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Vision 
 

‘all pupils achieve the highest standard of educational outcomes regardless of 

circumstances or background’. 
 

The drb Ignite Trust has been established through a shared belief that lives can be 

transformed by what goes on in schools. We believe that the process of teaching and 
learning shapes futures. To this end our vision is to provide every child with learning 

experiences that excite them and give them the power to begin to shape their own lives.
  

Introduction  
  

Succession planning in the Trust focuses on effectively identifying and developing the 

right talent for future leadership and business-critical positions. The process of identifying 
and training prospective future leaders and senior managers to fill business-critical jobs 

is driven by our Succession Planning Framework and associated Igniting Your Potential 
professional development programme.  
 

Our goal is to be able to successfully fill important positions if a current post holder moves 
on to another role or organisation. To achieve this our succession planning approaches 
involve the creation of a number of leadership pathways, coaching, mentoring and 

partnership work both across the Trust and with a range of external organisations.  
 

The Trust believes that effective succession planning is crucial for assuring our long-term 
success by identifying and nurturing the people we will need to fill critical roles in times 
of change. Succession planning will help us to ensure that our core business of school 

improvement is not affected by the absence of staff, particularly leaders who hold key 
positions. 
 

To this end, the Trust is committed to developing its workforce in ways that:   
 

• build effective professional development pathways for all staff. 

• support strong and effective leadership within and across our schools.  

• utilise the strengths of individual staff and enable them to contribute to their 

maximum potential.   

• plan and provide continuing professional development opportunities and 

programmes which meet Trust improvement priorities whilst also supporting the 

diverse professional interests of staff.  

• promote staff health and wellbeing. 

• enable adaptive recruitment, retention and succession processes that reflect 

context and need. 
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Aims and objectives  
 

The aims and objectives of our Succession Planning Policy are to:  
 

• raise awareness across the Trust and its schools of the importance of leadership      

development at every level. 
• support all staff in developing leadership skills by providing, whenever possible, 

a range of leadership opportunities and experiences. 
• prepare specifically identified staff for taking on leadership roles and 

responsibilities. 
• recognise and enable different styles of leadership and work to establish a 

culture where leadership at every level of the organisation is encouraged and 

valued. 
• be prepared to work in collaboration with other schools/trusts in growing future 

senior leaders for the education system of which we want to take an active part. 

• be pro-active in planning for any future senior leadership changes within the 
organisation to maintain the pace of school improvement. 

 

Principles    
 

The Trust is committed to safe growth and sustainable improvement over time. This 

means building a strong and resilient workforce. Careful succession planning supports 

this by: 

 

• making clear links in Trust Improvement Plans to the importance of leadership 

development and professional development pathways. 

• ensuring individual school Self Evaluation Forms (SEFS) address workforce 

capacity and development.  

• identifying leadership potential early and enabling training and support for 

bespoke professional development.  

• regularly reviewing and evaluating leadership structures and their effectiveness 

with an eye to the development of the most efficient models of leadership.  

• considering it as a success to be celebrated when a staff member moves to a 

leadership position at another school within the Trust. 

• ensuring appropriate induction and support through coaching and mentoring is in 

place for all staff, including for staff taking on leadership roles.  

• promoting the Trust’s approach to leadership development to external candidates 

and schools.  

• advertising externally for posts as and when required. 
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Succession Planning Framework   
  

The Trust has developed a bespoke Succession Planning Framework to support the 

delivery of this Policy. The intention of the Framework is to ensure the Trust has clear 
and achievable systems and procedures in place to identify talent, manage risk around 
business-critical roles and to develop the Trust’s professional development programme, 

Igniting Your Potential, alongside its targeted leadership pathways.  
   

There are four key domains to the Succession Planning Framework:  
 

• Identifying business critical senior leadership people and positions and mitigating 

any associated risks.  

• Identifying and creating professional development programmes for potential 

successors.  

• Aligning recruitment and retention practices to develop strong talent pipelines, 

support new entrants to education and to consider and promote successors. 

• Developing a set of structured professional leadership development pathways 

through the Trust’s Igniting Your Potential Programme.   

 
Identifying business critical leadership positions  
 

The Trust’s Succession Planning Framework places a specific focus on business-critical 
senior positions and includes consideration of both short and longer-term successors for 
key posts e.g. CEO, CFO and headteacher positions.  
  

The Framework pays attention to important succession planning themes. These include 
the identification and strategies to manage:  
  

• Senior leadership requirements around critical roles.  
• Potential staff shortfalls in the short, medium, and longer-term. 

• Where additional capacity may be required going forwards e.g. more EYFS 

teachers.  

• Whole Trust leadership development priorities and talent management.   

• Potential school leadership capacity and capability.  

  

Building a strong workforce  
  

On an annual basis the Trust reviews its Succession Planning Framework to: 
 

• ensure leadership development opportunities are of mutual benefit to all schools 

and relevant to current context and needs. 

• monitor the impact and contribution of cross school collaborative improvement 

activities.  
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• consider the ongoing funding/resource required to deliver on priorities e.g. cover 

costs for staff to attend development programmes.  

• fund specific cross Trust projects that support professional development and 

improve teaching and learning including those with external partners. 

• develop existing senior leaders to oversee projects and development 

opportunities through structured coaching and mentoring. 

• receive feedback from staff on the Trust’s professional development offer and 

engage them in the ongoing development of the Igniting Your Potential 
programme.  
 

Aligning recruitment and retention practices to succession  
planning 
 

The Trust is aware of the important need to consistently develop itself to ensure it is able 
to meet its strategic priorities whilst maintaining itself as an authentic and attractive 
employer. This means ensuring professional development strategies remain dynamic, 

relevant and flexible so that staff want to stay and develop their careers within the Trust. 
 

It also involves constantly looking to develop best practices in recruitment. The Trust 

aims to maintain consistently high-quality recruitment practices that: 
   

• are clear in advertisements/marketing materials that the Trust is fully committed 

to leadership and professional development at every level of the organisation.  

• recognise the longer-term potential that less experienced candidates may offer.  

• make clear the support and induction processes that are available to all new 

appointments. 

• plan effectively through the Igniting Your Potential programme to support all 

leadership pathways, including mentoring, coaching and supervision as 

appropriate to a particular role. 

• act as One Trust One Organisation when advertising vacancies and opportunities 

across the Trust so that everyone is able to register an interest and apply. This 

applies to short-term and secondment opportunities also.   

• develop an Annual Recruitment Strategy that identifies the anticipated gaps in 

particular workforce areas e.g. teachers, curriculum experts, headteachers etc. 

and sets out clear recruitment plans, particularly if an external recruitment  

        process is required. 
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Maintaining a Trust workforce profile  
  

The Trust and its schools work together to conduct an annual review of workforce 
requirements. Each school updates information about:  
 

• number and deployment of staff.  
• teaching and learning responsibilities and requirements. 

• spread of staff on different points of Pay Spine. 
• protected characteristics profile. 
• staff turnover rates. 

• number of leavers and reasons for moving on. 
• destinations of leavers. 

• in school/Trust promotions. 
• success and impact of the Igniting Your Potential programmes and CPD priorities.  
• impact of ongoing mentoring, coaching and supervision. 

• number of staff undertaking National Professional Qualifications. 

• progress of early career teachers.  

• impact of partnership work with the Ambition Institute. 
 

Responsibility for this annual review, called the Workforce Profile is delegated by the 

Trust Board to the Trust Improvement Board (TIB) and reported back.  
 

Monitoring and review  
 

This Policy is reviewed by the Trust Board who monitor both application and outcomes to 

ensure it is fit for purpose and operating effectively. They achieve this by: 
 

• monitoring leadership development within individual schools and across the Trust 

as a whole and links.   

• maintaining an overview of the workforce profile for all schools.  

• ensuring the allocation of sufficient resource to support and develop the Trust’s 

Igniting Your Potential professional development programme.  

• monitoring and ensuring effective systems for pay progression. 

• monitoring involvement in external and national leadership development and 

succession planning initiatives e.g. partnership work with the Ambition Institute. 

• seeking to develop a strong Trust professional development and leadership 

culture which is embraced and valued by both current and prospective staff.  

• managing the risk associated with the loss of business-critical leadership roles. 
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Monitoring and 
review: 

Trust Board 
 

Links: Succession Planning Framework 
Recruitment Policy 

Igniting Your Potential CPD Programme 

Staff responsible: Senior Leaders 

Headteachers 

Committee 

responsible: 

Trust Improvement Board 

Reviewed:   February 2022 

Next review: February 2024 

Sign off by 

Chair of Trust: 

Date: February 2022 

 

For note: 
 

Should there be any changes/further national guidance issued relevant to this policy, 
it will be updated accordingly prior to the review date shown above and referred to 
the next Trust Board meeting. 
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