
 

Succession Planning and Recruitment  

 

1. Introduction 

 

1.1The Scottish Government Guidance for Public Bodies sets out that succession planning should be 

conducted with the dual purpose of ensuring that the members of the Board have the requisite 

skills, experience, knowledge and all other relevant attributes for the Board to perform effectively 

and to ensure diversity. The Lanarkshire Board assesses the skills mix of Board and Committee 

Members and is very mindful of its gender and diversity mix. This is manifested in its recruitment 

processes and in the work of its committees and the personal development processes for Board 

Members. 

 

2. The Strategic Process 

 

2.1 Succession planning should be viewed within the strategic planning process and having the 

appropriate skills mix on the Board. The Lanarkshire Board had three strategic planning sessions in 

2021 and valuable contributions were made by Board Members to this process. The Board has 

responded well to the difficult challenges in the past two years of Covid and there have been no 

identified gaps in expertise. The skills mix will be reviewed in the recruitment process in 2022/23. 

  

3. The Chair of the Board 

  

3.1 The Chair of the Board is a public appointment by the Scottish Government Ministers and this 

appointment is not, therefore, a Board appointment. However, the Board can engage with the 

Scottish Government in regard to the appointment. 

 

Action: The Board Secretary and the Board Chair will engage with the Scottish Government before 

the term of appointment ends after the Board cycle in February / March 2023 to start discussion 

with regard to an extension of the term or to request that the Scottish Government starts the 

public appointment process early to avoid having a period without an appointed Chair. 

 

3.2 The Chair leads the Board’s approach to succession planning to ensure that the Board is diverse 
and effective. The Chair carries out the following activity:  
 

• Effectively harnesses the diverse contributions that Board members make.  

• Chairs the Chairs’ Committee meeting on succession planning  

• Regularly reviews, with members, Board work in relation to succession planning.  

• Ensures that Ministers and Scottish Government sponsors are aware of the needs of the 
Board and that Ministers’ views are reflected in the Board’s succession plan.  

• Keeps up-to-date with any developments in equality and diversity relevant to the work of 
the Board, circulating to Board members as appropriate.  

• Supports Board colleagues to overcome barriers and promotes a coaching/mentoring 
environment, including in relation to unsuccessful candidates.  

• Conducts Board member appraisals to establish whether existing and new Board members 
are fulfilling their potential; addresses development opportunities and poor performance to 
ensure Board’s needs are met.  



 

4. The Vice Chair 

 

Action: There is a Vice Chair of the Board appointed by the Board who can stand in for the Chair if 

required. This has happened in the Lanarkshire Board with the unexpected standing down of a 

Chair for family reasons and the Vice Chair was appointed for a year as Acting Chair by the Scottish 

Government. 

 

5. Chairs of the Committees and the Chairs’ Committee  

 

5.1 As well as considering planning for succession through open competitions, there is a need to 
think about succession planning within public bodies for Board leadership roles such as chairs 
for sub-committees, and how to build capacity among existing Board members to take these on.  
 

5.2 The Chairs of the Committees are members of the Chairs’ Committee. This group has delegated 

authority from the Board. The committee meets on a regular basis to ensure that there is a common 

understanding of Board issues amongst the Chairs and the Committees. This is the group that gives 

support to the Chair and to the Vice Chair and each member of the group has the experience and 

knowledge of the Board to stand in as a Vice Chair or Senior Independent Member if required. 

 

5.3 There will be a special meeting of the Chairs’ Committee in 2022 to discuss succession 
planning going forward and to consider either a working group and /or a Board lead for 
succession planning to evaluate the existing skills of Board members and those that will be 
needed in future to deliver and maintain an effective, diverse Board. The following will also be 
considered for Board Members:   
 

• engagement with some target groups on an ongoing basis, in order to develop 
awareness and understanding for the recruitment process in 2023. Participate in 
community engagement and other outreach activities, including those positive action 
activities designed to encourage applications from people in currently underrepresented 
groups.  

• The promotion of the Board through NCL’s brand and website 
• Operate as role models and take part in relevant communications and are visible and 
use their contacts or networks to promote Board positions and the work of the Board.  

• Contribute ideas and reflections through individual appraisals and Board reviews.  

• Participate directly in succession planning activity such as being part of a selection 
panel or a member of any working group or working with a Board lead. 

 
6. Committee Members 

 

6.1 The Chairs of the committees encourage communication between committee members and 

training and presentations to the committees. The expertise and background of committee 

members are matched to the committees but the Board has been open to requests from committee 

members to attend other committees to broaden their experience and knowledge. Committee and 

Board Members also have the opportunity to attend college events again to extend their knowledge. 

There will be further activity to engage with the committee members through the work plans for the 

committees in 2022.  

 



 

7. Board Members  

 

7.1 Evaluating the effectiveness of individual members and how that in turn has an impact on 
the effectiveness of the Board is an ongoing activity and informs succession planning. The Chair 
also supports training and development of Board Members expertise through personal development 
planning meetings.  
 

8. Board Mentoring Programme 

 

8.1 The guidance states that succession planning should consider how to nurture a talent pool 
which allows those with no previous Board experience to develop the skills required to become 
a Board member, for example through shadowing or mentoring. The Lanarkshire Board agreed 
pre -COVID that it would begin a mentoring programme for people who aspired to be Board 
Members but who didn’t have the experience. This programme will be refreshed in 2022. 
 
9. The Chief Executive  
 

• Advises the Board on the skills and other attributes required to support the delivery of the 
corporate plan and Ministerial priorities.  

• Harnesses appropriate executive support for designing and delivering the succession plan 
(e.g. HR, equality, communications leads).  

• Ensures that corporate communications in relation to community engagement and outreach 
activities are consistent with the brand and values of the body and with Ministerial aims for 
the Board to be reflective of society.  

 

10. Board Recruitment 

 

10.1 Board recruitment is carried out by the Board’s Nominations Committee, which includes a Chair 

from another regional body, and this committee conducts the recruitment selection and 

interviewing process. The Committee is briefed on the skills mix, gender and diversity requirements 

of the Board.  

 

10.2 The recruitment advertising process is carried out by the colleges HR team and attention is paid 

to the language of the advertising and recruitment materials and to the groups that are copied into 

this process including Changing the Chemistry, womens’ business groups and the SCVO and other 

local organisations.  

 

10.3 Board Members whose term is up in March 2023 will be approached in March 2022 to see 

whether they wish to extend. Other Board Members whose term is up in August 2023 will be 

approached later in this year.  This is being monitored by the Chair and the Board Secretary. 

When the recruitment takes place for Board Members if there are candidates that could be Board 

Members and currently there are not enough places the option of co-option to committees will be 

looked at and the possibility of asking those people to join a reserve list for the Board. 

Once the Board has identified the skills and attributes it needs in order to be effective, and any 
gaps in terms of its membership, the Board will wish to design engagement, outreach and 
development activity to attract people from target groups to its work so that they are in the 
best possible position to maximise the opportunities at appointment rounds.  
 


