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Brief Guide: Governor Recruitment Strategies 

Background

Colleges are governed by corporations which are 
statutory bodies, incorporated under the 1992 
Further and Higher Education Act, with exempt 
charity status. College governors are, in effect, 
trustees of the college and are appointed, as 
volunteers to the role, by the individual governing 
bodies themselves. Corporations therefore have 
the responsibility for the search and succession 
of their members. They can decide the skills, 
experience and knowledge they are seeking 
from their members to best serve governance in 
their college; they then have the responsibility 
of ensuring that strategies and processes are 
in place to attract and select a diverse range of 
members from their communities.  

The Instrument and Articles of Government1 
denotes that the composition of corporations, 
“shall not be less than twelve or more than 
twenty”. This will include: 

not more than two elected parent governors•	
the Principal of the institution (should the •	
Principal so decide) 
at least one and not more than three elected •	
staff governors
at least two and not more than three elected •	
student governors.  

Further than that, it is for boards to decide the 
number and composition of their membership. 

From the above it can be seen that a number of 
members are from within the college itself, i.e. the 
Principal (an ex-officio governor), and the elected 
parent, staff and student governors. As stated in 
the Clerks training materials2 “although they are 
not representatives, staff, student and parent 
governors add a unique staff, student or parental 
perspective to the governing body’s work”.  

Other members of the Corporation comprise 
governors from outside of the college. These 
governors are invaluable to good governance, 
bringing with them as they do their experience, 
expertise, knowledge and support for the college, 
from a wide variety of walks of life. 

Finding volunteers with the right mix of skills 
and a diversity of backgrounds to play such an 
important role in the leadership of the college 
is a task that taxes many corporations and 
clerks. This Guide seeks to assist the Corporation 
(especially the Search Committee) and the Clerk 
with practical ways to recruit governors of the 
highest calibre to enhance the membership of 
the Corporation. 

1  The Further Education Corporations (Former Further Education Colleges) (Replacement of Instruments and Articles of Government) Order 2007 

2  Clerks training materials – a professional development programme for corporation clerks in FE colleges, Learning and Skills Development Agency, 2001
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1.  Introduction

The purpose of this Guide is to focus on ideas and 
strategies that corporations may wish to consider 
in the recruitment of their governors. 

The legal framework for the recruitment of 
governors is set out within the Instrument and 
Articles of Government, and to that end, is not 
repeated here. Corporations will have established 
the style and framework of governance in 
their college, and any supporting committees 
constituted over and above the statutory 
Audit and Search Committees, to support their 
individual framework. 

What is important for corporations is that they 
ensure all of their committees and the board 
itself have the right blend of skills, knowledge and 
experience to support the fulfilment of the duties 
and responsibilities. 

The content of this Guide has primarily been 
informed by Recruitment Strategy workshop 
discussions at the LSG Annual Governance 
Conference 2009, with clerks and governors 
present; from a case study produced by the 
author on the recruitment strategies tried at her 
own college3; and supported by a wide selection 
of published documents on the recruitment of 
skilled and diverse governors. 

In the recent review of governance commissioned 
by the AoC (Association of Colleges) and LSIS 
(Learning Skills Improvement Service)4, it states:

“Ensuring an appropriate board membership is 
probably the most crucial aspect of creating the 
basis for effective governance.” 

The Good Governance Standard for Public 
Services5 states that:

“Governing bodies should consider the skills that 
they need for their particular situation.  
To increase their chances of finding these 
people – and to enrich governance deliberations 
by bringing together a group of people with 
different backgrounds – governing bodies need to 
recruit governors from different parts of society.” 

This highlights two key aspects of recruitment for 
all governing bodies:

Skills and consideration of your college’s •	
unique position.
Finding volunteers from diverse backgrounds.•	

3  Research on diversity and governance in the FE Sector, CEL, 2008.

4   A Review of Governance and Strategic Leadership in English Further 
Education, AoC and LSIS, 2009

5  Good Governance Standard for Public Services, OPM and CIPFA, 2004
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2.   Skills, expertise, experience 
and personal qualities

Before any governing body can begin to create 
a recruitment strategy, or strategies, it needs to 
have a shared understanding of the skills it is 
seeking to have on its board and its committees. 

Corporations are bound by their Instrument and 
Articles of Government in the duties they have 
to perform, and will want to ensure they have 
members with the skills and knowledge to provide 
successful strategic leadership in these key areas. 
However, each corporation will also be facing 
a unique set of circumstances and challenges 
to address. This will vary according to the type 
of college, its geographical location, and the 
unique characteristics of the community it serves, 
alongside the college’s current strengths and 
areas it has identified as requiring improvement. 

The skills that boards may wish to encompass 
in their membership are therefore potentially 
far-reaching, and will be particular to their 
own set of circumstances. These may cross 
the range of financially difficult circumstances 
and entrepreneurial growth; improving learner 
performance to sustaining outstanding learner 
success; risk management and management  
of change; merging with other institutions  
and leading strategic partnerships; and of course, 
for many, the challenges of improving the 
college’s estate. 

A board will gain understanding of its own 
situation primarily from involvement in the 
creation and approval of the college’s Strategic 
Plan and Self Assessment Report (which is 
approved annually by the board). This will provide 
a sound understanding of the college’s strengths 
and areas for improvement across all aspects of 
the college. In addition, a wide variety of reports 
to committees and the board itself on the key 

strategic areas of performance and improvement 
will need to be taken into account, including the 
most recent Ofsted report, Quality Assurance 
Agency report and the Internal Audit Service 
Annual report. 

Ultimately, boards provide strategic leadership for 
the college and as a publicly funded institution, 
will seek to ensure that they are responsive 
to the needs of the community in which they 
serve. It is therefore vital that boards understand 
the particular dynamics, composition and 
educational needs of their college’s community, 
in order to make sure the college offers the 
educational provision required. 

With this knowledge, and having established  
the governance framework in which it will  
operate, a board can begin the practical work  
of ensuring it has the required skills. The work 
may be carried out via its Search Committee, 
with the construction of a skills audit. This could 
take the form of a list of criteria or questions, 
identifying areas against which members 
(and new members) are asked to judge their 
knowledge and skills. 

It is likely that the audit will be regularly  
refreshed to reflect members’ developing  
skills and understanding. Many colleges will 
already have this in place, having either 
constructed an audit from a selection of skills 
headings they have chosen, or from a format 
obtained elsewhere. 

An example skills audit is included in Appendix A.

Boards should give careful consideration to the 
membership of the Search Committee itself.  
The Search Committee has responsibility for 
advising the Corporation on the appointment 
of members (other than parent, staff or student 
members) and boards do not appoint any 
member without first considering this advice.  
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The board can also allocate responsibilities to  
the Search Committee; these may include 
succession policies and their implementation, 
monitoring of the training and development of 
members, oversight of the election procedures 
for parent, student and staff members, and 
strategies to improve the recruitment and 
diversity of board membership. 

The Search Committee needs to be as diverse as 
possible in order to be effective in the ongoing 
recruitment of members. The appointment 
of members with strong contacts in the local 
community can be beneficial but this should 
not in itself be the sole criteria for selection. It 
is important to avoid the risk of recruiting from 
a limited number of community groups when it 
may restrict the diversity of skills and experience 
on the board. 

While parent, student and staff members are 
elected rather than selected, corporations can do 
much to ensure they attract interest, and support 
those appointed to these roles. The ‘visibility’ of 
the board to these groups should be taken into 
account. Consideration should be given to what 
the board does to promote and inform them of 
its role, responsibilities and effectiveness, and 
how the role of a parent, student or staff member 
is a valued one. 

Q   Does the Corporation approve an Annual 
Report and make this known and readily 
available to parents, students and staff? 

Q   Has effective use been made of promoting 
the work of the Corporation within the college 
itself (for example on notice boards and LCD 
screens) and through its website(s)? 

Q   Is there specific promotional material aimed 
at parents, students and staff?  Is the board, 
its work and the role of student and staff 
governors referred to in student and staff 
inductions?  Is the governance of the college, 
and the specific roles for parents, staff and 
students, included in the college prospectus? 

Q   Does all material confirm the value that 
the board places on having the voice of 
parents, staff and students at meetings? 
Does it highlight the contribution they make 
individually?

Q   Are elections, when held, accompanied by 
promotional material, again via notice boards, 
LCD screens, the college website and email? 

Q   Do election forms have accompanying 
material outlining the responsibilities of 
the board and promoting what can be 
gained from membership (for example, 
strengthened knowledge of the workings of a 
large institution and future advantages with 
educational and employment applications 
and career advancement)?

Q   Is the Clerk utilised effectively and resourced 
to support board recruitment, and governor 
training and support, strategies? 
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Once elected, parents, staff and students will 
benefit from the support for their role as outlined 
later in this Guide.

As a starting point to recruitment, it is worth 
asking questions such as:

Q   What are the skills that the governing body 
needs immediately for it to be effective in 
its role? What of the future?  Are the skills 
required likely to change? 

Q   Does the college have a skills audit that is 
regularly updated by members? Does it reflect 
the current, and future, strategic aims of the 
college? Is the format regularly reviewed to 
ensure it is relevant to the board’s needs and 
changing college circumstances? 

Q   Does the Search Committee consider the 
skills audit alongside its considerations of 
recruitment strategies, board applicants, and 
in informing any recommendation to the 
board on appointments? 

Q   Does the Audit Committee have members 
with financial and audit expertise, including 
current practitioners in their fields? 

Q   Is there a strong, effective, and evaluated 
training and development programme, and 
support structure in place to assist all new 
members in their role? 

It is equally likely that the Clerk to the Corporation 
will provide, or be able to provide, an analysis of 
the board’s membership and diversity data. This 
will encompass information such as length of 
time served by members, and their community 
and diversity profile (for example, age, gender, 
ethnic group, disability, local ward of residence). 

The data should be compared to the equality 
and diversity analysis of the college’s community 
to enable the board to measure its own profile 
against that of the community it is serving. If 
there are areas where the profile is skewed, 
boards should strive to ensure that strategies are 
put in place to rectify this. 

Clerks, Search Committees and governing bodies 
can use the data and its analysis as an invaluable 
tool in planning ahead for their board recruitment 
and succession planning. Again, several questions 
are likely to arise that may be relevant to a 
board’s requirements:

Q   What is the balance of members who are in 
their first and second term of office?

Q   How many members are approaching the 
end of their second term of office? 

Q   Does the board have an agreed position on 
the non-recruitment of members to a third 
four-year term of office? 

Q   Has the appointment of any member to a 
term of office that exceeds eight years overall 
been justified? 

Q   Does the board have a number of members 
whose term of office will expire within a short 
period of time of each other? 
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Q   Does the board have its own succession 
policy/plan? 

Q   What is the diversity profile of the college’s 
community?

Q   Does the board’s membership reflect the 
college community profile?  

Q   What is the age/gender/ethnicity/disability 
profile of the board?

Q   Does the ethnic community profile match the 
college community profile? 

Q   In colleges that span a number of local wards, 
boroughs and/or counties, does the members’ 
residence profile cover those areas? 

Self-assessment of the performance of the board 
and its committees also enables boards to assess 
whether:

the members are successfully fulfilling their •	
responsibilities
the addition of further skills in the board’s •	
membership would enhance the effective 
strategic governance of the college.  

These questions, their relevance to individual 
boards, the self-assessment of the board’s 
composition and membership, and the ensuing 
answers and issues raised will vary from board 
to board. However, without this data and the 
answers it provides, planning for the recruitment 
of board members will be weakened and the 
strategies to recruit governors with the right skills, 
from a variety of backgrounds, may be limited in 
terms of their scope and their success. 

The length of time that members remain in 
office remains a controversial area in the sector, 
as acknowledged in the recent review of FE 
governance in England6 which includes a section 

on membership and recruitment (4.22) and the 
period of office members should serve (4.25-26). 
The report states “Ensuring an appropriate board 
membership is probably the most crucial aspect 
of creating the basis for effective governance”.

While there is no statutory requirement stating 
that membership must end for example, after 
two four-year periods, extending it beyond that 
time is scrutinised. Colleges have had to justify in 
regulatory assessment documents for many years 
any periods of office that go beyond two four-
year terms. 

The recent review of FE governance in England 
re-emphasised the importance of a refreshed 
membership, and uses as a reference the guide 
for governance in higher education7 which states 
that “continuous service beyond three terms 
of three years, or two terms of four years, is not 
desirable ... After this point members should 
normally retire and be replaced by new members”. 
The review proposes that FE follows this practice 
and incorporates it in the review’s proposed new 
code for FE Governance. 

6   A Review of Governance and Strategic Leadership in English Further 
Education, AoC and LSIS, 2009

7   Guide for Members of Higher Education Governing Bodies in the UK,  
CUC, 2009
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Improved membership monitoring, succession 
planning and creative recruitment strategies, 
led by the Search Committee, will enable an 
appropriate and controlled ‘refreshment’ of 
governors, making extension of office beyond an 
eight-year period unnecessary. 

Boards will also want to ensure that, when 
recruiting governors, they have a governor role 
description for circulation to applicants and 
referees, and a set of criteria against which they 
will make their judgments on interview and when 
considering appointment. These will include the 
type of skills that boards are seeking as identified 
in their audit. Scores may also be applied to 
each of the criteria to demonstrate an equal 
and fair assessment of each candidate and to 
enable board decision making on the candidate’s 
suitability for the role. (For an example role 
description and interview criteria, see Appendices 
B and C.) 

Boards will also be considering a more 
‘governance generic’ than specific set of skills that 
will enable someone to be a successful member 
of a governing body. These are likely to surround 
the ability of the individual to accept and be 
part of a corporately responsible group and 
their ability to contribute effectively at meetings. 
Boards must be assured that the prospective 
candidate will be able to:

act in the best interests of the college  •	
at all times
fulfil the role of ‘critical friend’•	
proffer advice and specific points of view,  •	
but ultimately
accept and promote the corporate  •	
decision, even if it differs from their own 
personal opinion. 

This is a crucial element of recruiting a governor 
and boards may wish to consider ‘weighting’ 
this element of their criteria accordingly. Some 
candidates may match all of the criteria in terms 
of the skills audit but without fulfilling ‘corporate 
responsibility’ requirements their appointment 
could be fraught with future difficulties for 
effective governance. 

Boards will want to add value to the college 
through governance. Boards should consider 
seeking the views of senior staff, as they will  
offer ideas such as skill areas which would add 
value to the governance of the college. They  
can also give clarity to their expectations for 
future governance membership, all of which will 
assist effective recruitment and good governance.

To summarise, good governance is reliant on 
having a balance of people who come to the 
board with fresh ideas and those who are able 
to provide a knowledge and understanding of 
what has gone before. It is therefore imperative 
that the skills, composition and membership 
of the board, are regularly reviewed. Again, the 
groundwork for this is most likely to be carried out 
by the Search Committee, supported by the Clerk, 
so that plans for refreshing board membership 
and the recruitment of new members can be 
made well in advance of a vacancy arising. 
This will allow time for the consideration and 
implementation of a variety of recruitment 
strategies, thus enabling the board to be more 
effective in its search for new governors. 
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3.   Finding volunteers from 
diverse backgrounds 

Having the understanding of the board’s current 
and future needs in terms of members’ skills, 
experience, and diversity, is the first step to 
finding volunteers from diverse backgrounds. 
The second, and for many the harder step, is the 
creation of recruitment strategies to address the 
issues identified. 

There is no ‘magic bullet’ or ‘one size fits all’ 
solution to the recruitment of governors and  
to attracting a diverse mix of applicants to  
the board. Some of the strategies suggested in 
the next section of this Guide have been tried 
successfully in many colleges. Other strategies 
have been successful in some but not in others. 
The reasons for this are varied, for example, the 
special nature of the college, the geographical 
and social location of one college compared  
with another, or the number of educational  
and other institutions in a given area searching 
for volunteers. 

Ultimately it is for each board to know what 
they are looking for in their members and to 
understand both the ‘market conditions’ in  
which their recruitment strategies will be 
operating (i.e. the competition for volunteers), 
and the individual challenges they face in 
attracting participation from the diverse groups 
in their community. 

It goes without saying that starting with an open 
mind to new ideas, or taking a fresh approach to 
old ones, is a good beginning for creating a new 
and successful strategy for board recruitment. 

The LSIS Brief Guide Equality, Diversity and 
Governance (2009) provides information and 
explores such issues as the difference between 
equality and diversity, the business case for 
diversity and much more. In its section on 
governor recruitment and development it 
outlines: 

the enriched perspective that is gained from a •	
diverse board
how diversity enables better decision making; •	
and 
how diversity on the board ensures greater •	
understanding of staff, student and 
community needs.  

A diverse board, by its own example, promotes 
diversity. “It demonstrates to the people who are 
governed … that people like them are up there, 
in charge.” 8

Ensuring that governors keep themselves updated 
on appropriate terminology so that they do not 
unconsciously offend is also suggested in the 
Guide. LSIS has published a factsheet on equality 
and diversity terminology (available by emailing 
equalities@lsis.org.uk) that provides guidance on 
this issue.  

 8  Attitudes to diversity among governors in FE colleges, CEL, 2006



11Brief Guide: Governor Recruitment Strategies 

4.   Recruitment strategies  
and ideas

The following suggestions provide a number of 
ideas that have been successfully tried in colleges. 
These are offered as potential recruitment and 
diversity improvement strategies for readers to 
adopt or amend for use in their own colleges.

4.1  College website  
One of the cheapest and most constant sources 
for recruitment is the college website. Consider 
creating a web page targeted at the recruitment 
of governors, containing basic information about 
the governing body, the role and responsibilities, 
together with the time commitment expected 
and a contact point for those who are interested 
in seeking further information. The inclusion of 
your own governors’ views about what they have 
personally gained or enjoyed about the role can 
assist in encouraging others to apply. 

4.2  Media  
A short DVD that can be viewed on your college 
website, or circulated to potential governors 
with your application form, may assist greatly 
in setting out in an accessible format what 
governance at your college is all about. It can 
also help to demystify the process of governance 
for those with no previous experience. 

The DVD could be commissioned from a media 
professional or created by college students as a 
special project. Filming all or part of a governor 
meeting may help to provide board applicants 
with a better understanding of the processes 
and people involved. A voice-over commentary 
can give more information on governance and 
the board’s overall approach. Filmed material 
already available in the college can be added to 
give a contextual sense of what FE is all about. 
It may also be useful to film a couple of diverse 
governors speaking about what they gain from 
the experience of being a governor. 

4.3  Posters, displays and college events 
Large numbers of people pass through college 
campuses each day. Posters and material 
specifically for the recruitment of governors can 
be displayed on governor notice boards around 
your college and on LCD displays in public areas. 
Additional displays at open and parent evenings 
and other college events can also help to 
promote the recruitment of governors. 

4.4  A recruitment leaflet 
A recruitment leaflet could be distributed to all 
those who express an interest in governance 
(whether they are a casual enquiry or responding 
to an advertisement). The leaflet may also 
be sent out with recruitment letters mailed to 
community and business groups and associations. 
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4.5  Promotion  
Remember to direct interested individuals and 
community groups to your website and/or DVD 
in all of your promotional material. Examples of 
a governor recruitment webpage, materials and 
DVD can be found at www.westherts.ac.uk 

4.6  Volunteer bureaux  
Seek the support of your local volunteer bureaux 
for a constant and cost-effective source of 
recruitment. Many will be able to hold your 
promotional leaflets in their centres and direct 
interested parties to the Clerk to the Corporation 
for a nominal yearly fee. 

4.7  Volunteer events 
Ask your volunteer bureaux to advise you of any 
volunteer fairs or events they are holding locally. 
Either attend or arrange for your materials to be 
displayed. 

4.8  Business contacts 
Make contact with your local chamber(s) of 
commerce and other business organisations. 
Find out if you are able to have a link on their 
website to your website. Consider placing an 
advertisement, or seek advertorial space, in the 
local newsletters of these organisations.

Seek to attend some of their events and make 
personal contact with their members (and your 
potential governors). Hosting a local business 
event in your own college may allow you the 
opportunity to promote your recruitment 
materials and engage with potential governors. 

4.9  Targeted recruitment 
Advertise online through non-executive director 
organisations such as www.non-execs.com, many 
of whom make no charge for this facility. This 
has proved effective when seeking a particular 
set of skills (for example, financial, audit or 
other business backgrounds). Direct contact 
with accountancy and audit firms can also be 
productive, as many such firms regard board 
membership as useful development for their staff. 

Mailings (for example, to business organisations, 
retail centres, community groups), containing 
a letter from the Chair and your recruitment 
material, can also be effective. Outline in the 
letter and material how board membership can 
provide beneficial career experience and help to 
improve workplace business skills.

Ex-student organisations and alumni associations 
are groups worth contacting because their 
members already have knowledge of the college, 
and can bring the added perspective of a 
progressed student. 
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4.10  Support in improving board diversity 
Make contact with your local Race Equality 
Council. They are a good source of background 
information and advice on the diverse nature of 
the community groups, and the challenges that 
you may face in attracting members of these 
communities to the role of governor. 

The information gained can be fed back to the 
Search Committee and board to help them in 
the creation of their recruitment strategies and 
to aid their understanding of the challenges they 
have to overcome. The local Race Equality Council 
may also assist you, for example, by holding your 
recruitment literature in their centre and passing 
it on to the groups they work with. 

4.11  Marketing support and accessibility 
Seek the support of your college’s marketing 
department who will already have the skills to 
ensure that material, whether electronic or the 
printed word, is accessible to the diverse groups of 
governors you are seeking to attract.  

Ensure that all recruitment material clearly states 
that applications are welcome from under-
represented groups. 

4.12  Governance event  
Consider holding a governance workshop either 
in the college or in the community. Advertise the 
event in the local press or by letter distribution. 

You could join forces with other colleges for such 
an event, making it more cost-effective and 
widening the scope of the recruitment area.

Those attending can be given a brief overview 
of the college and its governance, shown a 
promotional DVD, and given the opportunity 
to ask questions. One or two governors in 
attendance will support the process, enabling 
those present to ask about their experiences. 

Holding a short group discussion should allow the 
potential applicants’ skills to be seen in action. 

4.13  Joint recruitment activities 
Liaise with other local colleges to plan and 
implement a joint recruitment campaign. The 
pooling of administration and resources can be 
cost-effective in terms of advertising expenditure 
and the production of materials. It also enables 
the sharing of candidates between colleges, as 
for some applicants it is governance and the 
FE sector that is of interest over and above the 
college itself.   

4.14  Targeted recruitment material 
Creating material specific to the group you 
are seeking to attract can be very effective. 
For example, if you want to interest younger 
people with a business background, consider 
approaching the material from the perspective 
of what they will gain from board membership. 
To attract those with busy lives, such as people 
with careers and young families, make clear the 
benefits that board membership would bring to 
their future professional development. Promote 
the fact that the Corporation is seeking to 
embrace fresh ideas and thinking on the board. 

4.15  Support of the Clerk 
The Clerk can be very effectively utilised in 
supporting the recruitment of governors. Consider 
expanding their role in this area of work. The 
Clerk can take a more active role in community 
and business networking, and this can lead to 
other useful contacts with diverse local groups. 
Feedback from the Clerk to the Search Committee 
can expand the knowledge of the community 
groups you are seeking to attract, the barriers to 
be overcome, and the recruitment strategies that 
are more likely to be effective. 
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4.16  Search Committee 
Ensure that the Search Committee is not solely 
composed of members who have contacts  
with local organisations. While it can be 
very useful to reach into some groups in the 
community, it should not be the exclusive 
strategy adopted. Reliance on this approach 
alone risks perpetuating the current equality 
profile of the board.

Diversity among the Search Committee 
membership will assist in producing a greater 
range of recruitment strategies. Looking beyond 
those groups traditionally approached is a 
positive step towards attracting new and different 
people onto the board.  

4.17  Advertising 
The placing of recruitment advertisements for the 
board not only in the mainstream local press but 
also with outlets that target black and minority 
ethnic groups has proved successful at many 
colleges, such as South Birmingham College9. 

4.18  Feedback 
Feedback should be sought from applicants who 
express an interest in governance but do not 
follow it through to application. This can provide 
useful pointers on the recruitment materials 
and processes that have been used and aid 
improvement and development. 

4.19  Governor ‘recycling’ 
Many colleges and schools adopt the strategy 
of not renewing a governor’s term of office 
after two four-year terms. Some of those 
governors whose membership is not renewed 
are experienced in the education sector and in 
governance, and wish to continue in the role of 
governor. Contact established between clerks of 
other colleges and/or with local authority bodies 
that support governance in schools, can provide a 
network for the sharing and transfer of governors 
between institutions. 

4.20   The School Governors’ One-Stop Shop 
(SGOSS) 

The School Governors’ One-Stop Shop is a charity 
that supports the recruitment of school governors. 
SGOSS and LSIS have established a working 
relationship. Contact with SGOSS can be a first 
step to establishing a useful source of potential 
governors and for sharing those members who 
have reached the end of their period of office 
with your board. 

Visit the SGOSS website for further information 
www.sgoss.org.uk

 
Appendix D provides a recruitment case study 
and example materials.

9   Research on diversity and governance in the FE Sector: 
recommendations and action plan, page 15, CEL, 2008  
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5.  On appointment

Having spent a great deal of time and energy 
on finding the right person, you will want to get 
them off to the best possible start and ensure 
they are successfully integrated on to the board.  
Some successful strategies have included: 

Making sure new governors feel valued  •	
at the outset. The Chair at the College of  
North West London exampled how he 
visits the person at their place of work 

“to learn more about what they do and 
how ‘governance’ may work in their 
organisation”10. This approach is less about 
information gathering and more concerned 
with showing a genuine interest in the new 
member, while welcoming them to the social 
body and work of the board.
Appointing a ‘buddy’ or mentor governor•	  
to support the new member when they 
start their role. Having an email contact or 
someone at the end of a telephone to whom 
a new governor can turn can be of great help, 
particularly at the outset. New members 
can feel uncomfortable about asking a 
question arising from a paper in advance of 
the meeting, or at the meeting itself; being 
able to consult a fellow governor may ensure 
that the question is asked and the member’s 
understanding is developed.
Ensuring the new member is welcomed •	
to their first meeting; getting someone to 
greet them, and show them ‘the incidentals’ 
(i.e. the refreshments and location of 
facilities) and sit next to them at the meeting. 
Afterwards, the Clerk or ‘buddy’ governor 
should take a few minutes to speak with 
them and see if there are any issues arising 
from the meeting that can be supported by 
training, further reading or dialogue. 

Providing a thorough induction •	
programme for the new governor that 
includes information on the college itself and 
on governance. This can be provided either 
from within the college (for example, the 
Clerk) or from an external source, such as LSIS 
or other agencies.  
 
The Clerk can support the new governor by 
having an informal meeting with them after 
one and/or two meetings, in addition to any 
induction arrangements that are made. This 
will provide the opportunity to deal with any 
questions arising from the first few meetings 
attended and provide either contextual, 
historical or factual information to support  
the new governor’s understanding. 

10   Research on diversity and governance in the FE Sector: 
recommendations and action plan, page 14, CEL, 2008 
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6.  Summary  

The role of a governor is a worthwhile and 
rewarding one; the vast number of governors all 
over the country who already volunteer their time, 
their energy and their skills to colleges and other 
organisations is testament to that. Governors 
frequently come to governance with the desire 
to ‘give something back’ to the communities 
in which they live and work. Many will also gain 
something in return.

Governors develop new skills and areas of 
expertise and find new ways of using existing 
skills. The experience of governance is an asset  
to an individual’s CV, whether they are a  
student embarking on an FE course, are moving 
into higher education or starting in employment. 

For those who are in employment, the  
experience of the strategic leadership of a large 
institution can cross into and enhance their lives 
and their ability to progress in their careers. 

Returning to the statement in the review  
of FE governance:11

“Ensuring an appropriate board membership 
is probably the most crucial aspect of 
creating the basis for effective governance.”

This Guide has focused on the consideration 
boards should give to the skills of their members 
and their college’s unique set of circumstances.  
It has aimed to offer practical solutions to 
recruiting and retaining a skilled and diverse 
group of governors. 

Governors and clerks are invited to review the 
strategies presented within this Guide and share 
the materials with their Search Committees, so 
as to enable them to plan and implement the 
successful recruitment of a skilled and diverse 
board in their own college.

7.  Suggested further reading 

Good Governance Practice Guide,•	   
OPM and CIPFA, 2004.
Overcoming Barriers to Diversity in FE •	
Governor Recruitment, CEL, 2007.
Research on diversity and governance in  •	
the FE Sector, CEL, 2008.
Equality, Diversity and Governance: Brief •	
Guide for governors and clerks in further 
education colleges, LSIS, 2009.

11   A Review of Governance and Strategic Leadership in English Further Education, AoC and LSIS, 2009
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Appendix A – Example skills and knowledge audit form

Based on skills and knowledge identified by the board and Search Committee, and whole board 
statutory responsibilities within the Instrument and Articles of Government, this evaluation centres 
on the board’s statutory responsibilities. Individual governors are not expected to possess all 
the areas of knowledge and skills listed – it is the board itself that collectively needs to exhibit 
appropriate balance in these areas across its membership. 

In completing this section, members are not required to make a judgement on their abilities by 
comparing themselves to someone who would be considered an ‘expert’ in the field but simply by 
sufficiency to fulfil the role of governor. The audit is designed to give a broad assessment of how 
a member’s experience of the disciplines outlined would enable them to be an effective board 
member, to contribute to discussion, and to assist the Search Committee in future recruitment 
planning and recommendations for appointment. 

Do you have knowledge and experience of: Grade 1-4

Strategic planning at board level or equivalent

Working in a commercial environment at a level which included planning responsibilities

Working in collaborative partnerships

Working with local community organisations

Knowledge and understanding of minority communities

Knowledge and understanding of local, regional or national authorities at management level or as an 
elected member

Working with young people between the ages of 14 and 19 years

Working with learners over the age of 19, either in an educational or commercial training environment

Implementing equality and diversity policies and good practice

The law or working as a magistrate (also see below)

Please indicate below, any particular field of legal expertise you have: 

Members should grade themselves against the following criteria:  
1 = High-level knowledge/experience  3 = Working knowledge/experience 
2 = Good knowledge/experience  4 = Minimal/no knowledge/experience

•		the	determination	and	periodic	review	of	the	educational	character	and	mission	 
of the institution and the oversight of its activities

Name of candidate: 

Skills and knowledge evaluation
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Do you have knowledge and experience of: Grade 1-4

Developing a quality strategy

Monitoring performance and the achievement of planned outcomes

 

Do you have knowledge and experience of: Grade 1-4

Accountancy and financial matters

Developing financial and strategic planning for an educational or commercial institution

Educational and public funding

Audit matters 

Estates and property matters 

Capital building projects

Risk management  

Do you have knowledge and experience of: Grade 1-4

Working with human resources issues at senior management level

Working with trade unions or staff organisations 

 

Do you have knowledge and experience of: Grade 1-4

Chairing a board

Chairing a committee

Change management

•	approving	the	quality	strategy	of	the	institution

•	approving	annual	estimates	of	income	and	expenditure;	

•		the	effective	and	efficient	use	of	resources,	the	solvency	of	the	institution	and	the	
Corporation and safeguarding their assets

•		the	appointment,	grading,	suspension,	dismissal	and	determination	of	the	pay	and	
conditions of service of the holders of senior posts and the Clerk, including, where the Clerk 
is, or is to be appointed as, a member of staff, the Clerk’s appointment, grading, suspension, 
dismissal and determination of pay in the capacity of a member of staff; 

•	and	setting	a	framework	for	the	pay	and	conditions	of	service	of	all	other	staff.

•		generic	skills
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Technology skills audit 
Based on skills and knowledge identified by the board and refined by the Search Committee. 

Members are asked to complete the skills audit below, in addition to the annual skills and  
knowledge audit. The information below is designed to ascertain the member’s training needs for 
accessing electronic information. Thank you. 

Please rate yourself on the following skills/knowledge on the basis of:

 No competency 
 Basic competency 
 Basic and some higher level competency  
 High-level competency

 

Skill    

Word processing skills 
i.e. opening, reading/annotating, saving

Spreadsheet skills 
i.e. opening, reading/annotating, saving

PowerPoint® skills
i.e. opening, reading/annotating, saving 

Portable document files (PDF)
i.e. opening, reading, closing

Web navigation skills
i.e. finding and accessing websites 

Hyperlinks
i.e. using hyperlinks to access information

Email management skills 
i.e. creating, reading and sending emails

File management/Windows® Explorer 
i.e. finding and storing documents 

Saving documents externally
i.e. using disks, USBs 

Passwords/security
i.e. use of and changing passwords

Blogs
i.e. using blogs/discussion boards 

Electronic forms
i.e. completing surveys online 

Viewing DVDs on a computer
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1.  Job title: Governor

2.   Context 
To be an active member of the Corporation, 
sharing a commitment to lifelong learning, 
and to the role of West Herts College to serve 
its community.  

3.   Accountability 
Responsible to: Chair of Corporation

4.   Main purpose of job 
To contribute to the academic direction, 
strategic planning and mission of the 
college, supporting the decisions of the 
Corporation and its committees once they 
have been reached, on the basis of collective 
responsibility.  

5.  Main duties and responsibilities
To undertake induction training on •	
appointment to the role.
To comply with the provisions of the following •	
documents as they apply to the role of 
members of the Corporation:

 –  Instrument and Articles of Government.
 –   Standing Orders, including the Code of 

Conduct.
 –  Financial Memorandum.
 –  The Nolan Committee’s seven principles of 

    public life.
 –   College financial regulation and financial
      procedures.

To act in the best interests of the Corporation •	
and West Herts College.
To read all papers sent prior to a meeting •	
to ensure a full and informed debate and 
decision-making process.

To support decisions of the Corporation and •	
its committees once they have been reached 
on the basis of collective responsibility, even 
though you may have spoken against a 
proposal during a debate at a meeting.
To give due priority to attending meetings •	
of the Corporation and its committees, 
attending the Corporation meetings as 
required, and to be a member of at least one 
committee.  
To attend college events (such as student •	
awards presentations and open days/
evenings) in order to gain an appreciation 
of the work of the college and to meet its 
students and staff. 
To understand that individual members have •	
no specific powers, e.g. statements may only 
be made on behalf of the Corporation by 
those authorised to do so.   

6.  General and college responsibilities 
Participate actively and flexibly in a range •	
of Corporation activities, such as attendance 
at meetings, participation in staff interviews, 
and attendance at college events.
Participate in training and Corporation •	
development activities to develop knowledge 
and skills, and to read educational material 
from a variety of sources.
Promote the effective implementation of the •	
college’s equality and diversity policies in 
relation to all aspects of the duties of the role.
Promote the highest standards of health and •	
safety practice in relation to all aspects of the 
duties of the role.
Promote adherence to financial regulations •	
and procedures, and the policies of the 
college.  

Appendix B – Example governor role description
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Appendix C – Example selection assessment form
 
STRICTLY CONFIDENTIAL: Selection criteria assessment  
 
Details of current Corporation/committee vacancy/ies: 
 
Details of forthcoming Corporation/committee vacancy/ies:

Name of candidate:

For CV (curriculum vitae) and IV (interview) score of 1 (weak) to 3 (adequate) to 5 (strong)

Criteria CV IV Notes

Does the individual bring expertise which matches that 
identified in the Experience Audit and/or as recommended by  
the Search Committee?

Does the individual bring additional expertise to the Corporation, 
not currently present?

Has the individual had exposure to situations that involve 
strategic decision making and resource allocation?

Does the individual have experience of the complexities involved 
in managing an organisation?

Does the individual have experience of the complexities involved 
in change management?

Does the individual have experience of contributing to boards or 
committees at a senior level?

Does the individual hold other roles that would bring useful 
knowledge or expertise to the Corporation?

Does the individual hold other roles that would enable them 
to bring a wider perspective on national economic and social 
changes?

Does the individual have links with key stakeholders or partners 
that would enhance the Corporation’s contact with the 
community?

Are there any known potential conflicts of interest?

Does the individual have the commitment and time to 
attend Corporation and committee meetings and events, e.g. 
development?

Does the individual demonstrate the ability to express views 
in small or large group discussion, challenging freely and 
constructively as required?
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Criteria CV IV Notes

Does the individual demonstrate the ability to listen to  
and consider the viewpoint of others and embrace a  
corporate decision?

Does the individual demonstrate the ability to assess 
information and make sound judgements?

Does the individual demonstrate the ability to maintain high 
ethical standards and integrity, including respect for  
confidential information?

Does the individual demonstrate enthusiasm for the further 
education sector and to lifelong learning?

Does the individual demonstrate a commitment to equality  
and diversity?

Does the individual live or work in the South West Herts region?

Are the individual’s reasons for becoming a governor sound?  
What do they hope to gain from being a governor?

Post interview assessment score: 
Did the candidate demonstrate the ability to challenge 
managers, hold dignified respectful debate with members and 
managers, support the collective outcome and be in tune with 
the board’s model of governance?

Total (maximum 100) 

Additional comments and recommendations:

 

These criteria are in addition to and should be considered alongside:

Assessment of the completed experience audit.•	
Exemptions from membership as outlined in the Instrument and Articles of Government. •	
Safeguarding check outcome (if known).•	
Membership of an organisation whose aims and objectives are not consistent with the college’s •	
duty to promote good race relations and oppose all forms of racism and discrimination. 
The Corporation’s membership and diversity targets.•	

 
 
Date:

 
Signed:
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Reproduced from Research on diversity and governance in the FE Sector, CEL, 2008

Appendix D – A case study and example recruitment materials



Reproduced from Research on diversity and governance in the FE Sector, CEL, 2008
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Learning and Skills Improvement Service (LSIS)

The Learning and Skills Improvement Service’s aim is to accelerate the drive for excellence in the 
learning and skills sector, building the sector’s own capacity to design, commission and deliver 
improvement and strategic change. LSIS’s vision is that every learner acquires the skills, knowledge 
and appetite for learning, living and working and every provider is valued by their community and 
employers for their contribution to sustainable social and economic priorities.

LSIS’s Strategic Ambitions demonstrates how we will contribute to delivering core improvement 
principles and sets out our new ways of working to engage the sector in everything we do to make 
LSIS a truly sector-led organisation. You can find this document and other information about LSIS 
activities and services at www.lsis.org.uk

Disability equality policy

LSIS is committed to promoting equality for disabled people and we strive to ensure that our 
communication and learning materials can be made available in accessible formats. Please let us 
know if you consider yourself disabled and require reasonable adjustments made to support you.

Learning and Skills Improvement Service 
Friars House, Manor House Drive 
Coventry CV1 2TE 
t +44 (0) 24 7662 7900 
e enquiries@lsis.org.uk www.lsis.org.uk

LSIS212 
 

Registered in England and Wales Company no 06454450 Registered charity No 1123636 Registered office Friars House, Manor House Drive, Coventry CV1 2TE




