CONSIDERATIONS FOR
ACHIEVING CRIME STOPPER BOARD

DIVERSITY
BOARD DEVELOPMENT 
All nonprofit boards are responsible for recruiting and orienting new board members, for establishing clear expectations of board members and for regularly assessing the board’s performance.

· Board Member Recruitment 

· Board Member Diversity 

· Board Member Orientation 

· Board Self Evaluation
Defining Diversity
· Diverse-Differing from one another-unlike.
· Diversity-The condition of being diverse.
· Define what type of "diversity" is needed.
· Racial and ethnic mix
· Thoughts, background, experience

· Skill types

· Gender

· Knowledge
· Sexual Orientation?
Consider A Diversity Grid 
	Board Member
	Gender
	Attorney
	Accountant
	Fund Raiser
	VA Employee
	Researcher

	John
	M
	 
	 
	 
	X
	X

	Karen
	F
	X
	 
	 
	 
	 

	David
	M
	 
	 
	 
	X
	X

	Harry
	M
	 
	 
	 
	X
	X

	Felix
	M
	 
	 
	 
	X
	X

	Mike
	M
	 
	 
	 
	X
	 


BOARDS CAN USE GRID TO: 

· Cite diversity objectives.
 
· See how existing members meet them.
· Influence recruitment.

· Focus on filling the missing spots.

· Utilize diversity in problem solving and being ethical.
· Identify a means to acquire financial , legal and technical aptitude
Seven Major Hiring Trends for '07

No. 1 -- Bigger Paychecks

No. 2 -- Diversity Recruitment -- Hispanic Workers in Demand

No. 3 -- More Flexible Work Arrangements

No. 4 -- Rehiring Retirees

No. 5 -- More Promotions

No. 6 -- Better Training

No. 7 -- Hiring Overseas
.



Lack of Minorities

Members of minority groups are perennially underrepresented on nonprofit boards: A study conducted last year, in New York, found that less than 14 percent of nonprofit trustees surveyed were black, Hispanic, or Asian (compared with the 27 percent of the total U.S. population that comprises those groups). But adding diversity to a board means more than including members of various races and ethnicities -- it also means recruiting new trustees to create a greater mix of skills and constituencies. It's a difficult task that requires an enormous investment of time, effort, and resources.

"Racial Diversity On Your Board of Directors"

Does your board of directors reflect the racial diversity of your neighborhood?

Your constituency?

Your geographical target area?

The constituency you would like to serve five years from now?

Understand that managing diversity can be one of the board’s most important challenges.

Again, “our diversity” covers a lot of territory-age, economic class, gender, and sexual orientation, muslim
A recent article in the New York Times highlighted the paucity of people of color on the boards of prominent New York City cultural institutions. Here are some sobering numbers: 
· American Museum of Natural History - 57 board members; 2 people of color 
· Museum of Modern Art - 40; 4 
· Carnegie Hall - 60; 5 
· New York Public Library - 45; 6 

These are troubling numbers given New York's extraordinary racial diversity. While your nonprofit may not operate in such a heterogeneous community, chances are that your board is not reflective of your community and your constituency. 
A few hypotheses about the limited number of people of color on many nonprofit boards:
· The majority of most boards are white.
· The wealthiest 1% of people in the U.S. are white.
· Boards that raise money go where the money is.
· Traditionally white boards have great difficulty with racial diversification.
· Real tough job identifying minorities who could be effective members.
· Board members assume that they know what is best for their constituency even if they are not of that constituency. 
· Minorities must know their value is not just because of their race.
IDENTIFYING PROSPECTIVE MEMBERS OF COLOR
· Websites

· Boardcafe.org

· Philanthropy.com

· Afpnet.org

· Tgci.com

· Latino MBA Association

· Black MBA Association

· Latinos in Finance and Accounting

· Traditionally black sororities and fraternities.

· Google
Make sure that your board understands the importance of having constituents as board members. Patronizing attitudes on the part of board members should have gone out with leisure suits, but these attitudes hang on stubbornly. 
BOARD NOMINEE ATTRIBUTES

· Believe in cause

· Be civic minded

· No conflict of interest

· Available time commitment
· Reliable

· Reputation

· Resourceful

· Dependable

· Competent
Obstacles
Despite the increase in diversity, boards still face obstacles.
· New perspectives.

· Different kinds of people.

· Wider skill base.
· Differences may breed confusion.

· Discomfort, uncertainty, and clashes will abound.

· Values, life experience and generational assumptions affect understanding.

1. Board culture is alienating for those who are not from white, upperclass backgrounds. Barriers persist across the board pool based on disability, ethnicity and race, as well as gender and sexual orientation.

2. Diversity is not widely understood and is primarily equated with ethnicity and race. Class, physical ability and sexual orientation are less visible and not considered equal indicators.

3. Only with leadership at the top will diversity practices be implemented. Staff and board diversity usually follow programming.

All three findings point to a need for boards to think about diversity in a more strategic manner. Diversity is not just about race or ethnicity. 

· MAKE DIVERSITY A POLICY….NOT JUST A PRACTICE
What You Can Do
Ask the right questions. Although the issue of diversity needs to be addressed, the first question should always be, "What type of skill do we need?" Once you've answered that, then look for a more diverse candidate.

Learn more about your own community. Communities are living, changing entities. Not only do populations change, so do economics and cultural norms. Be alert to new needs. Be alert to new strengths. Use everything.

Add inclusiveness to your governance documents. Make it a goal. Review your mission and vision. 

Change your governance process to reflect diversity. consider limiting your terms. All boards should look beyond usual suspects, such as nepotism. Do not be afraid to use a search firm to locate new board members.

Ask yourself how your behavior might devalue minority members—not by intent but by old assumptions. Do not be afraid to ask this question. Assumptions are a tool we use to give order to a large and changing world. Just look more carefully at what you are assuming and ask yourself if it still makes sense.
Very Important: NEVER PORTRAY OR ALLUDE TO IN ANY WAY THAT YOUR MINORITY MEMBER IS A KIND OF TOKENISM.

SERVING ON A BOARD MUST BE OF VALUE TO EVERY SINGLE BOARD MEMBER.
Diversify your staff. People drive policies, not the other way around
The Final Word
The following is excerpted from What Foundation Boards Are Saying About Diversity (Ellen Bryson and Steve Parsons. Washington, DC: Council on Foundations, 2003.), anonymous comments on board service gleaned from a conversation of board members from foundations across the country. The group represented diversity in ethnicity, size and type of foundation, location, age, gender, sexual orientation and socioeconomic circumstance. If you could suggest just one action for board members, what would it be?

· Extend invitations to your board members to visit the diverse community that you represent. As minority people, we've had to learn about communities beyond our own. Bring it back home. Reverse the role.    

· Have more in-depth conversations about what you know, what you don't know and differences in understanding.    

· Risk putting difficult discussion items on the agenda, even if some board members won't feel comfortable or not even attend. Discuss the moose on the table.    

· Be willing to step up to the plate when it matters. Don't skirt a policy question. Stand up to critical issues even if you're not in the majority view, and don't worry about offending any particular member.    

· Put teeth in your grantmaking policy. Insist that your grantees be diverse. Get your board to discuss these kinds of issues.    

· Look at your recruitment and retention issues. Why do they want you at the table? What do they see you bringing to the group? Also, ask your board to provide exit interviews of retiring board members by an independent consultant.    

· Find out what a board is willing to do to change the culture, to really listen and to make use of the talents and the experience of their minority board members. Ask your board, "What are the strengths and weaknesses of a multicultural society?"    

· Ask "Why must it always be a minority representing the board on diversity issues?"    

· Understand that different groups express themselves differently. Some people often perceive anger if you press down hard.    

· Use your minority voice to help the board rethink its mission
Board of Directors - Diversity

2005 – Rite Aid Corp.

 

In response to the recent corporate scandals, the U.S. Congress (Sarbanes-Oxley Act), the stock exchanges and the SEC have each taken actions to enhance the independence, accountability, and responsiveness of corporate boards, including requiring greater board and committee independence.  We believe that in order to achieve such independence, it is necessary for corporations to abandon the cozy clubbiness that has all too often characterized boards in the past. 

 

Increasingly institutional investors have supported the call for greater board diversity.  For example, the 2003 corporate governance guidelines of America’s largest instructional investor, TIAA-CREF, call for “diversity of directors by experience, sex, age and race.”

 

WHEREAS

 

We believe that our Board should take every reasonable step to ensure that women and persons from minority racial groups are in the pool from which Board nominees are chosen; therefore be it

 

RESOLVED that the shareholders request the Board:

1. In connection with its search for suitable Board candidates to ensure that women and persons from minority racial groups are among those it considers for nomination to the Board. 
 

2. To publicly commit itself to a policy of board inclusiveness, including steps to be taken and a timeline for implementing that policy. 
 

3. To report to shareholders, at reasonable expense, by November 2004: 
 

a. On its efforts to encourage diversified representation on the board 
b. Whether, in the nominating committee’s charter or its procedures, diversity is included as a criterion in selecting the total membership of the Board. 
 

SUPPORTING STATEMENT

 

We urge the Board to enlarges its search for qualified members by casting a wider net. 





