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HDN Board Diversity Programme  
“We would have achieved something, some diverse applicants but it would not have 

been structured as well. HDN input was excellent.” 
 

“We would have achieved something, not as much as quickly. To get people from not 
knowing what a NED is to a Board room, in two years is quite an achievement.” * 

 
Housing Diversity Network (HDN) has long recognised through its members and additional 

research that achieving a diverse and representative Board continues to be a challenge. This 

mirrors a wider lack of diverse representation across many types of company boards and is 

regardless of initiatives, and the best intentions of housing providers to attract wider talent 

onto Boards. Indeed, in consulting on the National Housing Federation (NHF) Code of 

Governance document, published in November 2020, two key inter-related themes 

emerged that directly impact on Board inclusion and mentoring: 

 

• Equality, diversity and inclusion; 

• Accountability to residents.  

 

The NHF state that the Code would need to ‘address explicitly’ these challenges. The new 

Code of Governance states:  

 

All housing associations, regardless of size, client group and number of staff should strive to 

embrace diversity and set a commitment to be as inclusive and diverse as possible. As a 

minimum, a very small organisation should, for example, be checking periodically that any 

new tenants have been allocated property on the basis of merit and without any 

discrimination on the basis of the protected characteristics enshrined in law. Board renewal 

should be as open a process as possible and efforts made to achieve as diverse membership 

as possible. This also applies to any staff recruitment.  
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The recent NHF/HDN insight review on equality, diversity and inclusion of the housing 

sector has found that ‘initiatives and actions have been piecemeal or time-limited, with little 

understanding of impacts.’ (NHF, 2020b).  

 

HDN has been well placed to recognise the persistence of under-representation and has 

developed and introduced a two-year initiative to create a pipeline of talent for diversity on 

housing Boards. 

 

*quotes from the Board Diversity Evaluation Report; full copy available on request 

 

The Programme 

 

The Board Diversity (BD) programme can support you across four key stages: 

 

1. Preparation with the existing board and organisation for a more diverse board, 

2. Searching for and selection of diverse board members (particularly in terms of 

ethnicity, age/younger and disability),  

3. Inducting and mentoring these board members (or trainees), and  

4. Retaining and ensuring good contribution of such new members.   

 

The programme  draws on leading diversity practice to make a real and lasting impact on 

the development of diversity at Board level. We have set out in the ‘Process’ section  below 

an overview of each of these stages and options for the level of  support we provide. 

 

Participating organisations will commit to developing Board and committee diversity 

and invest in one of more of the following:  

• Recruiting and nominating from their community and organisation to be part of the 

talent pool 

• Participating in a programme of training and consultancy support – with resources and 

tools for Board Executive Team members – to enable their development of Board 

diversity, including:  

o understanding the business case for Board diversity  

o developing inclusive recruitment practices  

o developing an inclusive approach to Board member support 

o identifying potential Board members  

• Recruitment of Board and committee members from the BD talent pool  

 

Potential future Board members will be: 

• Recruited into a talent pool of potential board and committee members. 

• Provided with a talent development programme via one or more of the following:  
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o HDN’s Board Mentoring and Support Programme. BD participants would be part 

of the acclaimed Board Excellence Programme and receive a package of 

additional support via shadowing opportunities at Board level, mock interviews 

and application support. They will benefit from networking opportunities with 

current Board Members – mentors, mentees and executives involved in this 

established programme.  

o Supported to access other leadership development opportunities– (if not already 

accessing) – e.g.: NHF Young Leaders, Leadership 2025.   

o Support to find and secure Board level opportunities, including interview practice 

and advice.  

 

Costs 

This is a comprehensive programme of support, working with you over at least two years to 

achieve and embed Board Diversity in your organisation. This will include: 

• Support across all four stages as outlined above.  

• Two places on the Board Excellence Programme, for either existing or potential/new 

Board Members (usual cost is £1,930 per place for HDN members and £2,570 for 

others)  

• Credited in marketing and publicity material as a programme member as well as joint 

presentations and articles with HDN where appropriate to report on success. 

  Trainee 1(£)* Trainees 2 and 3 

(£)* 

Trainees 4, 5 and 

6 (£)* 

HDN Members Year 1 3,500 3,000 2,800 

 Year 2 1,500 1,200 1,000 

Non-members Year 1 3,850 3,300 3,080 

 Year 2 1,650 1,320 1,100 

*All prices exclude VAT 

The programme is customised to respond to your specific needs and identified outcomes.  

The ‘Process’ section below outlines the options.   

For further information, please contact: 

Mushtaq Khan mushtaq@housingdiversitynetwork.co.uk or tel: 01484 652 606    

mailto:mushtaq@housingdiversitynetwork.co.uk
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HDN Achieving and Harnessing Board Diversity  
An initiative to develop diversity of thought on governing Boards     

  

Vision  
Boards that include talent from all walks of life, and 
benefit from the insight and creativity generated by 

that diversity  

  

 

Objectives  
➔ Develop a pool of potential Board members from 

a range of backgrounds 

➔ Support the capacity of existing Board members 

and Senior Leadership Teams to benefit from 
greater Board diversity 

➔ Get the talent pool “Board ready” 

➔ Enable members of the pool to secure places on 

Boards.    

Key components of the initiative  
P Candidates for a Board-ready talent pool  

P Talent development  

o menu of development opportunities provided 

by HDN, NHF, and other collaborators 

P Board Development support for organisations 

committed to improving Board diversity  

P Board Placements /recruitment 

How it works  
  

Receive Board development support: 
➔ HDN Development programme to 

support their commitment to Board 

diversity and its practical implementation  

o Business benefit outcomes  

o Toolkits & resources  

o Training & consultancy support    
 

Participating Organisations  

Invest in one or more:  
➔ Nominate candidates for the Talent 

Pool  

➔ Sponsor the programme and/or 

➔ Sponsor individuals in the Talent Pool 

➔ Take on board-ready talent from the 

Pool 

Candidates for the Talent Pool  

Receive development support  
➔ menu of development opportunities for 

the talent pool to be Board-ready 

 

Support Matching with Board 

opportunities 

 

HDN Board-Ready Programme   

➔ 360 Feedback & Psychometrics  
➔ Initial 1:1 coaching session  

➔ Tailored matching with Mentor & 

mentoring sessions 

➔ Group Workshops on sector 
specific board skills & knowledge  

➔ Shadowing experiences on boards   

➔ Mock interviews & application 

support  

 

Leadership Development Opportunities  

 
NHF Young Leaders  

 
Leadership 2025  

 
Other Providers  
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Process 
 

The following gives a menu of what each sponsoring organisation can receive during the 

Board Diversity programme over its intervention period of two years. 

 

In overall terms the programme supports your organisation across four key parts: 

1. Preparation with the existing board and organisation for a more diverse board, 

2. Searching for and selection of diverse board members (particularly in terms of 

ethnicity and age/younger members),  

3. Inducting and mentoring these board members (as actual or prospective), and  

4. Retaining and ensuring good contribution of such new members.   

 

There may be some overlap in terms of delivery between these parts.  There will be a good 

degree of flexibility and appraisal of the stages and activities as the programme is being 

piloted.   The programme team will work with key individuals in your organisation. 

 

 Activity (tailored to the client) 
 

1. Board/Governance Preparation 

 

1.1 Organisation’s formal 

aspects. 

Familiarisation and initial assessment of relevant policies, 

procedures, strategies, reports, and board papers. 
Understanding of Board structure, influence, and decision-

making. 

Discussion by person or phone with some key player e.g., 

Chair/CEO/Governance manager/Company Secretary, 
responsible people and groups. 

1.2 Board/Committee    

Observation 

Observation of a typical Board and/or Committee meeting 

1.3 Board Member Training  
 

Customised EDI training for board focussing on issues 
identified during the initial assessment stage. Training and 

exposure for appropriate senior members as needed. 

1.4 Contact with Senior 

leader throughout the 
process e.g., Chair of 

Board, Committee/CEO or 

other  

Throughout the programme. 

One-to-one periodic contact/support/coaching sessions of 
30-45mins – initially bimonthly, fashioned as needed, moving 

to 3-6 monthly basis when recruitment has concluded for 

the remaining years of the programme. 

2. Recruitment of 
potential new Board 

Members 

 

2.1 Working with Board, 
HR and staff lead officers 

Support and design for dedicated search and selection 
material processes and approach for required diverse board 

members.  Training and exposure for individuals involved in 
the process as needed (e.g., conscious unbias and diverse 

thinking). 
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2.2 With organisation and 

HDN networks 

Developing a longlist and then shortlisting of diverse board 

members and maintenance of a diverse board members’ 
recruitment pool. 

2.3 Board Interviews Support from HDN staff during interview process, if 

required. 
 

Discussion on development support for those unsuccessful. 

2.4 Follow up support for 

organisation and for 
successful recruits to the 

programme 

Discussion with organisation on whether the new recruit 

will join Board/Committee as member/co-optee/observer. 
Support for organisation for Board Member induction. 

3.1 HDN’s Board 

mentoring programme 

Places on HDN’s Board mentoring programme with 

carefully matched mentor (including 4 day-long workshops, 
6 mentoring sessions, 360 appraisal and personality 

questionnaire). 

Subjects covered include a strategic view of the role of the 

Board member in governance, regulation; financial and 
treasury management, strategic direction and purpose; risk 

management and stress testing; development; value for 

money housing policy and housing futures; mergers, 
partnerships and acquisitions; consumer regulation; health 

and safety; supported housing; diversity of thought; action 
learning sets and real case studies 

 

 

3.2 Potential board member 
Board observation 

Exposure/attendance to another Board/Committee or 
other governance structures from HDN Membership 

3.3 Selected 

board/committee members 

Specific training along with other people on this programme 

- face-to-face and or using webinars (e.g., risk management, 
business planning, regulation, social value, credibility, 

resilience, influence and use of personal skills and 

experience at board meetings) 

3.4 Interview ready Support for any recruits, who have become Board 
observers/co-optees (as opposed to those who joined the 

Board/Committee directly on recruitment) to apply for a 
future Board/Committee position 

4. Retention and 

effective contribution of 

participants. 

 

4.1 Strengthening board 
presence 

Ongoing coaching and support to be involved in becoming 
integrated into the board while retaining own identity, 

agency, and value 

4.2 Making a distinct 

contribution  

Supported with information, research guidance, and practice 

to make a specific contribution 

4.3 Appraisal and next steps Independent appraisal of the individual (including feedback 
from Chair and CEO) with next steps (near the end of the 

programme) 
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Example Timeline 
This will be individually agreed with each organisation and can start anytime in the year:  

 
A couple of examples for possible timelines: 

Example 1 
June/July Begin recruitment of potential diverse board members 

September Consider co-option or guest status to a governance body 

October Join HDN’s Board mentoring programme  
November Additional development interventions for diverse board members 

 
Example 2 

Nov/Dec Begin recruitment of potential diverse board members 

February Consider co-option or guest status to a governance body 
March  Join HDN’s Board mentoring programme  

April  Additional development interventions for diverse board members 

 

Programme Team 
The Programme Leader for the will be the CEO of HDN. Three or four experienced HDN 

Associates will be part of delivery team. We have qualified and expert coaches for on-going 

coaching during and after the programme period. 
 
 

 


