
 
    

White Ribbon Scotland: Board Diversity Succession Plan 2018-202 

 

INTRODUCTION  

This document aims to outline the current make-up of the White Ribbon Scotland Board of 

Trustees and to outline ways in which we can commit to making progress on improving the 

diversity of our Board. White Ribbon Scotland recognises that increasing diversity on the Board 

will encourage new and innovative thinking and maximise use of talent, leading to better decision 

making and governance.   

The Scottish Government, our main funder and a number of other parties at the Scottish 

Parliament have a commitment to greater diversity and equality of representation on public 

boards. The 2015 “On Board” guidance issued to Board Members of Public Bodies in Scotland 

recognises this commitment to redressing the current imbalance of representation with gender 

parity outlined as a particular area of focus. The guidance outlines a clear aim of 50:50 gender 

balance by 2020 as part of the Partnership for Change. Given we seek to strive for gender 

equality as a charity it would seem appropriate we should support these aims for our own 

governance.  

Having greater diversity of representation on the Board when making decisions is one clear 

mechanism for driving greater value in this regard and there is a growing level of evidence that 

“groupthink” or having a non-diverse Board can be a risk to an organisation and that having a 

more diverse Board can lead to more nuanced discussions and more informed decisions.   

It is recognised by Scottish Government that a Board made up of people who are “visibly diverse” 

will not necessarily be immune to “Groupthink”. Visible diversity is simply an indicator but no 

guarantee that the Board’s members have the diversity of skills, knowledge, experience and 

perspectives needed to make it effective.  

George Eckton Chair of Trustees said “We have recently signed the First Minister's 50/50 by 

2020 pledge, we have a currently diverse board and are keen to continue with gender balance. 

We think equal representation is one key mechanism for addressing the current gender 

inequalities of Scottish society. In line with the 50/50 pledge we think effective boards bring 

together diverse thinking and talent. We are here to support our colleagues in the VAW sector 

and it's vital we have the widest talent on a Board of a Charity focussed on Men and Boys. That’s 

why we think a diverse and gender balanced board is important to inform our responses and 

actions. So we welcome the opportunity to sign up to the Partnership for Change and commit to 

further the diversity of our Board and whilst we have gender parity at the moment, we will work 

towards maintaining that and working towards 50/50 gender balance by 2020”. February 2018   



WHITE RIBBON SCOTLAND STRATEGIC OUTLOOK  

 

KEY SKILLS FOR GOVERNANCE  

It is important we have people with a variety of different skills, knowledge, experience and 

understanding which will enable the Board to work effectively. All Board Members need to have 

some general skills so they can make a full contribution to the work of the Board but these do 

not have to have been gained by working in a management post or at a senior level; you may 

have a natural aptitude in these areas or you may have gained them through being active in your 

community, in a voluntary capacity or through your own personal life experience to contribute to 

our aims and actions:  

• White Ribbon Scotland  
We are Scotland’s national campaign to involve men in tackling violence against women. We 
are part of the international White Ribbon Campaign, which is the largest effort in the world 
of men working to end violence against women, with campaigns in over 55 countries.  
  
• What we do 

White Ribbon Scotland contributes to ending violence against women by engaging men and 
boys in taking action on the issue. We do this by raising awareness, promoting discussion 
and providing information and resources to support personal and collective action among 
men. 
 

• About us 

White Ribbon Scotland is a Scottish charitable trust.  The board of directors is the governing 
body of the organisation.  Its role is to set the policy and strategic direction of the 
organisation and to ensure the legal and financial obligations of the organisation are met.   

 

  

BOARD MAKEUP  

White Ribbon Scotland has currently 7 Trustees Board members and a total of 12 Trustees 

permissible by its constitution.  

The current diversity of the Board of Trustees will be surveyed by White Ribbon Scotland on a 

voluntary basis in 2018. 

 

Actions:  

• On the basis of the survey, a key target group for WRS board membership is persons 

who identify as both male and female to increase our representation to its full cohort and 

achieve a 50:50 gender balanced board by 2020, alongside a general objective to 

increase the diversity of representation from across all social groups and those who have 

protected characteristics.   

 



• WRS is also developing a new website for Spring 2018 and will seek to publish profiles of 

all Board members, their skills and a specific focus on value added by the diversity 

generated to the collective governance of the organisation.   

• Encourage and support all Trustees to be visible and use their contacts or networks to 

promote Board positions and the work of the WRS.  

 

BOARD OF TRUSTEES 

WRS aim to produce a gender balance for Trustee appointments by 2020, in line with the 

voluntary One Scotland 50/50 pledge, and will consult with a range of equalities organisations 

to ensure that future application process are as inclusive as possible. We will approach 

organisations such as Changing the Chemistry (CtC) for advice to seek to make our application 

process and forms more inclusive to a wider range of applicants and will continue to seek to 

continuously improve our procedures and processes.   

We currently have 5 vacancies for Trustees. Trustees current periods of appointment can lapse 

at any time through voluntary resignation and this is a key risk for the charity the need to have a 

quorum of Trustees to undertake businesses. There needs to be a balance between continuity 

and refreshing the Board, with the focus being on refreshment and recruitment at present to take 

us up to a full cohort of Trustees. We will seek to have a full cohort of Board members by Summer 

2018.  

Actions:  

• WRS should have a Succession Planning sub-Committee to meet annually to oversee 

appointments and the continuous improvement in Board Diversity Succession Planning.    

 

• Undertake a full appointment process for all current Trustee vacancies by Spring 2018, 

which in future will be overseen by the Succession Planning Committee to audit the skills, 

knowledge and experience needed for future Board appointments and also 

identify/remove any potential barriers to opportunities for greater diversity presented by 

for example, format of Board papers, timing or location of meetings etc.   

 

• WRS will aim to publicise Trustee vacancies through a wide range of sources including 

partner equality organisations and social media to encourage a wide range of good 

candidates with a diverse range of skills and experience.  

 

• WRS will sign the One Scotland 50/50 by 2020 pledge in relation to Trustee appointments.  

  

Training and Development  

Other public bodies have appointed board observers, who could be advisers who can make a 

valuable contribution but also interested persons who would wish greater experience before 

joining a Board. Such an Observer role could enable WRS to involve people on the Board who 

were not appointed as Trustees or who want to develop skills further or who would have useful 

input to make.  



These observers would not have a vote on the Board and would not be expected to participate 

in all discussions or all meetings. The aim of this is to provide wider opportunities to suitable 

representatives to gain experience of attending meetings with the intention that they are able to 

then go on and gain a seat on a Board of Trustees, this may be particular relevant to members 

of our Speaker network, in providing a pipeline of future talent to join our Board or other Boards. 

The appointment of observers will also benefit the work of the WRS Board of Trustees by 

engaging with those who may have new ideas and who may bring an alternative viewpoint to 

the Board.  

Actions:   

• WRS anticipate appointing Board observers in 2018. A Role Description is included in 

Annex 1.  

 

• WRS will continue to engage with relevant Equalities organisations, to seek their advice 

on reaching out to further groups/organisations representing those with protected 

characteristics and addressing potential barriers to participation.   

 

• Will ensure that; Equality & Diversity training is included in the Induction of new members 

from Spring 2017 onwards, specific training is offered to all members of the Succession 

Planning Committee and all members will be encouraged to attend Board training and 

development events  

 

• Seek volunteer Board members to mentor Board observers.   

 

• Between 2018-2020, WRS will run targeted training events for people from currently 

underrepresented groups to raise awareness and familiarity with the work of WRS and 

it’s Trustee positions and seek to enhance attendees apply to successfully apply for 

Trustee positions or Board Observer roles.   

 

Statement of Purpose and Use  

The WRS Board Diversity Succession Plan seeks to consider the issue of board succession in 

a context of the long-term strategy for the organisation and it’s grassroots nature of 

campaigning.  The actions outlined in the plan seek to enable WRS to nurture a talent pool of 

existing and future board members especially from grassroots participants and those currently 

under-represented in public life.  

WRS is clear that our Succession Plan relates to two distinct but related concepts:  

1. Members skills, experience, knowledge and other relevant attributes such as personal 

values; and  

2. Diversity of members in relation to their protected characteristics as defined by the 

Equality Act 2010.   

Board Diversity is good for governance, co-design and understanding of all the organisation’s 

stakeholders and partners. It contributes to better corporate governance and the delivery of new 

ideas, constructive challenge and positive outcomes. All of which support the continuous 

improvement of public services in Scotland.  The Plan seeks to outline our point of departure, 



on our journey via many different methods to reach our destination of a Board that reflects the 

people and communities of Scotland, increase the credibility with communities and in doing so 

be far more likely to be able to demonstrate that we put our own words into action regarding 

equality of governance.   

February 2018



    

Annex 1 – Board Observer Role Description   

WRS BOARD OBSERVER – Role Description  

This is not an appointment, it is a developmental opportunity and positive action that 

WRS are seeking to take as part of  our moral responsibility to increase opportunity 

and increased diversity of representation in the governance of public life.   

The Role  

The Role of a Board Observer is someone who attends WRS Board meetings but is 

not an official Trustee of the Charity.  

WRS aims to provide an environment where observers feel comfortable in listening, 

in their own time asking questions, and ultimately providing counsel and advice from 

their own perspective. Observers are not expected to vote on anything, albeit the 

Board decisions are predominantly based on consensus decisions and voting is rare. 

We would hope as well as providing a learning opportunity to the Observer, we can 

benefit as much from their influence and experience when they feel in their 

development journey they are ready to contribute. We hope we can benefit from you 

being able to, in time:   

• bring different points of view to a discussion; and/or  

• give insight into public opinion and experience; and/or  

• make new contacts in the communities of place or characteristic; and/or  

• think of new ways of doing things.  

The selected individual(s) will be invited, on a pre-arranged and closely supported 

and supervised way, to sit in on 3-4 Board meetings to observe first-hand how 

Boards work.  This opportunity seeks to build the understanding, confidence and 

capacity of individuals to fill appropriate Board member posts in the future.  

The position will be held for a maximum of 24 months.   

Background  

As outlined in WRS’s emerging Board Diversity Succession Plan, the Board of 

trustees have agreed to the appointment of Board Observers to offer a clear and 

tangible developmental response to the issue of promoting Board Diversity for WRS 

within the wider context of our approach to the desire for greater equality and 

diversity in public life across Scotland.   

The aim of this developmental opportunity is to provide wider opportunities to those 

interested in furthering their involvement in the work of the Partnership to gain 

experience of attending meetings with the intention that they are able to then go on 

and gain a seat on a Board.   

The appointment of observers will also benefit the work of the WRS by engaging 

with those who may have new ideas and who may bring an alternative viewpoint to 

the Board. WRS will work with a range of equality organisations to publicise and 

appoint these observers Objective:  

The aim is twofold:  



1. To give prospective board members a practical insight into how a Board 

operates and a good understanding of what the expectations are of a Member 

of a Board; and   

2. To deliver outcomes concerning the outcomes required by WRS Board Diversity 

Succession Plan.  

The role of Board Observer is targeted at individuals who consider that they have the 

skills, attributes and potential to be a Member of a Board, but have no experience at 

Board level. We would hope even without previous experience, Board Observers 

could help WRS in collectively delivering the Principles of Good Corporate 

Governance through their involvement:  

• Focus on the organisation’s purpose and on outcomes for citizens and 

service users  

• Perform effectively in clearly defined functions  

• Promote values for the whole organisation and demonstrate the values of 

good governance through behaviour  

• Take informed, transparent decisions and manage risk  

• Develop the capacity and capability of the governing body to be effective  

• Engage stakeholders and make accountability real.  
 

The Process:  

The Board will ensure that new members receive induction training and that effective 

arrangements are in place to maintain and enhance the skills and motivation of all 

Board observers over their period of involvement with WRS.  

  

Chairperson or Vice-chairperson (and/or nominated Board Member/Campaign  

Director  to:-  

o provide information about the company/organisation, the Board and 

current issues faced; o explain how the Board operates, composition, 

etc; o explain how the observer should or should not interact at meetings 

(generally it is recommended that the individual should not be expected 

to contribute as that relieves some of the pressure they may feel 

otherwise);  

o offer an opportunity to review board papers in advance of each meeting 

and after each meeting discuss the meeting and its outcomes;  

• Confidentiality agreement may be signed by both parties;  

• Any potential conflict of interest will need to be avoided or at a minimum 

declared;  

• Individual to be involved for at least a full cycle of board meetings (usually 

one year) as an observer;  

• Chairperson (or nominated Board member) and individual to have follow up 

discussion about the experience of attending the meeting and provide some 

mentoring.  

  



Remuneration  

No payment for Board Observer  

Equality and Diversity  

WRS will always give consideration to disability-related reasonable adjustments that 

an applicant might request to enable them to meet the requirements of the 

development opportunity and participate fully in the selection process.    

 

  

  


