
Recruitment Policy for BADU COMMUNITY CIC Board of 
Directors 

This policy outlines the recruitment process for the BADU COMMUNITY CIC (“BADU”) Board of 
Directors. It aims to ensure that the process is inclusive, innovative, and accessible to a diverse pool of 
candidates, especially the most underserved yet talented individuals, reflecting BADU’s values of 
equity, diversity, and community empowerment. The policy also takes into account a unique approach 
to assessing candidates through strength-based assessments, rather than traditional competency-based 
frameworks. 

 

1. Purpose of Recruitment 

1.1. The purpose of recruiting for the BADU COMMUNITY CIC Board of Directors is to ensure the 
Board is made up of individuals who are deeply committed to the mission of the organisation, can 
contribute to the long-term vision, and have the diverse skill set required to lead effectively. The 
Board should have a mix of skills, experience, and perspectives to guide the organisation through 
complex challenges, strategic growth, and community impact. 

1.2. The recruitment process aims to: 

●​ Reflect BADU's commitment to inclusivity and diversity. 
●​ Attract individuals who bring diverse perspectives, lived experience, and expertise. 
●​ Ensure the Board has the necessary skills to fulfil its strategic and governance functions. 
●​ Identify individuals who will be passionate advocates for the mission of BADU 

COMMUNITY CIC. 

 

2. Recruitment Principles 

BADU COMMUNITY CIC is committed to: 

●​ Inclusivity: Actively seeking candidates from underrepresented groups, understanding that 
some communities may have limited access to traditional experiences and opportunities due 
to systemic inequalities. This means welcoming talented individuals who may not meet all the 
traditional criteria but have the potential to contribute to the mission. 

●​ Transparency: Clearly communicating the roles, expectations, and criteria for Board 
members. 

●​ Diversity: Ensuring that the Board reflects a diversity of perspectives, experiences, and 
expertise. 

●​ Accessibility: Using a range of accessible recruitment methods and ensuring that candidates 
are not excluded due to traditional hiring practices. 

●​ Intersectionality: Ensuring that the Board recognises intersectional experiences and 
considers this throughout the recruitment process. 



3. Recruitment Oversight 

3.1. The recruitment process for Board members will be overseen by the Nominations Committee, 
which is authorised by the Board of Directors to: 

●​ Lead the process for identifying and selecting new Board members. 
●​ Recommend new appointments to the Board based on the identified needs for the skills and 

capabilities matrix. 
●​ Evaluate the performance and composition of the Board regularly. 
●​ Ensure that the appointment process is inclusive and promotes diversity across all levels of 

the organisation. 

3.2. The Nominations Committee will be responsible for ensuring the process is thorough, inclusive, 
and in alignment with the organisation’s governance and diversity goals.  

3.3. In exceptional circumstances, such as when there are urgent or unique needs, the wider Board 
may become involved in overseeing the recruitment process. This ensures flexibility and 
responsiveness, while maintaining the integrity and transparency of the recruitment process. 

 

4. Recruitment Process Overview 

The recruitment process for the BADU COMMUNITY CIC Board will be both structured and 
flexible, ensuring that every candidate has an equal opportunity to apply and be assessed. In line with 
our commitment to transparency and best governance practices, the appointment of the Chair and 
independent non-executive directors will be conducted through an open and publicly advertised 
recruitment process. This approach ensures that the selection process is fair, accessible, and attracts a 
diverse pool of candidates, thereby supporting the integrity and inclusivity of the Board's composition.  

Step 1: Define Recruitment Needs 

The Board Skills Matrix is a two-part framework designed to identify the specific expertise, 
experience, and competencies needed for the Board, ensuring that all key areas of governance, 
strategy, and community impact are effectively addressed. It incorporates both general and 
organisation-specific competencies, providing a comprehensive approach to Board composition. 

Part 1: Skills/Competencies Self-Assessment 

This section allows Board members to assess their own expertise, experience, and skills across a range 
of key areas. It serves as an inventory of the current competencies present within the Board and helps 
identify any gaps or areas for improvement. Key areas include: 

●​ General Board Skills: 
○​ Belief in/Support of Mission: A deep commitment to the organisation's mission and 

values. 
○​ Board of Director Experience: Prior experience serving on boards, ideally in similar 

sectors. 



○​ CEO Succession Planning: Expertise in planning for leadership transitions at the 
executive level. 

○​ Community Affiliation/Access: Connections and networks within relevant 
communities or sectors. 

○​ Financial Oversight: Expertise in budgeting, financial management, and ensuring 
financial stability. 

○​ Fundraising: Experience in securing funding through various channels. 
○​ Legal: Knowledge of legal frameworks and regulations, particularly relevant to 

non-profit and community interest organisations. 
○​ Organisational Management: Ability to oversee and optimise organisational 

operations and systems. 
○​ Strategic Planning: Ability to contribute to long-term strategy development and 

implementation. 
●​ BADU Board Skills: 

○​ Social Innovation: Knowledge and experience in creating new solutions for social 
challenges. 

○​ Global Social Impact: Understanding of the global landscape and ability to influence 
change internationally. 

○​ High-Performance Athlete: Expertise in the needs and experiences of 
high-performance athletes. 

○​ Community-Centred Insight (Lived Experience): Insights gained from direct 
community engagement or lived experience. 

○​ Growth Strategy: Expertise in developing strategies for scaling and long-term growth. 
○​ Equitable Development (Anti-Displacement): Understanding of equitable 

development practices, including promoting community empowerment. 

Part 2: Matrix Analysis 

The second part of the matrix takes the data from the first section and inputs it into an analysis tool 
that rates the following three key factors: 

●​ Level of Importance: How critical each skill or competency is to the success of the 
organisation and its goals. 

●​ Current Board Representation: The extent to which each required skill is currently 
represented on the Board. 

●​ Recruitment Priority: The urgency of recruiting new members with specific competencies to 
fill any identified gaps. 

Together, these two parts allow for a strategic evaluation of Board composition, guiding recruitment 
decisions and ensuring the Board has the right mix of skills to fulfil its governance, strategic, and 
community-focused responsibilities. 

Step 2: Open Call for Expressions of Interest 

BADU will invite individuals interested in becoming a Board member to submit a statement of 
interest, either in writing or via video submission. This statement will allow candidates to articulate 
how their values, skills, and experiences align with the organisation’s mission and the role 
descriptions provided. 



This approach provides a more personalised and dynamic method of application, enabling candidates 
to demonstrate their genuine interest and suitability for the role beyond traditional CVs (although 
these will also be requested). It allows for a richer understanding of a candidate's motivations, and 
how they connect with the purpose and vision of BADU. Additionally, offering both written and video 
options ensures accessibility and accommodates different communication styles, allowing candidates 
to present themselves in the most effective way. This method promotes a more inclusive recruitment 
process by valuing diverse forms of expression and empowering candidates to showcase their unique 
strengths. 

Step 3: Outreach and Targeted Engagement 

Alongside the Statement of Interest, BADU COMMUNITY CIC will engage in targeted outreach 
campaigns to encourage candidates from underrepresented groups, including community leaders, 
young people, individuals from diverse backgrounds, and those with lived experience relevant to the 
mission of the CIC. This will include: 

●​ Leveraging BADU Group’s existing networks, partnerships, and community channels. 
●​ Collaborating with organisations that support underrepresented groups (e.g., youth networks, 

community organisations, educational institutions).  

Step 4: Screening and Shortlisting 

The selection panel will review all applications to assess candidates based on the Board Skills Matrix 
and the specific recruitment needs outlined in Step 1. A maximum of 6 candidates will be shortlisted 
for further evaluation. Alongside traditional competency-based interviews, the screening process will 
incorporate strength-based assessments, focusing on the candidate’s natural strengths and how they 
align with the needs of the organisation.  

Step 5: Interview and Selection 

The shortlisted candidates, limited to a maximum of 6, will be invited to participate in a panel 
interview and/or a dynamic workshop, co-creation session, or team meeting. These sessions will 
include existing Board members, as well as external governance advisors or HR experts. This ensures 
a comprehensive and interactive evaluation of each candidate's alignment with the organisation's 
mission and needs.  

Step 6: Appointment and Induction 

Once selected, candidates will be formally invited to join the Board. An onboarding process will be 
put in place to familiarise new members with: 

●​ The BADU COMMUNITY CIC’s structure, mission, values, and governance 
framework. 

●​ The specific roles and responsibilities of Board members. 

Step 7: Ongoing Development and Evaluation 

To ensure that the Board continues to evolve and adapt, BADU COMMUNITY CIC will implement 
an annual skills audit and self-assessment process, as well as continuous training and skills 
development for Board members. 



5. Induction of New Directors 

5.1. In line with the Sport England Code for Sports Governance, each new Director will be provided 
with a written statement of their responsibilities. This statement will outline: 

●​ Collective and individual responsibilities as set out in the Board’s terms of reference. 
●​ Legal duties required by legislation, including acting in the best interests of the organisation 

as a whole (not for any particular group or constituency). 
●​ Commitment to key principles, including equality, diversity, inclusion, welfare, and safety. 
●​ Conduct expectations, aligned with the Directors’ Code of Conduct. 
●​ Role-specific responsibilities, if applicable (e.g., Senior Independent Director, Board lead for 

safeguarding). 

5.2. This statement will be reviewed periodically to ensure it remains up-to-date. The new Directors 
will also be asked to sign the Directors’ Code of Conduct & Ethics  as part of this process. 

5.3. BADU COMMUNITY CIC will ensure all new Directors receive a full, formal, and tailored 
induction to help them integrate into the Board and understand the governance environment.  

5.4. The objectives of the induction process are to: 

●​ Provide essential information for Directors to become effective quickly. 
●​ Build an understanding of the organisation, its relationships, and key people. 
●​ Tailor the induction to the individual’s needs, skills, and experience, while maintaining a 

baseline of core information for all.  

5.5. The induction will include the following elements: 

●​ The role of the Board and Director’s duties, in line with the written statement of 
responsibilities and the Directors’ Code of Conduct. 

●​ Organisational history and structure, including the organisation's governing documents 
(e.g., articles, terms of reference, Board and Committee minutes, strategic plans, financial 
information). 

●​ Organisation’s values, principles, and culture, including key policies on welfare, safety, 
equality, diversity, and inclusion.  

●​ Key stakeholders, with opportunities for new Directors to meet staff and other stakeholders. 
●​ Training on specific issues, such as safeguarding and equality, diversity, and inclusion. 

5.6. To ensure the induction is not overwhelming, careful consideration will be given to the amount of 
information shared, and it may be staggered over time. New Directors will have the opportunity to 
contribute to their induction plan, ensuring it meets their specific needs. 

5.7. To enhance the learning process, BADU COMMUNITY CIC may pair newly-appointed 
Directors with more experienced Directors. For example, a newly-appointed Nominated Director may 
be paired with an Independent Non-Executive Director. This pairing facilitates knowledge exchange, 
as Nominated Directors often have extensive knowledge of the sport, while Independent Directors 
bring business and governance experience.  



5.6. New Directors will confirm their successful completion of the induction process, and the 
organisation will gather feedback to continuously improve the process. Regular reviews will ensure 
the induction remains relevant and effective in supporting the development of Board members. 
 

6. Inclusive Recruitment Practices 

BADU COMMUNITY CIC will employ innovative recruitment practices to ensure the process is as 
inclusive as possible: 

6.1. Alongside traditional CV-based recruitment, we will use video applications, portfolio 
submissions, and peer recommendations to provide candidates with multiple ways to 
showcase their skills and experiences. This approach ensures that individuals who may not 
have traditional qualifications or work experience are still able to present their potential and 
value to the organisation.  

6.2. We will invite candidates to showcase their abilities not only through interviews but also 
through co-design workshops and critical thinking sessions, providing them with the 
opportunity to demonstrate their skills in dynamic, real-world contexts. 

6.3. We welcome video submissions and are flexible in accommodating any additional needs. 
We will aim to provide all recruitment materials in multiple formats, such as large print and 
accessible web versions, to ensure they are accessible to candidates with varying needs.  

6.4. BADU COMMUNITY CIC will engage in targeted outreach to actively connect with 
underrepresented groups, ensuring that all individuals, regardless of background, have an 
equitable opportunity to apply.  

6.5. We will assess candidates based on their lived experiences, skills, and strengths, rather 
than strictly formal qualifications, recognising that non-traditional career paths can bring 
valuable perspectives and innovation to the Board.   

 

7. Criminal Record Considerations 

In line with BADU’s commitment to inclusivity, applicants with criminal records will not 
automatically be disqualified from serving on the Board. We will assess any disclosures in a fair and 
transparent manner, considering the relevance of the criminal record to the role. 

 

8. Transparency and Reporting 

BADU COMMUNITY CIC is committed to transparency throughout the recruitment process. The 
following will be published: 

8.1. Information on the final appointment of Board members will be shared publicly to 
demonstrate transparency. 



 
8.2. The process and outcomes will be reviewed annually to ensure that the recruitment policy 
is effective in prioritising diversity and inclusivity. 

 

9. Policy Review and Continuous Improvement 

9.1. This Recruitment Policy will be reviewed at least annually by the Nominations Committee to 
ensure it remains current, relevant, and effective in supporting BADU’s mission and values. The 
review will take into account: 

​
     9.1.1. Changes in legal or regulatory requirements​
     9.1.2. Evolving organisational needs or strategic direction​
     9.1.3. Updates to best practice in governance and inclusive recruitment  

9.2. In addition to the scheduled annual review, the policy will be reviewed immediately following 
any significant trigger events, such as: 

​
     9.2.1. The launch of a new Board recruitment cycle​
     9.2.2. Appointment of new leadership 
     9.2.3. Structural or organisational changes (e.g., major governance shifts)​
     9.2.4. Amendments to legislation affecting director appointments or governance 

9.3. The review process will include consultation with Board members and may involve feedback 
from external advisors or stakeholders, ensuring that the policy continues to reflect BADU’s 
commitment to equity, diversity, inclusion, and innovation.  

9.4. Any amendments to this policy must be approved by the full Board of Directors and will be 
communicated transparently to stakeholders and prospective Board members.  
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