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These tips started as a throwaway lineé

I 6d s p ok eataréception foonangmembers of the Australian
Institute of Company Directors, in June 2008.

So | left out the planned section on Tips for Gaining New Directors. And, at
theend of thetalk,r as hl y s u g-gailshe gslito dnyode giging me
their business card during drinks.

Walking back to the office after the meeting, | realized, with so many cards
in my pocket, | needed to send out something a bit more significant.

That night | drafted out 30 tips and promised to send them out, 10 at a time,
a week apart.

Now a month later, the 30 tips have morphed into an e-book of 10 more

detailed tipséAnd in addition, writing these tirg
on-line network for directors w h o 6 dnew dir&c®rships, and to enhance

both their personal performance, and that of the whole board.

Youdre warmly invited to become a member and pos
www.bestfitdirectors.com. Also, please feel free to send these tips to

others you know who might be interested in both gaining new directorships.

And in joining as a member of BestFit Directors.

Warmest regards

Neville D Christie

Melbourne, f11.8uly 2008
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My strong thanks to Richard Rendell for translating these tips into an e-book.

While the words are original, of course theideasar en 6t al t oglkaveher so. Mo s t
been taught to me by others over 34 years.

| 6ve written atpdi mprtolve dleastt hefsegood faith. Theydve w
me . And my hope i s .tAmdevgribforoube of hi gh wval ue

| offer them with the expectation we will each accept personal responsibility to
consider, weigh, accept, reject, modify and tailor at least some of them to our own
personal interests, needs, and situations.

While the style is often authoritative, these tips come with no warrants,
undertakings, or guarantees.
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TP ONE

FISH IN THE BROADEST
GENE POOLSEé

Remove any self-imposed limits about potential directorships. Research,
find, and fish in the deepest and broadest pools.
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GOOD NEWS AND SAD NEWS

First the limiting news. Then the sad news. Then the good news about
our chances of wus finding suitable board rol esé

Most high level corporate boards draw their directors from a very narrow

gene pool. But there are numerous other board and membership
committees which draw their édirectorsd from a f
pool.

In our search for appropriate director roles that suit us well, we do far better
to research, look for, find, and fish from these deeper and broader pools

THE LIMITING NEWS

Both research and anecdotal evidence suggest many aspiring directors set
their hearts on becoming a director of one, or more, of the Top 200
Australian corporations - listed on the ASX.

There are good reasons for this:

1 these companies dominate much of the research conducted on board
roles and performance - and hence they dominate our perceptions of
the directorial landscape.

1 because of the wealth of publicly available data, case studies about
them often feature in business and director education throughout
Australia, and in the press.

f these companies @&a.e seen as Omodel
1 their size, complexity and impact enforces their importance.

9 Directors of these 200 companies have high status. They are viewed
as having reached the pinnacle.
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Little wonder

Therefore, i tmarg of lug, pethdps uncemscicdistyr set being a
director of one or more of these Top 200 companies as the mountain top to
which we should aspire.

Certainly many groups advocating women on boards do.

Limiting our aspirations

Yet, in reality, for 99% of us, our chances of entering that Top 200
directorial world are decidedly slim.

While this is not a reason for us to stop aspiring to such a role, we need to
be aware the supply-demand and cultural realities are against most of us.

The realities we face:

A When we include committee members of not-for-profits, there are at
least 2.2 million practising and aspiring d@irectorsd6 i n Aiucswhicha | i a
you and | make up but two.

A At around 22,000 members and growing fast, the AICD has 10% of this
population as members. Of the AICD membership, 78% are not as yet
directors of incorporated bodies.

A Yet, inthe ASX Top 200,t her e ar e aof 148idoaa doles-ot a |
with some individuals holding multiple seats.

A Women hold just 189 of these seats i meaning for every female director
of the Top 200, there are 7 men.

A On average, listed company boards turn over 16% of directors each year.
With 2,200 listed companies, this equates to only 350 new non-executive
director positions a year. However the percentage of director change has
increased in the last two years i creating, perhaps, 400 new opportunities
each year.
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Top 200 directors are selected from a limited gene pool

fGetting on a board is |like being invite

There's a collegiality that's required, so you aren't going to be

invited in unless you've demonstrated that you can work within the

system andantShaess, Gloudh . ©l d Boysod Network Stilldl
Rules Corporate Boardso .

A The Korn/Ferry 30th Annual board of directorséstudy of 2003, found that in
Australia and New Zealand 47% of companies had reservations about
selecting a new director with no board experience.

A The Top 200 listed companies tend only to take on experienced directors
whose skills and experience match those required by the company.

CEOs and CFOs top the list

A Former CEOs and CFOs are the most sought after candidates, followed
by individuals with accounting and legal backgrounds. Investment
bankers and fund managers are also increasingly favoured.
AnLi ke attracts i ke. Behavior al resear
unsurprisingly that individuals are attracted to, and more likely to
trust, persons whomthey pereeivt o be simil ar . 0

A Little wonder, then, some 80% of these individuals share a similar
psychological profile. In terms of Myer-Briggs i see [Note 1] - they are
STJO6s

As a sideline, Hilary Clinton is an ESTJ or Supervisor. Barak
Obama is probably an ENFP, an idealist, or Champion. And
John McCain an ESTP, or Promoter. See [Note 2].

A All directors of these Top 200 ASX-listed companies, both male and
female directors, | think, are white. I f laldout thiw, ipleaseget me
know.

Good reasons for this homogeneity

We do not need to fall back on paranoia to explain why homogeneous
organizations tend to replicate themselves with homogeneous successors.
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I n her classic study of the corporate power st
Corporation, 6 1977, Pr o f osmageneityisRie basib et h Kant er e
for trust in an uncertain corporate world.

Appointing anyone as a manager, CEO, oedr means placing trust in that
personds discretion and competence. This trust,

AThe greater the uncertainty, the greate
wh o have t o trust each ot her t o form a
concludes Kanter.

AUncertai nt y-mgkdrsgaadewelopdightinnsricielas excluding social
strangersto keep control in the hands of socially homogeneous peers; to stress
conformity . . . and to prefer ease of communi Cé

Austral i abés diversity

Whi ch hel ps t o e x pustaalians avdiveysé, multhcalturgl h
societyé And though the shareholders of our | i:
that diversityé

Yet - apart from directorships of community and government boards. -
members of A u s t r mihoritadihsic and cultural groups currently stand a
mere 2% chance of becoming a director in the community of company
directors.

Our greatest chance

Overall, we have the greatest likelihood of gaining a directorship of one of
the Top 200 listed companies if we are: Male. White. A CEO or CFO of
one of the large listed companies.
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Or alternatively if we are a high-powered accountant, lawyer, investment
banker, or a fund manager. And when we already have at least one other
large company director role.

Two of the five feeder lines

As weol | find wit bBevehimpinf&deylmasfothelboard e ar e
table.

One of these seven routes to t h e director 6s suite of t he T
corporations, is that of the experienced line executive:

1. Yet the CEO line of the Top 200 has just one female CEO for 33
males.

2. And the crucial building-up executive management experience with
profit responsibility feeder line i has 222 out of 1856 i or 12% - of
executive management positions held by women.

First the sad news

Therefore,based omearumiivyed sal 6 assumption that the Top
companies represent the summit of directorial aspiration, the sad news of

all of this is i as Ms Anna McPhee, the Director of the Equal Opportunity

for Women in the Workplace Agency suggests,

AVomen [plus other minorities, and many cohorts of men] remain
largely excluded from positions which have significant influence over
Australiads business direction, economy, p L

community .fNete3d.r all yo
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Little wonder, then, that response to any advertised positions is high

Claire Braund, the executive director of Women on Boards, says,

AiWomen on Boards havaeaNeButOpOohe paidibscri ber s.
board position [on their on-line site] and had 500 hits by the next

morningo

Now the good news. And the good news is, all this is far, far away from
the full picture.

Many more vital, important, and powerful, opportunities exist for directorial
roles 1 of an infinite diversity and variety i than are represented by the Top
200 Australian corporations. Far more, in fact, than we can initially get our
minds around.

And most of these organizations draw their directors and committee
members from a far broader and deeper gene pool.

Restating Tip One

Which leads usto restate TIPONE: | f wedre wise, we remove i mpos
stereo-types. We look far beyond the Top 200 companies. And we

research the broader opportunity pools for first-class board role

opportunities.

As we will now see, these opportunities cover many different types
of organizations, many different types of director roles, and many
different areas where directors make their contribution i both paid
and unpaid.
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Are 700,000+ possibilities enough?

Staggeringly, there are over 700,000 community, sporting, educational,
scientific, health and other not-for-profit groups in Australia i many with
Boards of Directors.

Most of the rest have committees - whose members share similar roles,
duties, and responsibilities to those of directors of incorporated Boards.

Incorporated boards the minority

Certainly, of this 700,000, only a minority are incorporated i meaning the
legal board director roles are a smaller percentage of this 700,000.

But, for example, 30,000 associations in NSW are incorporated with legally-
constituted boards. And of the many sports bodies in Australia i see below
i there are 14,600 board roles.

More than enough director and committee member seats!

However, take the total number of incorporated and unincorporated non-for-
profit groups in Australia i 700,000. Assume the average number of
directors or committee members is 5.

That gives us 3.5 million board and committee member seats! More than
enough for all of us to serve our apprenticeship.
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Many are unpaid

True, most of these, but certainly not all, are unpaid roles. But they are
high in psychic rewards. And are great for building our experience,
networks, and CV. While, at the same time we make an important social or
community contribution. Which is why the vast bulk of portfolio directors
have at least one not-for-profit board or committee in their portfolio.

For a reasonably full list of the 700,000, with a search facility to
assist us, and contact details, see [Note 4].

In particular look for the green, third box on the top line T headed
BOARDS. Click on that link and we find a range of board-related
information i including a board matching service.

A dmered 2,220 |isted Australian companies

(@)

By contrast, to the not-for-pr of i t sector, ther e ar e 6only
corporations listed on the Australian Stock Exchange.

And, while many aspiring directors may continue to focus their directorial
aspiration on being a director of the Top 200 companies, there are, of
course, only 200 of them.

This leaves over 90% of these 2,220 listed companies i or 2,000 for the
restofust o 6 mironwhidh.we add over 1,627,000 incorporated private
companies i all of which require one or more directors i even if they are
non-trading companies.

© Copyright, Neville D Christie. July 2008. All rights reserved
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Dondét forget the | POs

Plus, importantly, the new company floats, or IPOs. All IPOs must legally
have at least three directors.

Given the current state of our economy [July 2008] many IPOs are on hold.
But for a regularly-updated current list, with sponsoring brokers for us to
contact, see: [Note 6]. As a guide, in 2004 there were 165 new IPOs i
creating 1,000 new board roles.

For a full list of ASX listed companies, see [Note 7]. And consider
subscribing to the Australian Stock Report: [Note 8].

The Business Review Weekly T and especially its various Rich Lists T is
another useful source for finding companies that may offer potential director

roles. [Note 9].

Where are the opportunities?

I n these notes we only concentrate on Australia
oyster.

Note, the Company Insight Centre of Business Week [Note 5] allows
us to Search over 42,000 public and 322,000 private companies
worldwide.

But as we consider the broader Australian landscape of director-led
organizations, we see afresh that, apart from the Top 200, opportunities
exist for us as directors or committee members in:
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Not-for-profits of 700,000 shapes and sizes

i bit-for-profit boards can be a great training ground, as they teach
boardroom etiquette and protocol,” suggests Ruth Medd, the founder
of Women on Boards.

Sporting bodies

Sporting bodies are a sub-set of the 700,000 community organizations.

The Confederation of Australian Sport [Note 10] represents the whole
sports and recreations industry. It has as its members most of Aust r al i ad s
national organizations 1 representing 7 million Australians.

For an overview list of the many sporting organizations, with contact details,
see [Note 11] and Australian Sports Directory [Note 12].

Companies and businesses

Apart from the Top 200. we can look to over 2 million other businesses in
Australia. These include

A The mid-tier public companies over $ 100 milion market
capitalization

A Listed companies under $ 100 million market capitalization

A Large private companies of which 653 account for 42% of all private

business sector revenues

A Small to medium private companies 1 of which there are 1,627,000
Pty Ltd companies. [Many of these are non-trading or trustees of
trusts].

A Micro businesses

A Companies that will go public in the next 3 years
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Hidden boards

A Hidden boards i or boards in waiting: subsidiary boards, IPO
boards, management and advisory boards.

Over the last 34 years | have held between three to seven
board positions at a time. Many of these have resulted from
a staged process of:

A First mentoring the founder of CEO

A Second chairing a 6 hi d thanagément board or
advisory board made up of executives and external
advisors

A Third, becoming chair or member of a formally
constituted board.

Equity bodies

>

Hedge funds

>~

Private equity funds [Note 13]

>~

Venture capital funds

>

And the companies these funds invest in

Government bodies and agencies

A Federal Government agencies. [Note 14].

A State Government agencies. [Note 15].

A Groups like health and medical boards.

© Copyright, Neville D Christie. July 2008. All rights reserved


http://www.avcal.com.au/html/members/directory.aspx
http://www.gold.gov.au/quicklinks.php?agency
http://www.australia.gov.au/State_Government_Departments_&_Agencies

REACHING THE TOP OF THE LADDER 2008

Utilities T both quangos and privatized

A Utility boards i gas, electricity, water, power.

Watchdogs

A Government watchdogs i e.g. ethics, anti-corruption, anti-
discrimination, competition, superannuation

A Industry watchdogs i e.g. media, banking, telecommunications,
building, finance

A Standards bodies [Note 16].

Professional bodies

A Professional membership bodies like the AICD, AIM, the Institution
of Engineers, etc. etc.

Clubs like the RACV, NRMA, etc.

Associations and societies. [Note 17].

> > >

Advocacy bodies [Note 18].

The list goes on

So, i tds vit ato leavre moieaboetstie whoie ragportunity
landscape - so we gain a broader canvass to paint with our skills, values,
interests, capabilities:
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Suggested Action

A
A

Start, for example with the list above. Add to it.

Hi ghlight those areas of possible interest.

appeal.

Then follow some of the web links listed and see where they lead.
Start with this link: [Note 4].

As our ideas crystallize, do some Googling.

And talk to our friends, peers, associates and mentors about where

best-fit

opportunities for us might exist.

Make such discussions both general along the lines of the list

above.
names

(0]

(0]

(0]

(0]

And specific - listing specific areas and industries, and the
of specific organizations. For example:

Community Organization
Dogs and Blind People
Guide Dogs Victoria

The Consumer Advisory Council (the Council) of
Guide Dogs Victoria

A Search company information, see [Note 19].

Increase our chances

The BestFit Directors Global On-line Network has just been launched [July
2008]. It has a long way to grow. But it exists to

1. enhance our chances of finding

2.

3.

increase our personal value as an active and aspiring director

lift the overall performance of the board as a whole.

You are warmly invited to join. Go to:

www.bestfitdirectors.com
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Notes

1. Myer Briggs: http://www.humanmetrics.com/cgi-win/JTypes2.asp

2. Profile of Hilary Clinton, Barak Obama and John McCain:
http://www.slate.com/id/2184696

3. Anna McPheeds quot e:

www.womenonboards.org.au/pubs/0612aicd.htm

4. List of 700,000 community organizations:

WWW.ourcommunity.com.au/directory

5. Company Insight Centre of Business Week

http://investing.businessweek.com/research/company/overview/overview.asp

6. List of up and coming floats:

www.asx.com.au/ research/ companies/floats/upcoming.htm

7. ASX companies list:

www.asx.com.au/asx/research/CompanyListed.jsp

8. Australian stock report:

http://www.australianstockreport.com.au.

9. Business Review Weekly, on-line:

http://www.brw.com.au/
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10. Confederation of Australian Sport:

http://www.sportforall.com.au/

11. National and State Sporting Organizations

http://www.ausport.gov.au/information/finding _sport_information/topic/national#Non
-govt

12. Australian Sports Directory

http://www.ausport.gov.au/about/australian _sport_directory

13. Private equity funds

http://www.avcal.com.au/html/members/directory.aspx

14. Federal government agencies:

www.gold.gov.au/quicklinks.php?agency

15. State Government agencies:

www.australia.gov.au/State_Government _Departments & Agencies

16. Standards associations: www.standards.org.au/cat.asp?catid=28

17. Associations and societies:

www.library.ug.edu.au/nott/subject _vr.php?id=AS

18. Advocacy bodies: www.caslon.com.au/accessibilityguide5.htm

19. Company information: http://www.slwa.wa.gov.au/austcoinfo.html
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TP TWO

USE MAPS and GUIDES to Get
the Bi g Picture fir
then the detall

As directors we are big picture people, first. Detailed picture people, second.
Not the other way around.
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These 10 Tips focus on a twin voyage of discovery:

A Gaining new directorships

A Lifting our game as directors.

The tips draw on 34 years of research and personal experience as a
professional director and chairman.

In this Tip Two, we outline ways to attend first to the big picture. Then to the
detail. We also summarize the broad thrust of all the ten tips to give us a
road map for our twin journey.

Big Picture One: We start with the end

With books we start at the beginning and read our way to the end T unless
we just have to check if the butler did it. With businesses, time management,
board meetings, and learning journeys of discovery, we start with the end.

With these tips, these ends are to:

1. gain new 06best -whiletling thewayewet or shi ps

2. lift our game - so we perform well in our new roles.
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Big Picture Two: First, say what webdre going toc

An old negro preacher, asked the secret of his preaching success, replied,
AiAh tells 6em what ahds goindé to tells &bem. Ah
ah told oO0em. o

These 10 tips follow the preacherds met hod. An
later, when we customize and tell our directing story.

See Tip Five: Clarify, grow, and tailor our competencies.

Big Picture Three: We know how to learn effectively

As effective directors we are not only ongoing-learners. We also learn how to
learn. With any effective learning journey, like the two journeys weore
embarking on, we know how to apply these principles of effective learning:

A Start with our end goal or destination firmly in mind.
A Continue with a road map, or overview of the journey.
A Proceed from the General, the Big Picture - to the Specific, the detail.
A Move from the Known to the Unknown. That is from what we might
reasonably expect to know, to what we may or may not know.
A Regularly repeat and integratewh at wedve | earnt to date. Bu

each repeat is slightly different and enlarged. And the integration is
more profound.
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Big Picture Four: Ten action ideas give is an overview of the whole
journey

Action idea 1. We explore the whole landscape

Youdl | r épnOmenibvibes us,Tas aspiring directors i to open up to the
Big Picture directorial landscape. And not to be limited by our early brain
washing.

Action idea 2. We use an action-oriented learning road map

Soon we provide an Action-Learning Road Map to navigate us through this
larger landscape. This map contains one technique and six actionable
themes.

o The technique is the doing-learning process of think-test-act-review i
or TTAR

0 The six action themes flowing through all our 10 Tips are:

A consider the whole gene pool

A coach and get coached

>

clarify competencies i map our existing competencies, refocus them
to fit directorial needs, and gain new ones

connect with our current and new networks

communicate indirectly with decision-makers

A
A
A

© Copyright, Neville D Christie. July 2008. All rights reserved
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Action idea 3. We prepare well for the journey

The evidence is clear. We significantly increase our chances of gaining best-
fit directorships when we:

Prepare well
Use a system

Get coaching guidance

= = =4 =4

Work with and through our networks.

So here in these tips we think about these four steps. We test them. We
act on them. And we learn and keep reviewing.

il f a seat on a board is our focus,
staying there is not something that just happens. It is

critical we systematically do our homework. And that

our networks and personal brand are honed to deliver

results. o

The notion of us becoming and honing our personal brand runs through
every tip. See also Tip 10.

Action idea 4. We travel 6insiderdo and 6éout sic

The 06i nsitratlkhighway i§ veheré we are a known commodity. See
Tip Seven,

The sl ower and | onger 6éoutsidersdé highway, i's w
See Tip Eight.
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Action idea 5. We use mind maps

Each tip here is self-contained. Each has its own detail. Each has its own
structure and logic. Each tip links to other tips.

But a warning sign: DANGER AHEAD!

As we drive our insider or outsider hi ghway, i
mi ss the beauty, significance and meaning of whe

Instead, the rhythms of driving take over. Just like sometimes they do in the
board room.

The agendas of any board meeting, driven by a competent
chairperson, provide a loose inner structure to each board
meeting. Equally as we move progressively through these
tips, we find a loose step-by-step logic.

But in both cases the integrating threads get easily lost. As a
result, our learning and application easily evaporates.

We become Al | read, andrnomtadthieonbdo.ar d, Al I
tal kél!l o

Therefore, a strong recommendation. Personalize our journey and make it
meaningful and practical, by drawing our own road or mind map of this inner
structure. And then extend our map, and change it - as we go.

To do this, | suggest we use Tony Buzanédés Mind I

And that we do the same in board meetings. See: [Notel]. And Google
OMind Mapsdé for a plethora of resources.
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Action idea 6. We explore the by-ways of the two high-ways

Mind mapping also allows us to explore interesting and important by-ways.
And yet find our way back on track. Thent o i nt egr ate Wikt wedve | earn
to the main highway

A straight drive along either of our highways, can get tedious.
Far better to leave the main road, every now and then, to
explore the interesting and important by-ways also. Just as
board discussions sometimes, or often, wander!

We deviate
To model this point, we deviate now for a few moments to:

A Find out why the integrating competency is growing in importance.
See Rise of the Conceptual Age. [Note 2].

A Dig below the surface of this blog thatoés p:
[Note 3].

A Check out 7 Secrets of Big Picture Thinking. [Note 4].

A Study this paper about how we can keep a big-picture focus aswe 6 r e
overwhelmed with detail. [Note 5].

A And, yes, before we proceed we learn about mind mapping. [Note 1].
We get blank paper and coloured pens, and we start mapping. Now!
Sorry, but Little Hitler has to breath every now and then.
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Action idea 7. We think! We test! We act! We review and learn! We
start the cycle all over again!

Thinking, planning, strategizing are essential, to our twin journey. And to
every board role. Thinking, preparing, planning, strategizing i the same
process taking different forms - constitutes the first step or our think-test-act-
review technique.

Action idea 8. In addition we test and act!

In addition, we also need to Test. Act. Learn/Review. Therefore, each Tip is
actionable in itself. And each Tip moves us nearer to our two end goals.

Action idea 9. We combine big picture with detail

Many thinkers suggest ABuddha is in the detail
his patience. So, here we recommend: Attend first to the Big Picture. We

dive into the detail later. After all, ONE key competency of effective directors

is to integrate big-picture, outside-the-box thinking, with detailed analysis.

Action idea 10. We increase our chances

We reach home quicker and easier as we activate key networks i including
select on-line networks. For example, The BestFit Directors Global On-line
Network has just been initiated [July 2008]. It has a long way to go. [Note 6].
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However, it exists to:

1. enhance our chances of finding 6dbest fi

2. increase our personal value as directors

3. lift the overall performance of the board as a whole.

You are warmly invited to join: www.bestfitdirectors.com.

Action idea 11. We retrace our steps as we act in learning-testing mode

Re-read our first two tips

>

As we do, mind map them

>~

Think through what these points mean to us and add our thoughts to
the mind map

>~

A Add also what testing, trialing and acting they entail

Then move on to the next tips. Which outline the doing-learning model in
more detail. And encourage us to do our homework.

Action ideal 2 . I knoBukdmdanovagforget to mind map
these tips as we go along!
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Notes

1. Mind maps. http://www.buzanworld.com/mindmaps/

2. Rise of the Conceptual Age:

http://nevilleboardtable.squarespace.com/rise-of-the-conceptual-age/

3. Dyslexia:
http://eideneurolearningblog.blogspot.com/2006/11/big-picture-thinking-dyslexic-

ceo.html.

4. Seven secrets of big picture thinking:
http://www.leader-values.com/Content/detail.asp?ContentDetaillD=1129

5. Keeping a big picture focus:
http://www.knowledge-
communication.org/ICA%20working%20paper%20Big%20Picture%20Problem.pdf

6. BestFit Directors network. http://www.bestfitdirectors.com
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TIP THREE

START OUR OWN ONE-PERSON
BUSINESS
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Start our own one person business - where we ensure we:

>

Are well prepared

>\

Use a systematic approach

>\

Get coaching guidance

>

Work with, and through, our networks.

Everything changes

Typically, before we take up our first directorial role, we are part-time or
full-time working members of one or more organizations. There, depending
on the size of our organization, we have a reasonably wide range of
resources to call on.

As working directors we can be full-time executive directors. Part-time non-

executive directors. Part-time independent directors. Or 6 port f ol i od directors
where we have a range of directorships that give us a more-than full-time
job.

Whatever! But when we first become serious about becoming a director,

what suddenly changes is our access to resources, and the nature of the
businesmlIlweédrdi ke wedbve gone from being Ministe
members of the opposition.

For unexpectedly we 0-peesondisiaess. ed our own one
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The business wedre now in

Over night, as aspiring directors, you-l'we become the proud O6ownerséb
our own specialized and highly-customized, but poorly-resourced, personal
service Obusinessbo.

Later we gain access to more resources as we become actual directors.

Getting our first_directorship is the hardest. So we focus a number of
practical tips in Tip 9.

fLater we learn the more directorships we get, the more
directorships we are likely to get. And, paradoxically, we
best get new roles by promoting others as director s . 0

To get us started, we name ourstat-up sol o practice 6é6Best Fit Dire

BFD, for short. BFD produces and markets only one customized product -
our growing competency to direct a small, number of director-led
organizations.

Work the four key result areas

As we change and see ourselves as starting up our own one-person
business, the evidence is clear. The BEST way for us to get new
directorships is when we:

>

Get well prepared
Use a systematic process

Give, and get, coaching guidance

> > >

Work with, and through, our networks.
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These keys are vital, so we repeat them. In more detail:

1. PREPARE WELL i Do a first run through all these tips. Turn them into

mi nd maps. Add questions to the maps. Do o6fi

we can. Then approach our networks.

2. USE A SYSTEMATIC PROCESS. Use TTAL- or think-test-act-review i
in all phases of us moving towards getting directing roles, and then
performing as directors.

3. COACH AND GET EXPERT COACHING - BOTH.

This recommendation is counter-intuitive but:

A

A Weleasnaswedoi and when we <canodt do, we | earn
6teachd others.

A Research indicates sbwwooki mgréeéodgonestenn
and support each other, actually go a long way to guiding each
other. While gaining insights into their own processes at the
same time. i Weet, gs we question, and we give. 0

A See Mentor i ngo6[bdotemh nAnd Peerrmargaring.
[Note 2].

A This peer mentoring is a psychologically-s ound ¢égi ve and takebd
relationship.

A Recommending others as potential directors is actually a fruitful
path to others recommending us.

A As appropriate, we then top up our P2P mentoring with
guidance from existing directors, and expert mentors.

So our three steps are:
1. go as far as we can by ourselves first
2. form at least one peer-to-peer co-mentoring pair

3. add expert mentoring from experienced people really in the
know.

Our agenda for all three steps:

1. how to gain clarity around our competencies as a director i
rather than as a CEO, lawyer, IT specialist, social worker, or
whatever. See also Tip Five.

2. how to value, and expand, our resources, i.e our networks.

3. how to locate and explore general and specific possibilities.

4. how to refine and customizeour st ory and our O6o0offeringo
specific opportunities. See Tip Six.
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4. NETWORK. Connect with, communicate wi t h, and owor ko our
networks to clarify our competencies

Later tips deal more with our insider and outsider networks. And with us
getting and using peer and expert mentors to provide us with guidance.

By now, webdre all cl ear ; effective networ
skills we bring to our potential and actual directing roles.
Arenot we ?

Now we examine our portfolio of competencies

ifiTo serve on boards we need competence an

Thankfully, the portfolio of our competencies, skills, talents, know-how,
networks, and resources contains many items. Quite likely far more than
webre really aware of, as yet!

It takes a change in our mind set for us really to see that: Us. Our ability
to learn, change and develop. And our consciously expanded networks.
These are the three key resources we have to bring to our directing.

We repeat: Nowwe 6r e i n 0 urseaehing budiness,eoartthoee
key resources are:

1. Us i warts and all

2. Our capacity to learn, change, develop, and grow

3. Our access to the capabilities, know, contacts, talents, resources of
our current networks i and of the networks we will consciously
grow.
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A slight deviation off the highway i 11 circles

Some American tribes see our relationships form naturally into eleven
circles. In the outer circles arethe peopl e we donot yet know, and
acquaintances and friends we have yet to make.

Inthemddl e circles are our Ooutsider6 contacts.
circle relationships. And in the very middle - like the central target of an
archery board i we have those small handful of our genuine soul mates.

Il tés wuseful f or waks beimg npaderup ef ithese elewvanr n et
circles T with some of our contacts being just transactional. Others just
relational. And the remainder both relational and transactional.

Another deviation - 6 degrees of separation

Wedve heard o6Ehadree ddeaf oSReyghdyrthe hotioon . 6
is we are separated from every other individual on the planet by no more
than six links in a chain.

What it suggests is we can form a chain of personal contacts and get to
interact with ANY other person, with no mor e t han siixr 6phone <call sb
other connections.

Also six degrees of separation suggests, il f it 6s knowable to humankin
can locate any knowledge, or resource, by the same six, or fewer,
judicious e-mai | s, phone cal | Rowerfastuffi nt roductions. 0
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Soundly-based

This notion has its roots in serious sociological research. And work is well
under way to establish its validity scientifically. Social networks like
Facebook, Linkedln, and BestFit Directors base themselves on this
concept.

Therefore our Manta One to our personal contacts becomes:

il have a strong interest in becoming a prof
to medium business[or what ever Jwéwaswonddreng i ded

if you might assist me with ideas and introductions. Or suggest

someone who might be able to help. 0

Our Mantra Two is:

Al need tof ffiilnld ihro wt Gre neddeta ke ialdleda é
[details]é . | n o[dethis]e . t an ¢ou help me? Or suggest
someone who can?o

Some hard preparatory work

firhere are two types of know-how and resources: That
which we know and own. And that which we know how to
learn, or know how to find out, or access. The second type
of know-how and resourcing is far more crucial. 0
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So it takes a bit of hard work on our part i preferably working with a
mentor or two T then with other contacts:

A First, to start knowi ng, val ui ng, and owor ki
11-circle networks.

A Second, to tease out the range and value of us as the second major
resource in this portfolio of ours. See Tip Five: Clarify and grow our
competencies.

A Third, work out what we have to learn, and how we might do so.
And, then,

A Fourth, for us to assess the relevance of us, Our networks. And
our capacity to learn, adapt and grow. To specific clients. Strange
how organizations differ in what they want from our portfolio!

We target our market

Our chosen market place of director-led organizations contains potential
clients of many different sizes, shapes, functions and structures.

So i t 6 ssedoor aut portfobosof competencies, if we narrow our focus:
A Perhaps to large, medium, or small organizations.
A Perhaps to businesses or not-for-profits.
A Perhaps to community, social, educational, scientific, medical or

government bodies.

A Perhapst o é .
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We decide our geographical spread

As a one-person, poorly-resourced, though increasingly highly-networked
business, our personal time is now the limiting factor of our business. [Us
renting and bartering resources takes more time compared to us owning
them].

We know we canot spread us, and our ti me
vision? What are our most important interests? How keen are we on
regular travel? Would we relocate?

, too

Given our domestics, realistically could we truly operate, administer, and
market our business globally? Australia-wide? Or only in Melbourne,
Sydney, or Brisbane?

What about Perth? Adelaide? London, New York, Tokyo, Beijing, KL,
Singapore, Hong Kong, Paris, Rome?

So best if we use the operational spread of the board as one of our
selection criteria!
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We think through other aspects

And | etbds see. What ot he-ed agamnzations,s of the many
go to make a O6best fitdé for BFD? What industr
not? What about organizational culture T entrepreneurial, bureaucratic,

highly politicized? What else comes to mind?

We develop a general client description

Ok ay, so with these answers under our bel't
or two a general description of the categories of clients we think might best
fit usé.

We keep refining this list as we develop our business. For an example,
see best fit clients. [Note 3].

Now that we Ove gotgeneral bategoaies ofi pbtential o f
director-led organizations that might suit us, we use our networks 1 and our
mentors - to assist us:

A name and locate specific clients, and

A how to get their attention!
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Need for our services

Wedre <clear t h a tclient @ppodtnities, gand upderstanding ¢
how they O6buy6 their directors is not easy.

Wedre also clear that wor ki ihnkpthexistndh member s of ol
and future 1 is by far the best way to find out.

However, fortunately, our market research indicates some of the many
director-led organizations have a need for our style and type of directing,
and for the contribution we can make. Especially if we practice first with
some of Australiab6s 700,000 community organizati

Business tasks

Our business tasks are therefore to locate those select director roles where
we are a Obest fito. And to 6émake the sal ed. E

Firing a blunderbuss

To assist us make such sales, we could act unwisely. Do a mass mail out

to the chairman of every company board. Frontup to a director wedve
never met and baldy strut our stuff. Do a telemarketing campaign. Or use

some other blunderbuss form of communicating.

But ités us whooéll get shot, and probably bl ackt
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Using a precision rifle with telescopic sights

Far, far better if we call on our network. And together we use a precision
rifle. With telescopic sights.

This means:
A We totally avoid masal mangéting and 6col d
A We prepare well.
A We call on our networks to assist us take accurate aim, and identify

specific targets.

A We motivate our networks to educate and inform our potential
clients about us as a product.

A We use our networks to introduce us.

This also means we

1. Communicate INDIRECTLY to end decision-makers, by
communicating DIRECTLY with our networks.

2. Connect 1 in multiple ways 7 with selected parts of our networks, to
assist us.

3. Coach and get peer and expert coaching i providing and asking
for, and receiving, guidance from specific members of our networks.

4. Clarify and grow our competencies i applying the active art, skill
and practice of clarifying and building our competencies in gaining
and performing as directors.

5. Customizeourstoryand oO0of feringo.
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Suggested action

1. Create a system that:
A codifies and values our various networks
A reminds us of each individual 6s

A makes it easy for us to contact each member

0 See the contact facility in Microsoft Outlook

o Join www.LinkedIn.com

o Join www.BestFitDirectors.com

2. Getus at least one peer mentor to work with and one expert mentor.

3. Revise that changing list of our competencies i see later tips.

4. Think through how we best learn. As part of this do the learning style
inventory of David Kolb. See [Note 4].

5. Reread this Tip Three again, mind map it, and note on the map at least
five action points .

We 6 wal under way!
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Notes:

1. Ment oringbés many f or ms

http://www.nevillechristie.com/mentorings-many-forms/

2. Peer mentoring

http://www.nevillechristie.com/peer-mentoring/

3. Best fit clients

http://www.nevillechristie.com/is-your-company-like-this/

4, Davi d ingstylelindentory e ar n

http://www.changingminds.org/explanations/learning/kolb_learning.htm
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TIP FOUR

LEARN HOW WE LEARN

And use a map of think-test-act-review - to jump us through multiple learning,
thinking, testing, and acting loops.
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Dondét skip over this tip

Pleasedon 6t r un a wa ¥y wHich is anbit théoretical, twe gdmit. In it
we build an important framework for our ingoing learning:

A learning how to get new director roles

A learning how to perform really well

A learning how to build new competencies

A learning how to grow and be authentic

A learning how to build us as our own brand

A learning how to enrich our life and work through our relationships and

contacts

A learni n g a b yaunaime it!

This framework is a simple, but far from simplistic learning-doing, thinking-
testing model of think-test-act-review.

As we wuse this map, we at the same ti me, bui l
key to us being effective directors.

In short i and this is far less goobeedoo than it sounds - we work in parallel
universes. That is, we plan, test, learn and get ready for our new roles
SIMULTANEOUSLY. A great time saver!

We might want to take the time to see how important the concept of multi-
verses, or parallel universes, is becoming: [Note 1].
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Review

In our last tip we claimed as director of our own director-searching
business, our three key resources are:

1. usi warts and all
2. our capacity to learn, change, develop, and grow

3. our access to the -capabilities, know-how, contacts, talents,
resources of our current networks i and of the networks we
consciously grow.

Our capacity to learn and grow

In this tip we focus on our capacity to learn, change, develop and grow. And
on how we learn how to learn. Later tips deal with our competencies. And
with us gaining guidance from our personal contacts, or networks.

Ités a tough ask

Ités a tough ask f orAndts end wp wihtdigectarshipsr om scr at c h.
that really suit us. Especially ones where we also suit the organization - that
i s, directorships of Obest fito.

I n real i alyptwehdve to @d and learn in-between when we first
start to find new directorial roles. And when we arrive.

I n t Hoiest weiemo t here | ies a fascinating journey
inwhich,t here be dragonso.
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Winning Tatts

Now, itds true, someone wins Tatts every now ano:t
sometimes, adirector shi p éhappensd to us.

But , apart from buyi mag planning'eng kfd ground i c ket |, I 6 m
winning Tatts. Equally, Il 6m not reckoning on di
me. Or to you.

What we need is a systematic approach. And we have one in a think-test-

act-reflect model

Reflectiveness | the heart of all key competencies

An important long-term, multi-cultural and multi-discipline study by the OECD

provides our rationale for this model. It concludes that reflective thought and

action is at the heart of all human competencies. [Note 2]. Wow!!! Think on

that!

The authors go on to explain, in high-f al uti nd | anguage that this me

think. We test. We act. We reflect and learn.

As we summarize the report, we see its ties to directing:

A thinking reflexively is a complex process

A it entails reviewing, learning, integrating, and changing

fHaving applied ourselves to mastering a particular mental
technique, reflectiveness allows us to then think about this
technique, assimilate it, relate it to other aspects of our
experiences, andto change,or adapt it. 0
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A

A

it involves action

findividuals who are reflective also follow up such thought
processes with practice or action. 0

it implies thinking about thinking and learning about learning

0s also about how we construct experience

fReflective thinking is not just about how we think, but also about
how we construct experience more generally. Including our
thoughts, feelings, and social relations.

AThi s requires that as individuals we 1 ec¢
maturity that allows us to distance ourselves from social
pressures, take different perspectives, make independent
judgments and take responsibility for our a

A Andi gabout going beyond either-or, to embrace paradox
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necessarily rush to a single answer, to an either-or solution,

but rather handle tensions i between, for instance, autonomy

and solidarity, diversity and universality, and innovation and

continuity 1 by integrating seemingly contradictory or

incompatible goals as aspects of the same reality.

AThus, indi vidual s have to | earn to t hin
integrated way, taking into account the manifold

interconnections and interrelations between positions or ideas

that may appear contradictory, but that may sometimes only

superficially be so. o0
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Which all leads us to the learning-doing model, which is:

1. THINK, plan, research, prepare i and generally ready ourselves to
get a directordés rol e

2. TEST, revise, seek out i a range of possibilities that may interest us
and be a good fit

3. ACT, to communicate to our network, get leads from them, and follow-
up
4. REVIEW, reflect, learn from, and refine our progress.

This simple and flexible model gives us four phases

1. PREPARE PHASE: think-test-act-review
2. TEST PHASE: think-test-act-review
3. ACT PHASE: think-test-act-review

4. REVIEW PHASE: think-test-act-review
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How we learn

This reflective thinking model is a based on a lot of research into how we
learn, and into how we learn how to learn.

See for exampl e, D a v i Tdwhighaslclbsé to, but ecithen i ng mo d e |
same, as our think-test-act-review model. [Note 3].

Important findings from learning research include:

1. We all learn differently i but there are common styles

2. The way | learn is not necessarily the way you learn

3. Yetltend to assume the way | learn is the way you do

4. And, we-lyou tend to do the same, when wedre corm
mentors, clients, members of our network, and so on

5. In practice most of us learn ineffectively, i.e. poorly.

6. Why? Because we mainly each have a bias towards working two phases
of the model well, and two phases poorly i inhibiting our learning

For example, many modern managers think-act, act-think. But rarely
test. And even more rarely systematically review and learn. Yet
reflective thinking lies at the very heart of all competencies.

Not learning from success or failure

We put this lack of testing and reflective at down to time pressures.
But in so doing, we dramatically inhibit our innovation, and limit our
ability to learn from both success and failure. See an important
Harvard University review on the Competitive Advantages of Failing,

[Note 4].
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7. However, we significantly enhance our ability to learn and perform when
we consciously use all four phases of the learning-doing thinking-testing
cycle.

8. The beauty of this model is we can start anywhere and go anywhere.
And repeat whenever we need to.

A Act-think-test-act-think-test-review

A Review-think-test-act

A Test-test-test-think-act-review, etc.

9. Thatis, the modelis 6 i t e r iarmeamng e go over the four phases a
number of times i each time getting a bit better.

A lterative is like the snakes and ladders board game we played as
kids. Each roll of the dice takes us along the board. As we land
on a ladder we go racing up to a higher level. But when we reach
a shake we go sliding down to a far lower level.

A We progress to the end of the board through many ebbs and
flows. And it takes a surprisingly long time!

10. As we go through our progressive iterations, we also exchange key
words in each phase to more accurately reflect wha t webre doing at t hat
point.

e.g. THINK can become cogitate, reflect, meditate on, ponder
T or, plan, prepare, stimulate, research, analyze, create,
strategize, decide.
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Getting closer and closer

As we do this O6multiple iteratingd we get cl ose
directorship. Or two! | promise!

Fine, but why use a learning-acting model to get us new directorships in
the first place?

Four reasonsé

1. Learning is at the heart of reflective thinking. And reflective thinking is
at the heart of all human competencies.

2. NO-OONE gets this oO6rightd the first, second, 0 |
bit closer each time. Building in learning to every thing we do is,
therefore, k ey t o us getting it oO6righto.
3. Learning is key to our personal, directorial, and organizational survival
Arie De Geus, when head of planning for Royal Dutch/Shell
sad, AThe ability to | epeditors,maybd er t han your
the only sustainable competitive advant e

[Note 5].

In similar vein, organizational and leadership guru, Warren

Bennis,says: A Thgami zati on that doesndét promot e
learningd especially fastlearningd candét expect to compet e
successfull y|[Note5.t he future. o

4. With directing we often go where no-one has gone before. Conscious
learning 7 of new skills, new insights, new know-how - has to be
inbuilt into every step we take as directors.
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So we gain five hidden 6 b o n tips: 6

A Effective boards are learning boards.
A Effective directors are learning directors.

A Aspiring directors, become actual directors more quickly, by learning
more quicklIy. That 6s done by consciously wus
think-test-act-review.

A Actual directors, become Zestful and Careful performing directors
more quickly, by learning more quickly.

A When we use proven learning processes and get guidance, we
enhance both the quality and speed of our learning.

Which leaves us with four major variables

As we consciously use this iterative think-test-act-review model, our time,
effort, skill and interactions become the four outcome variables . And as
we get Guidance, and O6workd our networks, we ent
and improve our chances of moving us towards our twin goals. Or any goals!

Dondt: pyvapard.

So we donbt wai t to be perfect. We move NOW
thinking, planning, researching, preparing for getting new director roles, and
for performing superbly.

From here on, we work iterativelyé and practise our reflective thi.]

As we clarify and grow our competencies, customize our story, and work the
insider and outsider highways to new directorships!
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Notes:

1. Multi-verses: http://en.wikipedia.org/wiki/Multiverse

2. OECD study: The definition and selection of key competencies
http://www.oecd.org/dataoecd/47/61/35070367.pdf

3. Kolb learning model:
www.businessballs.com/kolblearningstyles.htm

4. Competitive advantages of failing:

http://discussionleader.hbsp.com/hbreditors/2008/06/the competitive _advantage of
f.html

5. ArieDeGeusand Warren Bemmind ,ngf raommd ,codnpeti ti ve advant age

http://documents.crinet.com/CRI-Corporate/Sales-Training/learning.pdf
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TIP FIVE

CLARIFY, GROW, AND TAILOR
OUR COMPETENCIES
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| sit at the centre of the cosmos

Anthropologists have a favourite word. fEthnocentricd It has two core
meanings.

First, it defines the belief that our own nation, culture, or group is intrinsically
superior to all others. Second, it refers to our tendency to view the world
from the perspective of our own culture. We see our language, customs,
history, norms, behaviour and religion as at the centre of the cosmos.

And, of course, psychologists use a parallel term i ego-centric. First, to
descri be a 6sel fishoé attitude or i nterest confinec
where we view our mind, needs, or self, as at the centre of everything.

These two terms lie at the heart of abig 18-poi secbet 6 hdihout us
getting new directorships and performing really well,

That secret is we enhance our competencies, our chances of gaining
directorships, and our abilities to perform as a director and human being,
when we consciously move away from an ethnocentric and egocentric view.
To embr ace éisVphasu8. Th

First, a reminder: six themes run through these ten tips:

1. Consider the whole gene pool
2. Coach and get coached

3. Clarify our competencies i map our existing competencies, refocus
them to fit directorial needs, and gain new ones

4. Connect with our current and new networks

5. Communicate indirectly with decision-makers

6. Customize our story i generally and specifically.
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This Tip 5 focuses on theme three - competencies

But stop to consider! What dowe meanbyficl| ari f ying, growing, and t e
ourdi rectorial competencies?o

Hereds one egoc dghreanst getrclea pbout ehat are my

personal competencies. | make those 6ol dd competencies bigge
better. And | add new, extra, ones | do not have as yet. The context is not

ALL my portfolio of tal emnmelegantto mOgainmg t hose O6tail o
new directorships and performing well as a director.0

What s mi ssing from that answer ?

Actually the 100% answer contains all the elements just listed. And then
s 0ome. Itherd some6 kthat coftains a vital, and profound 18-point
06secreto.

Grasp the secret

When we grasp The Secret, consciously and conscientiously apply it, and
communicate it, then we significantly enhance:

A our portfolio of competencies
A our chances of gaining directorships, and
A our abilities to perform as a director, and human being.

A huge statement

That 6s a huge statement! To enhance the dr ama,
minute or two. As we define what we mean by competencies.

What are competencies?

i @mpetencies include skills but are also more comprehensive
and elusive than skills. 0

Competencies are those talents, skills, abilities, know-how, psycho-social
resources, and personality traits in combination that enable us to perform in
a wide variety of situations.

Our competencies are both general i relating to a wide range of behaviours
we manifest as directors, and as human beings. And specific T relating to a
specific organization, or a given context.
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Not immutable

Generally, our competencies change over time. And,
importantly, they change as we shift between organizations,
domains, and contexts. fiChange contexts, change
organizations, and our competencies change. 0

Core directorial competencies

ARnCompetencies are | ess wtha we
mani fest. o

Directorial competencies are organization-centric, They include identifiable -
and sometimes measurable - talents, skills, abilities, psycho-social resources,
and personality traits that successful directors manifest. Manifest compared
to the defined needs and criteria established, or implied, by a specific
organization.

They are the 0r eignmgdandlesd 6f hawenbllaov how badly
individual directors manifest them.

From the perspective of any one organization, directorial competencies
perform two crucial functions:

we Ohaveo.

1. They uniquely definethats peci fi ¢ organi zationdés values and

as expressed through its directors.
2. They form the cornerstone for selecting, inducting, appraising, developing
and replacing directors.

Core organizational competencies

Organizational core competencies are of special interest to directors. They
encapsulate the areas of expertise an organization does best, and that
distinguish it from its competitors.

iOnce the core ¢ ompmigatioa]rare cleifed, [ of an or ga
the Board can <change the executivesd mi

themselves as handling a portfolio of resources 1 knowledge,
attitudes, and skills [etc], - rather than just a collection of
busi nes s suggests tbeard odirector and author, Bob

Garratt. [Note 1].
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Now to the Secret that we seeded earlier when we indicated:
filn our director-searching business, our three key resources are:

1. usi warts and all
2. our capacity to learn, change, develop, and grow

3. our access to the capabilities, know, contacts, talents, resources
of our current networks i and of the networks we will consciously
grow. 0

The Secret has 18 elements

1. First, we stop, egocentrically, seeing Afour O
those we fAowno.

2. Our competencies include those we can buy, rent, access, barter,
annex, access, borrow, manifesti n many ways é.

3. So part of our portfolio of competencies is our proven ability to
access and use these non-owned resources.

4. Second, as part of a board, we are a collegiality that covers the whole
waterfront of competencies.

5. We donot need t o knewrythiagnd do, and | earn,

6. So, part of our portfolio is our ability to read others, assess and
access their competencies, and take them into account as we act
dynamically as a board.

7. Third, our competencies are dynamic, contextual subjective, and
interactive T not static, universal, objective, and structural.

8. All the components of effective teams, and dynamic groups, are
regularly on show when we meet and interact as directors And in fact
when boards mal function tattibnelgrouppi cally becau
dynamics, not shortages of technical, functional and business skills.

9. So, we possess, and can acquire, a wide raft of organizational and
group dynamic capabilities. These include leading, dialoguing,
listening actively, questioning, probing, facilitating, holding group
anger/anxiety, insighting, intervening, summarizing, overcoming group

t hink, cal mi ng aggression in ot her s, heari n
not being said, finding the gaps, managing complex egos, dealing
with power, managing coibéel[Noteb]. fruitfully, ba
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10.
11.

12.

13.
14.

15.

16.
17.

18.
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Board a group process

i A il dsa group process, so interpersonal aspects are also

very i mpays LyannAndedson of Search firm Russell
Reynolds.
AiYet this is behaviour we really only see
and it is very hard to assess this skildl
Fourth, our competencies are both actual and potential.
As humans we are born unfinished. And we spend our whole lifetime
completing the job.
So, our portfolio of competencies include s
creating, frontiering, innovating, synthesizing, growing, changing,
transforming, transcending, intuiting, integrating, questioning, going
where no one has gone before, structuring, €

Fifth, webve stressed t-pesson baskwessesnourer s o f one
resources and capabilities include those of our 11 circles of networks.
A key competency is how we access, manage, (

evolving networks to a huge variety of situations.

So, our portfolio of competencies includes the wide range of abilities
we mani fest around O6wor keicongpétenmes r net wor ks.
manifested by those networks.

il As directors we are thought |l eader s
managers. o0

Sixth, with the 6 degrees of separation i see Tip 31 the whole world
is our oyster.

Conceptually all of the knowings, skills, talents, resources of
humankind are potentially available to us

So, again how we grasp this potential and make it actual becomes a
core competency. Or not.

AThis one thinddg i tkoshamankiodwianl | e
accessiti given6key contacts. 0
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Some portfolio

Wow! That 6s S 0ome portfolio ofersocmicrpet enci es for
business! But, of course, we knew this 18-part Secret before. Or did we!

In either case, as we work through The 18-poi nt Secret agai n, we see
revolutionary!

So what categories of relevant competencies do we, as aspiring
directors, bring to selected board tables?

1. Those we personally have that match a specif
2. Those we have yet to acquire.

3. Those that sit at the board table, disguised as other directors.

4. Those that are available within our client organization.
5

Those dynamic ones that sit in the 6in bet w
and that cohere us, via creative tension, into a fruitful team.

6. Those around our ability to change, develop, and grow.
7. Those o6nbgedl othogiour c uramdeonTHEIR retwovks.r k s
And to THEI R networks. Ande.
8 Those related to our ability to fruitfully 06"

9. Those related to networks we have as yet to mine, and

10. Those involved in the ways we go about mining them.

Unique opportunities, unique contributions

ifiAs Directors we are offered unigue opportu
contributions quite different to those we made as an artist, or CEO, or
manager, or professional accountant, solicitor or advisor.

Especialy as we customize and personalize, our unique
contributions to a changing and growing organization. Or more likely,
to multiple organizations! o

Now our life-long task is to live, work, and communicate The Secret! As
we codify, grow, and customize our portfolio of competences.
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Guidance needed

We need mentors and others to guide us with this evolving and fascinating

task. So 6Mapping our Competenciesd has becom
just-established BestFit Directors Global Network T see

www.bestfitdirectors.com.

Getcha going

That project may take several months. So here and now we provide a few
more ideas to get us going:

1. Exceptional boards

Kiel and Nicholson [Note 3] describe a high performing board as having:

leaders

visionaries or strategic thinkers

practical people

analytical people

communicators who can deal with stakeholder groups.

T 3> 3> > 3>

Which of these competencies do we manifest?

2. Common directorial competencies

Lynn Anderson, of search firm Russell Reynolds suggests five skills are
critical for every director. In their board recruitment assignments they select
for them. Therefore, in any interview with Russell Reynolds we wisely make
sure we cover off on all five!

debating and decision making skills
critical thinking

A
A
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A the ability to ask both the right, and difficult, questions
A asixth sense of the agenda behind information
A interpersonal skills.

The third-time question. Often when probing executives at a
board meeting, the first twice we ask the same question we
get a half-hearted, or inadequate response. When we
judiciously ask the same question the third time, we often
yield surprising results!

3. Special competencies of female directors

We Or e opening a ceeat eButt Chastogher iJ.sGarke, h
president and CEO of Boyden Global Executive Search argues that women
bring a number of particular strengths to a board. Above and beyond those
brought by men.

I'n his article, fiThe XX Fact Make Better t he Boar dr ool
Directors, o Clarke lists these seven speci al qu
boardroom:

superior evaluation of people

> >

managing ego

>~

calming aggression in others
team maintenance skills

communication skills

> > >

a female perspective on products, services and the marketplace

A
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4. Our own unique list of competencies

Our personal list of competencies will blend:

A functional competencies in the core areas of all businesses and
organizations T management, finance and accounting, legal, supply,
di stribution, sales & marketing, i nnovation

A process competencies i strategizing, planning, organizing, analyzing,
sensing, creating, evaluating, deciding, coni

A critical competenciesi i ncl udi ng those from Lynn Ander son

A our uncommon competencies T environmental sustainability,
entrepreneuring, competencies drawn from Chr
etc..

A elements from the The Secret.

See also: the AICD list of key director competencies. [Note 4]
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5. What all this meanstousi sWeifind way&d to | earno
A what our current competencies and our The Secret competencies are
A what are the broad range of essential director competencies
A what the range of competencies required in different director roles are
A how we rate
A whatés missing
A what we do about filling in our gaps.

6. Get a mentor or coach

To gain personal clarity about precisely how, where, and why we can add
value as a director, we work, if necessary, with a mentor or coach.

A are our skills sets strategic, analytical, administrative, managerial,
operational, what?

A would we seek mainly to add our expertise as an accountant, lawyer,
engineer, human resources?

A what broad generalist skills do we have which cover most aspects of
any business or organization

A where do we have a unique ability to add value?
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7. Next

Then, given our growing awareness of what sorts of organizations best suit
us, and we them,

A we reformulate our story

A revamp our CV

A customize both to each specific directorial opportunity.

Which point segues us

rat her we l | into Ti
story.

p Si x:
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Notes

1. BobGarratt , 6 The f i sh ritheaisisfinroorboardrboens: h e a d
developing the crucial skills of the competent
2003.

2. OECDreport. 6 The Definition and selection of key com
http://www.oecd.org/dataoecd/47/61/35070367.pdf

3. Kiel, G and Nicholson, G (2003) Boards that work: a new guide for
directors, Sydney, McGraw-Hill.

4. AICD list of key competencies

http://www.companydirectors.com.au/Policy/FAQs/Selection+Appointment+A
nd+Remuneration/Key+competencies.htm

5. Group dynamics. Mar got Céaagudets, fABoar dr ooms
boarddynami cs, 6 Al CD.
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CUSTOMI ZE OUR ONEWO ST
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Is all that work really necessary?

ThisTipisaWow, thatodés a | ot of woPdip. Bus that all re;
we can relax! It entails more thinking than grunt work. And no one expects

us to do it all straight away - or in one sitting. Working on this tip might even

take a life time!

At the end we gain a sense of the high potential pay-off that makes the hard
thinking more than worthwhile.

No regrets as Downer quits

Underthis ambi guous heading, 6The Australian, dé of 1
t houghts of Auseivingddreiga misistel, Alexandes Downing,
as he quits politics and takes up a new post as UN special envoy for Cyprus.

Cyprus, now t hapfoeadpslitician. OrDirectorh | I e

Downer warns that the Liberal Party has lost the ability to sell its core
message/story on individual freedom. It needs
narratived to compete with Labor, o he suggest s.

i Wh a't t hey n ek ttiey have ndt wery welhso far, is develop a
better narrative.  Both a negative narrative about the Rudd Labor
Government. And a positive narrative about the Liberal party. They need to
build policies around that nahaveastorweé The Li ber
to tell at the moment. Just a bunch of ad hoc ¢
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Comments apply to us
Downer 6s comments apply equally to us as aspirir

A In our previous roles i as managers, ceos, executives, IT specialists,
lawyers, accountants, entrepreneurs, or whatever - we 6 ve been in
power, weobve had influence, and weldOve perfor|

A That past story of ours is still partly relevant to us getting a new role
as an Executive Director, Non-Executive Director, or Portfolio
Director. Maybe even in Cyprus!

A After all, our managing, executing, ceo-ing, lawyer-ing, advising, 1T-
ing, or whatever-ing have all prepared us for directing.

Directing is not managing or executing

But directing is different from all our past roles. And our personal world
changes once we focus on being a director. We suddenly move into our one-

person business. And | i ke the Libs, wedre no | or
Buzzing
Equally, after working our way carefully througt

buzzing 7 with a much bigger view of the competencies, resources, and
possibilities we bring to the board table or committee meeting.

A Therefore, our current CcCvV, and our 6story, 0
od-hat, yes. But still old hat. With a foct

A Simply regurgitating our curriculum vitae, reciting our past
achievements, tossing out a bunch of ad hoc comments, is plainly not
adequate.

Reshaping our story

Rather, from the elements of our past story, and our CV, we now shape a
different story with at least some of these elements.

A A story that starts with the needs, interests, competencies, challenges
of the potential <clients wedve selected.

A A story oriented around the organizations where we most add value.
And about how we make a difference.
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A A story that starts from the future i of us as a highly competent,
performing-conforming director - and walks back.

A Astoryofourone-per son 6Best Fit Directord business
a larger organization in a fruitful way.

A A carefully scripted story about our eleven Ocircles of Compe
and of us changing, growing, evolving, learning.

A A story about directing. Not one of managing, executing, or
whatever-ing.

A A story that answers three questions:

1. Why should we be elected or re-elected as a director?
2. What specific and unique contributions do we, or can we, make?
3. What 6s the evidence?

Before those points overwhelm usé

We remember, as people, we and our never-ending story, are works in

process. Like JR Rowling who designed and wrote the fabulous Harry

Potter series over 17 vy eiaterdively wwdtine. evol ving our
As we learn. Get guidance. Develop. Think-test-act-review. Change. Even

transform!

I n fact, when we think about it creating our r
dond do this in one, or two, or three sittings.

Just one chapter

The story wedre working on for our new director
Or better, a draft of a chapter. But even drafts take lots of think-test-act-
review reflective thinking, and reworking.

Our ongoing task is to draft parts of our evolving story. Discuss the drafts
with mentors and key contacts. Put the drafts out into the market place. Act.
Grow. Learn. Then revise them.

© Copyright, Neville D Christie. July 2008. All rights reserved




REACHING THE TOP OF THE LADDER 2008

Start with our goals

There are some complex motivat i on s behind why weodr e i nter ec
directorships. A great starting point for our story is to sort them out. For

example, the highly useful community register site suggests these as

possible motivations of why we might join a not-for-profit board. [Note 1].

1 Do we want an intimate, hands-on role or a more bird's eye, hands-off
role?

1 Do we want to expand our existing skills or develop new skills that
could help in our career?

1 Do we want to add another facet to existing interests, or develop new

areas of interest?

Do we want to learn more about a particular issue?

Do we want to fix a problem or shake things up?

Do we want to make connections and expand our networks?

Do we want to meet new people and expand our social life?

Do we want to make a difference to the lives of people less fortunate?

Do we want to give our self more to do or keep our self busy?

=A =4 =4 4 4 -4

Use the AICD registrations as examples to improve

I f eveé@dlready a member of the AI CD Director re(
countless examples we can build on, and improve.

I f webre not yet, as we start the joining up pr
of the questions straight jackets our answers. Same with everyone.

But we can | ook at some of these other entries
learnt more, redo our initial, getting-us-started entry.
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Reviewed Tip One

Hopefully, by now wedve revi ewed and wor ked t
ourselves. With our mentor. With some of our network.

Therefore, we now have ideas about the sorts of organizations, types of
industries, scope and size of organizations that would best suit us. And us
them:

A do we prefer a not-for-profit, a business, a government body, a
professional association?

A are we happier with lo-tech, no-tech, or hi-tech organizations?

A would we jell with a start-up, an organization undergoing major
change, one in decline, or growing fast?

A oOr?

First draft commitment

Okay? Then itds t i msedrafveommaitment aboutitreset ed a f i
potential clients. So we can start framing up our story i with input from select

members of our networks, And with the specific guidance of one or more
mentor-coaches,.

Client-focused framing

We begin by framing our personal story around our clients as much as
around us

A What are some of the key elements of our broad social-political-
cultural-economic-technological environment that impact on the
futures of the sorts of organizations weodre

A What needs/demands are apparent? What threats? What
opportunities? What possibilities? What trends and directions? What
issues?

A What are the typical and specific mission goals of some of our
potential clients? [These are available often on the net. Or from a
direct phone call to the Organizational or Company Secretary].

© Copyright, Neville D Christie. July 2008. All rights reserved




REACHING THE TOP OF THE LADDER 2008

A In the light of these goals, what directorial role might we play in

moving our Ochosend organizations towards
A What are the every day activities and functions that these
organizations must attend to - to maintain and improve their
performance?
Highlighting the differences that make a difference
A What key differences can we make to the future of one or more of the
groups of organizations wedre c-onsidering
generally, specifically?
A What of our past provides evidence we can perform well in our
anticipated future role as a director?
A What of our past is not relevant and is best left out?
A What changes do we need to add?
Next
Then, given our growing awareness of what sorts of organizations best suit
us, and we them,
A we reformulate our story
A revamp our CV
A customize both to each specific directorial opportunity.
Three versions
And we redo our story and CV in three versions. A written version. An
briefer oral version i our elevator pitch. And a web version. Each with
different formats.
Okay, so time for another iterative round of hard thinking!
1. What do directors of 6éourd organizations

one. Good idea to do some Googling on this.
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2. Given our current environment what else might these directors do?

For example, care and action for our total environment is now
a strong imperative for all organizations - and households, and
individuals.

Yet few organizations have departments or executives taking
on that responsibility. And even fewer boards have directors
charged with that enormous responsibility.

However the issues and costs of climate warming, carbon
footprints, pollution, energy, water, food, migrations of people,
transport, packaging, recycling, new technology, reinvestment,
disinvestment, risk management, transition are starting to
impact significantly on the viability, roles, strategies and
directions of every organization.

3. What competencies do these two questionsi mply for déall 6 directors?
least for a balanced board, as a whole?

Marshalling evidence

As we think, test, act, review, we 0 al® growing clearer about the relevant
competencies we have, or we can acquire through our networks. So, what
evidence can we marshal we have these competencies? Here, of course,
our past, and immediate present, are highly relevant.

Mapping and Bridging the gaps

As directors we perpetually inhabit a learning universe.
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Therefore,

how well do we match the overall board competency set?

where do we fall down?

> > >

in what ways, using the rest of the board, and our networks, might we
cover these gaps?

Hereds a vital inputé

I'n the | ight of wha't wedre teaching oursel ves
networking, story-telling, and the gaps in our track record, we can choose to

think-test-act-learn differently right NOW 1 before we get that next, or first

directorial role..

Fill in the gaps rather than just waiting

By acting now, against the brmmcweganéllund of what w
in some of our experience and competency gaps. In so doing, we enhance

the evidence of our ability to perform as a director. And we create an

enhanced story.

This is not faking it till we make it. But making it as we make it.

Weseet hat parts of our story are incomplete. We
role. So, instead or merely waiting, rather in a focused way, we complete a

few of the incomplete bits i assuming by now we know what the missing bits

are!
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This is an important, vital, subt I e t i p. ltés worth thinking ab
about with our mentor. And acting on.

So we repeat it:

filn t he l i ght of what weobr e teaching 0
competencies, networking, story-telling, and the gaps in our

track record, we can choose to think-test-act-learn differently

right NOW.

And by acting now we enhance the evidence. And create a
better story.

Going for the jugular
Now we 0r eeady®dd aireurgft

A As a potential director what do we stand for? What do we believe in?
Val ue? What 6s our <c¢credo?

A ln what way are we an oOunusualé director? F
us, differentiate us, from other directors?

For example, are we directors who:

9 areintuitive, and in touch with our gut-ometers?

1 are concerned with exploring alternative futures?
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are as much opportunity-oriented as problem-oriented?
embrace care for the environment?

display strong dollops of emotional intelligence?

evidence an interest in the wider community of stakeholders?
want to add a philanthropic aspect to our business involvement?
are creative artists or who see business as an art?

embrace the global village and are internet savvy?

=A = =4 =4 =4 =4 =4 -4

bel ong to one our S 0 ¢ iratherythars themi nor ity grou
broad white Anglo-Saxon male cohort which has dominated our
traditional large company board rooms?

What are our special competencies, our unique potential to add value?

A Specifically, what are 3-5-7 key elements we can add to a specific
board?

A Intelling our story, what might we choose to highlight?

A And what to downplay, or admit as a non-competence?

Not a bad outline for our story. Though wow!
work!  But do you know something?

Our preparing process mirrors directorial processes

As we go back over this whole tip, and mind map it. And as we select out
each question asked, and change the wording slightly, we find outlines of
many a board agenda 1 in relation to our organization. We have created
many of the implicit and explicit agenda questions directors worry about, and
through.
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So, as aspiring directors and diréaovieher sé of our
business, we 6 r e a smalltversiog, ofahe largdy entity \ge are
soon to direct. A rather good effort!

Notes

1. Motivations for not-for-profits

http://www.ourcommunity.com.au/boards/boards article.jsp?articleld=1318
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TIP SEVEN

TRAVEL THE | NSI DEROS HI C
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Travel the Insiders Highway

The quickest way to gain a new directorship is as an insider, consciously
working the insider track. As insiders, we are appointed because there is a
need. And we ar e a aodrnmditwn and acceptabl e

We might not be a OGableastta foigohddl a Beaid u amee afriet 6
because:

>~

we work, or have worked, for that organization, in some capacity, full-
time or part-time

A our skills, personality and style are seen as appropriate

A we have formed a special relationship with key decision-makers, and

A webdbve bui | fbrownfe pointsaiouegshre our appointment.
As the right person, in theeaneddutnewpl ace, at t he
rol e. Ah yes. But all thi ssasdewibndt occur by
see.

Two highways to the boardroom

Think about itt We gain new directorships because we travel two highways.
First, t h e -tréack mghway &sra &rfowrf camsmodity. Second, the
sl ower and | onger Oo0out s iydtdorbe-bnown. ghway, where we

Different rules

Each highways has its own road rules for us to learn and apply.
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Insider route first

As learner drivers, in this Tip we drive the Known 6 i n s roudeefirstd Then
theUnknownéout si dieinT@p8r out e

Seven feeder roads

Put us i n a room, and weol | t hthatlkadof mor e t han
onto the two highways. Butwe focusonj ust seven O0feeder so:

Two feeders for the insider highway

1. as a member d fdrivinghaesolidd faamthiy [y 6 -dnvent r o |
sedan

2. as an entrepreneur - driving an innovative hybrid.

Five feeders for the outsider highway i see Tip 8

3. centres of influence
4. recruitersi both on and offline
5. online social networks

6. select members of our personal contacts

7. contacts known to our contacts.
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For all routes, we ask the same seven questions.

1. Are we swimming in an appropriate pool?

2. To what extent are we a best fit?

3. Who will make the appointment?

4. Who influences the appointment and how do we get noticed?
5. What are the implicit and explicit rules?

6. How do we increase the level of comfort?

7. How do we get the role?

HIGHWAYONE-THE | NSI DER OFAMI LY®

fBeing elected to a corporate board of direc
know the right people. It's all about the Old Boys' Network and, to
some extent in recent years, the Old Girls' Network.

fCertainly, a woman needs to be competent, respected and have the
necessary skills, just as a man does. But without the right connections
she will never be considered,0asserts Tucker Hart Adams, president
of the Adams Group. [Note 1].
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1. Are we swimming in an appropriate pool?

Think: Mostéi nsi d e r drefrom theeknotvropod of:

A family and relatives

A friends

A CEOs and other line executives

A advisors, consultants, mentors, coaches

A Dbrokers, lawyers, accountants, engineers

A investment banker, trust fund managers

A investors or shareholders in the company

A members of the organization

A strategic partners Tincluding key suppliers, distributors, and

customers

i T h eane a number of paths to the boardroom, but one of the
common ones is through consulting for an organization,
i as s ér Niski Crauford, NZ CEO of the Institute of
Directors. [Note 2].

Another reminder of the ASX Top 100 gene pool

Research conducted in 2006 by Australian Council of Superannuation
Investors found the stranglehold on directorships of the ASX 100 companies
is tightening.

In 2005, almost 2/3rds T or 61% - of newly appointed non-executive directors
of ASX 100 companies, came from the boardroom of another top 100
company. That represents a significant jump on the 27% of 2004. These
0 i n s apdontménts occurred at a time of considerable change of board
membership of the top 100 companies - almost double the turnover rate of
the year before.
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Belonging to the club

Phil Spathis, the executive director of ACSI, said that while appointments
from within might show boards were trying to stock up on experienced and
talented directors, it could also indicate they were looking only within the club.

"I am still not convinced companies are looking hard enough beyond
that shrinking gene pool,” Mr Spathis said. "You can find people with
skills across a range of sectors, and people with the right values from
both within the gene pool and outside the gene pool also.”

The research shows women continue to be under-represented in boardrooms
of Australia's biggest companies, underscoring the lack of diversity in the top
directors' club. But the study also shows that once a woman has broken
through the glass ceiling, she is much more in demand. And typically she
holds many multiple seats. [Note 3].

Homogeneity breeds i boards elect themselves

ATo t he extent t hat homogeneity breeds
homogeneity contributes to executive homogeneity because directors
control the appointment of executiofficers.

Ailn addition, director homogeneity perpet

fiFirst, the corporate executives appointed by the board make up the
pool of the firmbés inside director candi
outside directorships for other corpations.

iSecond, and mor e directly, i ncumbent d
sSuccessors

fi h most situations, shareholders in public corporations do not in
any realistic sense elect boardsRather, boards elect
themselves, 0 wargareeM. Blair & Lynn A. Stout, in their,

A Team Production Theory of Corporate Law, 1999.
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Test the highway: We list, say, ten such organizations we have worked
for, and/or where we have a relationship - where we are family, closely-
related, a friend, a line executive, an advisor, an investor, a member, a
strategic partner:

10

Plan to act

Okay, for each of these 10, where we are a known commodity

1. how acute is their need for a new director?

2. what are their triggers?

3. who do we know whaseiight o&éput our c
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Triggers for setting up brand new boards include:

takeovers and mergers

IPOs

rapid growth

management buy-outs

management buy-ins

investment of new equity

restructuring

change in majority ownership

change in generational ownership and/or leadership

DD D B D D D >

Triggersf or new directors being added to 60l dd boar

A rotation o f directors as outliimybel3cf the 6consti:ct
directors at each Annual General Meeting.

A end of statutory service period i often 9 years with government
appointments

retiring age defined in the constitution i now often 75

performance issues

> > >

internal conflict

>~

change and transition

>

economic and business cycles
New directors for new cycles

il 6ve spent a | ot of the author afi t h Ri chard I
finside the Boardrooma He argues that boards need to
reconfigure according to the stage of business i the same

people shoul dnot necessarily be staying
through cycles of boom and bust, competitiveness and
deregul ation, and challengeom | i ke moving

periods are often the times when boards are more open to
women [and other non-traditional directors]. &Wendy Simpson
chair of Westray Engineering and director of Allomak. [Note 4]
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2. To what extent are we a best fit?

Since we are insiders, the key decision-makers within the organization
already have their perceptions of our strengths and weaknesses. And some
idea of our suitability.

However:

A These perceived qualities may or may not approximate what we feel
we bring to the table.

A They may or may not approximate what we do bring

A What we bring, may not translate well. i Mary i s a great accountant
strong contributor, and we |ike her a |lot, k
totally suitable director for this board?59

A Our Osuitabil it gtdrsomside oun knowingideeg. oarf f a
relationships with the founderds spouse, our

t hem, whether or not wedre prone to swearing

Good enough fit, not best fit

What we have working for us, as an insider, is research findings into

6satisficing behaviour 6 wimekerb reactm di cat es when
6satisfactoryd outcome, tfhietyd sotuotpc osmear ¢ hA ngo ofdor
enough appointment may well be okay. So our appointment might not very

overly competitive! Which is not to suggest we may not be a best-fit as well!

Performance doesndét guarantee appointment

What we may be working against us, is the old chestnut that, i | f I wor k hard
andwel,l will surely get appointed as a director. o
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In reality high performers are often overlooked for new roles and are left to
perform where they are. While far less worthy performers are appointed
instead.

There are many reasons for this. Just three are:

1. If we are a head-down-bum-up person, and do nothing else, we leave the
i mpression thatodés the role we are

2. The transferring of learning from one situation to another often has to be
facilitated. We know people in one context. We meet them in another
and we donét recognize them at al

Transferring our performanceé

Similarly, weodr e k nown as an exc
transferring that insight about u
occur automatically.

We, or far better, a primed personal contact of ours, need to facilitate that

best sui ted

el l ent perfor
s into a diff

transfer. A Not o nAngelogafer well in this, buth e 6 | | perform well

as a director becauseéo

3. Psychol ogists talk about 6end
we set determine the ways and means we employ to get there. No
surprise in that!

A If our end goal is overt performance. And promotion is only an implied
or consequential goal. Then our behaviour and the communication

goal behavi o

signals we send out convey, f | really want to do this, n

director. o
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A By contrast when our end goal is also explicitly a clear focus on

getting

a directorship, in many subtle and overt ways our behaviour

manifests this. And provided our communication around this goal is
not overtly gross, we enhance our chances.

I once was director of a think tank where one member
attended every working session late and made sure he was
noticed by the whole meeting.

Conspicuously and unnaturally in front of him, he always
carried a large folder which screamed the name of his
research business. This was the equivalent of wearing a
sandwich board into a board
a di r eJost atmy kit unsubtle! And absolutely counter-
productive. Not to be recommended.

What this means to us as insiders

1. We set our desire to gain an insider directorship as a clear, explicit
up-front end goal, and we write it down.

2.

A Dbi

room

that vyel

t corny this quot e, Wrtewotireridgoald el i ver s t he
down. Written goals have a way of transforming wishes into wants.
Cant's into cans. Dreams into plans. And plans into reality. Don't just
think it - ink it o

We make the end goal as specific as possible. il nexant my
directorships to be in a fast-growing, medium-sized digital media or
entertainment company with sales under $100 million, which operates

globally, but where the head officeisAustr al i ads

Sure we need connections, competencies, a customized story and
consummate performance. But, equally, we also need to explicitly

commu

nicate our desire to gain director roles to select personal

contacts.
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4. In so doing, we make constant judgments about when and where we
communicate our director interest directly to the decision-makers.
But in the main we go indirectly T through our network of personal
contacts. See, however, Tip 9, Get our first board role.

Review: staged progression

Sometimes, wed r e b e s tatwd @ thigd seep 6 i n s pratess td move
us into the board room, over several years.

For example, one of the most fruitful ways | have gained directorships
over the last 34 years is:

A First, to mentor the owner-founder of the business

A Second. To chair or be a member of an advisory board of internal
executives and external advisors.

A Third, form, or join, the corporate board.
3. Who will make the appointment?

That 6s quastiok Bryus to research, and to work with our mentor and
network, to find the answer.
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4. Who will influence the appointment and how will we get noticed?

And how might | best communicate my interest and my tailored story and
capability to these influencers 1 using my network of personal contacts?

When Naseema Sparks resigned as MD of M&C Saatchi, one of the
top 10 advertising agencies in Australia, to focus on her board roles,
she declared:

"Networking is part of the gig. Women are typically good at networking
among themselves, but they also need to network with men as they
are often the ones making decisions about board appointments.

"There are issues around boards selecting directors in that a number
of people are put forward and the selection is influenced as to
whet her they're.in 6the network'

firhe point is that women [and men] need to improve the quality of
their networks so that they are known."
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5. What are the implicit and explicit rules?

With all elites there are rules and processes to bring 6 de sG riaml e And
keep undesirables out. We need to know and work the rules and procedures
of 6in and outé groups

Grouchobds not for us

Not for us the Groucho Marx maxim: f | don't want to belong to any
wi || accept me as a member . 0

In the past, membership of most Boards was strictly limited to those who

were already members of a specific elite group. This is gradually changing

due to membership, community and legislative pressures. However, the

male, white Anglo-Saxon cohort still dominates the bulk of all corporate

boardrooms, at leastt And their need for 6l i keod di rectors
recruitment and selection process.

Not using selection criteria

For example, a limited survey of 60 chairs and Company Secretaries
revealed that rather than using selection criteria, the main process for
identifying prospective board members is referral by existing
directors (78%) or the chief executive (57%).

Compatibility with existing 'board culture' was key in selecting names
to put forward to shareholders. [Note 5].
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6. How do we increase the level of comfort?
ifiPeople are invited on to boards, and tF
inviting have to anticipate a level of comfort with the way the
boar d f upeayst WaemdysSjmpson.. fiThey use past
experience as a predictor of future behaviour i and men feel
they know men better. o
7. How do we ensure we get the role?

See other tips

Summary

1. Organi zations whe& eorwewhnaree 0wWensd alrerlsecome 6i ns
are a great place to start in our search for new director roles.

2. We still need a O6newb T swvhichmgkesfcediblet hi s organi za
the new contribution we can make in a new role., and the competencies
we bring.

3. We need to customize that story for each organization.

4. And despite our i nsi diinthesmamt toensureve dor e still b
our case gets put by others.

AN ALTERNATIVE: THE PROACTIVE ENTREPRENEURIAL FEEDER
LINE

iSome peopl e ma k e, somé iwatchsthindsa p p e n
happen, while others wonder what has happ
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As we carefully work through these tips, we:

A get our objectives and motivations clear and explicit

A work out in clear det ai | whiaandnetor t s of direc

like
A get our dream team network in place to assist us

A work out our story and how to customize it.

Now what? Reactive and active? Or proactive?

The main mind set of becoming a director is reactive - we join an organization
set up by someone else. And we respond actively to their need.

Another route is the pro-active mind set i setting up an organization, alone or
with others T where we become a director rather than CEO or manager.
Either an executive or non-executive director. And either full or part-time.

We and our Dream Team have five ways to go:

1. Start a new business or not-for-profit from scratch

2. Buy, or takeover, an existing business or organization

3. Set up a joint venture with an existing business or organization
4. Merger a number of businesses or organizations together

5. Take existing businesses and inject significant new elements

We can build onthisf act é
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The years immediately following War 11, saw a boom in
babies in many western countries from 1946 to the early
1960s. Many of these baby boomers established business.
Many are now aged 60 or over i and considering retiring.

So of the 837,000 actively trading businesses in Australia,
22%, or an astonishing 184,000 will be sold, handed down or
over, or closed down over the next 5 years

Proactively, what new directing opportunities can we
create from some of these 184,0007?

Where does this lead?

As we see in Tip 9, getting our first board role is the hardest.  Starting
entrepreneurially is one way to overcome this. And we can build into other
board roles from there.

But also interestingly this proactive route to getting other directorships means

we engage in the process of finding and O0promot
sweat equity directors. Believe it or not that makes a considerable difference

to our future roles i we tend to get what we enable others to get.

Sweat equity is where we and others gain equity in an enterprise in
lieu of fees. In addition directors may also contribute part of the initial
capital.

Changing perceptions

Also, fascinatingly, our actions in getting out in a market place of our
choosing and putting together a new enterprise with others, changes many
perceptions of our suitability as a director or other organizations.

Why not try it!
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Notes

1. Quote by Tucker Hart Adams
http://goliath.ecnext.com/coms2/gi _0199-7256820/\Women-who-want-to-
serve.html

2. Quote by Dr Nicki Crauford, The NZ Herald, April 08, 2006.

http://www.nzherald.co.nz/author/story.cim?a id=298&0bjectID=10376537

3. Top 100 gene pool, summary article by Leon Gettler
http://www.smh.com.au/news/business/director-gene-pool-isnt-getting-
bigger/2006/08/01/1154198138432.html.

4. Quote by Wendy Simpson, Company Director Magazine, AICD,
December 2006.

5. Limited survey.
http://www.regional.org.au/au/apen/2006/refereed/6/3246 cbraund.htm
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TIP EIGHT

LEARN THE OUTSI DEROS RU

ltés colder andsibdenpderhiogghwdy out
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Learn the Outsiders Rules

We bve sewncars tirimetusdant he i nsi dertdthe bodardg hway
suite. The sedat e extendadmord faazymi | y 6 sedan.
entrepreneurial hybrid.

However, driving onthe out si der @&sis doldeg dnd bumpier. But,
when we say it , i todstoolgeitows di rectordés role on this h

A

have to move towards becomi ng Oinsiderso. And towards b
known commodity.

The milestones we have to pass remain much the same

1. we have to belong to a pool recognized as appropriate

2. we have to be seen as appropriate 7 in thiscase,i t 6s f ar more | ikely
we o6l | need to meet more defined, and stricte

3. we have to get the attention of those who recommend directors

4. we have to get known and into the mind space of those who appoint
directors

5. we need to understand and follow the rules and procedures of the
game, and

6. we need to be seen to be following the rules of the game.
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One of the rules is to work the five feeder roads of the outsiders
highway

centres of influence

search firms and recruiters i both on and offline
online social networks

select members of our personal contacts

contacts known to our contacts.

Shared dilemma

The Board of XYZ has worked out unusual and specific criteria the future
director will have to meet. For example:

>

> > > >

>~

high level contacts in government

ability to work through all the carbon footprint issues

experience and competence in taking a company through an IPO
CEO whodés t akengcampamggiobeli act ur i
high competence in e-commerce

investment banking experience of significant depth.
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Exhausted the insiders route

No one they know meets their criteria. So they agree to search for a director
whoodos anioomesowndert hey dondét know.

Now, both the board and potential recruits face the same dilemma i how to
find each other, get acquainted, assess each other, and build adequate trust
and comfort levels. When neither knows each other.

For both, the answer is the same. Go through intermediaries

Typically, the board searching for outsider directors will work with, and
through four intermediary groups:

1. Centres of influence they know, who are in regular contact with potential

directors:
A accountants and lawyers
A investment bankers and share brokers
A professional membership associations i like AICD, Australian
Il nstitute of Management, Il nstitution of Eng

A high level executive training programs i Mt Eliza, MBA programs,
Harvard, etc.

Any corporation or other organization that produces an annual report will
normally list some of their specific centres of influence i and particularly their
accountants, lawyers, bankers, investment bankers, and brokers.

So we are able to identify, and contact them.
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2. Professional search and recruiting firms 1 on and off line.

A For a wide range of such search firms around the world, see
Association of Search Executives [Note 1].

A And see also searchfirms.com which lists a number of recruiting
associations around the world. [Note 2].

A See also BestFit Directors global network i where on-line
resources are beginning to be listed. [Note 3].

3. On-line social networks

Social networks are proliferating. And BestFit Directors is one of them. But
the most likely network for the Board to consult is LinkedIn 7 with its listings
of 20 million professionals world-wide. [Note 4].

Listing our profile on LinkedIn is worth considering i see below.

Less likely, but not-for-profits and smaller companies, might also use
seek.com. [Note 5]. Or one of the other on-line recruiters we mention below.
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4. Trusted insiders who they feel may know appropriate people. Such
insiders may or may not be known to us.

Make the same contacts

So clearly we need to contact, get known, sell ourselves, and leave
appropri attiengo6ntaorlkleat er al 6 wi f IplustaHifth. same f our gr
contacts known to our contacts

1. centres of influence

2. search firms and recruiters i both on and offline
3. online social networks

4. select members of our personal contacts

5. contacts known to our contacts.

We cover groups 1 and 4 above and in other tips. So a few more notes on
recruiters, online social networks, and contacts known to our contacts.

Search firms and recruiters

iThe professional recruit mecallythor ocess for d
same as for a senior executive, 0 s ays Ly nMDfoksedrehr s on,
firm Russell Reynolds in Australia. i We start by defining t h

requirements of the company and the board, and then assemble a
broad list of people who could do the job.
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i We vénadlarge database of executives and non executives who are
either already on a board or are at that time in their career when
theydre |Iikely to be |l ooking to become a dir.

ifWe also talk to kicetvetdidfgenclhdnethesour ces
board itself may have suggestions. Then we work with the board
Nominations Committee to whittle this down to a shortlist of two or

t hr eNote 8].

Note, Lynn Anderson is signed in to LinkedIn. i where we can find his bio
Recruiters or no

As youbd expect opinions differ on whether cont
Apart from its own Register of Directors seeking new roles [Note 7], the AICD
recommends registering with search firms.

Contrary and contradictory advice

However, this advice from John Lucht of Netshare, Inc seems to contradict
itself. Netshare, Inc is a confidential, membership based service providing
job listings, networking opportunities and career management resources for
the $100K+ executive.

But a close read shows it follows the advice of these tips

A Most board appointments follow the insiderds
A In which case search firms are rarely used

A But where the board is seeking rare skills or to diversify away from
vanilla, search firms may be used

A Inwhichcasei i f t h a bybah mears register 1 taking care to
highlight our unique characteristics.
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Donot bot her

AiDon' t endnyg leteens and resumes to recruiters asking
to be considered for their board searches. The fact is that they
have - if any at all - exceedingly few such assignments.
Moreover, in the rare instances where recruiters are called in,
they're given very narrow specifications ....

OFace it. Board positions are wusually fi
known and trusted by the CEO, or by another board member.

No recruiter is needed. The only exception is when someone

who is NOT a carbon copy of existing directors is sought. Then

a recruiter will be called.

Ailf you are a w-cigdyrpositioned,aablanand or i t vy

prominent - an elegant letter and a compelling resume to the

right search firm at just the right mo me |
work for you.

i The raadsearcheusually seek a flavor other than plain
vanilla. If that's you, go for it! Otherwise, take a more

pragmatic dNme8loach. o

On-line resources

1. Social networks are growing at an enormous rate. Some of the most-
widely used are LinkedIn, MySpace, Facebook, Skyrock Blog, StudivVZ,
Orkut, Bebo, Hi5, Friendster, Couch Surfing.

LinkedIn, with its 20 million professional members, with profiles on line, is
possibly the most useful for director roles.
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I f youbdr e n bitnkedfna amd ¢vendf you are it get a slight flavour
of its usefulness by following these four steps:

A Go to www.linkedin.com

A Find the Advanced Search box at the top RHS with the box titled
People: Type in the name of someone you know 1 or perhaps
Lynn Anderson. Once you find a member, read their profile for a
while.

A Return to the Search box. Press the small down arrow and select
Jobs. Enter the word Director in the box. Click on Search. And
be amazed at the list of over 50 pages of roles on offer with the
word Director in them. However most of these are permanent
executive jobs. And the vast majority are in the USA.

A Now while still on the Jobs page look down to the blue box where
it has Jobs Home and Advanced Job Search. Click on Advanced
Job Search. Fill in the boxes to match your interests. Press
Search.

2. Access 5,000 search professional world-wide in one hit

The Association of Executive Search Consultants is a world-wide association
of 5,000 individual search professionals in 70 countries.

Through its Blue Steps program, we as senior executives, directors and
would-be directors, can lodge our story on-line for a three-level fee - provided
our current remuneration exceeds $US100,000 i or its local equivalent.

In the right-hand column, the site lists the global search firms which access
the data base. Depending on our goals and executive experience,
registration is worth considering. [Note 3].

See also the www.searchfirm.com list of recruitment associations i which
within them provide many specialist industry recruiters. [Note 2].
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3. Resume Director. While again this site is very US centric, and focused
on non-director roles, Resume Director does allow us to post our resume.
And gain access to 90 role posting sites including Monster, HotJobs and
CareerBuilder.

Contacts known to our contacts.

The <clearer we are of the sorts of organi zatio
director. The easier it is for us not only +to
source. But to mine their contacts as well.

A dialogue might cover this territory i more subtly

ACl aude/ Johanna given my keen interest in ge
director in a ééé. or garivethmgsi on, | was wonderin

A Do you know organizations that need a director?

A Would you be willing to refer me onto them i or allow me to use
your name as an introduction?

A Do you know anyone else you know who might be able to assist
me?

A If S o0, wh et h &ay abpu intboducing ehenoto me, or
again allowing me to use your name?

A Also as | approach interview would you be okay about acting as a
reference for me, if needed?0

© Copyright, Neville D Christie. July 2008. All rights reserved




REACHING THE TOP OF THE LADDER 2008

Summary

We clearly see the outsider highway is harder and bumpier to travel. But it
particul arly suits us i f we arseal an unusual
competenciesd which speci al companies and organi

In which case the outsider highway, becomes a great way for us to seek and
find that small space in the directorial world where we can make an
uncommon difference.

That is, provided we have our customized story well-prepared and we work
the five feeder lines:

1. centres of influence
2. search firms and recruiters i both on and offline
3. online social networks

4. select members of our personal contacts

5. contacts known to our contacts.
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Notes

=

Blue steps program of Association of Executive Search Consultants

http://www.aesc.org/

2. searchfirms.com

http://www.searchfirm.com/associations/associations.asp

3. BestFit directors global network

http://www.bestfitdirectors.com

4. LinkedIn. http://www.linkedin.com

5. Seek.com. http://www.seek.com

6. Lynn Anderson quote.

http://www.womenonboards.org.au/pubs/0612aicd.htm

7. AICD register of directors
http://www.companydirectors.com.au/Member+Services/Directors+Regist
er/

8. Contrary and contradictory advice on recruiters.

http://netshareinc.blogspot.com/2005/05/outside-directorships.html
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TIP NINE

GET OUR FIRST BOARD ROLE
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Like begets like. And, us getting our first board role, begets more roles. This
tip on how to get our first board role summarizes suggestions dealt with in
other tip. And adds more.

1. Do our homework

A Do our mind maps of all these tips i adding our thoughts, questions
and actions as we go

A Consolidate our contacts into a system which makes regular contact

easy

A Systematically develop and grow 6ol dé and
us being a director i making, say, three new contacts a week

A Consider the whole gene pool of potential directorships

A Then increasingly define and refine 6ourdo di

A Clarify and map our competencies, but see them against The 18-step

Secret

A Then refocus them to fit directorial needs, and work on gaining
relevant new ones.

2. Plan and test, then act

A Coach and get coached in working both the insider and outsider
highways and seven feeder lines

A Connect with our current and new networks, so we
o Customize our story i generally and specifically,

o Devel op our O&émarakdet i ng col |l ater al

o Communicate through our 6ol dé and O6newbd
decision-makers
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3. Work on that independent spirit

Boards combine individually-minded people in a collegiality.

However the thing that may hold us back from getting our first board role is
our independent spirit. It may be so strong we are neither joiners nor

networkers. Where this i s true, itdés worth wus reconsider
because...
4., The most l' i kely way \eithdr bs ag mdiderorur f i r st boar

outsider - is through our adroit handling of our personal contacts

OWho is most li kely tgyouamb@a a chance on
sensitive position with serious potential impact on his or her
own status and livelihood? A complete stranger?

ONo way! I n fact, the exact opposite is t
to nominate you for a board position is someone who already
knows you very well and greatly respects you for your
insightful thinking, your deep and relevant experience, and --
most critical of all -y our excell ent per sonal charact

[Note 1].

5. Get joined up and joined in

We have developed our story and resume in three versions i printed, oral,
and digital. Now we register, on line, in at least one of these seven ways:

A With www.linkedin.com

A By developing our own page i using Linkedin copy - at
www.bestfitdirectors.com

A Answer the questions, and develop our profile with the AICD
Directors register at www.aicd.com.au
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A Create our own web site around being a director and as a place we
iteratively build our story and grow our relevant competencies.

A Also, we do that on www.bestfitdirectors.com where as a member we
have our own page to add copy, blogs, photos, articles, links, videos.
Our own LinkedIn and Facebook combined!

A Women may find it worthwhile to register with Women on Boards i
www.womenonboards.org.au

A As high flying executives and directors earning over $US 100,000 a
year we consider the Blue steps program of Association of Executive
Search Consultants. www.aesc.org.

6. Prepare and practice our 17-word elevator pitch

In working through these tips to this point, we 6 ve done a | ot of our thin
and hard preparing work.

Now we encapsulate all that into our 17-word elevator pitch. Elevator
pitch? Th at Opsepased Hal es pitchobé we easmdny make to a st
elevator, or at party, or other social event.

In a wide range of such &Wbhal dei tywat idod we dr ¢
This is an ideal chance to open a wedge into a possible opportunity. IF we

combine what we do now, with our intent. In 17 words or less. And,

especially if our answer stimulates easy dialogue that opens up the

possibility further.

Why 17 words? Because research suggests thatods
we can readily remember. Can state with believable impact. And which the
6otrldecan remember.
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Try these on for size

l'tds i mportant we dverd gttho But toyfthese orrforown 17
size. Read them out loud. See if we could say them, or something better,

tailored to us. With integrity and ease i while maintaining solid eye

contact.

Keep creating, modifying and revising our pitch until we can give it readily,
eye-to-eye.

A 1dm a business mentor l ooking for my first/|
small to medium business.

A 1 grow businesses and people. As a mentor. And company director.

A 1dm in the business of directing companies.
A Potentially | sit on several boards. Now | é
A 1om a professionaihwatiogmpany director

A 1dém a serial entrepreneur , and business ment

challenging board role.

A Three things. | mentor CEOs. Create new businesses. Sit on
boards.

A 1 6m i n 1 Iockingdor dniemngagingpart-t i me directoroés rol e.

Al

(@}

m gainfully employed | ooking for a new/ my °

Self-conscious

Interesting how those pitches that look okay on paper are SO hard to say
easily, with integrity, and without looking away self-consciously!

ltdéds the or al ver si on, not tconect,ihati t t en one, sai
matters.
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7. Prepare our three filter questions

Over and over inthesenote s we 6 ve sWhagtetsearedwedr e driving the
insider or outsider route to the boardroom we communicate indirectly to
the board decision-makers through our network of 11-circle contacts.

We affirm again that advice. BUT

A Opportunities to socially affirm our goal of a directorship do arise
6natur al |,eventsasemime,lunches,sand the like

A Best-fit directorships are those where we are both offered a
directorship and WE decide it meets our criteria. We need to be
clear what our criteria are

A And at some point we will go through a dialoguing-interviewing-
mutual selecting process.

Gain focus and save time

Therefore, we gain focus, lay the basis for clear communication, save our
time, the time of our contacts, and the time of anyone searching for new
directors when we have three very clear filter questions in mind.

These three questions have one aim i to discover: il s t hi s person a
possible clear conduit to a directing role for me? 0

Ask naturally

These three filter questions are questonswe as k Oonaturallydéd in any soc
situation. Getting the three is difficult. So, for example, | have three

different sets of questions depending on the answer | getto, i So , what do

you do?0o
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As a guide, here is ONE set of my three questions.

My goal is to be a director or chair of fast-growing small-to-medium public
or private companies under $100 million market capitalization.

|l 6ve just been told the O6stranger6 |l eads her owr

1. Great, so how many people work with you? [This is a very rough
surrogate of size, length of time in business, growth prospects. And
likely turnover, if we multiply the number of people by $150,000].

2. How do you manage your business? Do you have a CEO?
Board? External advisors?

3. Any interesting new developments under way?

8. Set up our contact referees early

Setting up our contact referees early is an fascinating bit of advice. We quote
at length an old hand at the directing game:

iTom, [ was wondering if [ could take a few

"I'm beginning to think about outside directorships. Nothing suggested
so far has been very attractive. However, a few fairly reasonable
suggestions are beginning to come in.
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