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Succession Planning 
 

What does Succession Planning mean to Governors in a Church of England /Methodist School? 
What is the purpose of this booklet? 
To give you areas to think about – development planning priorities – knowledge of the appointment process 
 
Key questions to ask the Governing Body 
 
What staffing do we need to implement the developments we have prioritised in our School Development/Improvement Plan in the 
short, medium and longer term that will support the Christian character of the school? 
 
What posts do we know we have to fill to replace staff leaving in the next 2-3 years? 
 
What do we do in the event of a senior leadership resignation or long term absence of the headteacher or others in the senior leadership 
team? 
 
What links do we have with other Church Schools to share opportunities for leadership development? 
 
How can we use forthcoming recruitment opportunities to strengthen our Church School leadership capacity, particularly around school 
improvement priorities? 
 
How do we promote our Church School vision for continuous leadership development to the staff? 
 
Can we improve the marketing of vacancies to give a clear message about our Christian commitment to leadership development? 
 
Are we monitoring admission trends that will inform staffing levels? 

�
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The aim of this document is to provide Governors with the knowledge and tools in which to support staff on a career path within the 
Church School family and to give Governors the guidance and process for making appropriate staff appointments.�
�
The responsibility lies with Governors to ensure that teachers in Church schools have opportunities available to them to continue to 
develop in their role, and have pathways to follow to aspire towards middle management and ultimately senior management, through 
progressive channels.  
 
 
Effective succession planning will allow participants to grow in their understanding of the opportunities available and of future roles 
within Education. In a Church School environment individuals will also be supported on their own faith journey. However, 
development will not happen unless it is clear how to build on skills and experience progressively.  It also needs to acknowledge the 
Governors vision for the school so that effective planning can become a reality in the creative deployment of staff. 
 

Governors’ Challenge�
 
 
 
 
 
 
 
 
�
�

�
As Governors with the responsibility for the implementation 
of the school’s vision and for staff well-being, your challenge is 
to think about your role in this school and the potential impact 
you have on the lives of the employees. 
 
The quality of care and development of the staff initiated by 
the Governors will have a short and long term effect on the  
standard of education for the children. 
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Vision 
Your role as Governors is to develop a vision of Christian Distinctiveness that informs every aspect of school life.  The vision should be 
encompassed in the Mission Statement which states a rationale for the school’s existence based on the distinctive nature of the school 
 
                                                                                                                                       
 
 
 
 
 
 
 
 
                                                                                                                                               
 
 
In the content of Succession Planning the Mission Statement will determine the Governors’ policies and activities that support Christian 
Values through......... 

·  recruitment and retention 
·  professional standards of teachers 
·  standards for support staff 
·  job descriptions 
·  performance management 
·  continuing professional development,     
                   ........... in order to promote relationships based on Christ’s model of love. 

�
 

A Caring Christian Community 
A Bridge 

supporting and nurturing 
happy, successful children 
for today and for the future 

 
 
Mission Statement  
�

Believing, loving, caring, sharing 
Everyone growing in the light of Christ 

 
Mission Statement  
 

�
Developing the Hearts and Minds of our Children in Christ 

 
Mission Statement  
 

 
This school welcomes all, 

whatever your background, 
for you to achieve 

your God given potential 
 
Mission Statement  
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Examples of Diocesan Courses to Support Teachers’ Development, 
Leadership Development and Support Staff Enrichment 

A Quiet Day for 
Headteachers 

Newly Qualified Teachers and those  
New to Church Schools  

Day Conference 

Preparing you for Leadership in Church 
Schools 

Thinking of applying for leadership in a Church 
School?  If so, then this is the course for you.  We 
will discuss distinctiveness of a Church School and 
the special qualities needed to lead a Church School 

and more…… 
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Makes 
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Think! 
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Standards 
 
If your school is to aspire to be the best Church School possible, then it is crucial that the staff appointed are able to recognise and 
develop the distinctive elements that make Church Schools unique. 
 
 
All staff should contribute to the promotion of an environment of high quality learning. 
 
 
Core standards and skills supporting the Christian Values and ethos should be available for all staff to aspire to and for all Governors to 
use for the recruitment of staff with the appropriate qualities.  The core standards support a team ethos working within a common vision 
that has been agreed by the Governors.  Each member of the team should be valued for the individual contribution celebrating their 
uniqueness.   
 
 
A qualified teacher needs to have basic core skills that have been identified in the TDA Professional Standards for Teachers.  These 
standards have been supplemented with Christian Standards that have the professional attributes, professional knowledge, 
understanding and professional skills that are essential for teachers in a Church School. 
 
 
Support staff do not have, currently, a similar National Framework, nevertheless, Governors should use the Christian standards chart 
to assist with the appointment of support staff. This is also a reference point for support staff to aspire to in their work in a church 
school. 
 
�

�
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�
Planning for the Future 
�
The quality of leadership is one of the most important factors in determining the success of a school. Every school is different, what 
suits one school will not necessarily suit yours; what suited the school in the past may not serve it well in the future. 
We encourage you to think deeply and creatively about the challenges facing your school, short term and long term, discuss your 
aspirations and hopes for the future, and plan accordingly. Knowledge of an imminent staff departure is too late to put thoughts into 
action – preparation is the key. There is much evidence that the most successful schools have planned for long term leadership 
development and succession, even more importantly they invest in growing their own talent pool by creating leadership opportunities 
and progressive development training. 
 
What has created a shortage of Christian Headteachers? 
 
A lack of understanding of the distinctive dimension to leading a church school 
A lack of uptake of training to prepare for Christian Leadership 
All schools are affected by 45% to 50% of heads and deputies being over 50, a result of post war baby boomer years.  
There has been a decline of teachers in their 30’s and 40’s preparing for leadership. 
A perception in teachers that headship is too demanding. 
 
Governors need to equip themselves with the planning strategies for successful leadership through a thorough continuing professional 
development programme for all staff recognising skills and talents. At the same time Governors need to recognise their own perceptions 
of how headship will work in their school and whether or not more innovative approaches to headship may be more appropriate. There 
are examples within the Diocese of soft federations or collaborations where two schools share the resource of one Headteacher. Co - 
headship is a situation where two appropriately trained and prepared candidates may share the position within one school. 
 
The Diocese is committed to supporting Church schools in creating a pool of good quality church school leaders for the future but this 
needs the commitment to succession planning by governing bodies to be active in developing opportunities within their own schools 
and in collaboration with others.
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Christian Standards for Teachers in Church of England/Methodist Schools 

These standards are designed to run in parallel with the TDA standards but they provide the added dimension that is required of teachers in the Church 
School Distinctive Environment.  They will assist governors in the recruitment of teachers, when formulating person specifications and deciding questions 
for interview as well as informing headteachers and teachers of progression throughout their career. 
Standards from 
NQT to 
Threshold 

Professional Attributes Professional Knowledge and 
Understanding 

Professional Skills 

 
 
QTS 
 
 
CORE 
 
 
 

·  Have a commitment to ensuring that 
children reach their potential 
spiritually. 

·  Establish relationships promoting 
Christian values. 

·  Demonstrate and hold Christian values 
and morality. 

·  Be aware of the Christian aspect of 
policy. 

·  Communicate effectively with the 
Church Community. 

·  Recognise that involvement in the 
wider Church community influences 
development of children’s emotional 
and spiritual health. 

·  Reflect on and improve personal 
spiritual development. 

·  Identify needs for Christian 
development. 

·  Recognise the role of Jesus as a model 
for teaching and living. 

 
 
 
 
 

·  Recognise that Christian values inform 
teaching and learning. 

·  Recognise that Christian values inform 
behaviour strategies and support 
personalised learning. 

·  Know assessment requirements for RE 
and/or Worship and have strategies for 
improvement. 

·  Have a secure understanding and 
knowledge of RE and the cross-
curriculum links. ( Primary) 

·  Know and understand the Diocesan 
Primary RE Syllabus or Secondary 
Framework as an RE teacher. 

·  Know how to use skills in literacy, ICT 
and numeracy to support RE and 
Worship. 

·  Understand how young people and 
children develop spiritually taking 
account of differing cultures and world 
faiths. 

·  Apply Christian values to personalised 
learning and teaching. 

·  Apply Christian values to Every Child 
Matters and the duty of care. 

·  Know when to use support/advice from 
colleagues, Church, Diocese. 

·  Plan for progress in RE and/or 
Worship across age ranges. 

·  Link Church community to extended 
learning. 

·  Make effective use of assessment, 
monitoring and recording in RE and/or 
Worship to provide challenge. 

·  Evaluate the impact of RE and/or 
Worship on learners. 

·  Establish a purposeful Christian 
environment. 

·  Identify opportunities to support 
Christian awareness. 

·  Apply Christian values to support 
classroom discipline and management. 

·  Work as a team member within a 
Christian ethos. 
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Middle 
Management 
Standards 

Professional Attributes Professional Knowledge and 
Understanding 

Professional Skills 

Post Threshold 
 

·  Contribute significantly to 
implementing policy that upholds 
Christian Dimension. 

·  Have an extensive knowledge and 
understanding of the Christian 
character/ RE and/or Worship. 

·  Have a more developed understanding 
of Assessment for RE and/or Worship. 

·  Have an up to date knowledge of 
qualifications and specifications for 
RE that meet learners needs 

·  Secondary schools to appoint RE 
specialists for the Department 

·  Design opportunities for learners to 
access RE/Worship creatively and with 
challenge. 

·  Plan for progression within RE taking 
account of prior attainment. 

·  Promote team working and identify 
opportunities to work together. 

·  Provide support for colleagues  
       co-ordinating RE/Worship. 

Excellent ·  Be willing to lead in developing policy 
acknowledging Christian character. 

·  Research and evaluate innovative 
curricular practices relating to the 
delivery of RE/ and/or Worship. 

·  Have a critical understanding of how 
Christian values inform effective 
teaching, learning and behaviour 
management for learners to reach their 
potential. 

·  Be able to analyse statistical 
information for RE  

·  Evaluate effectiveness of teaching and 
learning across school for RE/Worship. 

·  Have an extensive knowledge of 
inclusion, equality and diversity within 
a Christian environment. 

·  Secondary schools  to appoint RE 
specialists for the Department 

·  Take a lead in planning RE/Worship to 
promote effective practice. 

·  Identify cross curricular links for 
RE/Worship. 

·  Act as a role model for teaching 
RE/Worship and provide CPD for 
colleagues. 

·  Demonstrate excellent ability and 
provide feedback to all stakeholders. 

·  Work closely with the SLT to 
contribute to school improvement. 

Advanced ·  Take on strategic role in developing 
policy that reinforces Christian 
aspects/values. 

·  Secondary schools to appoint RE 
specialists for the Department 

·  Work closely with SLT taking lead 
role in developing RE/Worship in own 
school and others. 

·  Work closely with SLT developing 
analytical skills in RE/Worship beyond 
their own school. 

 



Blackburn Diocese and The North Lancashire Methodist District                      Succession Planning Booklet 2009 
 

 

Page 9 

 Christian Standards for Support staff in Church of England/Methodist Schools 
These standards are designed to assist governors in the recruitment of support staff, to inform person specifications as well as indicate the 
questions that should be asked at interview. This is also a reference point for support staff to aspire to in their work in a church school. 
 
 Professional Attributes Professional Knowledge and 

Understanding 
Professional Skills 

 
 
 
 
 
 
 

·  Have a commitment to supporting 
the class teacher in ensuring that 
children reach their potential 
spiritually. 

·  Establish relationships promoting 
Christian values. 

·  Demonstrate and hold Christian 
values and morality. 

·  Be aware of the Christian aspect of 
school policy. 

·  Communicate appropriately with 
the Church Community. 

·  Recognise that involvement in the 
wider Church community 
influences the development of 
children’s emotional and spiritual 
health. 

·  Reflect on your own spirituality. 
·  Recognise the role of Jesus as a 

model for working and living. 
 
 
 
 
 

·  Recognise that Christian values 
inform learning. 

·  Recognise that Christian values 
inform behaviour strategies  

·  Appreciate how young people and 
children develop spiritually taking 
account of differing cultures and 
world faiths. 

·  Apply Christian values to 
personalised support   

·  Apply Christian values to Every 
Child Matters and the duty of care. 

·  Know when to use support/advice 
from colleagues, Church, Diocese. 

·  Support a purposeful Christian 
environment. 

·  Use opportunities to support 
Christian awareness. 

·  Christian values to support 
classroom discipline and 
management. 

·  Work as a team member within a 
Christian ethos. 
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Blackburn Diocesan Board of Education�
Guidance for Governors in Church Schools on Leadership Development and Succession Planning 

 
Policy Guidance 
 
Key questions to ask the Governing Body 
 
What staffing do we need to implement the developments we have prioritised in our School Development/Improvement Plan in the 
short, medium and longer term that will support the Christian character of the school? 
 
What posts do we know we have to fill to replace staff leaving in the next 2-3 years? 
 
What do we do in the event of a senior leadership resignation or long term absence of the headteacher or others in the senior leadership 
team? 
 
What links do we have with other Church Schools to share opportunities for leadership development? 
 
How can we use forthcoming recruitment opportunities to strengthen our Church School leadership capacity, particularly around school 
improvement priorities? 
 
How do we promote our Church School vision for continuous leadership development to the staff? 
 
Can we improve the marketing of vacancies to give a clear message about our Christian commitment to leadership development? 
 
Are we monitoring admission trends that will inform staffing levels? 

�
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Key Purposes 
 
Our Governing Body is committed to developing the school workforce in ways which will: 

·  enable continuing professional development opportunities in order to develop skills that will further serve the school and support 
individuals, in line with Diocesan standards for teachers and support staff. 

·  recognise the talents of all members of staff and enable them to utilise their individual skills and abilities 
·  develop visionary Christian Leadership 
·  distribute leadership throughout the school 
·  contribute to leadership capacity throughout Church Schools in the Diocese 
 

We will work with schools in the Church family and beyond to support and develop opportunities for staff progression. 
Underlying Principles 
 

1 The family of Church Schools share a common challenge in leadership recruitment which can be addressed through the Diocesan 
Strategy. 

2 ‘Growing’ our own leaders will benefit Church Schools as well as other schools within the maintained sector. 
3 Our Church School will benefit in turn by recruiting leaders who have profited from relevant preparation for leadership. 
4 There are opportunities for creative partnership arrangements between Church Schools that will require new structures of 

leadership. 
 
In implementing a Succession Planning Policy the Governing Body will: 

·  monitor leadership development both within school and through links with other schools. 
·  maintain an overview of the school’s staffing profile and continuing professional development needs 
·  allocate sufficient funds from the school budget to support agreed priorities for leadership  development 
·  consider the school’s involvement in appropriate diocesan, local and national leadership programmes 
·  Seek to develop a collaborative school culture which is seen by all staff to offer leadership developmental 
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     opportunities 
 
Monitoring 
Annually the Governing Body will review the: 
 

1. Deployment of teaching and support staff             a) teaching and learning responsibilities 
b) different points on the pay spine 
c) customised work programmes 

2. Performance management profile of the school and individuals 
3. Continuing Professional Development                  a) progression through the standards 

b) leadership preparation eg. National Professional Qualification for 
    Headteachers  (NPQH) 
c) continuing Headship development 

4. Trends                                                                     a) absence rates 
b) reasons for staff leaving 
c) application rates  
d) staff satisfaction 
e) local context 

5. Recruitment and retention documentation and strategies  
6. Induction programmes throughout school 

Diocesan support available to Governing Bodies 
The Diocese will offer: 

1 governor training opportunities on Christian leadership and Succession Planning. 
2 training for leadership development for performance management targets 
3 training for progression through threshold standards and career pathways 
4 teaching assistant/HLTA support in delivering RE 
5 advisory support for leadership appointments and recruitment     
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                         Policy agreed by governors .................................date.   To be reviewed ..................................date 
 
Recruitment 
 
The leaders of tomorrow should be formed from the culmination of a process that starts on the first day as a newly qualified teacher or 
on completion of initial vocational training. 
 
Your role as Governors is to support and develop your Church School through the vision which is founded in the responsibility in 
appointing all staff. 
 
What are you looking for in Christian teachers? 
What are you looking for in Christian leaders? 
What are you looking for as members of your support team? 
 
 

A team member within a Christian Ethos who is able to: 
·  share a vision that reflects the Christian Foundation 
·  act out a living faith as a role model in attitudes and behaviour 
·  challenge the impact of the school’s Christian Ethos upon pupil learning and experience 
·  communicate the vision 

 
The continuing pages have examples of the job descriptions and person specifications that Governors will have access to for; Heads of 
RE Departments in High schools, Deputy Headteacher and Headteacher appointments. It is crucial that the distinctive Christian element 
is celebrated and acknowledged as important by the appointing body so that Christian Leadership can be sustained and emboldened for 
all Church schools in the future. 
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Quick Reference Chart for Governors 
Appointment Procedures for Headteachers/ Deputy Headteachers 

�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�
�

 
 

START 

NOTIFICATION  
·  Chair or clerk notifies 

Diocese/District and LA of 
vacancy 

·  Agrees date for initial 
meeting with Diocese and LA 

AFTER 
INTERVIEWS 
 
·  Confirm stating date and salary 

with successful candidate 
·  Governors meet to ratify 

appointment 
·  Complete notification of 

appointment documentation asap 
·  Ensure NS contract and related 

documentation issued 
·  Advisers provide feedback to 

unsuccessful candidates. 
·  Governors make arrangements for 

induction of successful candidate. 
·  Agree how to inform staff, 

governors, parents. 

PRE SECOND STAGE 
INTERVIEWS 
 
Whole group convenes to agree 
 
·  Candidates to go forward  
·  Candidates to be eliminated and reasons for elimination 
·  Arrangements for debriefing unsuccessful candidates 
·  Questions to be asked 
·  Candidates informed of decision and of arrangements for 

second stage 

END OF SECOND STAGE INT ERVIEWS 
 
·  Governors hear advisers 
·  Make decision 
·  Agree arrangements for debrief 
·  Call back successful candidate and offer 

post 

SHORTLISTING MEETING (PART 1)  
 
Consider applications against person 
specification.    Decide A or B 

SHORTLISTING MEETING (PART 2)  
 
Agree 
·  Confidentiality 
·  Selection Procedures 

- panels? (agree  membership) 
- elimination stages? 

·  Role of Advisers 
·  Tasks/presentations by candidates 
·  Areas of questioning 
·  Use of references  

- when? 
- how? 

·  Responsibility for seeking and dealing with faith 
reference and personal references 

·  Responsibility for organisation of day and 
communication with interviewees 

·  Venue/s for interview/s 

END OF STAGE ONE 
INTERVIEWS 

   
Panels agree which candidates to recommend 

·  To be eliminated © 
·  To be discussed for second stage (B) 
·  To proceed to second stage (A) 

 

  PRE INTERVIEW BRIEFING  
 
·    Finalise questions 
        - wording 

- who is asking 
- batting order 

·  Remind Governors of need to adhere to timetable 
·  Agree arrangements for debriefing 
·  Agree arrangements for sight of contract 

PRE-INTERVIEW VISIT TAKES PLACE 

A 
     Readvertise 

B 
    Interview 

Diocesan/District Officer/LA 
confer to agree process and date 
of initial meeting 

SECOND STAGE INTERVIEWS 
 
·  Confirm candidates understand Contract 
·  Confirm  candidates would accept the post if offered 
·  Sign National Society/Methodist Contract 

 

PRELIMINARY MEETING 
 
Governing Body advised by Diocese and  LA decides on: 
·  Confidentiality 
·  Job description 
·  National Society/Methodist contract  
·  Selection criteria/person specification 
·  Diocesan Equal Opportunities Policy 
·  Pay 
·  Advertisement 

- where 
- when 
- display/lineage 
- content 
- closing date 

·  Diocesan/District application form 
·  Dates for 

Pre-application visit to school 
- Shortlisting  
- Interviews 
- Visit to school 

·  Appointment by full Governing Body 
·  Materials to be sent to prospective applicants 
·  Arrangements to visit school 
·  Selection process (see Shortlisting meeting Part 2) 
Advisers help prepare information pack and advert and 
LA adviser passes on information to HR services. 
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Headteacher Job Description 
 

  Church of England / Methodist Voluntary Aided Schools 
This appointment is with the governing body of the school under the terms of the National Society / Methodist contract signed with the governors as 
employers. 
 
The job description reflects the National Standards for Headteachers (2004). The Standards embody three key principles, namely that the work of 
headteachers should be: learning-centred, focused on leadership and reflect the highest possible professional standards.   It also reflects the need for the 
headteacher to lead by example to ensure that the school demonstrates its Christian ethos in all its aspects. 
 
The appointment is subject to the current conditions of employment of headteachers, contained in the School Teachers’ Pay and Conditions document, other 
current educational and employment legislation, including the GTC Code of Professional Values and Practice and the terms of the National Society / 
Methodist contract.  In carrying out his/her duties, the headteacher shall consult, where appropriate, with the Local Authority, the governing body, the staff of 
the school, its pupils and the parents of its pupils. 
 
A. The Core Purpose of the Headteacher in a Church school 
 
The headteacher is the prime mover in creating, inspiring and embodying the Christian ethos and culture of this Church school, securing its Mission statement 
with all members of the school community and ensuring an environment for teaching and learning that empowers both staff and students to achieve their 
highest potential. 
 
Thus, the core purpose of the headteacher is to provide professional leadership and management for the school within the context of the Trust Deed. This will 
promote a secure foundation from which to achieve high standards in all areas of the school’s work. To gain this success the headteacher must establish high 
quality education by effectively managing teaching and learning and using personalised learning to realise the potential of all pupils. The headteacher must 
establish a culture that promotes excellence, equality and high expectations of all pupils within a strong Christian ethos. 
 
The headteacher is the leading professional in the school. Accountable to the governing body, the headteacher provides vision, leadership and direction for the 
school and ensures that it is managed and organised to meet its aims and targets. The headteacher, working with others, is responsible for evaluating the 
school’s performance to identify the priorities for continuous improvement and raising standards; ensuring equality of opportunity for all; developing policies 
and practices; ensuring that resources are efficiently and effectively used to achieve the school’s aims in accordance with its mission statement, and for the 
day-to-day management, organisation and administration of the school. 
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The headteacher, working with and through others, secures the commitment of the wider community to the school by developing and maintaining effective 
partnerships with, for example, schools, other services and agencies for children, the Local Authority,Diocesan and Methodist District officers,  higher 
education institutions and employers. Through such partnerships and other activities, headteachers play a key role in contributing to the development of the 
education system as a whole and collaborate with others to raise standards locally. 
 
Drawing on the support provided by members of the school's church and wider communities, the Headteacher is responsible for creating a productive learning 
environment which is engaging and fulfilling for all pupils. 
 
 
B. The six key areas of headship 
 
1. Shaping the Future 
Critical to the role of headship is working with the governing body and others to create a shared vision and strategic plan which inspires and motivates pupils, 
staff and all other members of the Church school community. This vision should express core educational values and moral purpose and derived from 
Christian values and summarised in the Mission Statement. 

 
The headteacher will: 

·  Ensure the vision for the school is clearly articulated, shared, understood and acted upon effectively by all. 
·  Inspire and lead the worshipping community, which is the school. 
·  Work within the school and Church communities to translate the vision into agreed objectives and operational plans which will promote and sustain 

school improvement. 
·  Demonstrate the vision and Christian values in everyday work and practice. 
·  Motivate and work with others to create a shared culture and positive climate. 
·  Encourage creativity, innovation and the use of appropriate new technologies to achieve excellence. 
·  Ensure that strategic planning takes account of the diversity, values and experience of the school and community at large. 

 
 
2. Leading Learning and Teaching 
Headteachers have a central responsibility for raising the quality of teaching and learning and for pupils’ achievement. This implies setting high expectations 
and monitoring and evaluating the effectiveness of learning outcomes. A successful Christian environment promotes a learning culture which will enable 
pupils to become effective, enthusiastic, independent learners, committed to life-long learning. 
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The headteacher will: 

·  Enable a consistent and continuous school-wide focus on pupils’ achievement, using data and benchmarks to monitor progress in every child’s 
learning. 

·  Ensure that learning is at the centre of strategic planning and resource management. 
·  Establish creative, responsive and effective approaches to learning and teaching. 
·  Provide, after consultation with the governing body over the arrangements, for the daily act of collective worship in accordance with the school's Trust 

Deed and Schedule 20 of the School Standards and Framework Act, 1988. 
·  Implement the policy of the Governing Body on Religious Education in accordance with the school's Trust Deed. 
·  Build a culture and ethos based on Christian values of challenge and support where all pupils can achieve success and become engaged in their own 

learning. 
·  Demonstrate and articulate high expectations and set stretching targets for the whole school. 
·  Within the school's Christian ethos, implement strategies which secure high standards of behaviour and attendance. 
·  Initiate and implement a diverse, flexible curriculum and implement an effective assessment framework. 
·  Take a strategic role in the development of new and emerging technologies to enhance and extend the learning experience of pupils. 
·  Monitor, evaluate and review classroom practice and promote improvement strategies. 
·  Challenge underperformance at all levels and ensure effective corrective action and follow-up. 

 
3. Developing Self and Working with Others 
Effective headteachers manage themselves and their relationships well. Headship is about building a Christian learning community which enables others to 
achieve. Through performance management and effective continuing professional development practice, the headteacher supports all staff to achieve high 
standards, recognising their unique contributions as valued individuals. To equip themselves with the capacity to deal with the complexity of the role and the 
range of leadership skills and actions required of them, headteachers should be committed to their own continuing professional development. 

 
The headteacher will: 

·  Treat people fairly, equitably and with dignity and respect to create and maintain a positive school culture in a manner consistent with the Christian 
ethos. 

·  Build a collaborative learning culture within the school and actively engage with other schools to build effective learning communities. 
·  Develop and maintain effective strategies and procedures for staff induction, professional development and performance review. 
·  Ensure effective planning, allocation, support and evaluation of work undertaken by teams and individuals, ensuring clear delegation of tasks and 

devolution of responsibilities. 
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·  Acknowledge the responsibilities and celebrate the achievements of individuals and teams. 
·  Develop and maintain a culture reflecting the mission statement of high expectations for self and for others and take appropriate action when 

performance is unsatisfactory. 
·  Regularly review own practice, set personal targets and take responsibility for own personal and spiritual development. 
·  Manage own workload and that of others to allow an appropriate work/life balance. 
·  Act as spiritual leader to staff and pupils. 

 
4. Managing the Organisation 
  In a Church school, the relationship between the mission statement and the provision of effective organisation and management should reflect the Christian 
aims.  The headteacher will seek ways of improving organisational structures and functions based on rigorous self-evaluation within this Christian context. 
Headteachers should ensure that the school and the people and resources within it are organised and managed to provide an efficient, effective and safe 
Christian learning environment. These management responsibilities imply the re-examination of the roles and responsibilities of those adults working in the 
school, nurturing them, in order to build capacity across the workforce and ensure resources are deployed to achieve value for money. Headteachers should 
also seek to build successful organisations through effective collaborations with others. 
 
The headteacher will: 

·  Create an organisational structure which reflects the school’s values trust deed and mission statement, and enables the management systems, structures 
and processes to work effectively and legally. 

·  Produce and implement clear, evidence-based improvement plans and policies for the development of the school and its facilities which fit within its 
Christian ethos. 

·  Ensure that policies and practices take account of national, diocesan/ Methodist district and local circumstances, policies and initiatives. 
·  Manage the school’s financial and human resources effectively and efficiently to achieve the school’s educational goals and priorities. 
·  Recruit members of staff who are able and willing to contribute to the Christian ethos of the school, retaining and deploying them appropriately and 

managing their workload to achieve the vision and goals of the school. 
·  Implement successful performance management processes which reflect the Christian identity of the school with all staff. 
·  Challenge inappropriate staff behaviour and deal effectively with staffing issues, including those relating to conduct, competence and attendance. 
·  Manage and organise the school environment efficiently and effectively to ensure that it meets the needs of the curriculum and health and safety 

regulations. 
·  Ensure that the range, quality and use of all available resources is monitored, evaluated and reviewed to improve the quality of education for all pupils 

and provide value for money. 
·  Use and integrate a range of technologies effectively and efficiently to manage the school. 
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5. Securing Accountability 
With Christian values at the heart of their leadership, headteachers have a responsibility to the whole school and Church community.   They are accountable to 
a wide range of groups, particularly pupils, parents, carers, governors, parish / cicuit, Diocese / Methodist District, and the LA. They are accountable for 
ensuring that pupils enjoy and benefit from a high quality Christian education, for promoting collective responsibility within the whole school community and 
for contributing to the education service more widely.  
 
The headteacher will: 

·  Fulfil commitments arising from contractual accountability to the governing body. 
·  Develop a school ethos which enables everyone to work collaboratively, share knowledge and understanding, celebrate success and accept 

responsibility for outcomes. 
·  Ensure individual staff accountabilities are clearly defined, understood, nurtured and agreed and are subject to rigorous review and evaluation. 
·  Work with the governing body (providing information, objective advice and support) to enable it to meet its responsibilities. 
·  Develop and present a coherent, understandable and accurate account of the school’s performance to a range of audiences including governors, parents 

and carers.  
·  Reflect on personal contribution to school achievements and take account of feedback from others. 

 
 
6. Strengthening Community 
 Headteachers will be committed to engaging with the internal and external school community to secure Christian principles of equity and entitlement.  They 
will collaborate with others in order to share expertise and bring positive benefits to their own and other schools. They should work collaboratively at both 
strategic and operational levels with parents /carers, the Church and across other multiple agencies for the well-being of all children. Headteachers share 
responsibility for leadership of the wider educational system and should be aware that school improvement and community development are interdependent. 
 
The headteacher will: 

·  Promote a vision of a Church school witnessing to its Christian values in its local community. 
·  Build a school culture and curriculum which takes account of the richness and diversity of the school’s communities. 
·  Create and promote positive strategies for challenging prejudice and dealing with harassment in a Christian manner. 
·  Ensure learning experiences for pupils are linked into and integrated with the wider community. 
·  Ensure a range of Church and community-based learning experiences. 
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·  Collaborate with Church and other agencies in providing for the academic, spiritual, moral, social, emotional and cultural well-being of pupils and 
their families. 

·  Create and maintain an effective partnership with parents /carers to support and improve pupils’ achievement and personal development. 
·  Seek opportunities to invite parents/ carers, members of the Church family, community, business or other organisations into the school to enhance and 

enrich the school and its value to the wider community. 
·  Contribute to the development of the education system by, for example, sharing effective practice with schools in the diocesan / Methodist family, 

working in partnership with others to promote innovative initiatives. 
·  Co-operate and work with relevant agencies to protect children. 

 
 

The applicant will be required to safeguard and promote the welfare of children and young people and be faithful to the trust deed. 
 
 

This job description forms part of the National Society / Methodist contract of employment of the person appointed to the post.  It reflects the position at the present time 
only and may be reviewed in negotiation with the employee in the future.  The appointment is subject to the current conditions of employment in the School Teachers’ Pay 

and Conditions Document as they relate to headteachers 
�
�
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Deputy Headteacher Job Description 
 
Voluntary Aided Schools 
 
This appointment is with the governing body of the school under the terms of the National Society / Methodist contract signed with the governors as employers.  It is subject 
to the current conditions of employment of deputy headteachers, contained in the School Teachers’ Pay and Conditions document, other current educational and employment 
legislation, relevant teacher and headteacher standards and the school’s mission statement. 
 
JOB TITLE:    Deputy headteacher 
 
ACCOUNTABLE TO:  The headteacher 
 
 
MAIN PURPOSE: To work with the headteacher in creating, inspiring and embodying the Christian ethos and culture of this Church school, securing its Mission 

Statement with all members of the school community and ensuring an environment for teaching and learning that empowers both staff and students 
to achieve their highest potential. 

 
To this end, the deputy headteacher will: 

·  Undertake the normal responsibilities of the class teacher 
·  Be a member of the senior management team 
·  Assist the headteacher in managing the school 
·  Support and represent the headteacher at meetings as and when required 
·  Undertake the professional duties of the headteacher during his/her absence 
·  Undertake such duties as are delegated by the headteacher 
·  Play a major role under the overall direction of the headteacher in formulating and reviewing the Mission Statement,  Development Plan, aims and objectives of the 

school by: 
- Establishing the policies through which they shall be achieved 
- Ensuring that all policies contribute to the working out of the Mission Statement 
- Managing staff and resources to that end 
- Monitoring progress towards their achievement. 
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MAIN TASKS: 
The specific nature and balance of these responsibilities will vary according to the needs of the school and may, in larger schools with more than one deputy, be shared.  It 
will be necessary to specify the management, curriculum and co-ordination responsibilities/teaching commitment to be undertaken by the post holder.   
 
1. Class teacher responsibilities 
 
1.1 To carry out the duties of a school teacher as set out in the current School Teachers’ Pay and Conditions Document. 

  
1.2 To carry out the duties of a general class teacher as detailed in the school’s class teacher job description, including the provision of cover for absent teachers. 
 
1.3 To be responsible for a specific class or age group of children to be decided on appointment. 
 
2. The internal organisation, management and control of the school 
 
2.1 To have specific responsibilities (e.g. for aspects of school management or the curriculum) to be agreed upon appointment. 
2.2 To contribute to: 

·  Maintaining and developing the Christian ethos, values and overall purposes of the school 
·  Formulating the aims and objectives of the school and policies for their implementation 
·  A development plan which will translate school aims and policies into actions 
·  Monitoring and evaluating the performance of the school 
·  Implementing the governing body’s policies on equal opportunity issues for all staff and pupils in relation to sex, gender, race, disability and special needs 
·  The efficient organisation, management and supervision of school routines 

 
3. Curriculum Development 
 
3.1 To contribute to: 

·  The development, organisation and implementation of the school’s curriculum 
·  School policies on curriculum, teaching and learning styles, assessment, recording and reporting 
·  Ensuring that the learning and teaching provided by different departments and teaching teams form a co-ordinated, coherent curriculum entitlement for 

individuals 
·  Ensuring that information on pupil progress is used to improve teaching and learning to inform and motivate pupils, to inform parents, to provide necessary 

references for other educational institutions and employers, and to aid governors in their future management of the school 
·  Ensuring that the individual pupil’s continuity of learning and effective progression of achievement are provided 
·  The promotion of extra-curricular activities in accordance with the educational aims of the school 
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4. Pupil care 
 
4.1 To contribute to: 

·  The development, organisation and implementation of the school’s policy for the spiritual, moral, social and cultural development of pupils and their personal 
and health education within a Christian context, including pastoral care and guidance 

·  The effective induction of pupils 
·  The determination of appropriate pupil groupings 
·  The promotion among pupils of standards of conduct/discipline and a proper regard for authority and the encouragement of good behaviour within a Christian 

context. 
·  The development among pupils of self-discipline 
·  The handling of individual disciplinary cases 

 
5. The management of Staff 
 
5.1 To participate in the selection and deployment of teaching and non-teaching staff of the school 
 
5.2 To contribute to good management practice by ensuring positive staff participation, effective communication and procedures 
 
5.3 To participate in arrangements made in accordance with the regulations for the appraisal of the performance of staff in school 
 
5.4 To contribute to staff development policies in relation to: 

·  The induction of new and newly qualified teachers and other staff into a Church school 
·  The provision of professional advice and support and the identification of training needs 
·  Students under training/work experience 

 
5.5 To demonstrate effective leadership, representation and liaison both within the school and other interested or involved persons or bodies. 
 
5.6 To maintain good relationships with individuals, groups and staff unions and associations. 
 
6 The management of resources 
 
6.1 To contribute to the formulation of the school’s policies and procedures concerning resource management 
 
6.2 To allocate, control and account for those financial and material resources of the school which are delegated by the headteacher. 
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6.3 To promote an attractive environment which stimulates learning and enhances the appearance of the school. 
 
6.4 To contribute to arrangements for the security and effective supervision of the school buildings, their contents and grounds, including aspects of health and safety. 
 
6.5 To maintain effective working relationships with external agencies and services contracted to the school and the Authority. 
 
7 Relationships 
 
7.1 To advise and assist the governing body as required in the exercising of its functions including attending meetings and making reports. 
  
7.2 To assist liaison and co-operation with Authority/Diocese/Methodist District officers and support services. 
 
7.3 To help in maintaining and developing effective communications and links with parents and to provide positive responses to concerns and problems regarding their 

children’s education. 
 
7.4 To help to promote a vision of a Church school witnessing to its Christian values in its local community. 
 
7.5 To collaborate with the Church and other agencies in providing for the development and well-being of the whole child 
 
7.6 To assist liaison with other educational establishments in order to promote the continuity of learning, progression of achievement and curriculum development. 
 
7.7 Seek opportunities to invite parents/ carers, members of the Church family, community, business or other organisations into the school to enhance and enrich the 

school and its value to the wider community. 
 
7.8 To develop and maintain positive links and relationships with the community, local organisations and employers: 

·  To promote a positive image of the school 
 

·  To ensure that the school plays a constructive role in the life of the community and that its curriculum draws on the nature and resources of that community. 
 
 

The applicant will be required to safeguard and promote the welfare of children and young people and be faithful to the trust deed. 
This job description forms part of the contract of the National Society / Methodist employment of the person appointed to the post.  It reflects the position at the present time only 
and may be reviewed in negotiation with the employee in the future. The appointment is subject to the current conditions of employment in the School Teachers’ Pay and 
Conditions Document as they relate to deputy headteachers.   
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Head of RE Department Job Description  
 
This appointment is with the governing body of the school under the terms of the National Society / Methodist contract signed with the governors as employers.  It is subject 
to the current conditions of employment contained in the School Teachers’ Pay and Conditions document, other current educational and employment legislation, relevant 
teacher standards and the school’s mission statement. 
 
JOB TITLE:   Head of Religious Education  
 
ACCOUNTABLE TO:  The Headteacher 
 
MAIN PURPOSE: To work with the headteacher in creating, inspiring and embodying the Christian ethos and culture of this Church school, securing its Mission 

Statement with all members of the RE Department and ensuring an environment for teaching and learning that delivers and empowers both staff and 
students to achieve their highest potential. 

 
“The principal aim of Religious Education is to affirm and nourish, encourage and challenge all students on their spiritual 

journey.” 
               Lord Runcie (the late) Archbishop of Canterbury 
 
 
 
The Head of Department will: 

·  Undertake the normal responsibilities as class teacher 
·  Be a member of  the school management team 
·  Assist the headteacher in managing the Department 
·  Support and represent the Department at meetings as and when required 
·  Undertake such duties as are delegated by the headteacher 
·  Play a major role under the overall direction of the headteacher in formulating and reviewing the aims and objectives of the RE Department in accordance with the 

Mission Statement: 
- Using the Diocesan Framework and establishing RE policy through which they shall be achieved 
- Ensuring that all policies contribute to the working out of  the Mission Statement 
- Managing staff and resources  
- Monitoring progress and achievement. 
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MAIN TASKS: 
 
1. Class teacher responsibilities 
 

1.1. To carry out the duties of a school teacher as set out in the current School Teachers’ Pay and Conditions Document. 
 

1.2. To carry out the duties of a form teacher as detailed in the school’s teacher job description, including the provision of cover for absent teachers. 
 
 
2. The internal organisation, management and control of the department 
 

2.1. To contribute to: 

·  Maintaining and developing the Christian ethos, values and overall purposes of  the school 
·  Formulating the aims and objectives of the school/department and policies for implementation 
·  A departmental  development plan which will translate school aims and policies into actions 
·  Monitoring and evaluating the performance of the department 
·  Implementing the governing body’s policies on equal opportunity issues for all staff and pupils in relation to sex, gender, race, disability and special needs 
·  The efficient organisation, management and supervision of school routines within the department 

 
 
3. Curriculum Development 
 

3.1. To contribute to: 
·  The development, organisation and implementation of the school’s Religious Education  curriculum 
·  School policies on Religious Education and Spiritual, Moral, Social and Cultural curriculum, teaching and learning styles, assessment, recording and reporting 
·  Ensuring that the learning and teaching provided by the department forms a co-ordinated, coherent curriculum entitlement for individuals 
·  Ensuring that information on pupil progress is used to improve teaching and learning to inform and motivate pupils, to inform parents, to provide necessary 

references for other educational institutions and employers, and to aid governors in their future management of the school 
·  Ensuring that the individual pupil’s continuity of learning and effective progression of achievement are provided 
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4. Pupil care 
 

4.1. To contribute to: 
·  The development, organisation and implementation of the school’s policy for the spiritual, moral, social and cultural development of pupils in a Christian 

context 
·  The determination of appropriate pupil groupings 
·  The promotion among pupils of standards of conduct/discipline and a proper regard for authority and the encouragement of good behaviour within a Christian 

context. 
·  The development among pupils of self-discipline 

 
5. The management of Staff 
 

5.1. To participate in the selection and deployment of teaching and non-teaching staff in the department 
 

5.2. To contribute to good management practice by ensuring positive staff participation, effective communication and procedures 
 

5.3. To participate in arrangements made in accordance with the regulations for the appraisal of the performance of staff in the department 
 

5.4. To contribute to staff development policies in relation to: 
·  The induction of new teachers into the department 
·  The provision of professional advice and support and the identification of training needs 
·  Students under training/work experience 
 

5.5. To maintain good relationships with individuals. 
 
6. The management of resources 
 

6.1. To contribute to the formulation of the school’s policies and procedures concerning resource management 
 
6.2. To allocate, control and account for those financial and material resources of the department which are delegated by the headteacher. 
 
6.3. To promote an attractive environment which stimulates learning and enhances the appearance of  the department and reflects the school ethos. 
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7 Relationships 
 
7.1 To advise and assist the governing body as required in the exercising of its functions including attending meetings and making reports. 
 
7.3 To help in maintaining and developing effective communications and links with parents and to provide positive responses to concerns and problems regarding their 

children’s education. 
 
7.4 To help to promote a vision of a Church school witnessing to its Christian values in its local community. 
 
7.5 To collaborate with the Church and other faith agencies  
 
7.6 To assist liaison with other departments in order to promote the continuity of learning, progression of achievement and curriculum development. 
 
7.7 Seek opportunities to invite parents/ carers, members of the Church family, community, business or other organisations into the school to enhance and enrich the 

department and its value to the wider community. 
 
7.8 To develop and maintain positive links and relationships with the community, local organisations and employers. 
 
7.9 To ensure that the school plays a constructive role in the life of the community and that its curriculum draws on the nature and resources of that community. 
 
7.10 To collaborate with the school chaplain/youth worker/collective worship coordinator. 
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The Framework for Religious Education DBE Services states: 
  
 
In order to meet the required standards and quality of Religious Education, the framework recommends that: 
 
In Key Stages 3 and 4, at least 5% of curriculum time be allocated to discrete Religious Education, but governing bodies are requested to consider ways in  
which they might increase the time allocation in these Key Stages towards 10%; 
 
In Years 12 and 13, 5% of curriculum time be allocated to discrete Religious Education in addition to any A’ level courses studied; 
 
Religious Education be taught in each year across all key stages; 
 
Religious Education be taught by teachers who have become specialists through either initial or accredited in-service training; 
 
Teachers should be practicing Christians of traditions represented in ‘Churches Together’ and heads of department, wherever possible, should be Anglicans; 
 
Religious Education be a discrete department although it may be in a formal relationship with other departments or faculties. 
 
The above should act as guidance when appointing a Head of Department to RE.  
 
 
 
 
 
Now this I say, he who sows sparingly will also reap sparingly, and he who sows bountifully will also reap bountifully. 
                                                                                                                                                               2 Corinthians 9 :6   

�
�
�
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�
�
�
Framework for the Development of a Person Specifica tion/Selection Criteria in a Voluntary Aided School  
 
Appointment of a Headteacher/Deputy Headteacher 
 

The applicant will be required to safeguard and promote  
the welfare of children and young people and be faithful to the trust deed. 

  
Note: Candidates failing to meet any of the essential criteria will automatically be excluded 

 
[A] Qualifications, Experience and Professional Development 
 
 
 

·  Full and active member of a church in membership of Churches Together in England. 
This requires evidence of current church involvement and a clear indication of the applicant's beliefs in relation to a 
Church school. 
 

Essential/ 
Desirable 

 
 

E 

Application Form/Interview/Reference 

·  Qualified Teacher Status   

·  Degree    

·  Meets the requirements re: the National Professional Qualification for Headship 

From 1 April 2009 only those who have successfully completed NPQH will be able to be appointed to their first substantive headship 
position. 

E  

Other qualifications:   

Professional Development:  

·  Professional Development in preparation for Headship/Deputy Headship 
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·  Has successfully undertaken NCSL-approved ‘safer recruitment’ training 

 

Other training:   

·  Experience as a headteacher   

·  Experience as a deputy or assistant headteacher   

Leadership and management experience: 
(Add contribution to management of the school e.g. subject leader, head of department, head of year, key stage leader, 
SENCo, whole-school responsibility, teacher/adviser, curriculum consultants) 

(Add any specific areas of leadership and management: e.g. school development planning, monitoring and evaluation, 
data analysis and target setting, policy development and implementation) 

  

Teaching Experience 
(Add any relevant details of successful experience e.g. phase, comparable/contrasting schools, Church school) 

NB Requiring a particular length of experience may amount to indirect age discrimination. It may be wise to ask for 
‘significant and relevant experience’ rather than a given number of years in a particular post. 

  

 
[B] Professional Knowledge and Understanding 
(Compiled with specific reference to the National Standards for Headteachers 2004) 
In relation to the role Headteacher / Deputy headteacher of this school, applicants should be able to demonstrate appropriate knowledge and understanding the following 
areas relevant to the phase and to a Church school  
 
In particular: E/D A/I/R  

·  The development of the Christian character of the school, its pupils and staff   
·  Leading school worship   
·  Ways of developing religious education and worship   
·  Ways of leading the spiritual development of all in the school community   

 
Shaping the Future E/D A/I/R  
In particular 

·  A vision for fostering and developing the Christian ethos of the school 
  

·  Strategic thinking and planning that builds, communicates and carries forward a coherent and shared vision   
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·  Developing and sustaining a learning culture that has the Every Child Matters five outcomes at its core, 
including high expectations and standards of achievement for all 

  

·  Leading innovation, creativity and change   
·  Current educational trends and issues, including national policies, priorities and legislation   

 
Leading Learning and Teaching E/D A/I/R  
In particular 
 

·  The principles and practice of effective learning and teaching 

  

·  Strategies for improving the quality of learning and teaching, including promoting excellence and challenging 
poor performance 

  

·  Curriculum design and management that help to provide the choice and flexibility to meet the personal learning 
needs of every pupil 

  

·  Leading innovation, creativity and change   
·  Monitoring and evaluating the effectiveness of learning and teaching, including its outcomes in terms of 

standards and achievement and personal development and well-being 
  

 
Developing Self and Working with Others E/D A/I/R  
In particular 
 

·  The significance of interpersonal relationships and strategies for promoting individual and team development 

  

·  Promoting an open, fair and equitable culture   
·  The relationships between self evaluation, performance management and continuing professional development   
·  The impact of change and different leadership styles on individuals and organisations 
 

  

·  The importance of partnership working and accepting appropriate support from others, including colleagues, 
governors and the Local Authority 

  

·  The role of collaboration and networking within and beyond the school   
Managing the organisation E/D A/I/R  
In particular 

·  Principles, strategies and practice of school improvement and self evaluation 
  

·  Distribution and delegation of leadership responsibilities and management tasks as appropriate, and monitoring 
their implementation 

  

·  Establishing and sustaining effective organisational structures, systems, policy and practice   
·  Strategic financial planning, budgetary management and principles of best value, including evaluating the use of 

resources in relation to their contribution to pupil achievement 
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·  .Managing the school efficiently and effectively on a day-to-day basis   
·  Using informed judgements to make professional, leadership, managerial and organisational decisions   
·  Knowledge of and commitment to the implementation of the safeguarding agenda   

 
 
Securing Accountability E/D A/I/R  
In particular 

·  Commitments arising from contractual accountability to the Governing Body 
  

·  Public service policy and accountability frameworks, including Every Child Matters, Children and Young 
People’s services and Ofsted 

  

·  Principles and practice of quality assurance systems, including school review, self evaluation and performance 
management 

  

·  Analysing and using the full range of evidence, including performance data and external evaluations, to support, 
monitor, evaluate and improve aspects of the school, including challenging poor performance 

  

·  Stakeholder and community, including pupils and parents, engagement in, and accountability for, school self 
evaluation and the success and celebration of the its performance 

  

·  Individual, team and whole school accountability for pupil learning outcomes 
 

  

 
 
 
Strengthening Community E/D A/I/R  
In particular 

·  Embracing the richness and diversity of the school’s communities, and the human and physical resources within 
them 

  

·  How relationships should be fostered and developed between the school, local Church and its community and 
Diocese / Methodist District 

  

·  Engaging in dialogue that builds partnerships and community consensus on values, beliefs and shared 
responsibilities 

  

·  Listening to, and reflecting and acting on, community feedback   
·  Strategies that encourage parents and carers to support their children’s learning   
·  Building and sustaining effective relationships with parents, carers, other schools and partners and the broader 

community that enhance the education of all pupils 
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 [C] Personal Skills and Attributes 
 
In a Church school, the ability to… 
 
 E/D A/I/R  
Inspire, challenge, motivate and empower teams and individuals to achieve high goals   
Demonstrate personal enthusiasm and commitment to leadership aimed at making a positive difference to children and 
young people 

  

Build and maintain quality relationships through interpersonal skills and effective communication   
Demonstrate personal and professional integrity, including modelling values and vision   
Manage and resolve conflict   
Prioritise, plan and organise themselves and others   
Think analytically and creatively and demonstrate initiative in solving problems   
Be aware of their own strengths and areas for development and listen to, and reflect constructively and act upon as 
appropriate, feedback from others 

  

Empathise   
Demonstrate a capacity for sustained hard work with energy and vigour   
Demonstrate resilience and optimism   
Demonstrate impact and presence   
 
[D] Application Form and Supporting Statement 
 
The form must be fully completed and legible.  The supporting statement should be clear, concise and related to the specific post in this Church school. 
 
[E] Confidential References and Reports 
Candidates must give a faith reference.  Candidates who do not use the Parish priest/minister must give an explanation in the letter of application. 
 
Positive and supportive faith reference from the priest/minister where the  
applicant regularly worships. 

E 

Positive recommendation from all referees, including current employer  
Satisfactory health and attendance record E 

 
VOLUNTARY CONTROLLED SCHOOLS 
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When Voluntary Controlled schools were created under the 1944 Education Act, certain major differences between them and Voluntary Aided 
schools were established.   
 
In particular: 

·  VC schools are required to deliver the Local Education Authority’s Agreed Syllabus of Religious Education (with certain exceptions) 
·  All staff are employed by the LA  
·  Faith tests (including references) could not be applied to these appointments. 

 
The exception to the arrangements for RE related to the school’s trust deed.  If a parent asked for “denominational” RE then the school was 
obliged to provide this and, where this happened, one-fifth of the teachers ,but not the Head teacher, could be appointed as “reserved teachers” to 
provide that distinctive RE.  
 
In some Voluntary Controlled Schools, parents have requested that their children receive the Church Schools RE Syllabus of the Diocese and 
District, but in very few cases has the option of a reserved teacher been taken up.  At some new appointments of Deputy Headteachers this right 
has been exercised, but by no means at all. 
 
There is a further anomaly in the situation: the Headteacher, who couldn’t, under the 1944 Act, be a reserved teacher, was responsible for the 
collective worship which must be according to the trust deed.   
 
The Education and Inspections Act 2006 has rectified this anomaly.  It allows the Headteacher of a Voluntary Controlled School to be 
appointed on the basis of his/her faith as this is a Genuine Occupational Requirement. Therefore, the application form then could/should be 
the Diocesan form which asks for a faith reference. Clearly, this applies only to new appointments but is a major change in the appointment of 
Headteachers for Voluntary Controlled schools.  
�
�
�
�
�
�
Blackburn Diocesan Board of Education 
Church House 
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Cathedral Close 
Blackburn BB1 5AA 
 
Tel: 01254 503070 
 
Education With a Christian Perspective 
 
The Diocese  
The Diocese of Blackburn encompasses most of the County of Lancashire, the unitary authorities of Blackburn with Darwen and Blackpool, and part of the 
Metropolitan Borough of Wigan.  There are 211 parishes and 260 Churches within the Diocese, divided into two archdeaneries and served by the Bishop of 
Blackburn and his two suffragan Bishops of Burnley and Lancaster. 
 
The Diocese and its Schools 
No other Diocese of the Church of England has such an extensive commitment to Church Schools.  It has 158 Voluntary Aided and 22 Voluntary Controlled 
Primary Schools, 9 Voluntary Aided Secondary Schools and a Voluntary Controlled Secondary School.  Schools range in size from 1500 pupils in the largest 
Secondary School to small Primary Schools in rural communities with less than 30 on roll. 
 
The Diocese, like the Church of England nationally, believes that Church School Education stands at the centre of the Church’s Mission and rigorously 
promotes the distinctive nature of the Church Schools.  Church Schools endeavour to ensure that a Christian perspective informs all aspects of life.  This is 
reflected in our promotion of Christian belief and values throughout the whole curriculum, the high priority given to worship and Religious Education and in 
the Christian nurture and care afforded to all members of the school community. 
 
Diocesan Support for Church Education 
The staff of the Diocesan Board of Education provide a considerable and growing range of services to the schools of the Diocese: governor training, advice on 
the implementations of DCFS initiatives and the preparation of policies, advice before and after inspection, an inspection service for “denominational” 
education, support for Religious Education and school worship, with legal advice, practical and financial help with school buildings, negotiations with the 
Local Authorities, other service providers and the DCFS. 
 
In addition, staff of the Diocesan Board of Education work closely with the University of Cumbria and keep a watching brief for the small number of Church 
Schools of neighbouring Dioceses which fall within the County of Lancashire.  A co-operative approach has been developed with the Methodist Church and 
its Education Officers for the support of Methodist Schools in the Northwest Districts.  There is also very close liaison between the Church of England 
Dioceses within the North West which operate through a joint company DBE Services Limited. 
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The Methodist Church 
The North West Districts of: 
Bolton and Rochdale, 
Liverpool, 
North Lancashire 
 
 
Education with a Christian Perspective 
 
The Methodist Foundation 
The Methodist Church sees its schools as part of the mission of the church. The Methodist schools try to live out their Trust Deed by ensuring that a Christian perspective 
informs all aspects of school life. They demonstrate their distinctiveness particularly by the values promoted through the curriculum, the relationships of pupils and adults and 
in the care provided for all members of the school community. They place a high priority on worship and religious education. 
 
 
Methodism and its Schools 
Methodism supports its schools through personnel at four levels. Each local church affords support to its school through the activities of its members and minister. Each 
circuit has a policy detailing its mission to its schools. At District level, Education Officers are appointed to work with and on behalf of the schools and at Connexional level 
there is support through the Day Schools Committee and its Education Officer. 
 
 
Support for the Methodist Foundation 
The Methodist Schools in the North West of England are supported by Education Officers, one team works mainly with the Blackburn Diocesan Board of Education Officers, 
forming a joint Advisory Team for the Methodist and Church of England schools in the geographical area encompassing the LAs of Blackburn with Darwen, Blackpool, 
Lancashire, St Helens and Wigan. The schools buy into this Church School Support through a Service Level Agreement. Church schools in other areas of the North West are 
similarly supported by Education Officers who work with the Diocese of Liverpool and Manchester. 
 
The Methodist Education Officers work in partnership with the Local Authorities.  

�
�
�



Blackburn Diocese and The North Lancashire Methodist District                      Succession Planning Booklet 2009 
 

Page 38 
  

�
Support from the Diocese for Governors 
 
This is a recognition of our understanding that appointing and developing staff are the most crucial tasks that Governors can 
undertake.  The success of a school depends on the collaborative vision of preparation from entry to exit being realised by 
the quality of the appointments that ultimately have impact on children’s learning. 
 

Training:  
a) Courses for Continuing Professional Development for teachers and support staff  for both curriculum, 

worship and leadership preparation 
b) Governor training -  

             Succession Planning 
   Mission Statement 
   Church School Distinctiveness and Church School Vision 
   

Appointments  
a) Representatives from the  Diocese will assist Governors with Headteacher, Deputy Headteacher and 
     Assistant Headteacher appointments. 

 
Bespoke support from Diocesan advisers for any development issue as a Church School 
 
The provision of resources to support the training programmes 

 
Diocesan Contacts for support:          
Peter Ballard/Val Beetham               01254 503070  220           
Daphne Durham/Hilary Wilby        01254 503070  212 
Lisa Fenton & Helen Sage/Jean Hornsby          01254 503070  219 


