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1. BACKGROUND

1.1. Good governance is at the heart of Harbour.  The foundation of good governance 
is a balanced, diverse and effective Board which leads and controls the 
organisation and ensures compliance with its legal requirements. 

1.2. The aims of this policy are to ensure that the Harbour Boards:

• fulfils its legal and regulatory requirements 

• governs effectively and efficiently 

• takes a strategic approach to Board composition, continuity, skills and 
diversity

• plans for the future when dealing with Board Member recruitment, 
retention and development

• recruits in an open and transparent way

2. REQUIREMENTS FOR BOARDS AND BOARD MEMBERS

2.1. The Harbour Homes (Group/ RSL) Board can have between 7 and 15 
members.

2.2. Subsidiary boards can have a minimum of five members (no maximum), with the 
majority being independent (ie not nominated from the Harbour Homes (Group / 
RSL) Board).  

2.3. Members of all Boards are appointed for a three-year term. 

2.4. In the interests of good governance, Board Members should normally retire 
after serving a total of nine consecutive years. 

2.5. It is recognised that Board Members could remain beyond nine years where, for 
example, their particular skills or knowledge are difficult to replace and this would 
leave a skills / knowledge gap on the Board, where additional Board Members 
cannot be recruited or where a number of Members are retiring at the same time.   

2.6. In line with the SHR’s Regulatory Standard 6.3

“The governing body ensures that any non-executive member seeking re-
election after nine years’ continuous service demonstrates continued 
effectiveness.”

A non-executive Board Member can be re-elected after nine years’ continued 
service only by invitation and by exception in line with 2.5 above.



2.7. Where a non-executive Board Member is invited to serve beyond the nine year 
period, this will be initially for one year and reviewed annually thereafter.

2.8. More information including eligibility criteria can be found in the Association’s 
Rules and subsidiary Independence Agreements / Intragroup Agreements. 

2.9. The actions and behaviours of members of all Boards are expected to be 
consistent with Harbour’s values and the high standards of conduct required to 
maintain confidence in Harbour and its work;  more information can be found in 
the Code of Conduct For Governing Board Members and Involved Customers 
and the Entitlements, Payments and Benefits Management policies.  

3. BUILDING AND RETAINING A STRONG BOARD

3.1. Identification of Skills Needed

3.1.1. In line with the SHR’s Regulatory Standard 6.2 which states that:
“The governing body annually assesses the skills, knowledge, diversity 
and objectivity it needs to provide capable leadership, control and 
constructive challenge to achieve the RSL’s purpose, deliver good tenant 
outcomes, and manage its affairs.” 

An annual review will take place of the skills matrix, for Harbour Homes and the 
subsidiary boards.  This will detail the skills, knowledge, experience and interests 
that each Board needs represented by its Board Members. 

3.1.2. In order to populate the skills matrix, Board Members should consider the 
strategic plan and the diversity of the communities that it serves.

3.2. Board Member 1:1s 

3.2.1. In line with the SHR’s Regulatory Standard 6.3:

“The RSL ensures that all governing body members are subject to annual 
performance reviews to assess their contribution and effectiveness.  The 
governing body takes account of these annual performance reviews and 
its skills needs in its succession planning and learning and development 
plans.”

On an annual basis, individual members of each Board will have a 1:1 meeting 
with the relevant Board’s Chair or Vice Chair. 

3.2.2. In advance of the 1:1, a short questionnaire will be issued to the individual for 
completion, this will gather information to inform discussions at the meeting.  A 
short survey may also be issued to a small number (max 5) of Board Members 
and Executives in order to receive feedback on behaviours and contributions of 



the individual at Board meetings in line with expectations as per Harbour’s values 
and the Code of Conduct.

3.2.3. During the 1:1 the Chair/ Vice Chair will discuss: 

• The behaviours and contributions of the individual at Board meetings in 
line with expectations as per Harbour’s values and the Code of 
Conduct.

• The skills, knowledge, experience and interests that the individual has 
in relation to the skills matrix

• What the training or development requirements / priorities for the 
individual are and how these could be met

• The individual’s future intentions, for example – how long they can 
commit to being on the Board or whether they will stand for re-election 
if their three year term is up

• The individual’s aspirations, for example - are they interested in 
becoming a Chair or Vice-Chair, a lead Board Member or to join another 
Board or committee within Harbour

3.2.4. The Chair / Vice Chair will forward notes taken from the 1:1s to staff in 
order for them to be used to populate (for each Board): 

• A Board Members Succession Plan (section 3.4)
• A Board Members Training and Development Plan (section 3.5)
• A Boards Recruitment Needs (section 4.1)

3.3. Collective Board Appraisal

3.3.1. In line with the SHR’s Regulatory Standard 6.2:

“The governing body annually assesses the contribution of continuing 
governing body members, and what gaps there are that need to be 
filled.”

On an annual basis, each Board will review its own functioning, composition 
and skills.  

3.3.2. Following on from the collective board appraisal, any existing or projected gaps 
in skills, experience or representation that might be filled through recruitment, 
training or structure / process changes will be identified.

3.4. Succession Planning

3.4.1. In line with the SHR’s Regulatory Standard 6.1

“The RSL formally and actively plans to ensure orderly succession to 
governing body places to maintain an appropriate and effective 



composition of governing body members and to ensure sustainability of 
the governing body.”

Vice-Chairs will be elected on all Harbour Boards to ensure orderly 
succession to Chair positions.

3.4.2. The Harbour Homes (Group / RSL) Board 

The table below sets out the automatic 2 year cycle and rotation for the Vice 
Chair and Chair, including the required parameters for duration of service at 
date of appointment.

OBM – Ordinary Board Member

VC – Vice Chair (min 1, max 3 years Board membership at appointment to 
position

C – Chair (max 5 years Board membership at appointment to position)

IPC – Immediate Past Chair

PC - Past Chair

The Chair and Vice Chair of Harbour Homes will automatically be ex-officio 
members of the subsidiary boards and will rotate attendance.

Years 1-2 Years 3-4 Years 5-6 Years 7-8

OBM 1

VC1

C1

OBM 2

OBM1 > VC2

VC1>C2

C1>IPC

OBM 3

OBM2 > VC3

VC2 > C3

C2> IPC2

IPC1>PC1

OBM4

VC3>C4

C4>IPC3

IPC2>PC2

PC1

3.4.3. On an annual basis, Harbour Homes (Group / RSL) Board will review 
information gathered from 1:1s for members of each Board with regard to their 
intentions and aspirations.



3.4.4. Following on from this it will identify any existing or projected gaps in skills, 
experience or representation that might be filled through recruitment, 
training or structure / process changes.

3.5. Training and Development

3.5.1. Non-executive members of each Board are volunteers who give freely of their 
own time and are a key resource for Harbour.  Harbour will seek to attract and 
retain Board Members by ensuring that they are properly supported and that as 
far as possible the experience of being a Board Member is enjoyable and 
fulfilling.  It will do this through effective induction, training, development and 
support.  

3.5.2. There will be an annual opportunity for each member to discuss and assess their 
current skills with the relevant chair / vice chair at their 1:1 and to request any 
training, development or support needed to assist them in their role or to support 
them to achieve their aspirations within Harbour. 

3.5.3. Information gathered from 1:1s for members of each Board will be used to 
populate a structured training and development programme.  

3.5.4. The Training and Development Plan and training budget will be agreed 
annually to ensure that Board Members receive the training they require to 
allow them to fulfil their roles and responsibilities. 

3.5.5. The Group Leadership Team will oversee and monitor progress against 
the Training and Development Programme. 

4. BOARD MEMBER RECRUITMENT 

4.1. Identifying Recruitment needs

4.1.1. The recruitment requirements for each Board will be identified taking into 
account: 

• minimum numbers required on each Board
• the required balance of independent vs nominated by Harbour Homes 

(Group/ RSL) Board (for subsidiary boards) 
• the identified skills gap 
• the future intentions of current members

4.1.2. The recruitment requirements for each Board will be collated at a group level 
because some skills are required on more than one Board and the Harbour 
Homes (Group/ RSL) Board nominates some Harbour Homes Board Members 
onto subsidiary Boards.  

4.2. Attracting Potential Candidates

4.2.1. We want to attract a wide range of candidates for Board membership and for this 
reason, our recruitment campaigns will include a range of techniques which may 



include (depending on the skills / knowledge / experience required and the 
diversity of membership sought):

• Advertising on Harbour website
• Advertising on Harbour social media channels
• Advertising in the local media 
• Advertising in relevant professional or membership bodies (eg SFHA, CIH, 

PAiH)
• Direct approach to relevant bodies (eg universities, solicitors, other housing 

associations, local and regional trade groups, cultural and faith groups) 
• Direct approach to universities who may have volunteering programmes such 

as Napier “Get on Board”
• Direct approach to schools who may have volunteering programmes such as 

“Duke of Edinburgh” 

In particular, in order to attract a Harbour Customer: 

• Direct approach to local community groups who may have mutual customers 
(eg Citadel, Pilmeny, Multi Cultural Family Base) 

4.3. Targeted Recruitment – Tenant Board Members

4.3.1. In line with the SHR’s Regulatory Standard 6.4: 

“The RSL encourages as diverse a membership as is compatible with its 
constitution and actively engages its membership in the process for filling 
vacancies on the governing body.”

We will target tenants by: 

• Advertising on the Harbour website
• Advertising on Harbour’s social media channels
• Advertising in the customer newsletter 
• Directly approaching those who have told us that they are interested in 

becoming Board Members in response to other contacts we have had with 
them.  

4.4. Recruitment Process

4.4.1. In line with the SHR’s Regulatory Standard 6.1:
“The RSL has a formal, rigorous and transparent process for the 
election, appointment and recruitment of governing body members.”

All prospective Board Members must complete a CV with a covering letter to 
provide information to demonstrate that they: 

• Meet the eligibility requirements for Board Membership
• Have knowledge, skills or experience in at least one of the areas 

identified in the skills matrix as a recruitment need 



• Can passionately and enthusiastically contribute towards the work of the 
organisation

It is not expected that every member will be an ‘expert’ in any area and there will 
be a focus on life experience and interests rather than technical qualifications.

4.4.2. All prospective Board Members will be provided with a recruitment pack which 
will be available on our website.  The recruitment pack will include:

• An introduction and overview to Harbour and the relevant Board(s) with the 
vacancy 

• An explanation of the knowledge, skills or experience gap that the Board is 
looking to fill 

• A Board Member Role Description which sets out the responsibilities and 
expectations

• Explanatory information on the process for becoming a Board Member and 
instructions on how to apply

4.4.3. Applications will be sent to the organisation’s recruitment mailbox to allow staff 
to screen the applications in order to confirm eligibility in accordance with the 
Rules and this policy.

4.4.4. Those applicants meeting the eligibility criteria will have their applications 
forwarded to a recruitment panel which will include the Group CEO and relevant 
Board Chair(s) / Vice Chair) for shortlisting.  

4.4.5. Shortlisted applicants will be invited for interview and will meet with the 
recruitment panel to discuss their application, their understanding of what 
constitutes good governance, the way in which they would strengthen the Board 
and contribute to the effective operation of Harbour. The panel will answer any 
questions from the nominee / applicant.

4.4.6. Unsuccessful applicants will be notified at the relevant stage (eligibility / 
shortlisting / interview) with an explanatory note.

4.4.7. Successful applicants to subsidiary Boards will require their appointment to be 
approved by Harbour Homes (Group/ RSL) Board. 

4.4.8. Successful applicants to Harbour Homes (Group/ RSL) Board will require to be 
co-opted until they will be required to stand for Election at the next Annual 
General Meeting (AGM) (see sections 4.5 and 4.6). 

4.5. Co-Option to Harbour Homes (Group/ RSL) Board

4.5.1. The Board can co-opt to the Board anyone who is suitable to become a Board 
Member to fill vacancies.  Co-optees do not need to be members of the 
organisation. They can only serve as Co-optees on the Board until the next 
annual general meeting or until removed by the Board (whichever is sooner).



4.5.2. Co-optees have the right to take part in discussions at Board meetings and vote 
on all matters except those which directly affect the membership of the 
organisation or the election of the organisation’s Chair or Lead Board Member.  
They may not serve as a Chair or a Lead Board Member and do not count 
towards the quorum of any meetings they attend.  Co-optees must not make up 
more than one-third of the total number of Board Members at one time.

4.6. Election to Harbour Homes (Group/ RSL) Board

4.6.1. All places are filled through election.  To stand for election it is necessary to be 
a shareholding member of the organisation.  

4.6.2. The Rules require that each year one-third of the existing elected Members stand 
down and an election to fill these places is held at the AGM.  The retiring 
Members (who may be eligible to stand for re-election) should be those who 
have served longest since last being elected.

4.7. Harbour Homes (Group/ RSL) Lead Board Members 

4.7.1. Lead Board Members are those members with a particular skill, knowledge, 
experience or interest in relevant specialist areas identified by the Board and will 
work to clarify points with the relevant director pre-meeting, so that when items 
are discussed, they are comfortable with any proposals.

4.7.2. The Lead Board Member roles will be determined by the Board and appointment 
to these roles will be approved by the Board. 

4.8. Induction of New Board Members

4.8.1. In line with the SHR’s Regulatory Standard 6.5: 

“The RSL ensures all new governing body members receive an effective 
induction programme to enable them to fully understand and exercise 
their governance responsibilities.  Existing governing body members are 
given ongoing support and training to gain, or refresh, skills and expertise 
and sustain their continued effectiveness.”

4.8.2. When new members are first appointed to a Board, they will be invited to a 
meeting with the Group CEO and relevant Chair.  At this meeting they will be 
provided with more information about the organisation and the Board.  It will also 
be used to identify any immediate priorities for further training and development.

4.8.3. A regular induction day will be planned after the Harbour AGM each year, this 
will include introductory meetings and training from relevant members of staff.  



4.8.4. The new Board Member will be assigned a “buddy”.  This will be an existing 
Board Member who will guide the new Board Member through the first few Board 
meetings. 

4.8.5. The 1:1 with the Board Chair will be an opportunity to provide feedback and 
identify any further training and development required.  



5. PROCESS AND TIMETABLE

Month Task Responsible

October Review and update Skills Matrix for all 
Boards 

Group CEO

March / 
April 

Boards members 1:1s with relevant Chair 
/ Vice Chairs 

Chairs / Vice 
Chair

April / 
June 

Production of: 

• Succession Plan
• Training and Development Plan
• Recruitment Plan
• Collective Board Appraisal

Group CEO

June / July Review of outputs by Group CEO and 
Chairs / Vice Chairs

Group CEO

July / 
August 

Presentation of outputs to Boards.  Group CEO

–August / 
September 

Recruitment Group CEO / 
Chairs

September • Co-Option / Election/ re-election to 
Harbour Homes (Group/ RSL) Board 

• Approval of appointments / re-
appointment to subsidiary boards

• Approval of Chairs / Vice Chair and 
Lead members for Harbour (Group/ 
RSL) Board

Group CEO

October Induction Group CEO

February Training and Development plan 
completion 

Group CEO


