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1. INTRODUCTION 

 
Succession planning is crucial to business success, preparing the business for likely or 
inevitable changes now, in order to minimise difficulties and challenges later.  This involves 
planning for the smooth continuation in key personnel which includes the Board, where 
the Association depends greatly on the availability of competent highly skilled people. 
 
The Association must have the optimum mix of people, skills and knowledge to ensure its 
continued success.  Having a formalised succession plan enables the Association to know 
exactly what course of action we plan to take when and how. 
 
Barrhead Housing Association’s plan demonstrates how the Association plans for the future 
when dealing with Board Member recruitment, retention and development.  The plan will 
ensure that effective and efficient governance of the Association is ensured at all times, 
through the Board and its sub-groups. 
 
2. BUSINESS PLANNING 

 
Succession planning forms part of the Association’s wider business planning process, 
because as the Association changes, the Board and its membership must also change to 
meet new challenges. 
 
The Association believes that an effective Board is key to the success of the organisation.  
This plan will assist Board members in their current and future roles to lead and drive the 
Association strategically, in the delivery of the Association’s mission and objectives.  
 
Vision 

BHA believes that everyone deserves a secure home. We deliver secure homes by 
providing good quality, affordable, well maintained rented housing for people with a 
need to be housed. Our qualified staff team provide dedicated personal customer 
focused services locally from our office in the Main Street, in Barrhead. We are 

committed to continuous improvement. 
 
Objectives for 2016 to 2019 
The objectives agreed by the Association as part of the Business Plan 2016/17 to 2018/19 
focus on three broad areas: 
 

 Listening to our customers – present and future – improving services to meet 
aspirations 

 Investing in homes and neighbourhoods through planned investment strategies 
and wider community regeneration strategies 

 Making our business stronger for the future – our people, our resources, our 
constitutional structure, our future services 

 
The Associations eight strategic objectives set out a more detailed approach to delivering 
on these areas and providing a context for all of the Association’s activities during the 
course of the Business Plan period. 
 



To deliver our Vision and Objectives the Association needs to be well run and well managed 
and led therefore by a Board who understands its responsibilities of governance and one 
that demonstrates its commitment to its achievement through their actions.  This will 
involve them developing as individuals and as a Board.  The Board has two broad purposes 
– compliance, conforming with all legal and regulatory requirements and performance, in 
relation to assisting the Association to perform to its best potential.   
 
To do this we need to recruit the right people, work to retain them and help them to 
continually develop.  This Plan is designed to meet these recruitment and retention 
requirements. 
 
3. EQUALITY AND DIVERSITY 

 
This plan demonstrates how we intend to meet the commitment the Association has to 
the principles to equality and diversity, including striving to ensure the Board is 
representative of the community it serves.  The Association believes that everyone should 
be treated fairly and with respect whilst living in an environment free from discrimination 
and harassment. 
 
4. THE BOARD AND SUB-GROUPS 

 
Barrhead Housing Association is a registered society under the Co-operative and 
Community Benefit Societies Act 201, a Registered Social Landlord, and a Scottish Charity.  
Board Members are both subject to the requirements of the Scottish Housing Regulator 
and the Charities and Trustee Investment (Scotland) Act 2005.  The Board comprises of 
no less than 7 and no more than 12, (including co-optees) places, normally with one co-
optee place being offered to a local Councillor.  Day to day management is the 
responsibility of the staff of Barrhead Housing Association, headed by the Chief Executive 
and her senior management team. The Board is responsible for overseeing our subsidiary, 
Levern Property Services set up in 2011 to further the aims of the Association. This is 
carried out by implementation of an approved separate business plan. 
 
The Board’s central role is to direct the organisation’s work – that is to determine strategic 
direction, overall expenditure and policy. 
 
A review of the Board and sub-group structure will take place in 2018. Following our 
governance review completed in March 2018, we have identified: 

 a need to allow Board members to engage more with the Board team through 
in-house training and delivery of Board briefings;  

 to have a more transparent succession planning process for the election of 
Office Bearers through the appraisal process in advance of the AGM  

 to review remits for Office Bearer positions to ensure fixed terms of office 
allow turnover and development of new members 

 to identify an Office Bearer Group with an agreed remit of responsibilities and 
tasks 

 to elect/delegate the Secretary responsibilities to the Chief Executive 
 to annually review the skills required to meet the business objectives and 

ensure a board profile is produced before each AGM 
 a further delegation of powers to the Chief Officer and through our financial 

regulations, so that the Board can concentrate more on strategy and direction 



 a review of the sub group remits to allow more responsibility for decision 
making, avoid duplication, with a focus on policy development and operational 
performance.   

 
The new arrangements will be designed to assist the Board and sub-groups to 
concentrate their effort on where it can have greatest impact and harness the expertise 
of Board Members in a more effective manner. 
 
The following sub-group have been established and will be reviewed. 
 
Audit and Risk Sub-Group, meets quarterly 
The aim of the Audit and Risk Sub-Group is twofold.  Firstly to ensure that the Board places 
particular emphasis upon its responsibilities for audit – both internal and external control 
and to set priorities, and to monitor financial managements, operational performance, risk 
management, and overall effectiveness.  As well as audit, the Sub-Group will focus on 
assisting the organisation to meet its objectives and fulfil its mission with particular 
emphasis on the quality and scope of service delivery and the operational management of 
the Association’s financial situation 
 
Staffing, Health and Safety Sub-Group, meets 6-monthly  
The aim of the Staffing, health and safety Sub-Group is to oversee the welfare of the staff 
team, with a focus on meeting all the Association’s health and safety requirements, both 
for BHA and our subsidiary Levern Property Services.    
 
Levern Property Services subsidiary, meets quarterly 
The purpose of this Board is to ensure that the subsidiary fulfils the aims of Barrhead HA 
and such aims are covered by an approve business plan. In particular, the subsidiary needs 
to comply with the requirements of property factoring legislation, comply with the 
requirements of employment of staff, and to develop and oversee the services which can 
add value and be more cost effective to the Association, its customers including owner 
occupiers  
 
5. ELECTION OF OFFICE BEARERS 

 
The Association’s Board following the AGM in August 2018, will have four Office Bearers 
for BHA – the Chair, Vice Chair, Convener of Audit and Risk, Convener of Staffing, Health 
and Safety. LPS has a separate Chair and this person has to be independent of BHA’s 
Chairperson and Vice Chairperson. It is agreed that the role of the Secretary will become 
a staff position during 2018/19, and elected by the Board following the AGM.  These posts 
will be filled through open nomination from the current membership of the Board approved 
in advance of the AGM. The need for election and voting will therefore be avoided.  The 
Chief Executive will initiate procedures to facilitate the approval of nominated vacant Office 
Bearer posts at the first available meeting following the Annual General Meeting. The 
prospective positons will be reviewed during the appraisal process when an independent 
report will be provided to the Board before the AGM confirming which members are to 
stand for an Office Bearer position. To be eligible for election for an Office Bearer position, 
the member must have a minimum of two years ’ experience on BHA’s Board. Office 
Bearers will hold office for a minimum period of three years, being re-elected after each 
AGM by Board members.  They are then eligible for re-election for a further two years but 
cannot hold the same office for more than five consecutive years.   
 
6. BOARD RECRUITMENT 



 
The Association aims for as wide a membership as possible from the communities within 
which we operate and the customers which the Association serves.   
 
In order to be eligible for Board membership an individual must pay £1 for a share to 
become a shareholding member of the Association; be at least sixteen years of age; and 
be an individual who can demonstrate an interest in our work including a well-established 
connection with East Renfrewshire and who can demonstrate a clear commitment to the 
aims and charitable objectives of the Association.  
 
All Board members are required to meet the eligible criteria, under Rule 43 of the 
Association’s Rules, and confirmed as part of the membership pack. 
 
 
Under Rule 44 a person will cease to be a Board Member if: 
 

 They resign their position as a Board Member in writing; or 
 They cease to be a Member unless they are co-opted or an appointee 

of the Scottish Housing Regulator; or 
 They miss four Board meetings in a row without special leave of 

absence previously being granted by the Board either at their request 
or by exercise of the Board’s discretion; or 

 The majority of members voting at a general meeting decide this; or 
 The majority of the remaining Board Members voting at a special 

meeting of the Board convened for the purpose decide to remove them 
as a Board Member.  The resolution to remove them as a Board 
Member must relate to one of the following issues: 

 
- failure to perform to the published standards laid down by the Scottish 

Federation of Housing Associations and/ or the Scottish Housing Regulator 
adopted and operated by the Association; or 

- failure to sign or comply with the Association’s Code of Conduct for Board 
Members; or 

- a breach of the Association’s Rules or Standing Orders 
 

In order to ensure that collectively the Board has the skills necessary for it to 
guide the organisation, skills and experience in one or more of the following areas 
are considered relevant: 
 

 General business and management  
 Strategic decision taking 
 Business planning 
 Staff management 
 Team working 
 Corporate governance  
 Social housing 
 Equal opportunities 
 Property management 
 Contract management 
 Finance and treasury management 
 Information technology 
 Public relations 



 Factoring 
 Health and Safety 

 
The Chief Executive and Office Bearer Group will review with the Board our future 
business needs to assist the identification for recruitment on filling any skills gaps. 
Skills assessments have been conducted through the appraisal process and the 
following identified July 2018: new members are recruited with the following 
particular skills: 
 

 To demonstrate ‘ambassadorial’ skills to supplement the requirement to 
represent the organisation with local Councillors and MSPs. 

 To attract younger members to the Board 
 To attract tenant members to the Board to ensure customer requirements 

are represented 
 To attract accountancy skills, as a co-optee, to supplement the Audit and 

Risk Sub-Group membership 
 To attract particular expertise in the following areas – social security 

reform, asset management and national housing policy 
 
 
A new Board profile for recruitment will be produced to reflect this for the AGM 
nomination process. Vacancies will be widely advertised through the Association’s 
Newsletter, local businesses and other Housing Associations including the FLAIR 
Academy, as well as the Association’s web site.    
 
During the year and where ‘casual’ vacancies are being filled, the Board will 
appoint an interview panel consisting of the Chair of the Board, plus one further 
Office Bearer (from the Office Bearer’s Group), along with the Chief Executive.  
The Board will receive advice from the Chief Executive and any opportunities will 
be guided initially through ‘observer’ status for at least three months, during  
which time induction will be taken forward by staff.  The interview Panel will make 
the recommendation to the Board for the ‘observer’ position to be appointed as 
a full Board member, until the next Annual General Meeting of the Association, 
where they will stand for election.  If not elected they will vacate office at the 
conclusion of that meeting but will not be prohibited from being considered again. 
 

7. SUCCESSION RULES 
 

The Rules of the Association set out the requirement for one third of the 
membership of the Board to stand down each year.  In addition the Scottish 
Housing Regulator’s regulatory framework for regulating social landlords in 
Scotland requires that members of the Board who have served for a continuous 
period (from 1 April 2015) of 9 years must also stand down and such members 
are not eligible for re-election until the next Annual General Meeting, without an 
assessment as to the ability of the member to demonstrate the required 
objectivity in their decision making and be recommended to the AGM for election.  
This responsibility rests with the full Board and approval must be sought before 
the AGM. Anyone standing down under the 9 year Rule will be assessed for a 
place on our Tenant Scrutiny Panel. 
 
The benefit of one third standing down ensures that the Association retains a 
level of continuity and consistency within the Board at all times yet provides an 



opportunity for the composition to be reviewed when new members can join the 
Board who can bring new ideas, knowledge, skills and experience. 
 

8. ANNUAL BOARD MEMBER APPRAISAL 
 

The Board Member appraisal process is an integral part of succession planning as 
it is used as a valuable tool in reviewing and monitoring performance of individual 
Board Members and of the Board and its sub-groups.  The appraisal process will 
also assess current competencies and skills gaps in our business  areas and this 
will inform development of current members and/or recruitment of new members. 
 
Each Board member will receive an individual appraisal discussion with the Chair. 
For each appraisal, the review will cover performance during the previous year, 
training attended, attendance, support and development as well as a general 
discussion on health and well-being of the member.  The Chair will receive an 
appraisal from a member of the Office Bearer’s Group. The Association will 
consider the support for the appraisal process using an external consultant and 
where appropriate, the Chief Executive will support the Chair to ensure the 
administration process is complete and guidance provided where needed.  An 
annual report on the appraisal process will be provided to the full Board following 
completion of this process with recommendations for improvement and Board 
development. 
 

9. SUCCESSION PLAN – AIMS AND OBJECTIVES 
 

The succession plan aims to ensure the Association takes a more strategic 
approach to business continuity by ensuring that we have the right people in key 
positions at all times.  The Board has the responsibility of leading the Association, 
it is therefore crucial that Board members have the right skills, for today’s 
activities but also for the future.  The Board acknowledge that skills, knowledge 
and experience required to effectively steer the Association will change over time 
in response to market developments/requirements, opportunities, challenges, 
and emerging and evolving risks. 
 
An annual review of this succession plan will ensure that we are aware of what 
the Board requirements are for any recruitment process and have an action plan 
describing how to get there.  The plan therefore sets out clearly the actions 
necessary in recruiting, retaining, and developing Board Members but also 
preparing the Association for changes, planned and otherwise. 
 
The action plan objectives are: 
 

 The Board possess the required skills, knowledge and experience to 
enable them to effectively carry out their role.  This relates to the annual 
appraisal and continual development of the Board.  It also relates to 
focussed recruitment to address skills gaps. 

 
 The Board is representative of the community it serves.  This 

demonstrates the Association’s commitment to equality and diversity in 
all that we do and to strive to achieve a mix of age, sex and ethnicity on 
the Board.  

 



 Groups/individuals are developed within the Association to build capacity. 
Feeder groups such as working groups and tenant and owner 
representative groups will be developed to build the capacity of others 
who may aspire to Board Membership or want to be part of the decision 
making processes in other ways.  This ensures that the process of 
recruitment and building of skills is continuous, empowers Board members 
to effect change and also helps to promote the work of the Association. 

 
 Board Members receive appropriate training in each Office Bearer role – 

this includes and recognises the additional skills required for a Chair of 
the Board and sub-group. 

 
 To continually raise the profile of the Board in the community. By raising 

the Board’s profile, interest in the Board will be enhanced and hopefully 
lead to an increase in applicants for vacancies. 

 
10 ACTION PLAN 
 
Our annual Action Plan (see below) will clearly sets out the factors to be taken 
into account and the processes to be followed in relation to retaining or replacing 
personnel on the Board.  The plan is designed to meet the requirements of this 
Policy and the wider strategic objectives of the Association. 
 

11.  REVIEW 
 

This policy will be reviewed annually following completion of the appraisal process 
and reporting to the Board. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
ACTION PLAN 
 



Objective 1: The Board possesses the required skills, knowledge and experience 
to enable them to effectively carry out their roles. 
 
Ref Action Timetable Lead 

Offic
er 

Intended Outcome 

1.1 Board members to 

complete a self-

assessment of skills and 

knowledge annually 

By end of 

June 

CEO Skill gaps identified on an 

annual basis and 

addressed through a 

development programme 

for the forthcoming year 

and recruitment when 

appropriate. 

1.2 Board members to 

complete an appraisal 

with the Chair of the 

Board annually. 

By end of 

June 

CEO Identify development 

areas for Board members 

and increase awareness of 

how the Board functions. 

1.3 Take account of 

identified skills gaps and 

provide development 

sessions in the relevant 

areas by producing a 

development 

programme annually. 

For the AGM 

in August 

CEO Skill gaps addressed.  

Board Members will show 

proficiency in key areas to 

enable them to carry out 

their role effectively.  

Promote FLAIR induction 

training. 

1.4 Produce a Board profile 

to use for recruitment - 

advertisements to fill 

vacancies including skills 

required. Include FLAIR 

Academy. 

At AGM and 

as they arise. 

CEO Skills gaps addressed by 

encouraging new 

members with the 

required skills. 

1.5 New Board members 

receive a comprehensive 

induction into the 

Association, including an 

induction pack and 

‘buddy’ 

Within one 

month of 

becoming a 

Board 

member. 

CEO New Board members gain 

an overall understanding 

of the Association as 

quickly and gain 

confidence and knowledge 

to actively participate at 

meetings within three 

months. 

1.6 Chair of the Board to 

carry out Induction 

Impact Assessment of 

new Board Members. 

Within six 

months of 

joining the 

Board. 

CEO To gain feedback and 

review induction. Consider 

ongoing development 

needs. 

1.7 Regularly refresh 

training on role of the 

Board. 

Annually CEO Board members are kept 

up to date with current 

developments that effect 

Board members 

responsibilities as non-  

executive Directors 
 

 
 
 
 
 
Objective 2: The Board is representative of the community it serves. 
 



Ref Action Timeta
ble 

Lead 
Officer 

Intended Outcome 

2.1 Complete equality and 
diversity monitoring of 
current Board 
Members and compare 
with customer profile. 

Annuall
y 
before 
any 
recruit
ment. 

CEO Understand equality and 
diversity make-up of the 
Board so that gaps are 
identified. 

2.2 Advertise role of Board 
members at all local 
community events. 

Annuall
y 

CEO Increase awareness of the 
Board, its role and how 
these groups can be part of 
it. 

2.3 Advise hard to reach 
groups of vacancies on 
the Board locally and 
using FLAIR wide 
recruitment process 

When 
vacanci
es arise 

CEO Increase awareness of 
Board’s existence, its role 
and how people n these 
groups can be part of it. 

 
 
Objective 3: Groups/individuals are developed within the Association to build capacity.  
 

Ref Action Timeta
ble 

Lead 
Officer 

Intended Outcome 

3.1 Revitalise Tenants and 
Residents Group 
including Tenant 
Scrutiny Panel. 

By 
Decem
ber 

Director 
of 
Custome
r 
Services 

To engage more with people 
who may wish to become 
members of the Board in the 
future. 

3.2 Ask a question in the 
satisfaction survey 
about what is stopping 
people from becoming 
members of the Board 

Next 
survey 
2019 

Director 
of 
Custome
r 
Services 

To determine whether there 
are any blocks to people 
becoming a Board Member 
and dealing with these 
blocks. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Objective 4: Board Members receive appropriate training in the roles of Chairs and Vice 
Chair. 
 



Ref Action Timetable Lead 
Officer 

Intended Outcome 

4.1 Board members 
receive appropriate 
training in Office 
Bearer roles. 

Annually CEO Increase the number of 
Board Members with the 
skills required to carry 
out the role of Chair, 
Vice Chair and 
conveners. 

4.2 Encourage Board 
Members to take the 
role of Convener of 
Sub-Groups. 

annually. CEO Give the opportunity to 
Board Members who are 
not Chair of the Board 
or its sub-groups to try 
out and improve their 
skills. 

 

 

Objective 5 – succession planning for the Office Bearer’s group will be reviewed 
each year following the appraisal report to the Board 
 

Ref Action Timetable Lead 
Officer 

Intended Outcome 

5.1 Each Office Bearer 
position will be 
reviewed 

July each 
year 

Chair Agree position for 
election of office 
bearers before AGM 

5.2 Board remits for Office 
Bearer responsibilit ies 
will be reviewed 
annually. 

Annually. CEO Report on review to the 
Board on effectiveness. 

5.3 Identify future 
potential Office 
Bearers  

Within 3 
years 

CEO Allow for 
shadowing/mentoring 
for future role. 

 


