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About Lawyers Alert 
Lawyers Alert (LA) is a Civil Society Organization that is non-
partisan and non-profit made up substantially of Lawyers and 
other professionals committed to the entrenchment of democracy, 
rule of law and socio-economic development of residents of Nigeria 
with particular emphasis on women. 
 

Vision 
A world where women and vulnerable groups are free from 
injustice. 
 

Mission 
To empower women and vulnerable groups through knowledge of 
their rights and accessible means of enforcing the same. 
 

Objectives 
To research, document violations, intervene, and carry out 
advocacy on women's rights with a focus on Gender-Based 
Violence and Sexual and Reproductive Health and Rights (SRHR). 
 

To create awareness on, monitor, document, and publicize 
violations against Persons Living With, Affected By, and most at 
Risk of HIV Infection in Nigeria. 
 

To build the capacity of vulnerable and excluded 
groups/communities to demand and enjoy their rights including 
the provision of free legal services. 
 

To work with the government at all levels to promote policies and 
practices that strengthen the legal system and guarantee a free 
and independent Justice Sector. 
 

Core Values 
Lawyers Alert shall be guided by the values of: 
Accountability and Transparency Respect 
Integrity & Ethics, Professionalism, 
The values can be remembered by the acronym ATRIP. 
 

Purpose 
  



 

 

i. The purpose of this process is to share the expertise of the 

departing with the successor and also to prepare the successor 

and management of LA to fully support the successor. 

ii. To empower LA in discerning and equipping suitable individuals 
for precise roles as and when required. 

 
iii. To guarantee the sustained presence of explicitly recognized 

managerial, leadership, and technical proficiencies. 
iv. To avoid leadership lacuna in the event of vacant positions or 

eventuality 
v. To ensure a seamless transition of leadership.   
vi. Mentoring and coaching successors in leadership positions. 

 

Basic Principles of the Policy 
1. Competent succession planning entails the organization's 

meticulous selection of candidates who exhibit potential for 
enhancing their strategic leadership and/or technical job 
proficiencies. 

2. Enrollment in a succession planning program does not 
automatically secure an appointment to the position but 
enhances the probability of such an outcome. 

 
3. Succession planning represents just one of the tools employed 

by LA in its endeavor to cultivate the skills and capabilities of 
its workforce. 

 

4. When suitable, an appropriate mentor or coach will be assigned 

to oversee and report on the plan's progress, in collaboration 

with the respective line manager. 

 
5. There are three (3) levels of succession management to ensure 

a strong pipeline of talent for the most critical roles: Level 1= 
President | Level 2= Senior Management Team | Level 3= 
Critical roles, based on their long-term value to LA. 

 

 

Level One  



 

 

Duties of the President in Mentoring Successor  
The President is tasked with the proactive identification of 
dedicated, selfless, and transparent Directors within the 
management team, to nurture them as potential future President 
of LA. The responsibilities of the President encompass the 
following: 

 
i. The annual performance evaluation will outline the approach 

the President will undertake to mentor a minimum of two 
subordinates, subject to semi-annual assessment as well as an 
end-of-year evaluation. 

 
ii. The recipients of mentorship must belong to the senior 

management cadre, and the President retains the prerogative to 
make selections based on her expertise. 

 
iii. Offering leadership training is imperative and should be 

extended to senior personnel capable of assuming the roles of 
department heads, unit leaders, and the President. 
Consequently, the President of LA will actively encourage 
eligible staff to participate in training sessions such as those 
focusing on organizational leadership, project management, 
emotional intelligence, and team building. The President will 
nominate these potential mentees to benefit from leadership 
and managerial workshops at least once annually, contingent 
on the availability of funds. 

 
iv. As an integral facet of cultivating potential successors, the 

President will discern the pivotal functions of units, projects, 
and the organization as a whole. The upcoming leaders will be 
actively engaged in these crucial functions, including their 
involvement in high-level meetings, thus facilitating a practical 
learning experience before shouldering full responsibilities. 

 
v. When the President is on annual leave or experiencing an 

extended absence, one of the mentees will be designated to 
assume the President's role during this period. 

 

Procedures:   
1. The board of directors will consider whether they need to 

look outside the nonprofit in their quest to recruit and hire 
an Interim President rather than appoint an acting 
President. The board should guide their decision by: 

2. Identifying internal candidates for the position. 



 

 

3. The needs of Lawyers Alert at the time of the transition. 
4. The board of directors will appoint a succession planning 

committee to implement the transition to a new President.  

 
Hiring an Interim President: 

1. If the board hires an interim President, the board 
president and executive committee will negotiate an 
independent contractor agreement with a defined scope of 
work. 

2. The scope of the agreement with an interim President will 
be determined based on the nonprofit’s needs at the time 
of the leadership transition. 

 

Responsibilities of the Interim President 
1. An interim President will have the full authority for the 

daily decision-making and independent action as 
exercised by the regular President. 

2. The interim President will make decisions in consultation 
with the board president and/or executive committee 
including hiring staff, terminating staff, financial issues, 
initiating new projects, media communications, and 
taking policy positions on policy on behalf of the 
nonprofit. 

 

Board Oversight and Support to the Interim President  
1. The interim President reports to the Board Chair. 
2. The executive committee will support the needs of the 

interim President in this temporary role. The executive 
committee will meet monthly, or more frequently is 
needed, when a President is hired. They may hold 
meetings in person, via conference call, or via video call 
as called by the Board Chair. 

3. The board Chair and executive committee are responsible 
for gathering input from staff and reviewing the 
performance of the interim President. 

4. The board Chair and executive committee should conduct 
an initial review of the interim President after 30 days and 
every 90 days thereafter. 

 

Search for New President  
1. The board’s role is to assess the permanent leadership 

needs of the nonprofit to ensure they select a qualified and 
effective President that is compatible with the mission, 



 

 

vision, values, and goals of their nonprofit and its 
membership, and who has the necessary skills to lead the 
nonprofit. 

2. The succession planning committee should strive to 
develop a diverse candidate pool when seeking qualified 
President candidates. It’s best to narrow the final selection 
to three finalist candidates for the interview process. 

3. The succession planning committee should first explore 
the interest of any potential internal candidates for the 
President position. 

4. The succession planning committee will also consider the 
merits of conducting a comprehensive external 
recruitment and selection process. 

5. The succession planning committee should also 
determine whether the current President participation is 
a valuable resource in pursuing the search process and 
whether he or she would be beneficial to the process or 
the outcome. If so, the succession planning committee is 
responsible for outlining the scope of the current 
President involvement and negotiating an agreement that 
would allow for the President's input, insights, and 
observations. 

6. The succession planning committee will develop a plan for 
conducting interviews with potential candidates and 
determine which other people should be included in the 
interview process. 

7. The succession planning committee is authorized to set 
appropriate salary terms with the finalist candidates, 
along with input from the executive committee and the 
finance committee. 

8. The succession planning committee will make a 
recommendation regarding hiring the new President to the 
executive committee and then to the full board of directors 
for approval. 

9. The succession planning committee and the executive 
committee will ensure that the new President has an 
appropriate orientation process that may include 
participation by the current President, or any other key 
management staff or board members. 

 

Qualification of LA President Successor 
 

i. The new President must be one of the founder Members or 
the SMT 



 

 

ii. Must have atleast 15 years of cognate experience in human 
rights protection 

iii. Must have an MSc or higher or specialized qualifications with 

a proven track record of significant achievements in 

management. 

 

Planned Exit of the President  
 
The exit of the LA President shall be deemed to be planned when 
the President.  

i. gives mandatory one year of notice of retirement. 

ii. if the President/Founder has attained 70 years of age and 

compulsorily retired and  

iii. if mental or medical examination shows he/she is not 

capable of handling challenging duties as a President. 

 

Conditions for resignation from the office of LA President 
 
The President may decide or be asked to resign by the board of 
trustees if he/she: 
 

i. No longer agree with the vision/mission of the organization. 

ii. Become unable to carry out assigned tasks either in-person 

or remotely, due to  

iii. On issues relating to conflict of interest that could not be 

resolved. 

iv. Has attained the age of 70 years. 

v. Fraud. 

The President who wishes to resign should discuss the issues 
relating to such decision with the Board Chairman. If the decision 
cannot be reversed, he/she should in writing communicate the 
resignation to the Board. 
 
 

Reward for an Exiting President  
 
LA's departing Founder/President shall receive recognition to 
acknowledge his contributions and virtuous endeavors as outlined 
below. The retiring President shall: 
 



 

 

i. The individual will be recommended for inclusion in the LA 

Board of Trustees. 

ii. Be presented with a distinguished service plaque and an 

accompanying certificate. 

iii. Have his portrait prominently displayed in the LA 

conference room, depicting the years of devoted service. 

iv. Be celebrated with a commemorative event organized in 

their honor, expressing gratitude for their exceptional 

service. 

v. Participate in specialized training focused on cultivating a 

fulfilling retirement lifestyle. 

vi.  

 

 
Level Two and Three  

 

Basic Expectations on staff development from LA Senior 
Management Team (LA) 
LA shall have the following Departmental Heads which shall 
comprised of the Senior Management Team (SMT) 
LA President  
Director of Finance 
Director of Legal 
Director of Programs 1 
Director of Programs 2 
Human Resources Manager  
 

1. It is the responsibility of LA SMT to assess and address the 

permanent leadership needs of the organization to help 

ensure the selection of qualified and capable leader; a good 

fit for the organization’s mission, vision, values, goals and 

objectives, and who has the necessary skills for the 

organization.  

2. LA will as much as possible develop a diverse pool of 

candidates and consider at least three finalist candidates for 

its President, and similarly too for other senior management 

positions.  



 

 

3. LA will integrate a succession plan into the performance 

appraisal of all Senior Management Team and shall form part 

of their overall annual capacity development plans.   

4. The Management Team (MT) member shall provide proven 

evidence of mentorship of sub-ordinate staff(s) semi-annually 

and during annual performance evaluation assessment. They 

shall assess the competencies, skills, and qualities of teach 

of their departmental team members and identify potential 

internal candidates with the potential to step into senior 

management positions. 

5. MT shall maintain a pool of potential successors for each 

senior management position, and regularly assess the 

performance and potential of potential successors. They shall 

continuously update the pool based on performance, growth, 

and alignment with organizational values. 

6. MT shall provide opportunities for skill enhancement, 

mentorship, and exposure to various aspects of the 

organization's operations. 

 

The Place of LA Founders in Leadership Succession 
As a mark of honor to LA Founders, the following shall be accorded 
to the Founders. 
 

1. He shall be part of the panel to screen the President of the 

organization. 

2. He shall be part of the interview team to recruit a new 

President  

3. He shall participate in the orientation of the new President  

4. He shall remain an ex-official and participate in board 

meetings including deliberation on annual reports. 

 
Procedures for the Board of Trustees to discipline or terminate the 
President  
The termination of the ED will be either (i) immediate or (ii) through 
a process 
 
 



 

 

Immediate  
 
The subsequent criteria offer a depiction of the kinds of behaviors 
that qualify as Gross Misconduct and have the potential to lead to 
instant termination: 
 

i. Instances of Sexual Harassment 
ii. Manipulation of the Organization's documentation and 

falsification of credentials submitted to board of trustees. 
iii. Instigating or participating in a physical altercation 
iv. Engaging in the solicitation and/or acceptance of 

kickbacks or bribes. 
v. Acts of Theft. 
vi. Committing Fraud. 
vii. Demonstrating an unsound mental state.  

 

 
Through a Process 

 
Acts amounting to misconduct for a President include but are not 
limited to the following:  
 
• Fighting on duty 
• Sabotage, negligent or willful destruction of LA property 
• Use and/or possession of alcohol, narcotics or intoxicants at 
work or while on official assignment  
• human trafficking  
• Rudeness, disorderly or indecent conduct  

 
 

 

Disciplinary Committee Hearing  

 
The disciplinary committee shall be set up by the Board of Trustees 
and shall consist of at least 3 (Three) persons who are members of 
the Trustees.  
 
The disciplinary committee hearing is to ensure that the employee 
is provided an opportunity to have a fair hearing. Upon the 
conclusion of the hearing, the committee shall forward a written 
recommendation signed by all members, to the Chairman Board of 
Trustees for further action. Such recommendation may include 
but is not limited to the following: 



 

 

 

• Exoneration from Offense 

• Probation for a certain period  

• Suspension  

• Demand for an apology letter  

• Development of a Performance Improvement Plan (PIP) and 

• Termination where the misconduct is grievous 

 

 
Succession Plan for Departmental Unit 

1. LA is committed to ensuring all Heads of Units and 

departments such as Finance, Programs, 

HR/Administration, ICT/Media M&E, and Legal, proactively 

delegate at least one hour monthly for coaching and 

mentorship for members of the department.  

2. A training plan designating key learning topics duration and 

timing will be submitted to President for approval.  

3. Monthly report on training plan implementation will be 

shared with the President as part of the progress in 

mentorship 

4. All the departmental heads must have a folders that contain 

their work that can be accessed by the mentees. 

5. Performance appraisal for each management team staff will 

include a section on how the succession plan is implemented 

in their departments.  

 
Compliance of the Succession Plan  
 
The provisions contained therein shall guide the succession 
processes and procedures of LA in the event of resignation or 
eventuality or termination. 

 

Approval  
 
Approved by President: 

 

Date of Approval March 4, 2024 

Chairperson Governing Board 
 



 

 

Date of Approval: May 15, 2024 
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