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Leadership Development Action Plan 2026-27
	Operational leader
	Melanie Douglas
HR Manager
	SLT accountable lead
	Keri Myers
School Business Manager

	SDP strand
	Our Team
	GB committee
	Our Team

	SDP Year 1 priority
	Enhance leadership development and succession.
	SDP strategy
	Develop and roll out the PLC Leadership Strand.

	Governance purpose
	Deliver the Year 1 milestones below and evidence impact, not activity alone.
	Reporting
	Termly SLT/committee scrutiny; FGB RAG three times yearly.


Year 1 intended impact and success measures
	Intended impact
• Leadership team members have a working understanding of finance, budgeting and curriculum development beyond their own area.
• For every leadership post, an operational resilience plan names who can cover specific named tasks during short-term absence — this is distinct from being ready to do the whole job.
• A wider emerging-talent pipeline is established, giving staff outside the leadership team a structured pathway toward genuine future succession. Specialist posts hardest to succeed internally.
	Key success measures
• 1) 100% of leadership team complete the Term 1-6 leadership CPD calendar
• Attendance of Leadership development sessions providing cross functional leadership Insight and training
• 2) An operational resilience plan (naming who covers specific named tasks, not full-role substitution) is in place for all 11 leadership posts, reviewed termly.
• 3) A genuine succession map (full-role readiness, distinct from task cover) exists for at least 4 posts, informed by both the leadership team and a wider emerging-talent register.
• 4) Mitigation plans are agreed for the hardest-to-succeed specialist posts.


Year 1 termly delivery and RAG scrutiny
	Term
	Priority deliverables
	Evidence / success test
	RAG
	SLT / GB action

	1
	• Deliver the Term 1 leadership CPD calendar (INSET Day safeguarding/medical training, National College expectations, Behaviour policy, Knowing our curriculums and classrooms, Knowing our staff and students) as set out in the CPD Training Plan.
• Produce a baseline plan with two distinct layers: (a) an operational resilience map naming who can cover specific named tasks for each of the 11 leadership posts during absence — not a claim that anyone could step into the full role;
• (b) an initial emerging-talent register of wider staff with genuine leadership potential, flagging specialist, higher external-recruitment-risk posts.
• Leadership insight session as per calendar.

Additionally, taking into account planned departure of Head of Therapies (in November 2026), distribute leadership responsibility for line management and related operations amongst other members of the school team.
	• Attendance registers for Term 1 leadership CPD sessions;
• completed baseline operational resilience map and emerging-talent register (v1)
• pre/post confidence survey
















· Consultation with Head of Therapies and Deputy Headteacher about priorities linked to SDP and operations
· Recommendations made to select members of the Leadership Team
· Decision made and communicated to all
· Transitional arrangements implemented
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:


	2
	• Deliver the Term 2 leadership CPD calendar (Pupil premium, Facilities action plan, Data and IT action plan, staff/family/student voice feedback) as set out in the CPD Training Plan.
• Leadership Insight session – as per calendar.
• Agree first leadership-team pairings to build operational resilience — covering specific named tasks during absence, not full-role substitution — and identify the first cohort of wider-school emerging talent to begin structured coaching and stretch projects.


Additionally, options for future long term management of Head of Therapies function considered, costed and consulted if needed.
	• CPD attendance and Term 2 action-plan outputs
• facilities, data and IT);
• pre/post confidence survey
• resilience pairings and emerging-talent cohort logged in the resilience and succession map.










· Review of interim arrangements and SWAT analysis 
· Options appraisal completed
· Consultation into long term options prepared and/or launched
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:


	3
	• Deliver the Term 3 leadership CPD calendar (EpiPen/allergy and defib refresher, Understanding SBS roles, review of flexible provision and supported interns, Fundamental British Values) as set out in the CPD Training Plan.
• Leadership Insight session as per calendar.
• Mid-year review: check the operational resilience map is holding up in practice, confirm which posts have a genuine ready-now/ready-in-1-2-years successor (full-role readiness, not just task cover) within the leadership team, review progress of the emerging-talent cohort, and agree mitigation for specialist posts at highest external-recruitment risk.


Additionally, clarity about the long term plans for the management of accountabilities previously held by the Head of Therapies and implementation of the long term plans launched 
	• CPD attendance; Leadership Insight session
• pre/post confidence survey
• 3 materials; updated resilience and succession map (v2) and minuted SLT review, including agreed mitigation actions for specialist posts.













· Communications – internal and external – related to the long term solution
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:


	4
	• Deliver the Term 4 leadership CPD calendar as set out in the CPD Training Plan.
• Leadership Insight session as per calendar
• First live trials at both levels: one leadership team member takes on a defined acting-up trial in a fuller role (a genuine test of succession readiness, not routine task cover); one wider-staff emerging-talent individual takes on a defined leadership-adjacent project.
	• CPD attendance and voice-feedback outputs;
• pre/post confidence survey.
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:


	5
	• CPD as allocated.
• Leadership Insight session as per calendar
• Use the ‘Strengths of our teams’ outputs to refine the succession map, and review/expand the wider emerging-talent cohort ahead of Year 2.
	• CPD attendance;
• pre/post confidence survey.
• (v3) draft 2027-28 groupings/set-up reflecting leader and emerging-talent input.
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:


	6
	• Deliver the Term 6 leadership CPD calendar (KDDs, SDP days, summary of flexible provision 2027-28, transition planning) as set out in the CPD Training Plan.
• Leadership Insight session as per calendar.
• .
• Finalise the Year 1 plan — operational resilience map, genuine succession readiness for priority posts, wider emerging-talent pipeline, and specialist-post mitigation actions — and agree Year 2 priorities for governor reporting.
	• CPD attendance and transition-week outputs;
• Leadership Insight evaluation report;
• final resilience and succession plan (v4) and Year 2 priorities signed off by SLT.
	☐ R
☐ A
☐ G
	Progress / barrier:

Corrective action / decision:
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