mind set

Is engaging and positive . 

Has a leadership presence

Helps set the expectations and roadmap upfront

Has a clear focus

Demonstrable values of success 

Provides advice, energy, resources, and inspiration.

Board two mindset

Disinterested or dysfunctional

Distorted power dynamics – e.g founder and friends are 

in charge

Direction of the organization is fuzzy     

Eye not always on resources: human, financial etc 

Approaches do not fully reflect the needs and solutions 

that the organization needs

There are two types of board teams



Anita Sands https://anitasands.medium.com/diversity-and-inclusion-arent-what-matter-
belonging-is-what-counts-4a75bf6565b5

A sense of belonging moves us 
away from a view of the world 

that is “us” versus “them” to one 
where everyone belongs and 

can play a part

Building belonging:
a critical task for leaders of teams

https://anitasands.medium.com/diversity-and-inclusion-arent-what-matter-belonging-is-what-counts-4a75bf6565b5
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Based on Why belonging is such a big issue in business today (2020) Josh Bersin

How do we build belonging as a board?

https://joshbersin.com/2020/08/why-belonging-is-a-big-issue-in-business-today/


Board questioning and  reflecting  on

https://joshbersin.com/2020/08/why-belonging-
is-a-big-issue-in-business-today/

https://joshbersin.com/2020/08/why-belonging-is-a-big-issue-in-business-today/


Recruiting people you feel comfortable with creates a “sameness” culture without realizing it.
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Anita Sands https://anitasands.medium.com/diversity-and-inclusion-arent-what-matter-
belonging-is-what-counts-4a75bf6565b5

Chair and leadership combined even better!

https://anitasands.medium.com/diversity-and-inclusion-arent-what-matter-belonging-is-what-counts-4a75bf6565b5
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.
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Role description and contact details of the Board Chair

Covers who is responsible for what 

Board Charter, Code of Conduct, Constitution a must know!

Board meeting schedule especially board reserved matters

Confidentiality, Delegation of Authority and key policies, 

Discussion of risks the local partner is facing

Policies, protocols and procedures
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• Assess current governance capabilities

• Assess effectiveness of the board as a whole and individual committees

• Identify the effectiveness of current LIP governance program

• Identify potential improvement opportunities for each governance program

• Facilitate more specific conversations with boards, committees and 

executives

29
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1

Forming: 

Ad hoc or no practices

2

Developing:  

Informal practices

3

Progressing

Good practices

4

Established/Advanced

Strong practices

5

Innovating

Best practices

Constitution or 

Board Charter

No formal constitution or 

board charter

Informal governance 

documentation

Established governance 

documentation, example, 

constitution, by-laws, 

policies and procedures

Effective and complete 

governance 

documentation

Comprehensive set up in 

LIP including ongoing 

review and board self-

assessment

Governance and 

Accountability

Awareness of the 

governance and 

accountability issues; but 

approaches have not 

been developed to 

address them yet"

Presence of recognition 

of the key governance 

and accountability 

issues; and some areas  

have been identified to 

address them"

LIP is taking steps to 

address key governance 

and accountability 

issues; and is showing 

signs of  practical 

application 

LIP has well developed 

plans that address the key 

governance and 

accountability issues; 

evidence of monitoring 

processes and continuous 

improvement "

"- Evidence of leadership 

and governance practice;

- There is a demonstration 

of a commitment to long 

term sustainable 

improvement"

Leadership or 

governance  

commitees/structure

Board not established 

governance structure/ 

committees 

Some committees set up 

but there is absence of 

some fundamental ones 

Established all relevant 

Board committees and  

implementing processes

LIP reviewed its 

governance main systems 

and committee structures 

to ensure they are fit for 

the LIP purpose

Committees functions have 

been reviewed and are 

working effectively , chaired 

by an appropriately skilled 

Board member

Board Member 

involvement

No Board Member 

involvement

Limited member 

involvement beyond 

voluntary leadership

Members involved in 

representation, with 

formal nomination, 

reappointment and 

election procedures 

Members contribute to 

strategic development

Extensive committee 

structure with formal 

Terms of Reference

Board and Committee 

performance review 

structure in place



Continually questions its own governance

Has clear idea of their purpose and role 

Understands that good governance is in everyone’s interest

It is the duty of board members to:

✓ remain focused on broad, strategic goals

✓ tackling day-to-day issues
✓ meeting their responsibilities,

31
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Strategic Objectives
What we need to do as a program to achieve the 

strategic intent 

Mission
Why we exist 

Vision
What we want to become 

Themes/Focus Areas
Roadmap to fulfil our goals

Values
What is important for us

Strategic Intent

Core service areas 
articulated

Strategies

Strategic results
Based on strategic objectives

St
ra

te
gy

 r
o

llo
ut

 a
n

d 
 o

rg
an
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na
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lig
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t 

Activities/ Action Plans
Based on strategic objectives

Operational 
activities: Detailed 

work plan

Targets
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Takes direction from the Board
•

•

•

•

•
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What is driving your Board? Please use chat box 

PERSONALITY

Features

• Driven by results 

• Strong iconic leadership 

• Use passion to exert 

power 

• Often strong, task-focused 

chair and/or CEO 

“Trust me" 

Benefits and challenges: 

• Nimble, rapid decisions

• Risk taking, innovative

• Leader can alienate

• No empowerment

• Always changing, can 

overreach 

Greatest fear: 

Power sharing

PEOPLE

Features

• Driven by relationships

• Family atmosphere 

• Use relationships to exert 

power 

• Often highly creative and 

people-oriented chair 

and/or CEO 

"Involve me" 

Benefits and challenges: 

• Consensus-driven, team 

• Loyalty encouraged and 

rewarded Resists 

"outsiders"                    (= 

non-family) 

• Resists change 

• Difficulty setting priorities 

and taking risk 

Greatest Fear:

Division

PERFORMANCE

Features

• Driven by best practices 

• Replication of tasks 

• Use reason and measures 

of performance to exert 

power 

• Chair or CEO is often a 

peacemaker and 

consensus builder 

"Show me" 

Benefits and challenges: 

• Facts, benchmarks, results

are key

• Systematic 

• Undervalues people with 

divergent views 

• Not as innovative as   could 

be

• Benchmarking can be    

circula

Greatest fear:  

Taking risks

POLICY

Features

• Driven by rules and policy

• Bureaucratic

• Uses rules to exert power

• Chair or CEO is often very 

analytical and precise 

"Tell me" 

Benefits and challenges: 

• Cautious and slow decision 

making - traditional 

approaches 

• Clear, routine, focus 

• Traditional 

• Resistant to change, 

outsiders 

Greatest fear: 

Changing the system
12/1/2022
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The capacity and drive of a board and 

executive team, organization or system to 

act and make the differences necessary to 

achieve its goals



Research by Bruch and Vogel



Psychological

Physical

Spiritual

Social Intellectual

Source: http://www.institute.nhs.uk/tools/energy_for_change/energy_for_change_.html

http://www.institute.nhs.uk/tools/energy_for_change/energy_for_change_.html














Social isolated solidarity 

Spiritual uncommitted higher purpose

Psychological risky safe

Physical fatigue vitality 

Intellectual Illogical reason

LOW

HIGH





Amy Edmondson: https://t.co/c5oOJvYcKs?amp=1

Where is your board team on this scale?

Psychological safety: A belief that we will not be punished or 

humiliated for speaking up with ideas, questions, concerns or 
mistakes

We have a toxic unsafe 
environment where …..

We don’t have glaring psychological 
safety issues, but…..

We are making progress 
towards our goals because 
we………. 

• We hold back from voicing 
concerns

• People are not always kind 
or civil to each other

• We fear what we say might 
be used against us in the 
future

• We hold back our ideas or views to look 
competent, reliable and trustworthy

• Conversations between different board 
members, staff or groups can feel like 
debates or negotiation

• People don’t want to hear different 
views and it’s hard to make change 
happen

• We collaborate effectively across the 
board, executives and top teams

• We can speak up with ideas, questions 
and problems

• We can challenge things without fear 
of criticism or being made to look 
stupid

• People are open to change and 
learning when changes don’t work

https://t.co/c5oOJvYcKs?amp=1




Four ways to build psychological safety
1. Be vulnerable and 

human
•Show that it’s OK to talk about 
emotions by sharing yours
•Admit to your own mistakes and 
failures, and frame these as 
learnings

3. Reframe failure
•Reframe failure as an inevitable bump 
along the road towards success, and an 
opportunity to learn
•Talk about failure openly with the team 
when things go wrong rather than 
burying it

4. Destigmatise feedback
•Regularly ask for feedback from your team
•Encourage your team to give each other 
feedback as a way to learn and grow

Source: Hive Learning https://www.hivelearning.com/site/resource/diversity-inclusion/4-top-tips-to-build-psychological-safety-in-your-

workplace/

2. Actively build a safe environment
•Practice active listening and encourage it in others 
•Publicly praise others for being candid or giving feedback
•Make an effort to get to know about your teammates’ outside-
of-work lives

https://www.hivelearning.com/site/resource/diversity-inclusion/4-top-tips-to-build-psychological-safety-in-your-workplace/


“Leadership is not about making 
clever decisions and doing 

bigger deals. 

It is about helping release the 
positive energy that exists 
naturally within people”

Henry Mintzberg
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Where might you start as a Board?
Governance Operating Framework



•

•

•

•

•

•

•

•

•
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