POLICE & CRIME
COMMISSIONER

ORIGINATOR: Chief Executive DECISION NO. 51 /2021

REASON FOR SUBMISSION: For Decision

SUBMITTED TO: Police and Crime Commissioner for Norfolk (PCC)

SUBJECT: Proposed Appointment of Chief Constable

SUMMARY:

The purpose of this paper is to notify the Police and Crime Panel of the Police and Crime
Commissioners proposed appointment to the position of Chief Constable for Norfolk
Constabulary. The report provides an overview of the appointment process, including
reasons why the candidate has been selected for consideration by the Police and Crime
Panel.

This report should be read in conjunction with the Independent Members Report (Appendix
A)

RECOMMENDATION:
It is recommended that:

1. The Police and Crime Panel be notified of the proposed appointment of Paul Sanford
as Chief Constable of the Norfolk Constabulary by the Police and Crime
Commissioner;

2. This Decision paper be submitted to the Police and Crime Panel for consideration
at the Confirmation Hearing on Thursday 2" December 2021.

OUTCOME/APPROVAL BY: PCC - Giles Orpen-Smellie
The recommendations as outlined above are approved.

-

Signature Date: 23" November 2021
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DETAIL OF THE SUBMISSION

1.

1.1

1.2

1.3

1.4

1.5

1.6

2.

INTRODUCTION

On 30" June 2021, Simon Bailey retired from his role as Chief Constable. Interim
arrangements were put in place until such time the Police and Crime Commissioner
(PCC) recruited to the permanent position. This report describes the steps taken by
the PCC to recruit a Chief Constable.

Prior to commencing recruitment, the Office of the Police and Crime Commissioner for
Norfolk (OPCCN) Chief Executive engaged with the College of Policing Senior Leaders
Hub to help provide ‘expert’ advice and support to the process. This was undertaken
to ensure that the process was as objective and robust as possible.

The PCC also appointed an Independent Member. This role is laid out in Home Office
circular 13/2018. The Home Office guidance is to ensure the selection and appointment
process is conducted fairly and openly and the successful candidate is selected on
merit. It also details the extent to which the panel fulfils their responsibility to challenge
and test the candidates’ suitability against the requirements of the role. The
Independent Member is required to produce a written report on the appointment
process, to be submitted to the Police and Crime Panel (please refer to Appendix A).

The PCC must, under the Police Reform and Social Responsibility Act 2011 (the Act),
notify the Police and Crime Panel (PCP) of the proposed appointment of a Chief
Constable by the PCC. Set out below is the PCC’s proposed appointment, providing
information as required by paragraph 3 of Schedule 8 to the Act, namely:

The name of the person whom the Commissioner is proposing to appoint;

The criteria used to assess the suitability of the candidate for the appointment;
Why the candidate satisfies these criteria; and

The terms and conditions on which the candidate is to be appointed.

QLOTO

The PCP is required to review the prosed appointment, hold a confirmation hearing
and make a report to the PCC which includes a recommendation as to whether the
candidate should be appointed. The hearing is set for Thursday 2"¢ December 2021.
The procedural steps that must be followed are set out in Schedule 8 to the Act and
the Police and Crime Panels (Precepts and Chief Constable Appointments)
Regulations 2012.

In progressing the recruitment of a new Chief Constable, the PCC has had regard to
the legislation referred to above and the College of Policing guidance for appointing
Chief Officers (2021), the guidance is included in Appendix B of this report. This latter
guidance is a non-prescriptive reference source for those making chief officer
appointments and explains the essential stages in designing and delivering an
appointments process.

APPOINTMENT PROCESS AND CRITERIA

Advertisement of the Chief Constable

21

The advertisement was drafted in conjunction with the College of Policing,
incorporating the key criteria and information on how to access an application form and
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2.2

23

2.4

3.1

information pack. Full details of the skills, experience, knowledge and qualifications
required were provided in the Role Profile which was included in the information pack.

Part Two of Annex B of the Secretary of State’s determinations, made under
Regulation 11 of the Police Regulations 2003, specifies that vacancies must be
advertised on a public website or some other form of publication which deals with
police matters circulating throughout England and Wales, and the closing date for
applications must be at least three weeks after the date of the publication of the
advertisement.

The position was advertised using the following methods:

o A letter from the PCC sent to every Chief Constables office promoting the
vacancy (please refer to Appendix C).

e The letter was also sent via the College of Policing Hub, to all eligible Chief
Officers throughout the country.

e Police and Crime Commissioner’s website

¢ Norfolk Constabulary website

e College of Policing jobs board

e Police Oracle

e Social media channels linking in with Police networks

The Chief Constable post and candidate pack was advertised from Tuesday 10%
August to Monday 13" September 2021 inclusive which was four weeks and six days;
the Home Office Circular and the College of Policing guidance point 5.3.3 states that
‘the vacancy must be advertised for at least three weeks and must be advertised
through a public website or some other form of publication that deals with policing
matters’. The thoroughness of advertising as described above was to enable an
inclusive and openness to attract the most eligible candidate pool of Chief Officers to

apply.
APPLICATION PACK

The Application Pack was available upon request from the Office of the Police & Crime
Commissioner or via the PCC website (a full copy of the pack is included in Appendix
D). This comprised of a number of documents including:

e The Recruitment Brochure

e Letter from the PCC

e Advert

e Comprehensive Role Profile

e Full Particulars and terms of appointment
e Selection process

e Application form

e Assessment criteria

e Monitoring Questionnaire

e Privacy Notice

Comprehensive Role Profile

3.2

The role profile and person specification were developed in collaboration with the
College of Policing, following the national guidance and incorporates the primary
accountabilities, the competencies required, and all the skills, experience and
knowledge required from a Chief Constable. The behaviours in the Role Profile set
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out that the role should operate at Level 3 of the six competencies that comprise part
of the Competency and Values Framework (CVF) published by the College of Policing.
(Please refer to Appendix E for full details of the framework).

Terms of Appointment

3.3

The terms of appointment which can be viewed in the ‘Conditions of Service’ section
of the candidate information pack, were compiled in accordance with Police
Regulations and Determinations. The advertisement and terms and conditions stated
that the appointment will be for an initial term of up to 5 years. The ‘spot rate’ salary
(as determined by the Secretary of State) for Norfolk is £153,282.

Application Form

3.4

4.1

4.2

4.3

4.4

The application form required completion to show that the Eligibility Criteria were met
these included the successful completion of both Police National Assessment Centre
(PNAC) and the Strategic Command Course (SCC). It requires candidates to provide
evidence against the core values within the College of Policing Competency and
Values Framework and would then be tested during assessments and interview
process. The application form also asked the applicant to provide a report on ‘How you
would expect Norfolk Constabulary to evolve by 2030 and what would your role be in
this’.

THE APPOINTMENTS PANEL

Whilst the Act provides that it is the PCC’s responsibility to appoint the Chief
Constable, the College of Policing Guidance suggests that the PCC should convene
an Appointment Panel (to include at least one Independent Panel Member — Home
Office Circular 013/2018). The role of the Independent Member is to ensure that the
appointment process is conducted in line with the principles of merit, fairness and
openness and that the successful candidate is selected on merit. The Independent
Member is required to produce a written report on the appointment process, to be
submitted to the Police and Crime Panel (please refer to Appendix A).

The PCC selected Appointments Panel members to provide a diverse range of
perspectives and experience along with local knowledge of the county. All of those
appointed have experience of selection processes at a senior level.

The Appointments Panel members were:

o Giles Orpen-Smellie, Norfolk Police and Crime Commissioner

e Carolyn Dhanraj MBE JP, Independent Member

e Tom McCabe, Head of Paid Service, Norfolk County Council

¢ Sheila Oxtoby, Chief Executive, Great Yarmouth Borough Council

o Alec Wood, Policing Advisor (former Chief Constable, Cambridgeshire)

The Panel and process were supported by the following advisors, who did not have a
role in the decision-making process:

e Professional Recruitment Advisors — College of Policing
e OPCCN Chief Executive & Monitoring Officer — Mark Stokes

The Appointments Panel members received a copy of the College of Policing Guidance
for the Appointment of Chief Officers. The Independent Member was selected based
on her experience of having led a number of appointments at Chief Officer level.
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5.1

5.2

5.3

6.1

6.2

6.3

6.4

6.5

71

7.2

STAKEHOLDER PANELS

The Stakeholder Panels were undertaken to provide internal and external involvement
and input into the appointments process.

The Internal Panel was for Norfolk Constabulary officer and staff representatives to
participate, with the External Panel for senior external stakeholders, with whom any
future Chief Constable would need to work. All attendees were confident in holding
people to account and were eminent in their area of expertise. The PCC and
Independent Member on the Appointments Panel also attended to observe the panels.

The objective of these sessions was to involve a range of internal and external
stakeholder interests in the selection process in view of the need for organisations to
work in partnership with the PCC and the Constabulary. The participants were able to
sound out the candidate about their approach and understanding with regards to those
aspects of policing and issues which they felt important. (Please refer to Appendix 2 in
the Independent Members report for details of the membership of the Stakeholder
Panels).

APPLICATIONS AND SHORTLISTING

One application was received for the role of Chief Constable; with no additional
requests for information received throughout the process.

The shortlisting meeting (Appointments Panel) took place on 22" September 2021.
Panel members individually assessed the application form against the College of
Policing’'s Competency and Values Framework (CVF) criteria using the agreed rating
scale. The Panel then agreed an overall score per competency area for the candidate,
to ensure a fair, merit based and transparent assessment of the candidate, the PCC
asked different panel members to lead on their scores for the different competencies
being measured. The individual and agreed scores were recorded by all the
Appointments Panel members and by the OPCCN representatives.

The candidate did not demonstrate in their application form clear evidence to enable
them to be selected for assessment on 5" and 6 October 2021. The process was
therefore halted at this stage and with the full support of the Appointments Panel, the
PCC confirmed he would re-open the recruitment process.

The role was re-advertised in a similar manner as described in paragraph 2.4. The
closing date was set for Monday 8" November, shortlisting on the 11" November with
the assessment process on 15" and 16" November 2021. One application was
received; with no additional requests for information received throughout the process.

As described previously, the Appointments Panel members individually assessed the
application form against the College of Policing’s Competency and Values Framework
(CVF) criteria using the agreed rating scale. The candidate demonstrated in their
application evidence to enable them to meet the threshold to be shortlisted.

THE APPLICANT

The candidate whose application proceeded to the selection and assessment process
was Paul Sanford.

Mr Sanford’s substantive role is that of Deputy Chief Constable, Norfolk Constabulary.
Following the retirement of Mr Bailey in June 2021, Mr Sanford has been undertaking
the role of Temporary Chief Constable.
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8.1

9.1

9.2

10.

10.1

10.2

SELECTION AND ASSESSMENT

On Monday 15" November 2021 the Selection and Assessment process took place at
Norwich City Football Club, Carrow Road, Norwich. The process was managed as
follows:

e Internal Stakeholder Panel with staff and Officers
e External Stakeholder Panel

e A presentation to the Appointments Panel

e A competency-based interview.

Please refer to Appendix F for the full agenda for the day.
APPOINTMENTS PANEL - PRESENTATION AND INTERVIEW

The candidate was required to prepare a presentation for 10 minutes followed by
questions. The candidate was then interviewed for approximately 90 minutes against
a range of questions agreed by the Panel.

The Appointments Panel assessed the performance of the candidate in the
presentation and interview against a selection of the six competencies and four values
from the Competencies and Values Framework (CVF) published by the College of
policing. Initially the panel members individually assessed the candidate and rated
performance against the 5-point rating scale (5 being low, medium, high, very high and
1 being exceptional). The scores were individually presented and then discussed as a
group to produce a final panel score for each competency area.

APPOINTMENTS PANEL - OUTCOME AND CONCLUSIONS

The Panel concluded the assessment of the candidate against the competencies and
values from the CVF. Following the conclusion of the assessment process the Panel
unanimously agreed that the PCC approves Paul Sanford to be the preferred candidate
as the next Chief Constable of Norfolk.

The PCC considers that Paul Sanford satisfies the selection criteria as set out below:

e Meets the criteria for appointment to the rank of Chief Constable, set out in law

e Satisfactory completion of the Senior Police National Assessment Course -
completed in October 2017 — verified with College of Policing

e Satisfactory completion of the Strategic Command Course - completed in
March 2018 — verified with College of Policing

e There is no match of the candidate on the barred list maintained by the College
of Policing

e Has undertaken an open, transparent and rigorous recruitment process which
included independent, internal and external scrutiny and met the principles of
fairness, openness and merit

o Has over 20 years’ experience in policing

o Demonstrated throughout the application and assessment process his ability
to not only lead Norfolk Constabulary, but to deliver improvements to the
policing service in Norfolk

¢ Was able to demonstrate that he met the values and competencies as set out
in the College of Policing Competency and Values Framework (Appendix E),
namely:
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e Competency

We are emotionally aware

We take ownership

We are collaborative

We deliver, support and inspire

We analyse critically

We are innovative and open minded

O O O O O O

e Values

Integrity

o Impartiality

o Public Service
o Transparency

o

10.3 In summary, Paul Sanford performed to a very high level throughout the application
and assessment process, which rigorously challenged and tested the candidate
against the necessary requirements for the role and is the preferred candidate to be
Chief Constable of Norfolk Constabulary.

1. PCC PROPOSAL

11.1  The PCC proposes, subject to confirmation by the Police and Crime Panel, to appoint
the candidate in accordance with the Terms of Appointment set out in Paragraph 3.3.

12. Appendices

Independent Members Panel Report

College of Policing Guidance for Appointing Chief Officers
PCCs letter to all eligible candidates

Norfolk Chief Constable Application Pack

College of Policing Competency and Values Framework
Assessment and Selection Day Agenda

mmoow»>
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APPENDIX A

N POLICE & CRIME
COMMISSIONER

November 2021

Chief Constable
Norfolk Constabulary
Appointment Process

Independent Member Report
Carolyn Dhanraj MBE JP
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Infroduction

1.1

Aim

2.1

This report provides information on the appointment process for the role of Chief Constable
of Norfolk Constabulary and in particular, it will comment on:

how the process met the principles of merit, fairness and openness and
the extent to which the Appointments Panel were able to fulfil their purpose, to
challenge and test the candidate against the stated criteria.

Home Office Circular 20/2012 outlines that it is for the Police and Crime Commissioner to
decide how they wish to run their appointment process and which candidate they wish to
appoint. However, they should involve an Independent Member as soon as practicable in
the process: job specification, shortlisting and interviewing of candidates.

This report is the Independent Member's Report (Carolyn Dhanrgj), relating to the
appointment process for the role of Chief Constable for Norfolk Constabulary, which was
the responsibility of Giles Orpen-Smellie the Police and Crime Commissioner for Norfolk.

The aim of this report is to provide an assessment of the extent to which the appointment
process has been conducted fairly, openly and based on merit. It will also comment on
the extent to which the Appointment Panel fulfilled their responsibility to challenge and test
the candidates’ suitability against the requirements of the Chief Constable role.

Independent Member Role

3.1

3.2

The role of the Independent Member is laid out in Home Office Circular 20/2012 and HO
013/18. It is described more fully within the College of Policing’s '‘Guidance for the
Appointment of Chief Officers’. This Guidance was first issued in November 2012 and after
a review, a more practical guide was produced in April 2018 reissued in January 2021. The
guidance is maintained by the College of Policing in consultation with a wide range of
stakeholder groups within policing including Her Majesty’s Inspectorate of Constabulary
and Fire & Rescue Services, Association of Police and Crime Commissioners, Association of
Policing and Crime Chief Executives, Senior Police Officers Association, Police
Superintendents Association and the Home Office. This was produced under the direction
of the Police Advisory Board England and Wales Sub-group on Chief Officer Appointments.

| am an Independent Member and a qualified Assessor originally appointed by the College
of Policing to support the Guidance in 2012 in thisrole, where | was managed by the College
until 2018. To be on the original list of six Independent Members | was required to undergo
a fair, open and merit-based selection process. This process focussed on my suitability as
someone skilled in assessment and capable of quality assuring assessment processes; | had
an induction to this role from the College of Policing and | was continually quality assured
in my delivery of services as an Independent Member of Chief Officer Appointments
Processes. Further details of my background are set out in the role profile in Appendix 1.

Independent Member initial involvement in the Chief Constable Appointment Process for Norfolk
Constabulary

4.1

| was invited to join the process by Mark Stokes (Chief Executive and Monitoring Officer,
Office of the Police and Crime Commissioner Norfolk (OPCCN)) on the 30th June 2021 to
seek my participation and | was able at this early stage, to offer my advice and suggestions
for the process. | advised on the steps that could be taken and recommended an early
engagement and consultation with a range of statutory, community and key stakeholders,
the use of a presentation, media scenario, interview and officer/staff/community forums as
parts of the selection processes that had been used successfully in the past with other
OPCCs in selecting a new Chief Constable.
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4.2 We discussed that due to the limited number of eligible potential applicants, and the PCC's

desire that the process be seen and indeed be open to all that were eligible to apply, it
was confirmed at the outset that all eligible candidates would be encouraged to apply.
This was achieved in a fair and transparent manner through a wide-ranging recruitment
campaign, via a letter or email from the Police and Crime Commissioner and use of the
College of Policing Leadership hub. | was pleased that Mark Stokes welcomed my ideas
and thoughts on how the whole process could be open, transparent and merit based, as
this demonstrated an openness and transparency to the process.

4.3 A TEAMS telephone meeting was arranged as soon as practicable with Mr Orpen-Smellie

(PCC) and his key OPCC team on 13t July 2021 and this was an opportunity for me to
discuss his approach and process to this key appointment. He confirmed and
demonstrated a thorough understanding of the good practice guidance, and | was
satisfied at this early stage that the process was fair and transparent and similarly he was
very open to arange of ways he and his Appointments Panel could fairly test the attributes,
competencies and values that the new Chief Constable would need to possess to meet
the challenges within Norfolk.

Appointments Panel

5.1

5.2

53

5.4

5.5

5.6

The Appointments Panel role is set out in the Guidance on Chief Officer Appointments (4.2.2
of the aforementioned Home Office Guidance and 1.3.1 of the 2021 College of Policing
guidelines). This outlines that the Appointments Panel should be convened by the Police
and Crime Commissioner, before any stage of the appointment process takes place and
that consideration may be given to having Appointments Panel members involved in
helping to define the requirements of the role.

In addition, it states the purpose of the Appointments Panel is to challenge and test that
the candidate meets the necessary requirements to perform the role and that the Police
and Crime Commissioner should select an Appointments’ Panel capable of discharging this
responsibility.

The Police and Crime Commissioner should ensure that Appointments Panel members are
diverse and suitably experienced and competent in selection practices and that they
adhere to the principles of merit, fairness and openness (Principles of Appointment Section
3). It is also the Police and Crime Commissioner's responsibility fo ensure that appropriate
briefing/assessor training is undertaken by all Appointments Panel members. It is suggested
that an Appointments Panel of between three-five members is convened but this is at the
discretion of the Police and Crime Commissioner.

The Appointments Panel appointed by the Police and Crime Commissioner were selected
fo provide an expertise and experience to test potential candidates at a policing executive
level. | confirmed that all Panel members had read the College of Policing Guidance on
Chief Officer Appointments prior to participating on the recruitment process, and each had
previously been involved in senior recruitment and panel participation.

There were five Appointments Panel members comprising of three male and two female
members; three white men, one white female and one minority ethnic woman, who was
also the Independent Member.

APPOINTMENTS PANEL:

e Giles Orpen-Smellie, Police and Crime Commissioner for Norfolk;

¢ Sheila Oxtoby, Chief Executive Great Yarmouth Borough Council;

e Tom McCabe, Head of Paid Service and Executive Director of Community and
Environmental Services Norfolk County Council;

e Alec Wood Policing Adviser and ex Chief Constable Cambridgeshire Police and

e Carolyn Dhanrqj, Independent Member
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5.7

58

An individual with professional policing knowledge is not a compulsory component of an
Appointments Panel but, when a Policing Adviser is assigned, the role is defined in the
Guidance for Chief Officer Appointments. It includes providing policing advice on the
development and design of the appointment process; advising how each candidate’s
experience and skills fit policing-specific requirements during shortlisting and selection
procedures; playing an active role in assessing performances in exercises and interviews and
supporting the PCC during decision making.

The Chief Executive and OPCC team were represented by Mark Stokes, Chief Executive and
Monitoring Officer and Sharon Lister, Director (Performance and Scrutiny) and Deputy
Monitoring Officer. The role of the Chief Executive (as defined in College of Policing
guidance) is to support the PCC by ensuring the appointment procedure is properly
conducted in line with the requirements set out in legislation, meeting the principles of
fairness, openness and selection on merit. In addition, the Chief Executive is required to
ensure appropriate monitoring of the procedures. It is noteworthy to state, that the OPCC
team worked exceptionally well and consistently to maintain standards, collaborating
openly and helpfully with the Independent Member throughout the planning and
administration of the appointment process.

Role profile and attraction strategy

6.1

6.2

6.3

6.4

6.5

The role profile was based on the College of Policing’s national profile for a Chief Constable
and it further reflected Norfolk PCC'’s vision; the candidate pack was very comprehensive
and fully acknowledged the challenges that would face the new Chief Constable in
relation to the PCC's Police and Crime Plan.

The advertisement was placed on the Police and Crime Commissioner’s website, Norfolk
Constabulary website, Twitter, Facebook and the College of Policing’s website. It was also
marketed to Chief Police Officer members by way of press releases in Police Professional
and in Police Oracle alongside an advertorial. The OPCC also directly emailed a letter from
the PCC to over 220 Chief Officers (Assistant Chief Constables, Deputy Chief Constables,
and Chief Constables and equivalents). This approach demonstrated an openness and
created further opportunity for those suitable, to apply for the post.

The Chief Constable post and candidate pack was advertised from Tuesday 10th August to
Friday 13 September 2021 inclusive which was four weeks and five days; the Home Office
Circular and the College of Policing guidance point 5.3.3 states that ‘the vacancy must be
advertised for at least three weeks and must be advertised through a public website or
some other form of publication that deals with policing matters’. The thoroughness of
advertising was to enable an inclusive and openness to attract the most eligible candidate
pool of Chief Officers to apply.

I am fully satisfied that the Police and Crime Commissioner advertised the vacancy openly
(Guidance 2.5.1) to attract the best possible eligible candidate pool.

Please note to ensure absolute fairness, | checked that no direct approaches were made
to eligible potential candidates by the Appointment Panel members, to encourage or
highlight the Chief Constable vacancy.

Shortlisting and Panel briefing

7.1

By the closing datfe, one application form had been received for the role of Chief
Constable; there had been no additional requests for information throughout the process.
I am confident that the Chief Constable role had been advertised to enable the best
possible pool of candidates to apply, and due process had been followed.
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7.2

7.3

7.4

7.5

7.6

7.7

7.8

7.9

The shortlisting meeting was scheduled for 22nd September 2021, and the application form
was securely emailed by the OPCC to all Appointment Panel members along with the
shortlisting criteria template and guidance.

On the shortlisting day, | ensured that all Panel members had read the College of Policing
guidance and understood the process, and their specific role and responsibilifies. It was
emphasised that the shortlisting process and any further assessment, should be based
purely on the evidence provided in the application forms and not on previous knowledge.

The Appointments Panel members individually assessed the application form against the
College of Policing’s Competency and Values Framework (CVF) criteria using the agreed
rafing scale. The Panel then agreed an overall score per competency area for the
candidate, to ensure a fair, merit based and transparent assessment of the candidate, the
PCC asked different panel members to lead on their scores for the different competencies
being measured. The individual and agreed scores were recorded by all the Appointments
Panel members and by the OPCC representatives; it is noteworthy to state that the
individual scores were very consistent between the Panel members.

The candidate did not demonstrate in their application form clear evidence to enable
them to be selected for assessment on 5 and éth October 2021 at Norwich Football
Ground. The process was therefore halted at this stage and with the full support of the
Appointments Panel, the PCC confirmed he would re-start the whole process.

| am confident at this stage, that the shortlisting process was fair, tfransparent and without
bias. (Guidance 3.3.1)

The role was re-advertised in a similar manner as described in 6.2 above. The closing date
was set for Monday 8th November, shortlisting on the 11t November with the assessment
process on 15t and 16t November 2021.

The Familiarisation Day previously scheduled for 11th September 2021 was moved to 10th
November where staff, officers and the Police and Crime Commissioner, Mr Orpen-Smellie
would be available to discuss what he was looking for and the challenges for the new Chief
Constable for Norfolk Constabulary.

As described previously, the Appointments Panel members individually assessed the
application form against the College of Policing’s Competency and Values Framework
(CVF) criteria using the agreed rating scale. One Panel member was unable to attend
the TEAMS shortlisting meeting, and it was agreed that it would be fair and transparent
if they provided their grades and evidence to the Chief Executive to share their scores,
with the caveat that they be contactable to clarify any evidence. As before, each Panel
gave their scores and evidence, and agreed an overall score per competency area
for the candidate. To ensure a fair, merit based and fransparent assessment of the
candidate, the individual and agreed scores were recorded by all the Appointments
Panel members and by the OPCC representatives. The candidate demonstrated in his
application evidence to enable him to meet the threshold to be shortlisted.

Assessment design

8.1 | had previously discussed with the OPCC the merits of assessment through methods such as

interview, presentation, media scenario, stakeholder panels. | had previously provided the
OPCC guidance on the use of stakeholder panels with an internal and external focus and
the different assessment methods that could be deployed after the formal shortlisting
meeting. | further advised on the questions, composition of the Stakeholder Panel and the
following was agreed to ensure a fair and challenging process:

o one external Stakeholder Panel (see Appendix 2 for list of participants);
o one internal Stakeholder Panel with staff and Officers (see Appendix 2);
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8.2

8.3

a presentation to the Appointments Panel where the topic was provided in
advance, after the shortlisting meeting on 11th November and
a competency-based interview.

It was confirmed that the competencies and the values pertaining to a Chief Officer could
be measured fairly and with face and content validity through this assessment process.

The Stakeholder Panel comprised questions designed to explore the competency area of:

e We are Collaborative

The Presentation delivered to the Appointments Panel was designed to provide evidence
for the competency area of:

e Deliver, Support and Inspire and
¢ Values of Integrity and Transparency

The Interview measured the following competency and value areas of:

e We take ownership

e Integrity

e We are Collaborative

e We Deliver, Support and Inspire

e We Analyse Cirifically

o Impartiality

e Transparency

e We are Innovative and Open-minded
e We are Emotionally Aware

¢ Public Service

Assessment delivery and Appointments Panel briefing

9.1

9.2

9.3

The candidate followed the process of:
Morning - Stakeholder Assessment Panel

75 minutes Internal Stakeholder Panel
75 minutes External Stakeholder Panel

Afternoon - Presentation and Interview

10 minutes Candidate presentation to Appointments Panel
10 minutes Questions on the presentation
920 minutes Competency and Values-based Interview

The Stakeholder Panel members were each provided a very comprehensive pack
containing the Chief Constable recruitment brochure and the College of Policing’s
Competency and Values Framework (CVF). The PCC and | briefed the Stakeholder Panel
members on their role, the process and to emphasise that they were not the decision
makers, but to provide valuable assistance to the PCC. | assured the Stakeholder Panel
members that their views and any areas of concern would be used to probe the
candidate through the rest of the process. We observed the Stakeholder Panels for the
candidate, to ensure that it was fair and unbiased, especially as the candidate was
known to some of the stakeholders. At the end of the Stakeholders Panels, the Police and
Crime Commissioner thanked them for their time and their vital contribution to the process.

On the afternoon of Monday 15" November the full Appointments Panel convened 90
minutes before the presentation and the interview to review and to confirm the questions

Not Protectively Marked Page 13 of 106



10.0

9.4

9.5

and the process. | invited Giles Orpen-Smellie (PCC) to remind the Appointments Panel
what he was looking for in the new Chief Constable and the challenges facing Norfolk
Constabulary.

The Appointments Panel were briefed on the documentation contained in each
Appointments member's folder, which clearly outlined the CVF competencies being
fested. A summary of the feedback from the Stakeholder Panel, enabled the
Appointments Panel to shape some of their interview questions.

The Appointments Panel was chaired by the PCC and the questions were evenly asked
by the Panel members. The ORCE (observe, record, classify, evaluate) approach to
assessing was reinforced to ensure the Panel gathered evidence and a further
confirmation of what each scale descriptor represented in terms of evidence observed
and the resultant score between 1-5. Once again this was beneficial as it ensured that we
assessed the candidate in a fair, merit based and transparent manner.

Assessment Decision Making

10.1

10.2

10.3

10.4

10.5

10.6

10.7

To demonstrate a fair and transparent process, based on merit, the Appointments Panel
agreed to set a benchmark, similar to the shortlisting benchmark for which the candidate
would be considered for appointment.

Each Assessment Panel member’s folder contained the documentation to enable them
to record, assess and mark the presentation and interview exercise independently.

Toreinforce openness and transparency, | asked Mark Stokes Chief Executive of the OPCC
to record on flipchart the score per question, provided by each Appointments Panel
member. The Chief Executive of the OPCC wrote down our individual scores and we
openly challenged and confirmed from each Panel member the evidence they had
gathered to justify the grades for both the Presentation and Interview. Collectively we
ensured the consistency and justification of each score given and this was noted on the
score grid.

The total score for the candidate was above the benchmark set by the Appointments
Panel. The PCC shared the views of the Stakeholders Panels, as to whether they felt the
candidate was in their opinion suitable to be the Chief Constable of Norfolk Constabulary,
which they did.

The Appointments Panel unanimously supported Giles Orpen-Smellie (PCC) in his
recommendation to the Police and Crime Panel (PCP) scheduled for Thursday 2nd
December 2021, that Paul Sanford currently Deputy Chief Constable for Norfolk
Constabulary, be the preferred Chief Constable for Norfolk Constabulary.

| am wholly satisfied that the Police and Crime Commissioner for Norfolk, Giles Orpen-
Smellie fulfilled his responsibility fo ensure the assessment process put in place was in
accordance with the responsibilities listed in the College of Policing Guidance. | am wholly
impressed by Giles Orpen-Smellie’s outstanding and demonstrable commitment to the
College of Policing Code of Ethics and the Values of open, fair and transparent
leadership.

| am confident that the Appointments Panel appointed by the PCC and his OPCC,
performed their duty fo challenge and assess the candidate in a manner that was fair,
fransparent and merit based, following the College of Policing Guidance in an exemplary
manner.

Carolyn Dhanraj MBE JP BPS
Independent Member
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APPENDIX 1
INDEPENDENT MEMBER

CAROLYN DHANRAJ MBE JP BPS

Carolyn has over twelve years experience as a College of Policing Non Service Member, assessing for a
range of appointments from Senior Police National Assessment Cenfre (SPNAC) to Direct Entry. She has
acted as a College of Policing Independent Member for over fourteen Chief Constables, Deputy Chief
Constables and collaboration ACC appointments including Cambridgeshire, Hertfordshire, Bedfordshire,
Sussex, Surrey, Lincolnshire, Lancashire, West Yorkshire, Avon and Somerset, Dyfed Powys, Leicestershire,
Warwickshire and Wiltshire. On the recommendation of current Chief Constables, Carolyn was appointed
as the Independent Member on the NPCC Performance Sub-Committee, the first task was to
appointment the new Chairperson for the NPCC. Carolyn was appointed as a College of Policing Coach
to support Chief Officers atftending SCC (Strategic Command Coure), Aspire and Leadership
Development courses; she acts as Coach and critical friend fo many Chief Officers and other senior

leaders in the public, private and voluntary sector.

She is British Psychological Society (BPS) qualified (Hogan, NEO, P3, OPQ, Elements and Dimensions) and
has worked in the private sector, specialising as a Client Partner for Government and Public Services
(head-hunter), designing and running Assessment Cenfres and personality testing for senior civil servants.
Key clients have included the Home Office, Parole Board, ECHR Commission for Equality and Human

Rights, Cabinet Office, Ministry of Justice.

Carolyn started her career within Local Government as a senior local government officer, focusing on
establishing and embedding a range of effective Multi Agency Partnerships (Community Safety,
Voluntary Sector & Diversity portfolio), with an expertise and skill in engaging with a range of stakeholders
and community groups. She has a notable and substantial history of volunteering, including being the
first Chair of Metropolitan Police Service Independent Advisory Group (IAG) on Rape and Sexual Assault
- leading to the establishment of Project Sapphire and The Havens (SARCs); member of the Stephen
Lawrence Sub Group - Stop and Search, as Trustee of a National Domestic Violence charity — Standing

Together and as a Presiding Justice (Magistrate), where she also facilitates training.

Carolyn will offer you credible advice and guidance and she will support you in a practical way which is
grounded in experience and College of Policing guidance on the Appointment of Chief Officers. Her
firm, fun but fair style of engagement is built on an ethos of openness, fransparency and most importantly

integrity and accountability between stakeholders.
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External Stakeholder Panel Membership

Andrew Proctor Leader Norfolk County Council (Stakeholder Panel Chair)
Alan Waters City Council Leader (Norwich City Council)

Frank Ferguson Chief Crown Prosecutor

Chris Starkie Chief Executive — New Anglia Local Enterprise Partnership
Lorraine Tedeschini Delivery Director - Crown Courts HMCTS

Steve Johnson-Proctor Regional Director — Probation

Zoe Byrne Regional Director — Victim Support

Claire Cullins Chief Executive — Norfolk Community Foundation

Internal Stakeholder Panel Membership

Andy Symonds Norfolk Police Federation

Caron Reeves Norfolk Unison

T/Det. Chief Supt Kate Thacker  Superintendents Association Chair (Stakeholder Panel Chair)
Beth Davies LGBT+ Police Network Natfional Chair

Chief Inspector Jason Selvarajah Ethnic Minority Police Association Chair

Terri Cooper Barnes Inspector

Darren Taylor MBE Special Constabulary

Geoff Hancock Community Speed Watch

Les Rowlands Independent Advisory Group (IAG)
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Guidanee for appointing chief officers

Introduction

This guidance equips those responsible for appointing
chief afficers with the skills and knowledge to deliver
an appointment process based on merit, fairness and
openness and confidently appoint the right candidate
to the vacant position.

The guidance describes the principles, processes

and responsibilities required for appointing chief
constables (CCs), deputy chief constables (DCCs) and
assistant chief constables (ACCs). It also describes
the requirements for appointing the commissioner,
deputy commissioner {DC), assistant commissioners
(ACs), deputy assistant commissioners (DACs) and

commanders in the Metropolitan Police Service (MPS).

Appainting the commissioner and AC of the City
of London Police continues to be governed by the
City of London Police Act 1839. The requirerments
to have successfully passed the Senior Police
National Assessment Centre (SPNAC) and

the Strategic Command Course (SCC) and the
principles highlighted in this guidance still apply,
however.

B oot e
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3.The appointment 48
PCC - appointing and confirming a new
chief constable 439
Veto the appointment of a chief constable 50
Chief constable - appainting chief officers. 51

Exercising the functions of a Chief Constable 52

4. Post-appointment 53
Overview 54
Induction planning 55
Continuing professional development 56
Overseas appointments 57
Home Office post-service standards =8

This guidance can be used:

by police and crime commissioners (PCCs) and CCs
to follow, while recognising that ultimately they
have responsibility for managing their appointment
processes in accordance with the law

to provide advice and guidance ta PCCs and CCs on
how to design and deliver an appointment process
based on the principles of merit, faimess and
openness that would withstand scrutiny

to provide guidance on how to confirm the
appointment and what post-appointment activities
they may wish to undertake

to advise PCCs and CCs when to seek additional
advice from legal or HR professionals as required.

All those employed by the police, including police
staff and those from non-Home Office forces, should

follow the guiding principles outlined in this document.

While these principles may not directly apply to non-
Home Office forces, they may be a helpful guide where
appropriate.

The guidance is a non-prescriptive reference for those

making chief officer appointments. PCCs and CCs

should review this document to identify their specific

roles and responsibilities, as well as the essential

Appendix A- Approved overseas police
forces and ranks

Appendix B - Assessment criteria
questionnaire

Appendix C - Shortlisting -
individual scoring sheet

Appendix D - Shortlisting panel agreed scores
Appendix E - Rating scale

Post-appointment

stages involved in designing and delivering an
appaintments process.

This guidance has been developed and will be
maintained by the College of Policing.

Faor all the reports, publications and frameworks
referred to in this guidance, see:

= Code of Ethics
= Competency and Values Framework (CVF)
= Leadership Review

= Chief Officer Appointments Survey -
Results and Analysis Report

= Chief Officer Appointments Survey -
Executive Summary

= Policing and Educational
Qualifications Framework.

Home Office circulars:

= HO Circular 013/2018

= HO Circular 004,/2017

Post-appointment
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Guidance for appointing chief officers ﬁ « : P

1. Legal

This section outlines the eligibility for promotion to a chief officer
rank in a UK police force, as well as the legal requirements a PCC/
CC must adhere to during the appointment process. There is
additional legislation that PCCs need to be aware of in terms of
confirming the appointment of their preferred candidate, outlined
in The appointment section of this guidance.

R —

Guidance for appointing chief officers ﬁ “ & b‘
1.1. Eligibility

The table on the following page outlines the eligibility
requirements for promotion to chief officer, including CC rank, for
all potential applicants in a UK police force. The specific legislation
behind each requirement has been noted, should the reader wish
to review this further.

T e 2 ] 7 2
legisjatiq
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and selection

UK or
overseas Eligibility requirements Legislation
applicants
All All applicants must have successfully completed the Police Regulations 2003 (51 2003/537) 4 January
applicants Senior PNAC and the SCC Regulation 11 (Annex B - Appointment of Senior Officers) 2017
Police Scotland Police Service of Northern Ireland
(i) Te be eligible for appaintment to the office of DCCin Police Service of Northern Ireland Regulations 2005
2 Police Seotland, an applicant must have held the rank of Regulation 11
A ACC or above in a relevant police force for for at least two
g years Police Scotland
3 (i) To be eligible for appointment to the office of ACC in Police Service of Scotland Regulations 2013
] 2_ Palice Scatland, an applicant must have held the rank of Regulation 7, Annex 2
6 § superintendent or above in a relevant police force for at
= least two years HO Circular 013/2018
HO Circular 004/2017
Owverseas COwverseas applicants must meet the immigration Tier 2 immigration law
requirements to live and work in the UK It is the employer’s responsibility to show that the vacancy
cannot be filled by a suitably qualified or skilled settled worker
(0].4 Applicants must have served at the rank of constable in a For chief constables
- UK police force Police Reform and Social Responsibility Act 20117 (the 2011 Act)
i E Section 38 of and Schedule 8 to the 2011 Act, paragraph 2{14)
= a)
i |
s E For commissioner
e The 2011 Act
Section 42 (3A) to (3C), the eligibility criteria replicates those for
CCs in paragraph 2 of Schedule 8 to the 2011 Act
e —

ﬁ*ﬁ.’

UK or
overseas Eligibility requirements Legislation
applicants
UK Applicants must have held the rank of ACC, commander, Police Regulations 2003 (51 2003/527) 4 lanuary
or a more senior rank in a UK palice force Regulation 11 (Annex B), (1A) 2017
Police Scotland and the Police Service of Northern Police Service of Northem Ireland ,
Ireland Police Service of Northem Ireland Regulations 2005
To be eligible to be appointed to the office of CC, an Regulation 11 (Annex A)
applicant must have held the rank of ACC in a relevant Palice Scotland
police force for at least two years Police Service of Scotland Regulations 2013
Regulation 7, Annex 2
i HO Circular 013/2018
:§ HO Circular 004/2017
[
‘g‘ Overseas Applicants must have served in an approved overseas Thie 2011 Act
T police force at an approved rank - a list of the approved Paragraph 2(1A)(b), (1B) and (1C) of Schedule 8
g forces and ranks are listed in appendix & )
HO Circular 050/2015
g
g
E Owverseas Owverseas applicants must meet the immigration Tier 2 immigration law
6 reguiremants to live and work in the UK It is the employer’s responsibility to evidence that the vacancy
cannot be filled by a suitably qualified or skilled settled worker
Fire and In forces where the PCC of the recruiting force has The 2011 Act Published
rescue adopted the single emplayer model, thase who have held (i) Paragraph 2 of Schedule 8 to the 2011 Act April
service a senior position in the fire and rescue service are eligible (i) Paragraph 2(1AA) of Schedule 8 to the 2011 2017
applicants to be appointed to the position of CC
Exemptions Exemptions
The single employer model does not apply to Wales, the Section 4A Fire and Rescue Services Act 2004
MP5 and the City of London Police
Good practice in assessment
Legal Th pointment Post: ointment
ega ot solaction eap -app

Not Protectively Marked

Page 20 of 106




Guidance for appointing chief officers

1.2. Conduct

This section aims to provide PCCs and CCs with
guidance on ensuring that their potential appointee
has an appropriate record of conduct. When
appointing a chief officer the PCC/CC should consider
the applicant’s disciplinary record and be aware of any
outstanding allegations or angaing investigations. &
disciplinary record is a record of incidents where an
officer has been found to have breached standards of
prafessional behaviour. The PCC/CC must review the
Barred and Advisory list to confirm that their potential
appointment is eligible for the vacancy (Police and
Crime Act 2017, section 30). If a potential appointes

is named on the Barred list, the PCC/CC is prohibited
fram appointing that individual (The Police Barred and
Police Advisory List Regulations 2017). (Policing and
Crime Act 2017, section 30).

An investigation into an applicant’s disciplinary
record should be reviewed as part of the appointment
process and carried out with the applicant's

consent. This can be achieved through including

a self-disclosure of any disciplinary matters on

the application form and by the recruiting force
contacting an applicant’s CC or the professional
standards department (PSD). The process by which
an applicant’s disciplinary record will be reviewed
should be clearly cutlined on the application form.

Guidance for appointing chief officers

All parties invalved (home, recruiting force and PSD)
should consider the purpose and relevancy of the
information to be shared. There should also be an
explanation either on the application form or pack that
outlines how information shared will be used, who will
hawe sight of this information and how it will be stored.

It is the responsibility of the PCC/CC to decide whether
to appaint a candidate with evidence of a disciplinary
record that is live (a written warning is live for 12
maonths and a final written warning for 18 months) or
concluded and in circumstances where an individual

is subject to ongoing investigation. They should
complete a risk-based assessment which considers

the circumnstances of the disciplinary, the potential
effect on the applicant’s role within the police service
and the wider impact this appointment may have

on their force, region and community. The PCC/CC
should focus on making a balanced and proportionate
decision which is based on the evidence available.
Furthermore a Chief Constable should inform the PCC
if they appoint a chief officer with a disciplinary record
that is live or concluded. Consideration should be given
to when, in an appaintment process, investigations
regarding an applicants conduct and disciplinary
record are undertaken.

1.3. Roles and responsibilities

This section provides a detailed overview of the specific roles
and responsibilities of a PCC appointing a CC (1.3.1) and a CC/
commissioner appointing an ACC/AC and DCC/DC respectively

(1.3.2).

There are similarities and repetition between the roles and
responsibilities for a PCC and CC. As some distinct differences

“ 4>

A new code for police vetting was given the
authority of Parliament on Thursday 12 October
2017 to improve consistency across the Police
Service. Further information on the code and the
accompanying Authorised Professional Practice
{APP) are available on the College website.

Post-appointment

“ dop

occur, however, these have been considered separately for ease
of access and understanding.

This section refers to a number of stages involved in developing
an appointment process. An explanation of what these are and
the why/how they should be undertaken has been considered in
the Good practice in assessment and selection section of this
guidance.

Post-appointment
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1.3.1. Police and crime commissioners’ roles and responsibilities in
appointing chief constables

It is for the PCC to decide how they wish to run their

appointment process. London

The Police and Crime Panel (PCF) is required to review
the information submitted by the PCC ragarding the

Outside London

Section 38 of and Schedule 8 to the Police
Reform and Social Responsibility Act 2011 (the
Act) requires the appointment of CCs to be made
by PCCs subject to a confirmation hearing held
in accordance with the Police and Crime Panels
(Precepts and Chief Constable Appointments)
Regulations 2012,

City of London Police

The appointment of the commissioner of the
City of London Police is governed by the City of
London Police Act 1839,

Metropolitan Police Service

In the context of the MPS, the major of London is
the holder of the Major's Office for Policing and
Crime (MOPAC) and although they may delegate
the day-to-day discharge of their policing and
erime functions to a deputy mayor for policing
and crime. The commissioner is appointed by
Royal Warrant based on the recommendation of
the secretary of state. The secretary of state is

appeaintment pracess and the preferred candidate.

The PCP has the option to veto the first candidate the

PCC proposes.

Thiere is a series of processes which the PCC will nead

to consider putting in place. The PCC's chief executive

officer holds the position of statutory monitoring
officer during the appeintment process. While they
may be responsible for putting these processes in
place, the PCC should maintain oversight and hold
responsibility for ensuring these are done. These
processes have been considered in terms of the

requirements a PCC must undertake and best practice

processes, eg, what a PCC is advised to consider in

required to have regard to any of the MOPAC's
recommendations.

order to achieve the principles of merit, fairmess and
openness in their selection process.

Post-appointment
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The table below outlines the PCCs roles and responsibilities in appointing chief constables:

Requirements

Good practice

= Ensure the appointment process is based on the principles of merit, fairness
and openness and is in accordance with the public sector equality duty (public
sector equality duty).

= Convene an appointments panel including at least one independent panel
member (HO Circular 013/2018).

Ensure the appointment process considers the Code of Ethics and
organisational competencies and values.

Agree the content of the advert and where this should be placed.

Ensure that the vacancy is publicised widely to all potential applicants.

= Ensure the vacancy is advertised for no less than three weeks. Cnnsifler the compasition of the chief officer team in terms of existing skills and
experience.
= Review recommendations by the PCP (Police and Crime Panels (Precepts and

Chief Constable Appointments) Regulations 2012). = Take steps to address any gaps in skills and experience that are identified. For

further information on this please go to page 39.
= Canfirm the appointment (Police and Crime Panels (Precepts and Chief
Constable Appointments) Regulations 2012).

Ensure those involved in assessing candidates have undertaken appropriate

training in selection and assessment practices.

= Ensure the appointment process is undertaken in accordance with relevant
legislation.

Direct the appointrment panel to this guidance.

Develop an application and assessment process which includes a robust

= Ensure the appointment process adheres to the Equality Act 2010 and the
decision-making model.

Data Protection Act 2018,

In eollabaration with the appointment panel, assess, shortlist and appoint
applicants against the agreed assessment criteria_

Confirm that the potential appointee’s conduct is satisfactory.

Submit the independent panel member's report to the PCP and inform them
of the preferred candidate.

Provide feedback to all candidates.

Good practice in assessment

and selecti Post-appointment
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Appointment panel's role

The PCC should convene the appointment panel
before any stage of the appointment process takes
place (eg, sifting applications). They may consider

involving panel members in defining role requirements.

It is the PCC's and panel members’ responsibility
to confirm, prior to shortlisting that no conflict of
interest exists between panel members and the
applicant pool. Panel members should declare

if a conflict does exist and the PCC will need to
determine whether it is appropriate for them to
remain as a member of the appointment panal

An appeintment panel should:

consist of three to five panel members from a
diverse range of backgrounds with experience in
the assessment and selection of candidates, for
example:

- PCCs from other regions

- senior managers from private sector
organisations

- leaders from the fire and ambulance service

- leaders from the local authority

Guidance for appointing chief officers

Independent member’s role

HO Circular 013/2018 states that at least one member
of the appeintment panel should be an independent
member. It is important that the independent member
is suitably experienced in selection and assessment
practices in order so they can determine the extent to
which the appaintment process is conducted in line
with the principles of merit, fairness and openness.

The role requires them to:

= be suitability experienced and competent in
assessment and selection practices

undertake appropriate briefing/assessor training

be aware and have an understanding of the needs
and interests of the recruiting force and local
community

in collaboration with the PCC and other panel
members, shortlist and assess applicants against
the agreed appointment criteria and consider which
candidates most closely meet the appointment criteria

= produce a written report on the appaintment
process, to be submitted to the PCP at the same
time as the name of the preferred appointes,
expressly and explicitly addressing the appointment
principles of merit, fairness and openness and
the extent to which the panel was able to fulfil
its purpose (eg, to challenge and test that the
candidate meets the necessary requirements to
perform the role).

Legal

Not Protectively Marked

= include an independent member — see below for
more information

= ramain the same throughout the selection process.
to ensure consistency of assessment and approach.

= be informed of the time commitment involved.

All appointment panel members must adhere to the
principles of merit, fairness and openness and read this
guidance to ensure they are familiar with its content
prior to starting the appointment process.

The panel's purpose is to challenge and test that
the candidate meets the necessary requiraments to
perform the role. It supports the PCC in making the
appointment by:

= helping develop the assessment criteria (0.5 to 1 day)

= undertaking appropriate briefing/assessor training
(0.5 to 1 day, depending on the experience of the
panel members chosen)

= in collaboration with the PCC, shortlisting applicants
against the agreed appointment criteria (1 day - this
will depend on the number of applicants)

The PCC is encouraged to identify an independent
member who has an understanding of local, national
and strategic needs and interests, for example:

magistrates

chief executives of local authorities

representatives of community organisations

= local business leaders

key stakeholders from existing partnership
arrangements.

The independent panel member should not be the
PCC, a member of the PCC's staff, a PCP member,

a member of Parliament or member of European
Parliament, local councillor, serving or retired police
officer or member of police staff, civil servant, member
of the Mational Assembly for Wales, Northern Ireland
Assembly or the Scottish Government, HMICFRS staff,
I0PC commissioner/staff or College of Policing staff.

Although the Home Office circular specifies certain
roles that are not eligible to be an independent
member, this does not preclude thase in these
roles being part of the appointments process and/
or the wider appaointment panel in other roles. This
invalvernent would be at the PCC's discretion.

When a PCC appoints an independent member, they
should base their decision on who to appoint on the
principles of merit, fairness and openness. For instance,
the PCC should consider the skillsfexperience required

ﬂ d 1:p

= in collaboration with the PCC, assessing all
shortlisted candidates against the agreed
appointment criteria (this will depend on what and
how many selection tools are chosen and if the
assessment process is delivered across a single or
multiple days)

in collaboration with the PCC, considering which
candidates most closely meet the appointment
criteria (0.5 to 1 day, depending an the number of
candidates assessad).

(The information in brackets outlines the likely time
commitment of each task.)

The PCC should take steps to ensure the panel
they select has the necessary skills to make fair
assessments of candidates and is capable of
undertaking the responsibilities listed above.

Post-appointment

“H <up

and the responsibilities and time commitment
invelved in being an independent member. When an
independent member is appointed, it is important
to clearly outline their role and responsibilities
throughout the selection process, the purpose of
having an independent member in terms of ensuring
the appointment is based on the principles of merit,
fairess and openness and the time commitment
involved.

There are a number of ways a PCC can identify and
appaint an independent member:

= Outline the position on the force website.

= Promote the position on public sector job websites,
local business groups and at networking events.

= Promote the position with existing partners.
= Discuss the position at stakeholder meetings/boards.

If there is more than one independent member, they
should seek to agree a single report for submission to
the PCP.

Post-appointment
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Policing adviser’s role

There is no requirement for an individual with
professional policing knowledge to act either as a
member of the appaintments panel or in an advisory
capacity during any stage of the appointment process.
Should a PCC choose to include such an individual

in the process, however, the policing adviser's role

is to provide the PCC with professional advice at an
appropriate level from a policing perspective.
Responsibilities may include one or more of the
following in an advisory capacity to be determined by
the PCC responsible for the appointment process:

Provide professional policing advice in developing
and designing the appointment process, including
the assessment criteria and selection tools.

Provide professional policing advice on how well
each candidate’s experience and skills fit with the
policing-specific requirements of the role during
shortlisting and the appointment process.

Flay an active role {where required) as part of the
appointment panel in reviewing the documented
procedures and related assessrment material,
conducting interviews/assessment exercises

and making an independent assessment of the

candidate's performance against the required criteria.

B ot e
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Police and Crime Panel’s role

= Support the PCC during their decision-making
process prior to making an appointment.

Role of the chief executive of the Office of
the PCC

The role of the chief executive is to support the PCC
in undertaking their responsibilities. In supporting the
PCC in the appointments process, the chief executive
should:

ensure the principles of merit, fairmess and openness
are adhered to throughout the design and delivery
of the appointment process

advise and assist the PCC throughout the
appointment process

ensure that the appointment process is properly
conducted and in line with responsibilities and
requirements outlined in legislation

ensure appropriate monitoring of the appaintment
process.

Applicant’s role
The applicant’s role is to comply with the requirerments
of the appointment process. They should:

= complete and submit an application within the
published deadlines

- the PCP must produce their report within

The PCF's role is to review the information and
decision submitted by the PCC. The PCP is required to
adhere to the guidelines set out in the Police Reform
and Social Responsibility Act 207 1. In line with this
responsibility, it has specific responsibilities within
the appointment process as set out in Schedule 8 of
the Act. These responsibilities state that the PCPis
required to consider recommendations made by the
PCC in terms of the appointment. The PCP should
satisfy itself that the process was properly conducted
and adhered to the principles of merit, fairness and
openness and that the preferred candidate meets the
requirements of the role by:

= considering the report submitted by the
indepandent member

reviewing the PCC's proposed appointment

holding a public confirmation meeting

making a report to the PCC on the proposed
appointment, including a recommendation as to
whether or not the candidate should be appointed

B st e
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three weeks of being notified by the PCC of the
proposad appaintment

- the PCP must ensure that the repart is made
available to the public.

The PCF can veto the appointment if agreed by at
least two thirds of PCP members within three weeks
of being notified of the proposed appointment

(see guidance on vetoing appointments in The
Appeointment section).

A <y

ensure that all information requested as part of the
application process is accurate and complete

disclase any record of disciplinary or conduct
issues, regardless of whether these are ongoeing or
concluded

attend assessment stage(s)

if successful, participate in the confirmation hearing
held by the PCP.

Post-appointment
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1.3.2. Chief constables’ roles and responsibilities in appointing
assistant chief constables, deputy chief constables and equivalent
chief officer ranks in the Metropolitan Police Service

CCs are ultimately responsible for deciding how There are a series of processes which the CC will need
to design and deliver their appointment process. London to consider putting in place prior to the decision-
Appointments must be made in accordance with City of London making stage. Although the CC may not put all these
Regulation 11 of the Police Regulations 2003 and The appointment of the assistant commissioner processes in place personally, they should have oversight
the relevant parts of the Police Reform and Social of the City of London Police is governed by the and hold responsibility for ensuring these are done.
Responsibility Act 2011 City of London Police Act 1839
These processes have been considered in terms of the
Metropolitan Police Service requirements a CC must undertake and best practice

Outside London The DC is appointed by Royal Warrant based on processes, eg, what a CCis advised to consider in order

It is the CC's responsibility to make the decision the recommendation of the secretary of state. to achieve the principles of merit, fairess and openness.

about which candidate to appoint. In line with the The secretary of state must have regard to any

Police Reform and Social Responsibility Act 2011, recommendations made by the commissioner and

however, the CC must consult the PCC on any any representations from the Major's Office.

proposed increase in numbers of DCCs or ACCs

and may wish to consult on any decrease. Befora The Commissioner of Police of the Metropolis

appaointing a DCC or an ACC, the CC is required to must consult the Mayor’s Office for Policing and

cansult the PCC on their proposed appointment. Crime before appointing a person as AC or DAC.

The legislation outlining this requirerment can be The legislation outlining this requirement can

found in section 39 (DCC), and section 40 (ACC) be found in section 45 {AC) and section 46 (DAC)

of the Police Reform and Social Responsibility of the Police Reform and Social Responsibility

Act 2011. Act 2011

T e s
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The table below outlines the chief constables roles and responsibilities in appointing assistant chief constables, deputy chief constables and equivalent chief officer ranks in
the Metropolitan Police Service:

Requirements Good practice

Ensure the appointment process is based on the principles of merit, fairness Ensure the appointment process considers the Code of Ethics and
and apenness and is in accordance with the public sector equality duty (public organisational competencies and values.
sector equality duty).

= Convene an appointments panel including at least one independent panel
member (HO Circular 013/2018).

Agree the content of the advert and where this should be placed.

Ensure that the vacancy is publicised widely to all potential applicants.

Consider the compaosition of the chief officer team in terms of existing skills and
experience.

Ensure the vacancy is advertised for no less than three weeaks.

Ensure a discussion with the PCC is undertaken regarding the proposed

appointee priar to confirmation of the appointment. = Take steps to address any gaps in skills and experience that are identified.

For further information on this please go to page 39.

Ensure the appointment process is undertaken in accordance with relevant
legislation.

Ensure those invalved in assessing candidates have undertaken appropriate
training in selection and assessment practices.

Ensure the appointment process adheres to the Equality Act 2010 and the
Data Protection Act 2018.

Direct the appointment panel to this guidance.

Develop an application and assessment process which includes a robust
decision-making model.

In collaboration with the appaintment panel, assess, shortlist and appoint
applicants against the agreed assessment criteria.

Confirm that the potential appointee’s conduct is satisfactory.

Submit the independent panel member's report to the PCP and inform them
of the preferred candidate.

Provide feedback to all candidates.

e
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Appointment panel's role

The CC should convene the appointment panel befora
any stage of the appointment process takes place (eq,
sifting applications). Consideration may be given to
having panel members involved in helping to define
the requirements of the role.

It is the CC and panel members’ responsibility to
confirm, prior to shortlisting that no conflict of
interest exists between panel members and the
applicant pool. Panel members should declare
if a conflict does exist and the CC will need to
determine whether it is appropriate for them to
remain as a member of the appointment panel.

An appointment panel should:

= consist of three to five panel members fram a
diverse range of backgrounds with experience of
selection and assessment, for example:

- the PCC
- deputy PCC

- officers or staff from a suitable rank/level from
the appointing or other forces

BN oo (e

Guidance for appointing chief officers

Independent member’s role

HO Circular 013/2018 states that at least one of

the appointment panel members should be an
independent member. Principles governing the
selection of an independent member, the restrictions
on appointment and their role in the appointment
process outlined in 1.3.1 also apply in this context.

While the independent member in a CC appointment
process produces a report for consideration by the
PCP, here they should submit this to the PCC at the
same time as the CC consults the PCC about the
proposed appointee. This report should specifically
address the appointment principles of merit, fairness
and openness, and the extent to which the panel was
able to fulfilits purpose (eg, to challenge and test that
the candidate meets the necessary requirements to
perfarm the role).

Applicant’s role
The applicant’s role is to comply with the requirements
of the appointment process. They should:

= complete and submit an application within the
published deadlines

Legal
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- professionals from the College of Policing

- senior individuals from private sector
organisations

- members of community groups

local authority leaders
- representatives from existing partnerships
= include an independent member

= be maintained throughout the appaintment process
to ensure consistency of assessment and approach.

= be made aware of the time commitment involved.

All appointment panel members must adhere to the
principles of merit, fairness and openness and read this
guidance to ensure they are familiar with its content
prior to starting the appointrment process.

The panel's purpose is to challenge and test that
the candidate meets the necessary requirements to
perform the role. It supports the CCin making the
appointment by:

= helping develop the assessment criteria (0.5 to 1 day)

= undertaking appropriate briefing/assessor training

= ansure that all information requested as part of the
appointment process is accurate and complete

= disclose any record of disciplinary or conduct
issues regardless of whether these are ongoing or
concluded

= attend assessment stage(s).

PCC's role

In a chief officer appointment process, the PCC

is required to review the report submitted by the
independent member and engage in a discussion with
the CC regarding their proposed appointee.

‘ﬂ‘ L RER 2

(0.5 to 1 day depending on the experience of the
panel members chosen)

= in collaboration with the CC, shortlisting applicants
against the agreed appointment criteria (1 day - this
will depend on the number of applicants)

in collaboration with the CC, assessing all shortlisted
candidates against the agreed appointment criteria
(this will depend on what and how many selection
tools are chosen and if the assessment process is
delivered across a single or multiple days)

in collaboration with the CC, considering which
candidates most closely meet the appointment
critaria (0.5 to 1 day, depending on the number of
candidates assessad).

(The infermation in brackets outlines the likely time
commitment of each task.)

CCs or the MPS commissioner may also consider
including policing advisers where the role contains
areas of policing with which they are less familiar.

The CC should take steps to ensure the panel
they select has the necessary skills to make
fair assessments of candidate and is capable of
undertaking the responsibilities listed above.

Post-appointment
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1.4. Equal opportunities and data protection

A PCC and CC need to maintain an overview of their
respective selection processes from the start and throughout
to ensure that the requirements outlined within the Equality
Act 2010 and within data protection legislation are met.

Guidance for appointing chief officers

1.4.1. The Equality Act 2010

Those involved in appointing chief officers must ensure
that they comply with provisions of the Equality Act
2010. The Act prohibits discrimination, harassment
and other unlawful conduct because of the following
protected characteristics:

" age

disability

gender reassignment

rmarriage and civil partnership

pregnancy and maternity
" race
religion or belief

" Sex

sexual orientation.

The Equality Act 2010 sets out the different ways in
which it is unlawful to treat someaone, such as direct
and indirect discrimination, harassment, victimisation
and failing to make a reasonable adjustment for a
disabled person.

A key measure in the Equality Act 2010 is section
149 of the public sector equality duty, which came
into force on 5 April 2011 and places a legal duty
on public authorities to take account of the need
to eliminate unlawful discrimination, harassment
and victimisation as well as to promote equal
opportunities and encourage good relations
between persons who share a relevant

Not Protectively Marked

protected characteristic and those who do not.
The Police Reform and Social Responsibility Act
2011 amends the Equality Act to make the public-
sector equality duty apply to PCCs and MOPAC,

The equality duty has three aims._ It requires public

bodies to have due regard to the need to:

= eliminate unlawful discrimination, harassment,

victimisation and any other conduct prohibited by

the Act

advance equality of opportunity between people

who share a protected characteristic and people

whe do not

= foster good relations between peaple who share a
protected characteristic and people who do not.

In order to meet the aims of the equality duty, PCCs

and CCs should ensure that:

= they are aware and have an understanding of the
requirements of the equality duty

considerations and mitigations for any concerns
arising, can be explored and documented in an
equality impact assessment

= they consider the equality duty at every stage of
the appointment process from planning to delivery
and the final decision-making process - a public
body cannot satisfy the equality duty by justifying a
decision after it has been taken

Good practice in assessment
and selection
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the three aims of the equality duty form an integral
part of the decision-making process and are applied
with rigour

they have sufficient information to give proper
consideration to the equality duty

any third parties involved in the appointment
process are capable of complying with the equality
duty and that they do so in practice (it is a duty that
cannot be delegated)

refer to the Equality Duty in recording the process of
consideration (there is no excplicit requirement for
this but it is good practice to do so)

arecord is kept of how appointment decisions were
reached in order for PCCs/CCs to demonstrate that
they considered the aims of the equality duty.

Section 159 of the Equality Act 2010 refers to
positive action in the context of recruitment
and promotion processes. It states that in
certain circumstances an employer can treat
ane candidate more favourably than another if
they suffer a disadvantage, or if there is under-
representation in certain activities, in connection
with a protected characteristic. An employer
can treat the candidate more favourably if they
are aqually qualified to the other candidates_ It
is recommended that chief officers seek legal
guidance before implementing any initiative
under section 159,

Post-appointment

Page 27 of 106



Guidance for appointing chief officers

1.4.2. The Data Protection Act 2018

The individual responsible for the appointment process

must be familiar with their responsibilities in relation
to the Data Protection Act 2018 (DPA), the General
Data Protection Regulation and other associated

information laws. The DPA regulates all personal data

processing activity.

Guidance for appointing chief officers

Information covered by the DPA includes computerised

records, health records and manual records. The DPA
states that information must be:

= processed fairly, lawfully and in a transparent
manner

= collected for specified, explicit and legitimate
purposes

adequate, relevant and not excessive

accurate and up to date

retained for no longer than necessary

= processed in a manner that ensures appropriate
security.

“ d=p»

The DPA entitles individuals to certain rights with
regard to their personal data, including the right of
access and the right to be informed. Candidates who
have recerds kept with their details on are entitled
to formal access to those records as well as the
reasons why they are being used. In relation to the
appointment process, this refers to all notes taken
during the process, either in relation to candidates’
verbatim comments or notes on appaintment
decisions.

Data controllers should also be mindful of other
DPA considerations such as retention, security and
sharing of personal data. Review of ICO guidance
and consultation with a data protection officer is
recommended.

For further information on the DPA and the GDPR,
please click here.

Post-appointment
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2. Good practice in assessment and selection

PCCs and CCs must adhere to legal requirements relating

to appointments they make. In addition to this, there are

a number of principles which underpin designing and
delivering fair and effective appointment processes which are
robust and transparent in response to scrutiny. This section
outlines what these principles are and how they can be
embedded from the start and throughout an appointment
process in order to ensure the right candidate is appointed.

Not Protectively Marked
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2.1.
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Merit, fairness and openness

Heome Office circular 2018 on the Selection and Appointment of Chief Officers states that those responsible for selecting and assessing chief officers must observe the

three principles of merit, fairness and openness.

The definition of these principles outlined below are based on those contained in the Civil Service Recruitment Principles 2018,

Merit means appointing the best
available person judged against the
essential criteria for the role. No-one
should be appointed to a job unless
they are competent to do it and the
Jjob must be offered to the person
who would do it best. The successful
candidate should also be chosen from
a sufficiently strong and diverse pool
of eligible applicants.

T L
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Fairness means there must be no bias
in assessing candidates. Selection
processes must be objective, impartial
and applied consistently.

Openness

Openness means that job
opportunities must be advertised
publicly. The aim of the advertisernent
should be to attract a strong field

of eligible applicants. Potential
candidates must be given reasanable
access to information about the job,
its requirements and the selection
process. In open competitions, anyona
who wishes must be allowed to apply.

Post-appointment
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2.2. The Code of Ethics and values-based recruitment

The Code of Ethics outlines the principles and
standards of behaviour expected of officers

and staff in policing. In order to ensure that the
workforce reflects these principles and standards
af behaviour, it is important to take steps to
embed the Code of Ethics in local and national
selection and promotion processes. A means

of achieving this would be using values-based
recruitment (WBR).

Values based recruitment

Walues are beliefs which are important to an individual
and which guide behaviours and actions. VBR is
centred on ensuring that values are considered and
assessed at every stage of a selection process, fram
attraction through to developing an application and
assessment process and inducting the appointed
candidate into the new organisation.

e
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There are a number of benefits to employing VER,
alongside assessing for competencies, as there is a
wealth of research which suggests that assessing and
selecting a candidate on the basis of their personal
values and the extent to which these fit with the values
of the arganisation can lead to improved person-
arganisation fit. In turn, appainting an individual with
high persan-organisation fit can lead to impravements in:

= perceived organisational support

trust in managers

= performance

arganisational commitment

job satisfaction

= co-warker satisfaction

engagement.

The first and most important step when
intraducing values into an appointment process
is to clearly define the organisation’s values.

It is then essential to identify the behaviours
that demonstrates these values so they can be
measured.

Post-appointment
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2.3. Competency and Values Framework

The College of Policing has developed a Competency and

Values Framework (CVF) which outlines the behaviours INTEGRI E BUS'NESS
associated with effective and ethical performance in the TY "".__" ORGANISATION
police service. The CVF aims to support officers and staff MANAGEMENT SOLUTION __|
and provides a consistent foundation on which all local and CHEATWITY
national selection and promotion processes can be based. INNUU‘AT'HN 2 RESOURGES

LEADERSHIP

SUCCESSE EMPOWERMENT S

DEVEL DECISION
OPMENT 55 missioN EXPEmEricE

MO VISION

ACHIEVEMENT
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The Competency and Values Framework
The framework consists of six competencies that have
been clustered into three groups. Each competency
includes a deseription and a list of behaviours which
indicate whether a person is displaying that particular
competency. Each competency is split into three levels,
which are imtended to be used flaxibly to allow for a
better fit with frontline and non-frontline policing
rales, rather than ranks or work levels. The levels are
designed to be cumulative, so thase working at higher
levels should also demonstrate each preceding level's
behaviours. The competency levels can broadly be
matched to work levels as:

= |evel 1-practitioner
= |evel 2 —supervisor/middle manager
B level 3 -senior managerjexecutive.

The framework is underpinned by four values. These
four values reflect the Code of Ethics and represent
measurable behaviours. The diagram dapicts the
Colleges CVFE. View the full framework here.

- e B S
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2.4. Assessment principles

Assessment principles address how an appointment process

is designed and delivered and how candidates are assessed
and overall grades/results are agreed. The assessment
principles outlined here are important as they ensure that

the appointment process delivered is fair and effective. These
principles also enable PCCs and CCs to have confidence in what
they are measuring, that each candidate is being assessed in
the same way and that they have transparent and justifiable
reasons why the appointed candidate is the right candidate for
the position. These principles can also help a PCC/CC ensure
that their appointment process adheres to the requirements
outlined in the Equality Act 2010.

Post-appointment
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2.4.1. Reliability and validity

The main assessment principles that any appointrment = Test-retest reliability = Content validity

The extent to which an assessment measures the

process must adhere ta inorder to fairly compare
candidates and confidently select the right person for
the role are:

The extent to which the measure itself (interview,
media exercise, presentation etc.) can consistently
measure the construct (competency or value) it has
been designed to measure each time it is delivered.

different aspects of the specific construct being
measured. For example, to what extent is the
interview question assessing the competency of

Reliability

Reliability is the extent ta which an assessment,
delivered in a standardised manner (see 2.4.2) can
consistently produce the same result or behaviour.
To achieve reliability in an appointment process, it is
important to consider:

“‘take ownership’ and how much of the candidate's
Validity rasponse relates to something else?
The validity of an appointment process is the accuracy
of the selection tools used. Do they measure what
you think they are measuring? In order for a PCC/CC
to ensure that their appointment process is valid, they
must first know what it is they want to measure, then
choose selection tools that provide the opportunity for
candidates to display the evidence they have defined
as being required for effective performance in the role.
There are many types of validity. PCCs/CCs should
consider the following examples when developing their
appaintmeant process:

Predictive validity

The extent to which an assessment is able to
accurately predict the likelihood of future job
performance. For example, are those candidates
who performed well in the assessment process now

® Inter-rater reliability performing well in the role?

The extent ta which assessors assess candidates in
the same way, use the same framework and method
to ensure consistent and fair assessments are made.
This can be achieved by assessors benchmarking
performance prior to beginning the assessment

of candidates, eq, discussing and confirming as an
assessor panel what performance looks like at each
paint of the rating scale. In addition the assessor
panel could complete a trial run of the exercise to
identify the spread of scores and ensure consistency
during the live assessments of candidates

= Face validity
The extent to which the assessment looks like it
measures what it says it is measuring. Another way
of looking at this is: will candidates feel they have
been given a realistic oppeortunity to demonstrate
evidence of the construct being measured?

Post-appointment
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2.4.2. 2.4.3.

Standardisation Barriers to objective

assessment
Standardisation addresses the consistency with which Steps can be taken to standardise the design and During candidate assessment, assessors listen to
the process itself is delivered and is a key way of delivery of an appointment process and ensure it is and observe a high level of information, causing an
achieving reliability. A standardised selection process reliable, howewver, no assessment system is perfect. increase in demand on their cognitive processes. In

Hurman and environmental factors can and do
influence the consistency with which assessors
apply the assessment criteria and the objectivity of
their decision making.

s ane which ensures that: order to manage these demands, assessors can begin
ta rely an short cuts and snap judgements to make

decisions regarding a candidate's performance. It is

all applicants undertake the same assessment
in terms of instructions, information provided, in these circumstances where biases, conscious or
preparation materials and environment unconscious, can begin to affect an assessor's ability
to remain objective in their decision making.

the same assessment criteria are applied

consistently across all candidates At least twenty barriers to accurate assessment
have been highlighted in research literature. Almost
= the same decision-making model is applied all of these exist within everyone to some extent,
consistently across all candidates. either conscious or unconscious. The important

paint, howewver, is for an assessor is to understand
thern, to be able to identify when they may be
starting to influence decisions and to take steps to
ramain as objective as passible.

T Mo sovasonie
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The table below provides an overview and definition of some of the most common barriers to accurate assessment:

Unconscious bi: Definition

Expectancy effect Tendency for assessors to generate either a positive or negative expectation from pre-assessment
information (eg, application form, word-of-mouth opinion, appraisal document) and for their evaluation
and decisions to follow these expectations.

Confirmatory information Assessors actively seek information to confirm their initial impressions. This is closely linked to the
expectancy effect. Interviewers tend to ask questions designed to elicit information confirming their
initial impressions or may ignore evidence which goes against their initial impression.

Similar-to-me effect Also known as the ‘clone syndrome’, the similar-to-me effect is where assessors’ views are biased in
favour of candidates similar to themselves, based on personal characteristics or even based on how they
would complete the exercise or the style of presentation they would use. They could then give more
favourable ratings to candidates who complete the exercise in a similar way, rather than those who score
highly on an objective marking guide.

Fundamental attribution error The tendency for an assessor to erroneously ascribe or attribute candidate behaviour to facets of their
personality, rather than to the actual cause of their behaviour.

Hala/horns effect Assessors assume that if a candidate scores well or is viewed favourably in a particular exercise/situation,
they will also do well throughout and is scored accordingly (halo). Alternatively, candidates who score
poorly or are viewed negatively in a particular exercise/situation are assumed to do poorly throughout
and are scored accordingly (horns).

- QTR N —

Not Protectively Marked Page 32 of 106



Guidance for appointing chief officers

Unconscious b

Central tendency, leniency and stringency

o d:p

Definition

The assessor gives many applicants similar ratings, rather than using the full rating scale to evaluate
differences in performance. It is the assessor’s task to highlight the differences using the full extent of
the rating scale. Leniency is similar to central tendency but refers to assessors rating every candidate
very favourably across all dimensions. Stringency refers to assessors rating every candidate unfavourably
across all dimensions.

Fatigue

When assessors become tired, this often results in cognitive overload, where the mental demands
of the task outweigh the attention available. When this state occurs, the assessor will intentionally
or unintentionally only select what they consider the salient or pertinent points from the candidates’
performance, ie, selective attention.

Contrast and gquota effects

Contrast effect refers to when the assessor’s evaluation of the present candidate's performance is
influenced by the guality of previous candidates’ performances. Quota effects are seen when candidates
are only selected because they are from a group that is under-represented in the organisation, eg,
women, people with disabilities or members of minority ethnic groups.

Megative information

Assessors’ decisions are influenced significantly more by negative information than by paositive
information. Assessors can be affected by negative information bias when evaluating candidates’
performances in most types of exercise. Sometimes this bias can be so strong that the assessors do not
discuss the candidate’s positive behaviours at all.

Rushing

The assessment and decision-making processes are rushed in arder to meet logistical arrangements,
rather than giving each candidate fair consideration. Effort should be made to ensure that sufficient time
is set aside to evaluate candidate performance and to discuss each candidate individually in detail abeut
their performance.

R —
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2.4.4. Assessment methodology

The approach used to assess candidates must be
cansistent between candidates and throughout the
assessment process, from assessing and shortlisting
the written application to the live assessment of
candidates’ behaviour. A way of avoiding biases and
ensuring decisions made remain objective throughout
the process is to follow a structured evidence-based
assessment method.

The assessment method used must consider
each individual stage involved in assessing the
evidence a candidate has provided. By breaking
down the assessment of candidates and their
evidence into individual stages, a transparent.
audit trail is created which can identify where the
evidence has come from and why and how the
final decision has been made.

The stages involved in a structured evidence-based
assessment method can include:

= ynderstanding the evidence

- reading (application form) or observing (live
assessment, eg, interviews) the evidence a
candidate provides in response to the question/
task they have been presented with

reviewing the evidence ORCE assessment model

evaluating the evidence

A well-known example of a structured evidence-
based method of assessment is the Observe, Record,
Classify and Evaluate (ORCE) assessment model The
ORCE muodel is based on research into the role of the
considering whether the evidence provided meets  assessor and the cognitive processes assessors use
the assessment criteria that may help or hinder the dedisions they make. The
ORCE model has four distinct sequential stages of
assessment. This is effective in supporting objective
decision making as assessors are not required to
undertake multiple tasks at once, which requires
greater cognitive effort and therefore presents

reviewing the evidence provided in terms of the
axtent ta which it answered the question or task
the candidate has been presentad with

considering the quantity and quality of evidence
provided in relation to the assessmeant criteria

considering whether the evidence was at the a greater risk of decisions being influenced by
required level and relevant to the questiontask unconscious biases.
presented

considering anything the candidate did that
detracted from their performance or anything
they omitted

using a rating scale to determine the mark
awarded to a candidate and to ensure that
marking across all candidates is standardisad

making a record of the individual and overall
mark awarded to each candidate.

T —
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The four stages of ORCE are:

Observe \\

Assessors watch and listen to what the candidate
says and does. They carry out the Record stage at
the same time.

Record
Assessors write down the candidate’s response,
recording what they say and do. Assessors do

z;mlde a:y |an::rpg:.tat|::s:;sl;ndkthls toa Assessors complete each stage independently
petency or value being - > from any other assessors present and do not

discuss the behaviour recarded before they have
awarded their independent ratings.

Classify

Assessors classify the behavioural evidence
into the specific competencies or values being
assessed. A piece of evidence must only be
recorded in one competency/value area.

Evaluate

Assessors consider the guality of evidence
provided and whether the candidate did/said
anything that detracted from their performance.

_/
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2.5. Key selection stages

The main objective of any appointment process is to identify
the right candidate for the position. The content of a process
can vary as there are a number of selection techniques that
can be used, depending on the needs and interests of the
organisation, as well as the competencies and values being
assessed.

Planning

In order for a fair and reliable appointment process to
develop, sufficient time must be allocated for planning

and delivery. Forces should avoid confirming an ideal
appointment date and working backwards from this before
they have determined what they want their selection
process to invelve. This is impertant when you consider
that an appointment panel needs to be selected and then
all members to be available at the same time to undertake
training, attend shortlisting and potentially assess as an
interview panel.

e s
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The diagram below highlights the key stages of selection considering pre.
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Post-appointment
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2.5.1. Pre-assessment

Police professional profiles

The College of Policing has engaged with key
stakeholders to develop police professional profiles
for all ranks (policing roles and policing-specific
staff roles). The role profiles define the skills

and professional standards, competencies and
behaviours required for policing on a national basis,
Al professional profiles will indicate the required
minimurm CVF competency level from 1-3.

The role profiles are intended to capture the primary
and nationally consistent elerments of the specific role.
However, the role profiles also provide an opportunity
for a PCC/force to define what it is they want from
prospective candidates and to reflect the needs and
values specific to their organisation. It is therefore
expected that the role profile will be used to develop a
job description where locally specific requirements can
beincluded. In doing so it is advisable to liaise with key

stakeholders such as the PCC (unless it is a CC process),

the outgoing chief officer, remaining chief officers,
chief executive, officers and staff, local community
safety partners, criminal justice bodies and community
interest groups to determine what specific or desirable
requirements may need to be included and therefore
reflected throughout the appointment process.

R s e
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Assessment criteria

These are the criteria against which candidate
assessments will be made and on which applicants
will base their evidence of suitability. The assessment
criteria detail what is required for effective
performance in the role and provide a benchmark for
what candidates will be assessed against during the
appointment process. The assessment criteria are
usually developed from the role profile highlighting
the key aspects required.

It is important that the assessment criteria:

= reflects the level of the vacancy

considers the current and future demands of the
force, enabling the appointment process to identify
a candidate who meets the short, medium and long-
term requirements of the force and community.

Forces should refer to the CVF when identifying the
assessment criteria to be used in the appointment
process. Support is available from the College of
Policing to assist forces in doing this, however,

forces should also take into consideration the
perspective of key stakeholders when developing the
assessment criteria. Appendix B outlines a template
guestionnaire that can be sent to stakeholders as a
means of identifying the most important and relevant

competencies or values from the CWF that are to be
assessed during the appointment process.

It is essential that the recruiting PCC/CC confirms
the assessment criteria before progressing with the
appointment process.

The relationship between the PCC and CC (and
the CC and their chief officers) is important and,
while this may be something a PCC/CC considers
during the appointment process, it is important
that the relationship dynamic does not becorme
part of the assessment criteria. Decisions need
to remain objective and be made based only on
the evidence a candidate has provided during the

appointment process.

Post-appointment
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2.5.1 Pre-assessment (continued)

When developing a role profile and confirming the
assessment criteria the PCC/CC should consider the
campasition of the chief officer team in terms of the
skills and experience that the teamn already has, and
whether there are any specific skills or experiences
not currently reflected which a new chief officer
could provide.

Force priorities will vary according to local needs
however there will be key national issues that should
also be considered. The areas suggested below are
not a complete list but represent the views of chief
officers in a recent survey conducted by the College
of Policing. There may be other priorities identified
locally by the PCC/CC, or recommended by local and
national oversight bodies.

B ol e
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Attraction: advertising

The advert is the first contact between the PCC/CC
and the potential applicant pool. It is an opportunity to
promote the fairness and transparency of the selection
process by ensuring it clearly states what the PCC or
CC want (key requirements and eligibility), how they
are going to assess for this (selection tools) and why
an applicant would want to work for them (prometion
of the role, force and community). The advert may
include the following information:

= Remuneration, eq, salary and relocation support
available.

Post location.

Direct force contact name and details.

Dates outlining the main stages in the selection
process, eq, application deadline.

Key skills and attributes required or information
outlining where an applicant can find further
information about the role and key requirements
{link to the application pack).

Where or how the advert is published also needs to

be considered in order to ensure all eligible applicants
are aware of the vacancy. In accordance with Police
Regulations, the advert must specify the date by which

Not Protectively Marked

= Countering terrorism.
= Tackling child sexual exploitation and abuse.

= Recruiting and developing a warkforce with the
skill set required to respond and deal with all
future demands (including social and technological
change).

= Safeguarding and supporting vulnerable people.
= Tackling domestic abuse.

= Tackling serious and organised crime.

= Tackling sexual violence.

= Tackling cybercrime.

= Understanding and managing physical and
psychological health amongst workforce.

applications must be made, which should not be less
than three weeks after the date of the advert. The
advert must be published through a public website or
some ather form of publication that deals with policing
matters. Vacancies for promation should be advertised
nationally, so all potential opportunities within policing
are open to the widest pool of eligible candidates.

A PCC/CC may also want to consider promaoting their
Vacancy via:

the College of Policing website

police organisations (CPOSA, PSAEW and ChiefsMNet,
run by the NPCC, which includes a regular newsletter)

Linkedin

the farce website

= avlog post
= another channel of communication.

In order to encourage applications from external
candidates, a force may want to consider holding an
open day or familiarisation event to promote access
to the force and demonstrate the commitment that
will be shown to applications received from external
candidates.

ﬂ‘ L EER 2

Opportunities should be taken to address any skill or
experience gaps identified within a chief officer team in
relation to these priority areas.

Post-appointment
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Attraction: application pack

Forces should develop an application pack which can
be sent to the candidate alongside the application
form. The application pack should include additional
detail regarding the role and is a further opportunity
to promote the force and community as a place to
live and work. It can also highlight the benefits and
experience the successful applicant can expect to
gain. The application pack could be developed in
partnership with the recruiting force's corporate
communications team and may include:

= aletter from the PCC/CC promoting an open and
transparent process and expressing an interest in
applications from all eligible candidates

= key responsibilities, demands and challenges
invalved in the role - what partfolio will the new
chief officer be undertaking

priorities and ambitions for the force

the PCC's Police and Crime Plan

learning and development opportunities

organisational values

full details of salary and benefits, including any
relocation support that is offerad

Post-appointment
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financial infermation

details of the location of the post, including
infermation on local schools, houses, activities and
ather benefits of the region

details of what the assessment process will involve,
ag, timeframes, who will be involved and by when
the appointed candidate is likely to be in post

links to testimonials from current members of the
chief officer team and/or comments from members
of the public.

Biases can influence an appeointment process at
various points. The perception of bias, possibly of

a candidate who has been “acting up’ in the rank

being preferred, needs to be addressed during

the pre-assessment stage and through attraction
activities. The PCC/CC should take steps to promote
to potential applicants that they recognise and value
the effort and commitment involved in applying. This
could be achieved through engaging with corporate
communication teams to develop an attractive advert
and application pack, promoting the presence of a
neutral adviser on the appointment panel and holding
a force open day.

B oot (e
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2.5.2. Assessment

Application form

The application form is usually a written application,
however, forces may want to consider alternative
means of beginning their appointment process, such
as requesting expressions of interest. The aim of

an application form is to obtain information about
the candidate relevant to the requirements set out

in the role profile, eg, eligibility and assessment
criteria. The information gained is then used to
datermine the extent to which the applicant meeats
these requirements, to confirm their eligibility for the
promotion opportunity and whether they will progress
to the next stage of the appointment process.

The application is a further opportunity to reflect the
force's values and create greater transparency in the
process. To achieve this, it is important to consider
the purpose of the questions asked and how the
information gained will be usad. It is important that
unnecessary, intrusive or inappropriate information is
not asked for. The application should therefore only
include questions relevant to the role requirements
and provide the applicant with the opportunity to
represent their eligibility, the extent to which they meet
the assessment criteria and their experience and skills.
A PCC/CC can sometimes request additional

Legal

Not Protectively Marked

Training the appointment panel (assessor
training)

A PCC/CC should ensure that those involved in the
appaintment process have recently undertaken
appropriate briefing/training in selection and
assessment practices. ldeally, the appointment panel
chosen will also have same prior experience within
selection and assessment. If these twa criteria are
met, then a PCC/CC may decide not include this stage
in their appointment process. As each appointment
process is likely to assess different criteria and use
different selection tools, however, all those invalved
should participate in a briefing to ensure the reliability
and fairness of their appointment process.

Training can be completed in person or remotely. The
time required to undertake appropriate training will
depend on the assessors’ experience. This stage can
be provided by HR professionals based in a force or
by the College of Policing. Regardless of provider, a
first step for those involved in assessing candidates
will be to review this guidance. Following that, there
are a number of key areas the appointment panel and
assessors will need to be briefed on:

= assessment principles
- merit, fairness and openness
- standardisation

- barriers to objective
assessment

information from applicants, such as previous
performance reviews or feedback received from
attending the SPMAC and the SCC. Any additional
information should be considered carefully in relation
to the variety of reporting methods and how up-
to-date this information is. Applicants will usually
have gained further experience and abilities since
completing SPMAC and the SCC and this should

be considered when requesting such information,
especially if not all applicants are able to produce this
information.

Shortlisting

The appointment panel, led by the PCC or CC, should
review the application forms against the eligibility
requirements and predefined assessment criteria and

identify suitable candidates to take forward to the next

stage of the assessment process.

The appointment panel should use a structured
assessment method to ensure standardisation at the
shortlisting stage. For example, ORCE can be applied
here. The observe and record stages have already been
completed by the candidate, so the appointments
panel would begin at the classification stage and
identify information recorded on the application form

‘ﬁ‘ 4. p

= assessment methodology

- overview of the structured assessment method
being used to shortlist candidates and assess
performance

= assessment criteria and rating scales

- overview of the assessment criteria - training
is an opportunity for the appointment panel
to discuss what this criteria means and to
confirm consistency in their understanding and
application

- training should involve a discussion with the
appointment panel on what effective and
ineffective performance looks like for each
assessment criteria

training should also involve a discussion on the
rating scales to be used and the standard required
to progress to the next stage of the assessment
process

= practicalities and logistics
- confirm the time commitment required of the

appointment panel for the whole process, from
shortlisting to identifying the preferred candidate.

Post-appointment
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that is evidence of the assessment criteria. They would
then evaluate the quality of the evidence provided
using the rating scale discussed during training. Once
completed, the appointment panel members should
discuss their individual marks and agree on which
applicants to shortlist. An example of an individual
and overall shortlisting scoring sheet can be found in
appendix C and appendix D respectively.

All candidates should be informed of the shortlisting
outcome. Applicants who are not shortlisted should
be informed as soon as possible and provided with
feadback in a timely manner about where they did

and did not meet the requirements of the role and any
development needs arising from their application.

Post-appointment
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Timing

The time needed for shortlisting will depend

on the number of applicants and how familiar/
exparienced in selection and assessment members

of the appointment panel are. If sufficient time is not
allocated to this stage, shortlisting assessments can be
rushed. This can lead to biases affecting the objectivity
and fairness of decisions.

Selection methods

The selection tools chosen must be able to
consistently identify and measure the assessment
criteria required for effective perfarmance in the role.
This is espedially important to consider when the
exercise chosen needs to withstand the scrutiny placed
on the appointment process by the PCP.In choosing
relevant and valid selection tools it is important to
consider that they:

gz
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= allow assessors to differentiate across candidates in
terms of performance.

reflect the role profile and assessment criteria

provide the candidate with an opportunity to
demonstrate the competencies and values which
have been identified as important for the role

(The British Psychological Society: The Design and
Delivery of Assessment Centres (2015)).

mirror as much as possible the activities that are
critical to the role

provide new infarmation to the appointrment panel
in addition to what is known from the written
application

provide all candidates equality of opportunity to
perfarm

are not vulnerable to subjective bias, eq, informal
or social meetings can be vulnerable to subjective
biases, making comparisons between candidates
unreliable

Post-appointment
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The table belows outlines several selection technigues with a description of what they are and how they can be tailored to assess the specific needs and interests of the role

and organisation.

Selection technique

Description

Presentation exercise

Bespoke presentation topics can be developed which relate specifically to current and future challenges/
priorities the force is likely to experience, ethical decision making as well as criteria that have been
defined as essential to the role and cutlined on the advertiserment. The topic can also include an ethical
dilernma or focus on the rationale for why a decision or action is undertaken, thereby providing an
opportunity to assess the extent to which the candidate's values meet those required by the organisation
and role.

Structured and semi-structured interviews

A structured interview ensures that all candidates are asked the same questions in the same arder, while
a semi-structured interview allows for further exploration of a candidate's response by the interview
panel. Questions can focus on past and future behaviour, enabling information to be gathered regarding
a candidate's current ability and future potential.

Stakeholder panel

This is an opportunity for candidates to interact with stakeholders they will most likely be working with
if appointed. The aim or task involved in a panel exercise can be focused on a key issue or challenge the
foree is experiencing or related to PCC priorities. For example, if there is a concern regarding workforce
engagement, then a police officer/staff panel may be appropriate. If the PCC has a priority to develop
opportunities for young people, a youth community panel may be beneficial Additional stakeholder
panels may include local authority and community group panels.

Legal
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Good practice in assessment
and selection

Post-appointment
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Work sample exercises

A work sample exercise is an assessment that reflects the task and role the candidate will actually be
performing. A work sample exercise can be an interactive roleplay involving the use of role actors to
mirror a real situation a candidate would be likely to work in. Another work sample exercise can have a
media focus, with the use of a journalist and set in a studio, as well as being completed as a written task.
The advantage of this technique is that an assessment can be made not only of what a candidate would
do and how, but also how effectively they communicate this message and how they engage with the
media and stakehaolders verbally and in written format.

Personality guestionnaires

Assessments of personality in a workplace context can be used to determine a candidate's preference

to how they approach their work. Assessments can indicate how an individual may respond or manage
in a specific situation and environment, as well as how they are likely to communicate or support others
in their team. There are several types of personality assessment, so research regarding what each aims
to assess is needed to ensure the results gained are worthwhile and provide additional information to
the appointments panel. The infermation gained from a personality questionnaire can be used to inform
the interview guestions a candidate may be asked. Personality questionnaires should never be used in
isolation, however, and should always sit alongside another form of assessment.

S e
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2.5.2. Assessment (continued)

It is worthwhile spending time fully considering what
selection techniques to use, as they provide a number
of beneficial opportunities for the candidate and the
organisation to learn more about each other. For
instance, when appropriate and effective selection
techniques are chosen, benafits can be derived, such as
the opportunity to:

assess and differentiate between candidates
and identify the right candidate in terms of
competencies, values and person-organisation fit

further attract a candidate as they learn more about
the role and organisation

assess candidates by what they would actually be
daing in the role

thoroughly assess of the candidate and gain
detailed, reliable and relevant information.

The standards set by the British Psychological
Society in The Design and Delivery of Assessment
Centres regarding designing and delivering
assessments state that more than one selection
tool should be used within a single assessment
process.

Legal
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As noted previously, if the selection tool(s) are
confirmed early in the process, then this information
should be highlighted in the application pack sent to
prospective applicants.

Rating scales

The aim of a rating scale is to provide a means by
which a candidate’s performance can be evaluated
objectively. This creates a consistent, fair, transparent
and merit-based means of differentiating between
candidate performances.

Each point on the rating scale must differentiate
between different levels of performance in order to
enable assessors to distinguish between effective
and ineffective performance. Rating scales vary on
the number of rating points used. Too few points and
all of the candidates tend to be rated similarly, with
no differentiation possible. With teo many rating
points, it becomes difficult to meaningfully describe
the difference between a rating of ‘107 and*11"in
observable terms. Generally, a rating scale should not
exceed a maximum of nine points, but often between
five and seven is sufficient to allow for fair and reliable
differentiation.

An example of a five-paoint rating scale has been
provided in appendix E. The number of paints on the
rating scale should remain consistent throughout the

Good practice in assessment
and selection
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assessment process, however, the definition of each
paint on the scale should be reviewad and relate to
what is being assessed, especially if multiple types
of selection tools are used within a single selection
process.

Decision making

A PCC/CC needs to confirm the point on the rating
scale which distinguishes between a candidate who
has met the standard and a candidate who has not
met the standard. If multiple selection tools are used, a
way of collating the ratings from each assessment into
an overall rating will be needed. The PCC/CC and the
appointment panel should discuss thess two points
and confirm them prior to shortlisting.

Once the individual ratings have been discussed and

a final mark has been agreed, the appointment panel
should be in a position to identify the candidate who
most closely meets the requirements of the post.

The decision on who to appoint is ultimataly the
responsibility of the PCC/CC, however, they must base
this decision on the final marks that have been agreed
by the appeintment panel and all the information that
has been gained throughout the appointment process.
This is to ensure that the decision made is based on
merit as identified by the information gained through a
fair and open selection process.

Post-appointment
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Feedback

Feedback should be provided to all successful and
unsuccessful candidates. This can be completed either

face-to-face, by telephone or in a written report format.

Feedback should be provided in a clear and timely
manner within a reasonable timeframe following

the conclusion of the selection process. This is an
important stage to consider in the selection process, as
providing feedback can influence the reputation of the
organisation, regardless of whether a candidate was
successful or not.

All those invalved in the selection process, ie,
members of the appaintments panel, assessors or
stakeholder panel members, must be informed that
the observations they have recorded and the feedback/
grades they have provided may be discussed directly
with the candidate if requested.

The purpose of feedback is to enable the candidate

to understand how they performed against the
assessment criteria and the selection decision made.
Therefore, the content of the feedback must accurately
reflect anly what a candidate said or did.

“ daop»
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3. The appointment
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This section outlines the legal processes PCCs and CCs are
required to undertake in order to confirm the appointment of
their preferred candidate. While there is some overlap between
what is required of a PCC and CC, there are also differences
and, as such, these processes have been outlined separately.

Not Protectively Marked
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3.1.

In line with Schedule 8 of the Police Reform
and Social Responsibility Act 2011, the PCC
should identify the candidate who most closely
meets the role requirements, incorporating the
racommendations of the appointment panel
members.

The PCC must notify the PCF of:

the name of the person whom the PCC is proposing to
appoint (the preferred candidate)

the report completed by the independent member
detailing the criteria used to assess the candidate's
suitability for the appointment

why the candidate satisfies the assessment criteria
the terms and conditions on which the preferred
candidate is to be appointed.

In the event that the PCP vetoes the preferred
candidate (see section 3.2), the PCC must notify the
PCP of:

= the name of the reserve appointee (the reserve
candidate)

= the report completed by the independent member
detailing the criteria used to assess the suitability of
the candidate for the appointment

R s e
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= why the reserve candidate satisfies those criteria

= the terms and conditions on which the reserve
candidate would be inted.

Onee the PCC has notified the PCP of their preferred
candidate, the PCP must review the proposed
appointment and hold a confirmation hearing.

A confirmation hearing is a meeting of the PCP, held in
public, at which the preferred candidate is requested to
appear for the purpose of answering guestions relating
to the appointment from members of the PCP.

The candidate does not need to attend in person,
but can participate in the proceedings by any means
that enable the person to hear and be heard in those
proceedings as they happen.

After the canfirmation hearing, the PCP must make a
report to the PCC on the proposed appointment which
includes a recommendation as to whether or not the
candidate should be appointed. This report must be
submitted to the PCC within a three-week period from
the date the PCP receives notification from the PCC

of the proposed appointment. The PCP is required to
publish its repart.

‘ﬁ 4 0 P

PCC-appointing and confirming a new chief constable
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3.2. Veto the appointment of a chief constable

There is no statutory list of reasons why the PCP
may veto the appaointment of a CC, however, the
requirements and process that must be followed
are set out in the Police and Crime Panels

{Precepts and Chief Constable Appointments)
Regulations 2012 Part 3 Regulations 3 and 10.

Vetaing the appointment of a CC can only accur when
the following two criteria apply:

= at least two thirds of the PCP at the time the
decision is made must vote to veto the appointment

the power of veto anly applies during the period
of three weeks, beginning with the day on which
the PCP receives notification from the PCC of the
proposed appointment.

The stages and actions involved should the PCP veto
the PCC's preferred candidate are:

the PCP must include in their report a statement
explaining that the preferred candidate has been
wetoed and the PCC cannot appoint the candidate

the PCC is then required to inform the PCP of their
reserve candidate (see 3.1 above)

B s e
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= the PCF must then undertake a further confirmation

hearing to consider the PCC's proposed reserve
candidate - the same process for considering this
candidate and reporting to the PCC applies in these
instances

the subsequent report produced by the PCP should
include a recommendation as to whether or not the
candidate should be appointed - the PCP is required
te publish this report

the PCP has no power to veto the reserve candidate
and the PCC can appoint them, regardless of the
recommendation.

The PCP's power to veto a candidate only applies to
one particular appointment process. Therefare, should
the same candidate apply again for a subsequent
position, this would be a fresh appointment process
and, if the PCC put forward the same candidate again,
the PCP would have the option to deploy their veto
again, if that was their decision.

Once the appointment and confirmation is finalised,
the PCC should publicise the details.

Post-appointment
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3.3. Chief constable - appointing chief officers

The CC should identify the candidate who mast clasely
meets the agreed assessment criteria, incorparating
the recommendations of the appointments panel. In
line with the Palice Reform and Social Responsibility
Act 2011, the CC must consult the PCC regarding the
proposed appointment.

The relationship between the PCC and CC is
collaborative and where differences in opinion oceur
regarding the proposed chief officer appointment
these should be discussed and resolved locally
between the PCC and CC. Professional advice may

be offered by HMICFRS. However the CC is ultimately
responsible for the appointment of chief officers and
the PCC does not have the power to veto the candidate
the chief constable proposes. The guidance for this is
set out in the Policing Protocol Order 2011.

e e
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3.4. Exercising the functions of a chief constable

QOutside London
Section 41 of the Police Reform and Social Responsibility Act 2011 provides:

= 3 DCC may exercise or perform any or all of the functions of the CC during
any period when the CC is unable to exercise functions, or at any time with
the consent of the CC

= the CC must designate an ACC to exercise the functions of the CC,in
circumstances where the CC and DCC are unable to do so

There may be circumstances in which these provisions cannot be applied; in
thess instances it is advised that further advice and guidance is sought from
the College of Policing and the Home Office.

Guidance on temporary DCC and ACC appointments

There is no requirement for an individual to have
satisfactorily completed Senior PMNAC or the SCC
before being temporarily promoted or otherwise
required to perform the duties at a rank higher than
that of Chief Superintendent, but below that of CC.
There are also no similar provisions in legislation on
the exercising of functions at DCC or ACC level.

Not Protectively Marked

possible talent pool.

and selection

In cases where it may be operationally appropriate
(e.g. due to a DCC exercising the functions of aCC) to sometimes be required, the substantive position
temporarily promete an individual to a DCC or ACC
pasition farces should be fairly and openly selecting earliest opportunity.
appropriately qualified individuals from the widest

Good practice in assessment

Pleasa refer to the City of London Police Act 1839 regarding exarcising the
functions of the commissioner of the City of London Police.

Metropolitan Police Service
Section 44 and section 45 of the Police Reform and Social Responsibility Act

2011 provides:

= the DC may exercise any or all of the powers and duties of the
Commissioner during any absence, incapacity, suspension or vacancy, or
with consent, of the Commissioner. Any period exceeding three manths will
require the consent of the Home Secretary.

= an AC may exercise any of the powers and duties of the Commissioner
with the consent of the Commissioner. The Commissioner should give this
consent to an AC as part of routine MPS leadership contingency planning.

Therefare, although tempaorary appointrments may

should be made subject to open competition at the

Post-appointment
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4. Post-appointment

The College of Policing is responsible for supporting

the development of its members and, in view of this, has
introduced the PEQF as a means of providing officers and staff
at all ranks the opportunity to gain academic recognition for
their skills, police training and practical experience. This section
considers the immediate and long-term post-appointment
activities that can be undertaken to promote and support

the ongoing professional and personal development of chief
officers in the UK police service.

Guidance for appointing chief officers

4.17. Overview

With regards to a newly appaointed chief officer,
the PCC/CC can begin promoting professional
development immediately by engaging with key

The College of Policing has developed a
standardised national framewoark for the

post-appointment activities such as providing a
formal induction program and planning continuing
professional development (CPD) activities. The aim
of this section is not to suggest a one size fits all
approach to induction and CPD. Every force should
take the lead in designing and delivering the post-

accreditation of prior learning gained from
experience and training thereby providing a
minimum credit level and value for specific

skills and training. The Recognition of Prior
Experience and Learning (RPL) process is a way of
recognising the learning an individual has gained

appointment activities that reflect the challenges and
needs of their force and community.

through skills and experience and helping them
to access academic qualifications. The process

could be used by forces and individuals. Further
information on how to use RPL can be found on

the College of Policing website.

The purpose of undertaking post-appointment activities
is to provide the newly appointed chief officer with
early and ongoing support, guidance and learning
required to embed them into their new role, force and
region. This will also help officers and staff identify what
learning and training they have completed that can be
accredited and contribute to pragress in the PEQF.

Not Protectively Marked
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There are a variety of ways a PCC/CC can promaote
angoing learning and development. For the purpase
aof this guidance, however, a focus has been given to
planning induction and CPD activities. This is because
induction planning should happen immediately
following appointment and may be something a PCC/
CC could consider when designing and delivering their
selection process.

Post-appointment
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4.2. Induction planning

An induction process ensures that any appointee
is able to successfully engage with the team and

foree and effectively fulfil the role requirements.
There are benefits to this for emplayer and
employee. For the employer, an effective induction
may help improve the organisation-person fit

and productivity. For the employee, an effective
induction is likely to assist in developing new
working relationships and clearty define their role
and responsibilities, allowing a new chief officer to
reach their full potential in their new position.

An induction programme should focus on the role,
force and local region and could include:

a clear outline of the job role, core responsibilities
and an explanation of force specific policies
and strategies

officer where they fit in the existing chief officer

team and wider force, as well as informing them of

how they and their role are expected to align with

the organisation's strategies and goals - this could

be achieved through one-to-one meetings with
senior colleagues and group meetings with the
teams they will be leading

meeting external/local stakeholders such as
fire and ambulance service representatives,
community group leaders, local politicians and
government officials

organisational overview outlining to the new chief

meeting officers from current force collaborations

= an awareness of learning and development
opportunities available in the organisation and how
to access these

engaging with a learning and development or

HR professional to begin creating a personalised
development plan - the PCC or CC should be
invalved in the initial development and undertake
regular reviews to ensure that appropriate time and
opportunity has been given to the new chief officer

an understanding of the organisation's culture and
values - this would need to consider an outline of
how the culture and values were developed and if/
how they are to develop, how these are promoted
throughout the organisation.

o QS —
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4.3. Continuing professional development

The College of Policing defines CPD as ‘a range
of learning activities through which you can
rmaintain or enhance your capacity to practice
legally, safely, ethically and effectively”

The College has developed a CPD model and toolkit
which aim to support everyone in policing in making
the best possible decisions and gaining recognition for
their skills and knowledge so that they can pravide the
best service to the public. While this section focusses
an CPD, there are multiple ways in which a chief officer
can engage with professional development throughout
their career. Further information outlining how to
plan, manage and review professional development
throughout an individual’s career is available on the
College of Policing website.

Mewly appainted chief officers must understand the
importance of their partin promoting CPD by acting
as a role model for the rest of the force. This can
start with an initial CPD planning session to identify
their personal and professional goals and consider
how these can support delivering force objectives.
The newly appointed chief officer should also be
made aware of and provided with the opportunity to
engage with the following activities throughout their
appaintment:

= e-learning

= placement and secondments opportunities

input from senior police leaders

B pear reviews

building effective collaborations

attendance at formal training courses and
conferences

360 feedback.

During the initial CPD planning meeting, additional
queries should be discussed and confirmed, including:

= how an officer's CPD will be monitored and by who

= how their achievernents and progress will be
advertised to the wider force

= how the newly appointed chief officer will engage
the teams they are leading in similar CPD and
professional development activities during their
appointment.

The College has also developed a toolkit of resources
including CPD recording tools, case studies and
research. A newly appointed chief officer should

have access to this information in order to effectively
monitor and build on CPD activity undertaken
throughout their appointment. This toolkit and further
information and guidance relating specifically to

CPD for chief officers can be found on the College of
Policing website.

e
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4.4. Overseas appointments

If an applicant from an approved overseas force and
rank is appointed te the position of CC in a UK police
force, this would be on the basis that they have the
relevant experience and competence to perform at the
rank. There is learning specific to UK policing, however,
that an overseas candidate may be required to
undertake - what specific learning is required is likely
to vary between candidates.

The PCC is required to ensure that a tailored
development plan is established to support an
overseas CC during the initial stages of their
appointment. A development plan should be
confirmed prior to the appointes taking up the position
as CC.

The College is currently undertaking work to identify
the knowledge and learning specific to UK policing
which will inform the content of the development plan,
should an overseas applicant be appointed as CCina
UK police force. An amendment to this guidance will
be made once the learning specific to UK policing has
been confirmed.

Post-appointment
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4.5. Home Office post-service standards

The standards outlined below are ta be
considered for inclusion when appeinting a chief
officer and recruiting PCCs/CCs may wish to
discuss them with a new appointee to ensure all

aspects of the appaintment process are open and
transparent to all those involved.

The Home Office has provided the following
background and advice regarding the post-service
standards currently being developed:

“Lord Leveson's Report into the '‘Culture, Practices and
Ethics of the Press recommended that consideration
be given to whether limits should be placed upon the
nature of any employment of chief officers within or by
the media post-service (Recommendation B0).

In response to a request from the Minister for
Policing, the National Police Chiefs Council (NPCC),

B oo (e
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the Chief Police Officers Staff Association (CPOSA),
the Association of Police and Crime Commissioners
(APPC) and the Association of Policing and Crime
Chief Executives (APACE) have worked with Home
Office officials to develop and consult on a new system
for appraving any post-service employment for chief
officers, which is akin to the Business Appointment
Rules used by the Civil Service The new system
supports integrity and transparency, by capturing
information on all post-service employment taken up
by chief officers, within 12 months of them leaving the
force. When former chief officers make a notification
of post-service employment, the PCC (in the case of
chief constables) or chief constable {for other chief
officer ranks) will make a recommendation on whether
the proposed employment is suitable and whether any
conditions should be attached”

Guidance on chief officers’ post employment standards
can be found here

Post-appointment
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Appendix A - Approved overseas police forces

and ranks

Approved overseas police force

Australia

Australian Federal Police

Approved ranks

Commissioner
Deputy Commissioner
Assistant Commissioner

Mew South Wales Police

Commissioner

Deputy Commissioner

Senior Assistant Commissionar
Assistant Commissioner

Morthern Territory Police Commissioner
Deputy Commissioner
Assistant Commissioner
Queensland Police Commissioner

Deputy Cormmissioner
Assistant Commissioner

South Australia Police

Commissioner
Deputy Cormmissioner
Assistant Commissioner

e R —
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Approved overseas police force

Tasmania Police

“H q4aop

| Approved ranks

Commissioner
Deputy Commissioner
Assistant Commissioner

Wictoria Police

Chief Commissioner
Deputy Commissioner
Assistant Commissioner

Western Australia Police

Canada

Royal Canadian Mounted Police

Commissioner
Deputy Commissioner
Assistant Commissioner

Commissioner
Deputy Commissioner
Assistant Commissioner

Ontario Provincial Police Force

Commissioner
Deputy Commissioner

Calgary Police Chief of Police
Deputy Chief

Durham Regional Police Chief of Police
Deputy Chief

Edmonton Police Chief of Police
Deputy Chief

Not Protectively Marked

Good practice in assessment
and

Post-appointment
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Approved overseas police force

Approved ranks

Hamilton Police Chief of Police
Deputy Chief
Ottawa Police Chief of Police
Deputy Chief
Peel Regional Police Chief of Police
Deputy Chief
Toronto Police Chief of Police
Deputy Chief
Vancouver Police Chief Constable
Deputy Chief Constable
Winnipeg Police Chief of Police
Deputy Chief
Waterloo Regional Police Chief of Police
Deputy Chief
York Regional Police Chief of Police
Deputy Chief
New Zealand Police Commissioner
Deputy Commissioner
Assistant Commissioner

Good practice in assessment
and selection

Guidance for appointing chief officers

Approved overseas police force

United States of America (USA) - USA State Police

Post-appointment
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Approved ranks

Alabama Dept. of Public Safety

Colonel/Director
Lieutenant Colonel/Assistant Director

Arizona Dept. of Public Safety

Colonel/Director
Lieutenant Colonel/Deputy Director/Lieutenant Colonel /Assistant Directar.

California Highway Patrol

Commissioner
Deputy Cammissioner
Assistant Commissioner

Connecticut State Police

Colonel/Commander
Lieutenant Colonel.

Florida Highway Patrol

Colonel
Lieutenant Colonel/Deputy Superintendent.

Georgia Dept. of Public Safety

Colonel/Commissioner
Lieutenant Colonel/Deputy Commissioner.

Ilinois State Police

Director
First Deputy Director
Colonel

Indiana State Police

Superintendent
Colonel
Lieutenant Colonel

Good practice in assessment
and selection

Not Protectively Marked
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Guidan

Approved overseas police force Approved ranks

Kentucky State Police Colonel/Commissioner
Lieutenant Colonel/Deputy Commissioner

Maryland State Police Colonel/Superintendent
Lieutenant Colonel
Massachusetts State Police Colonel/Superintendent

Lisutenant Colonel/Deputy Superintendent.

Michigan State Police Colonel/Director
Lieutenant Colonel
Missouri State Highway Patrol Colonel/Superintendent

Lieutenant Colonel / Assistant Superintendent

Mew lersey State Police Colonel/Superintendent
Lieutenant Colonel

Mew York State Police Superintendent
First Deputy
Deputy Superintendent,/Colonel

Assistant Deputy Superintendent/ Lieutenant Calonel

Merth Carolina State Highway Patrol Colonel
Lieutenant Colonel
Ohio State Highway Patrol Commissioner

Assistant Commissioner

Good practice in assessment
S o

Guidance for appointing chief officers ﬁ ‘ B4 ’

Approved overseas police force ‘ Approved ranks

Oklahoma Dept. of Public Safety Colonel/Commissioner
Lieutenant Colonel/Deputy Commissioner

Pennsylvania State Police Colonel/Commander
Lieutenant Colonel
South Carolina Highway Patrol Commissioner

Deputy/fAssistant Commissioner
Colonel of Tennessee Highway Patrol, Lieutenant Colonel

Tennessee Dept. of Safety Colonel/Director
Lieutenant Colonel/Dep Directar
Assistant Director

Texas Department of Public Safety Colonel/Superintendent

Lieutenant Colonel/Deputy Superintendent.

Wirginia State Police Colonel/Superintendent
Lieutenant Colonel/Deputy Superintendent.

Washington State Patrol Chief
Deputy Chief
Assistant Chief

Albugquerque Police Department (MNM) Chief of Police
Deputy Chief

Good practice in assessment
== —
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Approved overseas police force | Approved ranks

Atlanta Police Department (GA) Chief of Police, Deputy Chief

Austin Police Department (TX) Police Chief
Assistant Chief

Baltimore County Police Department (MD) Chief of Police
Colonel

Baltimare Police Department {MD) Police Commissioner
Deputy Police Commissioner
Colonel

Birmingham Paolice Department (AL) Chief of Police
Deputy Chief

Boston Police Department (MA) Commissioner
Superintendent in Chief
Superintendent

Buffalo Police Department (NY) Chief of Police
Deputy Chief

Charlotte - Mecklenburg Police Department (NC) Chief of Police
Deputy Chief

Chicago Police Department (IL) Superintendent
First Deputy Superintendent
Chief (Assistant Superintendent)
Deputy Chief

Good practice in assessment
L pe—
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Approved ow as police force Approved ranks

Cincinnati Police Department (OH) Police Chief
Executive Assistant Chief
Assistant Chief (Lisutenant Colonel)

Cleveland Police Department (OH) Chief
Deputy Chief

Columbus Police Department (OH) Chief of Police
Deputy Chief

Dallas Police Department (TX) Chief of Police

First Assistant Chief of Police
Assistant Chief

Deputy Chief

DeKalb County Police Department (GA) Chief
Deputy Chief
Assistant Chief

Denver Police Department (CO) Chief of Police
Deputy Chief

Detroit Police Department (M1} Chief of Police
Assistant Chief
Deputy Chief

El Paso Police Department (Tx) Chief
Assistant Chief

Good practice in assessment
I
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Approved overseas police force | Approved ranks

Fairfax County Police Department (VA) Chief of Police
Deputy Chief of Police

Fresno Police Department (CA) Chief of Police
Deputy Chief

Fort Worth Police Department (TX) Chief of Police
Assistant Chief
Deputy Chief

Honolulu Police Department (HI) Chief of Police
Deputy Chief
Assistant Chief

Houston Police Department (TX) Chief
Executive Assistant Chief
Assistant Chief

Indianapolis Metropolitan Police Department (IN}) Chief of Police
Assistant Chief
Deputy Chief

Jersey Gity Police Department (NJ) Chief of Police
Deputy Chief

Kansas City Police Department (MO) Chief of Police
Deputy Chief

ractice i ment
-y S —
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Approved overseas police force ‘ Approved ranks

Las Vegas Metropolitan Police Departmant (NV) Sheriff
Under Sheriff
Assistant Sheriff

Long Beach Police Department (CA) Chief
Assistant Chief
Deputy Chief

Los Angeles Police Department (CA) Chief of Police
Assistant Chief (Police Deputy Chief 11}
Deputy Chief 1

Louisville Metropolitan Police Department (KY) Chief of Police
Deputy Chief of Police
Assistant Chief of Police

Memphis Police Department (TH) Director
Deputy Diractor
Deputy Chief

Mesa Police Department (AZ) Chief
Assistant Chief
Deputy Chief

Miami-Dade County Police Department (FL) Director/Sheriff
Assistant Director

Good practice in assessment
Ceie S e
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Approved overseas police force | Approved ranks

Miami Police Department (FL)

Chief of Police
Deputy Chief of Police
Assistant Chief of Police

Milwaukee Police Department (W1}

Chief of Police
Assistant Chief of Police

Minneapolis Police Department (MN) Chief of Police
Assistant Chief
Deputy Chief

Montgomery County Police Department (MD) Chief of Police

Assistant Chief of Police

MNashville Metro Police Department (TN}

Chief of Police
Deputy Chief

MNassau County Police Department (MY}

Police Commissionar
Deputy Commissioner
Assistant Commissioner
Chief of Department

Newark Police Departrment (NJ)

Good practice in assessment
and selection

Police Director
Chief of Police
Deputy Director
Deputy Chief

The appointment

Past-appointment

“® <4op

Approved overseas police force ‘ Approved ranks

Mew York City Police Department (NY)

Folice Commissioner

First Deputy Commissioner

Deputy Commissioner
Chief of Department

Morfolk Police Department (VA)

Chief
Senior Assistant Chief
Assistant Chief

Oakland Police Department (CA)

Chief of Police
Assistant Chief of Police
Deputy Chief

Oklahoma City Police Department (OK)

Chief of Police
Deputy Chief

Orlando Police Department (FL)

Chief of Police
Deputy Chief of Police

Philadelphia Police Department (PA)

Commissioner

First Deputy Commissioner

Deputy Commissicner
Phoenix Police Department (AZ) Chief of Police
Executive Assistant Chief
Assistant Chief
comgmpzsrenes s S—
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Approved overseas police force

‘ Approved ranks

Pittsburgh Police Department (PA) Chief of Department
Deputy Chief
Assistant Chief
Portland Police Bureau (OR) Chief of Police
Assistant Chief
Prince George's County Police Department (MD) Chief of Police
Assistant Chief of Police
Deputy Chief
Richmond Police Department (VA) Chief of Police
Deputy Chief
San Antanio Police Departrment (TX) Chief of Police
Assistant Chief
Deputy Chief
San Diego Police Department (CA) Chief
Executive Assistant Chief
Assistant Chief
San Francisco Police Department {(CA) Chief
Deputy Chief
San Jose Police Department {CA) Chief of Police
Assistant Chief of Police
Deputy Chief
(| e —
Guidance for appointing chief officers ﬁ ‘ 7z h
Approved overseas police force ‘ Approved ranks
Seattle Police Department {WA) Chief of Police
Deputy Chief
Assistant Chief
5t Louis County Police Department (MO) Chief of Police
Deputy Chief
5t. Louis Metropolitan Police Department (MO) Chief of Police
Lieutenant Colonel
Suffolk County Police Department (NY) Police Commissioner
Chief of Department
Tampa Police Department (FL) Chief of Police, Assistant Chief
Tucson Police Department (AZ) Chief of Police
Deputy Chief
Assistant Chief
Tulsa Police Department (OK) Chief of Police
Deputy Chief
Wirginia Beach Police Department (WA) Chief of Police
Deputy Chief
Washington Metropolitan Police Department (DC) Chief of Police
Assistant Chief
ISR e —
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Approved overseas police force

Approved ranks

UsA sheriff's Officec
Alameda County (CA) Sheriff
Under Sheriff
Assistant Sheriff
Broward County (FL) Sheriff
Under Sheriff

Cook County (IL)

Sheriff/Chief of Police
First Deputy Chief
Deputy Chief

Harris County (TX)

Sheriff
Chief Deputy

Hillsborough County (FL)

Sheriff
Chief Deputy

Jacksonville-Duval County (FL)

Sheriff
Under Sheriff
Director

Los Angeles County (CA)

Sheriff
Under Sheriff
Assistant Sheriff

Guidance for appointing chief officers

Approved overseas police force

Maricopa County (AZ)

Good practice in assessment

Post-appointment
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| Approved ranks

Sheriff
Deputy Chief
Chief Deputy

Oakland County (M)

Sheriff
Under Sheriff

Orange County (CA)

Sheriff
Under Sheriff
Assistant Sheriff

Orange County (FL)

Sheriff
Under Sheriff
Chief Deputy

Palm Beach County (FL)

Sheriff
Chief Deputy

Pinellas County (FL)

Sheriff
Chief Deputy

Riverside County (CA)

Sheriff
Under Sheriff
Assistant Sheriff

Sacramento County (CA)

Sheriff
Under Sheriff
Chief Deputy

Good practice in assessment
S S—
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Approved overseas police force Approved ranks

San Bernardino County (CA) Sheriff
Under Sheriff
Assistant Sheriff

San Diego County (CA) Sheriff
Under Sheriff
Assistant Sheriff

San Francisco (CA) Sheriff
Under Sheriff
Assistant Sheriff

Wentura County (CA) Sheriff
Assistant Sheriff

Wayne County (MI) Sheriff
Under Sheriff

Rt —
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Appendix B - Assessment criteria questionnaire

When developing the role profile and assessment criteria,
it is preferable to meet with subject matter experts and
stakeholders in person. An alternative, however, is to use

a questionnaire that can be completed independently

and returned for consideration. This template provides an
explanation of the benefits and aims of undertaking this
type of activity and considers the content/design of the
guestionnaire. PCCs and CCs are encouraged to consider
guestions relevant to their force and role when developing
their own questionnaire. The questionnaire can also be used
as an introductory task when meeting with stakeholders
face-to-face.

R —
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Aims and benefits (this explanation can be used as an
introduction to the questionnaire when forwarded to
the relevant subject matter experts and stakeholders)
In order to develop a selection process that accurately
reflects local needs and priorities and can identify the
right candidate for the promaotion, it is essential to
thoroughly research the role.

The aim of this questionnaire is to enable all
stakeholders to have an input into the selection
process and to assist in prioritising the skills,
competencies and values that are more and less
eritical for effective performance in this particular
chief officer vacancy. The infarmation gained will be
used to develop the assessment criteria but can also
contribute to the development of a role profile as
respanses will be analysed to identify the comman
and unique tasks and responsibilities a chief officer is
expected to undertake. In addition, the information

Design

The questionnaire should consider the competencies,
values, experience and responsibilities of a chief officer.
Respondents can then be asked to rate each of these
in terms of importance and frequency to identify what
are the essential requirements. Examples of these
rating scales are:

Importance

Meither

Important

Infrequent

A <

An example of a question considering the importance
and frequency of the competencies and values
identified in the CVF is:

You will require a copy of the Competency and Values
Framework to refer to when completing the next two
sections. You should read the full definitions of each
competency and value before rating them in terms of
their importance and the frequency with which they
will be required in the role:

Emotianally awane

gained can also be used to inform the development of 5 a 3 2 1
assessment materials that accurately reflect what the
succassful candidate will be doing in the role.
L Good practice in assessment
egal i selecti
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Frequency

Importance

Impartiaity

Laad an laarning and devetapmant far
nacross all levels/ranks

Integrity

Public serdico

Trarsparency

The fallowing are example guestions only that consider
possible activities and skills likely to be required of

a chief officer. A force is encouraged to amend thess
questions to reflect their specific organisational needs,
challenges and priorities:

Strategic ob

Darlivering financial savings

Managing ragid and angoing change: |
pragrammes

— — "
cpparturitios for new partrerships

Communicating a clear strategc
diruction for the erganisation

mtmmmmdtm
organization

Derwataping and miotivating the chicf
officer team

Develioping wellbeing initiathes

Engaging in coaching and montoning
Ovorvicw of recrutment and promati on
processes

Legal
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Take ownership

CoMaborative

IDolives, support, inspire

Analyse criticalty

lInncrvative and cpen-minded

Croate a culture of ampowermant and
motivation to suppart staff in achikeing
thair full patential and cranisationat
goals.

Good practice in assessment
and selection

Post-appointment
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Appendix C - Shortlisting - individual scoring sheet

You should complete this stage independently from other assessors present. You should read the
candidate’s application form and, using the assessment method and rating scale applied, award a rating
against each assessment criterion. Then, in view of this evidence, make a recommendation regarding each
candidate’s eligibility to progress in the selection process.

Assessor nama: Date:

Application form - questions marks

Candidate name Overall score Recommended Comments

T ——
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Appendix D - Shortlisting panel agreed scores

This should be completed as the appointment panel members are discussing their individual ratings to
record the agreed ratings and decisions reached. This creates a clear audit of all the ratings and decisions
made and how the final decision has been reached.

Panel's agreed rating

Panel's agreed final

c idate name Overall agreed recommendation - progress
scare to assessment

Application form - questions agreed marks

(yes/no)

g —

Not Protectively Marked Page 56 of 106



Appendix E - Rating scale

The example below is a five-point rating scale. PCCs/CCs
should consider the number of points to include on a rating
scale in view of their assessment criteria and the activity
the scale will be used to assess. Using a standardised rating
scale enables transparent and consistent assessment of all
candidates throughout a selection process.

T —
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Rating

Definition

Exceptional
The candidate has provided substantial evidence that directly relates to the criteria being assessed. The evidence clearly explains their role
and what they did in relation to the questions asked/aim of the task.

Very high
The candidate has provided evidence that relates to the criteria being assessed. The evidence explains their role and what they did in relation
to the questions asked/aim of the task.

High
The candidate has provided evidence that mostly relates to the criteria being assessed. In the main the evidence explains their role and what
they did in relation to some of the questions asked/they have met some of the aims of the task.

Medium
The candidate has provided acceptable evidence that relates to same of the criteria being assessed. The evidence may explain their role and
what they did in relation to some of the questions asked/aim of the task, but this may not be clear.

Low
The candidate has provided little or no evidence that relates to the criteria being assessed. The evidence does not clearly explain their role
and what they did in relation to the questions asked/aim of the task.

e
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APPENDIX C

11t August 2021

Dear Chief Officer

Norfolk Constabulary — Chief Constable Recruitment

| would like to take the opportunity to write to you with regards to a forthcoming recruitment
process for the position of Chief Constable in Norfolk.

As you may be aware, Simon Bailey, Chief Constable of Norfolk Constabulary, has recently
retired on the 30™ June, 2021. Simon has left a Force in a strong position, high performing
and one with strong values of respect, openness and transparency, integrity, trust and
innovation. These values underpin my recruitment exercise to enable me to find the right
person to lead the Constabulary.

This is a first-class opportunity for existing Chief Constables, Deputy Chief Constablesand
Assistant Chief Constables (and equivalent ranks) to make a difference to the communities
of Norfolk.

| am immensely proud and have the utmost admiration for the hardworking, dedicatedand
professional individuals within the Constabulary who constantly strive to respondto the
needs of all those who live, work and visit Norfolk. Their views helped shape the
Constabulary’s new policing model, one which has been designed to ensure it is victim-
focused and demand led, providing significant support to the frontline and providing the best
service we can to the public. However, there is still work to be doneto meet the challenges we
face as we look to the future and develop our vision to 2030and beyond.

In the face of complex economic and social pressures we must think and act differentlyand
continue to transform the way we work. Consequently, it is important to remind others that
improving community safety cannot be achieved in isolation and we needto ensure our work
locally, regionally and nationally is joined up with partnership working a key building block
to our future success.

The Police and Crime Plan is at the heart of embracing challenges and turning theseinto
opportunities for the communities we serve. We must continually seek out new ways of
delivering our services, whether this through our estates strategy, business transformation
or new technology to deliver a policing service our communitiesdeserve. | am a realist and
I will not pretend that this will be easy.

That is why | am seeking an exemplary inspirational Chief Officer who has vision,
determination and resilience to lead the Constabulary. These attributes will ensure that they
can lead strategic collaborative change both in policing and across partnerships to meet my
vision; one that provides a local policing service that keeps people safe and protects the
vulnerable in the most effective and efficient manner. Todo this the Chief Constable needs to
have the passion and purpose to bring inspirationto the people they lead in this, whether this
is the Constabulary’s existing officers andstaff, our partners, or our new officers who are our
police force of the future.

As Police and Crime Commissioner, my leadership position allows me to influence others,
to test new ways of working, to listen to people’s needs and find local solutions.l want the new
Chief Constable to join me in being part of this to meet and embrace the challenges ahead,
so together we can make a difference to policing in Norfolk.
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An Information Pack and Application Form can be downloaded_here and if candidateshave
any questions then please contact Mark  Stokes, Chief Executive

(mark.stokes@norfolk.police.uk). The closing date for applications is 17:00 on Monday 13
September, 2021.

Yours sincerely

Giles Orpen-Smellie
Police and Crime Commissioner for Norfolk
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CHIEF CONSTABLE
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LOOKING FOR A LEADER WITH AN
OPEN, AUTHENTIC AND ENGAGING
APPROACH.
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POLICING IN NORFOLK

Morfolk is one of the safest counties
in the country, but is still faced with
significant and diverse ocommunity

VENT: The UK faces a co a
threat from terrorism, and whilst
Morfolk is a low risk area, threats
safety challenges, ranging from  gyigt from hoth Islamic extremists and
ling the supply of drugs  gurame right-wing group ideslogies.
county lines and g ng
domestic viclence, to moderm
slavery and environmental crime.

MINAL E : These crime
types are hidden by their nature,
g : although the number of cases locally
About half of Norolk's residents Ve haye risen over recent years.

in urban towns and cities, and the

cther half in rural setings and there  NEIGHBOURHOOD CRIMES

is a greater concentration of younger  Naeighbourhood  crimes  (burglary,
people and diversity in Morwich and  yahicle crime, robbery, and theft
larger towns. from the parson) are considerably
lower i number than their peak in
SE: Approximately  the mid-1990s, though before the
22% of all crime reported 1o Norfolk  oiheeak of the pandemic, this trend
Constabilary i dome

DOMES

L abUS8  had plateaved. Anti-social behaviour
has a big impact on feelings of safety
within communities.

related.

ES: in 2019, recorded
flences in Morfolk were 23%

sexual o FRAUD: More than 5,000 repons of
higher than the three-year average. ...+ were made in a year in Mo
Rastrictions imposad as a re o Action Fras
to the Covid-18 pandemic hav loes of £16.1m.
to minor decreases in some sexual
offences, howewver long-term trends
show significant increases.

with a total reportad

OJECT ADDER: Morwich has one of

A

the highest drug related death counts
G =3 nationwide, leading 1o funding for

OLENCE: Knife crime has Project ADDER from the Home Office

increased by 11% in MNorfolk for the  and Public Health England to tackle

12 months ending December 2020 grug related crime and improve

compared to the previous 12 months.  peaih outcomes.

The increase has been associated

with drug supply, in particular the

County Lines drug delivery model.

PERFORMANCE I NORFOLK gy

On an average day Morfolk Constabulary are likely to deal with:

Policing Marfolk in context: 208 21 B 179

emergency calls incidents attended crimes recorded
domestic abuse violent crimes
incidents against the person®

LOCAL

FORCE AREA POPULATION
PEOPLE CHANGE

SN HIGH PERFORMANCE IN NORFOLK

Morfolk is a higher performing force, during iis last PEEL inspection conducted
by Her Majesty's Inspectorate of Constabulary and Fire and Rescue Services
(HMICFRS) it assessed the force on the three strands balow:

COUNTY, SEVEN DISTRICT
BOROUGHS AND CITY COUNCILS NO. OF ANNUA
S

NO. OF POLICE NO. OF POLICE ‘o—c
OFFICERS STAFF COVERING &
. NEIGHBOURHDODS

Candidates can obtain more information on Norfolk’s performance here.

10 *(wiolence with injury and viole

without) 1
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POLICE & CRIME PLAN FOR NORFOLK

The Police and Crimea Plan is the foundation upon which police, partners and PREVENT OFFENDING
communities join forces to achieve shared goals, working fo make Norfolk a We will:

@ @
Al place foc everyone: Tackle all forms of violance and abusa

Reduce the number of domestic abuse incidents

Continue to work in partnership to tackle anti-social behaviour

Raduce overall levels of re-offending by addressing the underlying
causes through continued collaboration and innovative responses
Reduce the number of first-fime enfrants into the criminal justice system,
the number of young adults entering custody and re-offending rates of
young people by prioritising support for vulnarable young peopla.

A public consultation is currently underway to inform the development of a
new Police and Crime Plan to come into effect in April 2022. Until that time, the
priorities of the existing plan remain in place.

INCREASE VISIBLE POLICING

We will:
* |ncrease the number of volunteers in policing
+ |ncrease opportunities for the public to engage with the police and me

= Bring communities, and the police logether 1o develop positive relationships
= Give people an opporiunity to influence policing priorities where they live SUPPORT VICTIMS & REDUCE VULNERABILITY
« Increase public confidence and reduce fear of being a victim of crime. "'".C‘ ;"\.u'lgr:k e i
il WA L X L il £ VT
witnesses
SUPPORT RURAL COMMUNITIES

Work in parinership to make those at risk less vulnerable to victimisation

We will: = Work in partnarship to deliver the most appropriate response to those in
* Prioritise rural crime with commitment to new ideas & joined-up approaches mental health crisis
* Increase confidence of rural communities * \Work in partnarship to reduce the impact of drugs and alcohol on
* |ncrease levels of crime reporting in rural communitias. communities, families and people at risk
* Support and encourage victims and witnesses to come forward to
- Ry 5 .
IMPROVE ROAD SAFETY disclose traditionally under- reported crimes including moderm slavery,

human trafficking, stalking and hate crime.
We and the Norfolk Read Casualty Reduction Parinership will:

* Tackle dangerous driving through education and enforcement
* Reduce speeding in rural villgges an_d COmMmunities 00D STEWARDSHIP OF TAXPAYERS' MONEY
* Reduce killed and serious injury collisions caused by the Fatal
{=peeding, using a mobile phone whila driving, not wearing a seatbelt, driving while
under tha influence of drink or drugs).

We will:

Deliver an efficient policing service, achiaving value for money for all
Morfolk residents

Join up emergency services and identify opportunities for further
DELIVER A MODERN & INNOVATIVE SERVICE collaboration

We will: Develop robust accountabllity frameworks and governance arangements.
+ Support the police by giving them the tools to fight and reduce crime
= Improve information technology and invest in new technologies
* Improve information-sharing across pariner agencies. Full details of the Police and Crime Plan is available on the website

16 17

ADVER‘I’ESEMENT The appointment will be offerad for a fiked tarm of five years. The salary is
£153,282 plus the allowances applicable to this level of seniarity, including
e removalfrelocation expenses. The appointment will be subject 1o vetting

and medical clearances and 1o the provisions of the relevant Police Acts,
Requlations and Dataminations.

CHIEF CONSTABLE

The Office of the PCC s proud to be commitied to equal opporunities and
" DR FDI.K BBNSTA BULARY welcomes applications for this post from all sactions of the community.
£153,282 plus allowances (as at September 2020) | Fixed 5 year contract Closing date for applications: 08 November 2021
Thia Palica and Crime Commissionar for Morfolk is seaking 1o appaoint a new Diate for shortisting: completed by 11 November 2021
Chief Constable and applications are invited from suitably qualified and ; Fo
experisnced senior police officers for this demanding position. Briefing & Familiarisation Day: 10 November 2021 (virtual format)
Morfolk continues to be one of the safest places in which to live, work, travel Dates for interviews: 15 and 16 November 2021
and invest — and is served by a Constabulary dedicated 1o doing the best for . _ _ _
the public. The person sought by the Police and Crime Commissioner will Intcr\-lucws will include a lluil panel, stakeholder panels and a media exercise.
need 1o embrace his vision to build on this strong base and further improve Candidates must be available to attend both days.

the efficiency and effectiveness of Norfolk Constabulary.
Tha appointment is also subject to a Confirmation Hearing by the Police &

The successful candidate will need to: Crime Panal.
* Daliver outcomes in fine with the PCC's Police & Crime Plan: Further information and application packs can be downloaded from the
Norfolk PCC's website and can also be obtained by contacting Mark
» Create a safer Norfolk by protecting people from crime and harm; Stokes, Chief Executive, Office of the Police and Crime Commissioner for

Morfolk at Mark.Stokes @norfolk.police.uk.

Lead the Constabulary in its strategic management and development
to ensure enhanced productivity, value for money and continuous
improvement against a background of reducing resources;

Be a strong effective leader of the Constabulary, communicating a
consistent, forward-locking and inspiring vision to all;

Undertake a leading role in promaoting strategies that ensure a customer-
focussed service and high levels of public confidence;

Consolidate and further progress the extensive collaboration undertakean
by the Constabulary;

Work with partners to progress the delivery of the police and crime
objectives and enhance the delivery of community safety outcomes.
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TERMS & CONDITIONS

ELIGIBILITY

The appointment of Chief
Constable will be made in
accordance with the provisions
of the Police Acis, Regulations
and Detarminations and any
other relevant legislation and
will be subject 1o the outcome of
the Confirmation Hearing by the
Palice and Crime Panel.

TERM OF APPOINTMENT

The term of appaointment will be
for a maximum five year period
with any exiension(s) to that term
requiring the approval of the PCC

PERIDD OF NOTICE

The appointment will be subject
to thrae months’ written notice of
such shorter notice as may be
accapted by the PCC.

SALARY

The salary for the position is
£153,282 (as at September

2020). The Police and Crime
Commissioner may, on appointing
the Chiaf Constable, set tha
salary at 10% above this salary
rate.

PLACE OF WORK AND HOURS

The majarity of work will

be carried out from Police
Headqguarters, Wymondharm.
However the nature of the work
will require travel throughout

20

Neorfolk, the Eastern Region

and naticnally. Tha successful
applicant will be reguired to
raside within a reasonable
travelling distance of Police HO
for operational purposes and
which is subject to the agreameant
of the Police and Crime
Commissioner.

REPLACEMENT ALLOWANCE

The successiul applicant will
receive a replacement allowance:
£4073.00 housing allowance

ar £5074 00 transitional

rent allowance if applicable

in accordance with Police
Ragulations.

The replacement allowance will
be payable if the successful
applicant was receiving such an
allowance immeadiately prior o
transfer to Norfolk.

BENEFITS

The successiul applicant will be
provided with a “company car®
up to the value of £41,500 or an
equivalent allowance.

RELOCATION EXPENSES

Where relocation of the
successful applicant's home

Is required to take up post,
reasonable removal and
refocation expenses and any tax
liability arising thereon will be

COMPREHENSIVE ROLE PROFILE

POST:
Chief Constable

ACCOUNTABLE TO:
Thia PCC for Morfolk

LOCATION:
0OCC Wymondham

RESPONSIBLE FOR:

The direction and control of the Norfolk Constabulany in order to provide
Morfolk with an effective and efficient police service and the fulfilment of all
the statutory and legal obligations of the office of Chiaf Constabla.

ROLE PURPOSE

* Tha Chief Constable has

overall respansibility for leading

the Force, creating a vision
and sefting direction and
culture that builds public and

* The Chief Constable is
responsible for influencing
the development of regional
and national policing and may
be accountable for national

paid in accordance with Police
Regulations on the production of
recaipls.

In the event that the successiul
applicant’s appointment ceases
then the amount of the removal
and relocation expenses paid will
bve repaid to the Commissioner
by reference to the following time
periods and percentages:

- appointment ceasing within 1
year: 75% repayable;

= appointment ceasing within 2
years: 50% repayable;

- appointment ceasing within 3
years: 25% repayable.

Reimbursement will be paid for
reasonably incurred incidental
expenditura.

LEAVE

The successful applicant will ba
entitied 1o leave in accordance with
Police Regulaticns.

WHOLE-TIME SERVICE

The successful applicant will ba
required to devote hisfher whole-
time service to fulfilling the duties
of the Chief Constable and shall
not take up any other additional
appoiniment or role, or undertake a
business interest without the price
written consent of the Police and
Crime Commissioner.

KEY RESPONSIBILITES

= To set and ensure
tha implementation of
organisational and operafional
stratagy for the Force, having
due regard to the Police and
Crime Plan and strategic
Policing Requirement and any
wider plans and objectives, in
order to provide an effective
and efficient policing service
that meets current and future
policing demands

To develop & mutually
productive strategic
relationship with the Police
and Crime Commissionar in
fine with the requirements of
tha Policing protocol, whilst
fulfilling all statutory and legal
abligations as Corporation
Sole.

Ta develop and maintain
governance arrangements and
processes within the force,

1o ensure effective decision
making and appropriate

action at all levelsftiers of the
afganksation.

PRE-EMPLOYMENT CHECKS

Any conditional offer of
amployment will be subject

1o successful completion of
various pre-employment checks
including a medical assessmant
and reference chacks. The
appointment will 2lso be subject to
security clearance at Management
Lewel (MV) and Developmeant (OW)
vetting level If not in place on
appointment and this will remain

a requirement of the post. A
formal offer of appointment will
not be made until all of the pre-
employment checks have bean
completed to the satisfaction of the
Police and Crime Commissionear.

CPOSA INSURANCE

The CPOSA Insurance (non-
personal) elemeant will e paid

for from police funds to be
reviewad by the Police and Crime
Commissioner from time to time in
accordance with national policy
developments. The successiul
applicant will be required o pay
the CPOSA insurance protective
element and their membership
subscription themselves.

POST-SERVICE EMPLOYMENT

It is a condition of appointment
that the successiul applicant
will comply with the system

for approving post-service
employment intreduced by the
Home Office in November 2017.

* To lead, inspire and engage
the Chief Officer Team;
satting and roke modalling
approaches to a workiorce
culture that promotes
wellbeing, facilitates impactful
professional development and
performance management
to creala empowered teams
that effectively enable the
achievement of the force
visions and goals.

* Hold accountability for force
financial managemant and
determine functional budgets
within the agreed frameawork
as issued by the Police and
Crime Commissioner, to ensure
the effective use of public
spending and maximise value
for money.

Fulfil the authorising
responsibilities of a Chief
Censtable e.g. autharisation

of intrusive survelllance and
maintain operational ovarsight,
holding accountability for
effective, compliant policing
responses, in order to protect
the public and further develop

organisational confidence and operations or standard setting.

trust, and enables the delivery
of a professional, effective and
efficient policing service.

the Force's operational
sirategies.

To lead tha Force.
Communicating a claar
direction, setting organisational
culture and promoting values,
athics and high standards of

As a Corporation Sole, the Chief
Constable is responsible for
fulfilling all statutory and legal
obligations of the office of Chief
Constable and complying with
any the Schemes of Govermnance
or Consent that exist, which
detarmine force govemance
arangements.

* |ead and command the
operational policing responsas
on oceasion, in the most high

profession conduct to enable !'isk and high profile instancas,

an affective and professional in order to protect the public
service and ensure an appropriate and
effective response.

The Chief Constabla holds direct
accountability for the operational
delivery of palicing services

and the effective command

and leadership of the policing
response to crime, and major

and critical incidents
LB B

22 23
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KEY RESPONSIBILITES

= Advise national bodies such
as COBR on matters of public
safety and naticnal security to
conftribute to effective decision
making that protecis the
public from serious threat and
upholds the law.

= Develop and maintain strategic
relationships with kocal,
regional and national pannears,
affectively influencing and
collaborating to contribute 1o
improvements and change in
the broader operating context
and enabbe the achievement of
the Force objectives.

Represent the Force at local,
regional and national leveal
o the public, media and
other external siakeholders
10 promote visibi
with the public and build
confidence in palicing.

= Lead national thinking, policy
and guidance within an area
of spacialism to enabla the
continuous improvement of
a tve policing practice.

= Create and drive a culture
of development, change
and innovation and prablem
solving fo ensure enhanced
productivity, value for monay
and continuous improvement in
avidence based policing.

= Play and active robe in national
decision making on the
devealopment of the Police

24

m

Semvice o enable the effective
co-ordination of operations,
reform and improvemeants in
policing and the provision of
value for money.

LIGIBILITY

* The following eligibility criteria

must be satisfled to perform
the role of Chief Constabile

of Norfolk Constabulary. The
eligibility criteria must be
addressed in the completion of
the Application Form:

All applicants must b
successiully completed the

d the Strategic
Command Course.

UK applicants must have
sarvied at the rank of constabla
in a UK police force.

UK applicants must have held
the rank of ACC, commander,
Or & maore sanior rank ina Uk
police force.

Overseas applicants must
meet the immigration
requirements fo live and work
in tha UK.

Overseas applicants must
have served in an approved
overseas police force at an
approved rank — a list of the
approved forces and ranks are
listed in the College of Policing
Guide for Appointing Chief
Officers.

PERSON SPECIFICATION

PRIOR EDUCATION AND EXPERIENCE

Held the rank of Assistant Chief
Constable/ Commandear or a morea
sanor rank in a UK Police Force (or
have held one of the designated
roles if appointed from ovarsaas) or
have held a senior position in the Fire
and Rescua Sarvice in casas whara
a single employer maodel has been
adopted.

* Authorising officer training;

+ Wide-ranging operational law
enforcement experience;

* A demonsirable track record
of successiul experience of
working at a strategic level,
including the leadership of law
enforcement officers and staff at
senior leadership level,

+ Expenence of successfully
engaging with and influencing
multi-agency parinerships;

+ Experience of implementing
an effective parformance
management framework;

+ Expanence of implermenting
successiul organisational
development, change and
nnovation,

Expenence of accountability

for management of significant

budgets;

28
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*

Up to date operationalftechnical
policing knowledge;

Knowledge of developing legal,
political, economic, social,
technological, and environmental
factors and an understanding

of the implications for strategic
planning;

Knowledge of relevant local,
regional and national policies,
strategies and initiatives and an

understanding of the implications

within the policing context.

SKILLS

Highly skilled in the development
of ambitious vision, strategy and
policy, aligned to operational
realities and wider plans/goals:

Able 1o operate with high levels
of commercial acumen, skilled in
effective arganisational financial
management which balances
conflicting resource demands
and drives value for money;

Able 1o create strategic
organisational change, to
deliver appropriale responses 1o
emerging trends and issues;

Able to scan the internal and
extarnal horizon, identifying
emerging trends and issues and
usa these to inform strategic
planning;

Able to operate with high levels
of political astutenass, skilled
In impacting the internal and
extarnal political landscape
effectively;

Able to use a wide range of
highly effective communicaiicn
and influencing technigues
and methods to successfully
negotiate, collaborate and
influence change at the maost
sanior levels and across a
diverse range of stakeholders;

Skilled in building and
mainiaining strategic stakeholder
relationships at the most senior
levels, being able to resolve
izsues and to reconcile conflicts
of intarest;

Skilled in leading, developing
and inspiring people, engaging
the organisation with sirategic
pricrities, valses and behaviours,

Able to reflect on and hold
themselves, individuals and
the organisation to account for
performance and behaviours;

Able to identify, commission
and implerment naw of improved
technologies/services that have
a transformational impact on
Forca service.
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PRIVACY NOTICE

LB

The PCC in pursuance of his
statutory functions appoints the
Chief Constable.

In order to make this appointment he
requires access to the personal data
of applicants. The data collected in
the application process will be used
to make an appointment decision. in
the case of unsuccessful applicants
the data will be retained and
disposed of in accordance with the
time period specified in the PCC's
GDPR Palicy (available on the PCC
website).

Where an applicant is successiul the
applicant's data will be retainad and
disposed of, again in accordance
with the time period in the GDPR
policy. Personal data obiained from
the succassful applicant will be used
to facilitate the successful delivery
of the appointment. It will be shared
with Morfolk Constabulary in order

to deliver where appropriate the
functions relating to service delivery,
HR, pension. payroll, ICT and vetting
and such other necessary functions.

Your personal data will only ba
reasonably usad to enable the
discharge of statutory functions. The
PCC has adopted a GOPR Policy
which seis out his approach to
handling personal data

30
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A data subject has the following
rights under the GDPR:

The right of access to their
o
pearsonal data;

The right 1o require a controller
to ractify errors in their personal
data;

The right 1o require a contreller
to dalete their personal data

if the continued processing of
those data is not justified;

The right to restrict the controller
in the processing of thedr
personal data:

The right to transfer their
parsonal data batween
controflers where appropriate;

L
=
z
&

1 to object to the
processing of their data in
cerain circumstances:

The right not to be evaluated
on the basis of automated
processing.

These rights are explored in more
detail in the PCC's GDPR Policy on
our website

SELECTION PROCESS

The appoiniment will be handled by
a panel convenad by the Police and
Crime Commissioner. The panel

will include the Commis an
appointed independent member and
other mambers.

Applications will be shortlisted
against the eligibility requirements
and the person specification set out
in the Comprehensive Role Profile.

The Assessment and Salection
procass will be apen, transparent

2 thee extent to wi each
meets the requirements

3y values and competencies
within the Competency and Values
Framework and as applicable to the
post.

08 Movermnber 2021
11 November 2021

10 Movember 2021 (virtual format)

15 & 16 Novermnber 2021

Interviews will include a full panel,
stakeholder panels and a media
exercise. Candidates must be
available to attend both days.

The appointment is also subje
Confirmation Hearing by the Pol
& Crime Panel, which the successful
candidate must attend.

Applicants will be rei irsed by the
PCC in respect of their reasonable
and necessary travel expenses
incurred in attending for the
A nent and Selection pro
and the Confirmation Hearing only.
The Office of the PCC will arrange
any ovarnight accommodation

that is required in respact of the
Assessment and Selection process
and Confirmation Hearing.

Feedback on the cutcome of the
Assessment and Sele process
will be provided to short-listed
candidates on request.

Applicants who wish to find out mone
about the roie should in the first
instance contact Mark Stokes, Chief
Executive, ce of the Police and
Crima Commissionar for Norfolk on
Mark.Stokes @norfolk. police. uk.
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\ POLICE & CRIME
COMMISSIONER

POLICE AND CRIME COMMISSIONER

APPLICATION FORM FOR CHIEF CONSTABLE OF
NORFOLK CONSTABLARY

OCTOBER 2021

NAME OF APPLICANT:
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Instructions for completion

Candidates are advised to download the Application Form to complete. Please ensure
evidence contained within the Application Form is specific and focused on your
personal involvement, experience and actions.

The appropriateness of your application will be determined by the extent that your
evidence relates to the Job Description and Role Requirements.

Reference should also be made to the College of Policing’s ‘Competency and Values
Framework for policing’.

All sections of the Form need to be completed in a concise manner and not exceed
the specified word count.

Candidates are required to answer the following question set by the Police and Crime
Commissioner:

“‘How would you expect Norfolk Constabulary to evolve by 2030 and what would your
role be in this?"

This answer should not exceed 1000 words.

An Equal Opportunities Form will also need to be completed. The information you
provide in this form is for monitoring purposes only and will be treated in confidence.
The information contained with the Form will not be considered as part of the
recruitment process and will be detached from your application form on receipt.

Please return your completed Application Form and Equal Opportunities Form to Mark
Stokes, Chief Executive, Norfolk Office of the Police and Crime Commissioner
(Mark.Stokes@norfolk.police.uk) no later than 17:00 hours on Monday 8th November
2021.
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PART ONE - Personal Information

LAST NAME: FORENAMES:

CURRENT ROLE: CURRENT FORCE (include Dept,
Division, Unit):

WORK ADDRESS: CORRESPONDENCE ADDRESS:

TELEPHONE: EMAIL:

Are there any reasonable adjustments that would need to be made to any stage of the
selection process to enable you to participate? Please be specific about the adjustments

required.

Please state ‘none’ if this is not applicable to you.

Not Protectively Marked
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PART TWO - Current Post

Please provide details of your current and previous two posts.

CURRENT ROLE: FORCE:

START DATE:

Brief description of role and responsibilities, including key achievements:
(maximum of 500 words)
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PART TWO - Recent Posts

ROLE: FORCE:

START DATE: FINISH DATE:

Brief description of role and responsibilities, including key achievements:
(maximum of 500 words)
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PART TWO - Recent Posts Continued

ROLE: FORCE:

START DATE: FINISH DATE:

Brief description of role and responsibilities, including key achievements:
(maximum of 500 words)
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PART TWO - Qualifications and Training

Please list any educational qualifications you consider are relevant to the role
for which you are applying.

Colleges, From: To: Qualification’s
universities and/or Grade
attended or attained:
correspondence

courses taken:

Please list any training courses attended that you consider are relevant to the
role for which you are applying.

Course Title: From: To: Summary of
course contents:
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PART THREE - Evidence

Please ensure that the evidence you provide relates to the values and
competency areas below.

1. The Police and Crime Commissioner is seeking a Chief Constable who will

deliver on his vision, strategy and policy contained within the Police and
Crime Plan for Norfolk.

1.1 Please describe how you have developed a strategy in line with a high-

level plan or programme and how this strategy has translated into
meaningful outcome delivery.

Your answer will be assessed against the competency of ‘We Take Ownership’ in
the College of Policing’s Competency and Values Framework for policing.

Please evidence in no more than 500 words:

Approximate date of example provided:
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2. The Police and Crime Commissioner is seeking a Chief Constable who will
ensure all officers and staff have a shared organisational sense of value,
respect and belonging.

2.1 Please describe how you have used your personal values to set a
culture that instils, promotes and supports ethical behaviour.

Your answer will be assessed against the value of ‘Integrity’ in the College of
Policing’s Competency and Values Framework for policing.

Please evidence in no more than 500 words:

Approximate date of example provided:
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3. The Police and Crime Commissioner is seeking a Chief Constable who will
influence and work across partnerships to achieve shared aims.

3.1 Please describe how you have understood and negotiated in a complex
strategic environment of multiple partner organisations to ensure a
collective outcome with shared responsibilities and accountabilities.

Your answer will be assessed against the competency of ‘We are Collaborative’
in the College of Policing’s Competency and Values Framework for policing.

Please evidence in no more than 500 words:

Approximate date of example provided:
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4. The Police and Crime Commissioner is seeking a Chief Constable who will
embrace challenges and turn these into opportunities for communities
thus promoting trust.

4.1 Please describe how you have engaged with the community when
action was required to strengthen public trust and confidence.

Your answer will be assessed against the value of ‘Public Service’ in the College
of Policing’s Competency and Values Framework for policing.

Please evidence in no more than 500 words:

Approximate date of example provided:
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PART FOUR - Question set by the Police and Crime Commissioner

The Police and Crime Commissioner would like to hear from you “How you

expect Norfolk Constabulary to evolve by 2030 and what would your role be
in this?

Your answer should not exceed 1000 words.
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PART FIVE — Additional Information

Please give details below of any outstanding criminal investigations or
disciplinary proceedings being carried out in relation to your conduct and of
any previous disciplinary offences which have not been expunged.

Please give details below of any contractual/relationships/partnerships to
Members/Officers of Norfolk Constabulary or Norfolk Police and Crime
Commissioner (answer none if no ‘relationship’ exists).

Please give the names and contact details and status of two referees who can
substantiate your integrity and experience, as set out in this application form.
One must be your current Chief Constable (or equivalent). The Commissioner
will contact them prior to interview.
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DECLARATION

| declare that to the best of my knowledge and belief, all of the information that
| have provided within this form is correct. | agree to be subject to the
appropriate level of vetting should | be successful in being appointed.

Name:

Signature:

Date:

POLICE & CRIME
COMMISSIONER
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\ POLICE & CRIME
\ COMMISSIONER
RECRUITMENT MONITORING FORM

Name: ... .ieiciieei e e eeaanes Post Applied for: ..o e

The Office of the Police and Crime Commissioner for Norfolk is committed to recruiting employees on the
basis of their ability and the requirements of the job. It is important, to everyone concerned, that the way
employees are selected is fair and that factors such as gender, marital status, race, religion, sexual
orientation, age, ethnic origin or disability are not used.

To help us meet this commitment, we hope you will assist us in monitoring the recruitment process by
completing this form and returning it with your application form. This monitoring form will be separated from
your application on receipt and those involved in selection will not see it. The information you give will be
used for statistical purposes only.

Date of birth:
| am: Female O Male O Transgender O
| am: Married/Civil Partnership O Divorced O Separated O Cohabiting O

Single O Widowed O
Where did you find out about this vacancy ? ... e

How would you describe your ethnic origin?

BLACK/ AFRICAN/

WHITE CARIBBEAN/ BLACK BRITISH ASIAN OR ASIAN BRITISH

British O | African O | Chinese a

Irish O | Caribbean O | Indian a

Gypsy or Irish Traveller O | Any other background O | Pakistani a

'Sgg’kgtrgirn‘;h'te O Bangladeshi O
Any other Asian background O

MIXED/MULTIPLE

ETHNIC GROUP ANY OTHER ETHNIC GROUP

White and Asian O | Arab O | Prefer not to say ad

White and Black Alfrican O | Any other ethnic group |

White and Black O

Caribbean

How would you describe your religious belief?

Agnostic O | Atheism O | Bahal a

Buddhist O Christian O Hindu a

Islam (Muslim) O | Jainism O | Jewish a

Mormon O Pagan O Shinto a

Rastafarianism O | Sikh O | Unitarianism a

Zoroastrians (Parsi) O Prefer not to say O | Any Other Religion a

How would you describe your sexual orientation?

Heterosexual O Lesbian/Gay | Bisexual a

Prefer not to say O

Do you consider yourself to have a disability? Yes O No O

Prefernottosay 0O

If yes, how would you describe your disability?

Not Protectively Marked Page 83 of 106



APPENDIX E

College of college police.uk
Policing

Competency and Values
Framework for policing

Overview of framework

BetterProfessionals N
‘= BetterPolicing
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Cormpetercy arsd Yalee Framsmork far psling CFFICLAL Colluce of Polizing

£2 College of Policing Limited (2016)
This publication is licerrsed undar the terms of the: Mon-Commencial

College Licence wi.1 excopt where othansise stated. To wiew thes bcenco wsit

bttt wwecollege. police uk/Legal{DocumentsMon_Commencial_College_
Licence. pdf

Whiore we have identified any third-party copyright information, you will need
i oiitain permisson from the copyright holders concerned

For enguires about this docwment, or to reguest an albematies format,

pleane omall contactusicoliege. pnn.police.uk
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Cormpatercy arsd Vakes Framework far pelicng S FICLAL

College of Policrg

Contents

Introduction 3
Walus 5
Cluster: Rosolute, compaszionabe and comremdtied T
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Introduction

The Competency and Yakies Framesonic (O9F] aims to support al policng
professionals, now and into the future. it sets cut nationally recognised behasours
and values, which will provide a consistent foundation for a range of local and
rational processes. This framewark will ensure that there are cloar expectations
off e yone working in poliong which in turn will lead to standards being aked
fior the beneofit and safety of the public.

The framesnori has sin competencies that are clustened inbo three groups.
Under each competency ane threa brecls that shoa what bohaviows will look
Like im practioe. Al of the compatencies are underpinned by four values that
should support everything we da as a police serace.
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Each cluster has a heading and a desonption of why that arsa & important.
Each competency includes a description and a list of behaviours which indicate

thiat a person is displaying that particular cormpetenoe. Each competency is split
into thes levels which are intended ta be used flexialy to allow far a better fit
with frontline and non-frontline pobicing mobes rather than ranks or work lesels
Thez ievels are designed 1o be cumulative, so those workdng at higher levels
should also demonsirate eadh precading bevel's behaviouwrs. The competancy
levels can broadly be matchod to work bevels ax

B levol 1 - practiboner
B level 2 - supervison'mddle marager

B level 2 - senior manageneipoutive

& number of national role profiles show how the competency lewels alignito
comimon roles within policing. These can be used a5 a bask for devetinping
further robe prafiles within gach local palice force.

Thiz fallcawsing sections of this document esplain eadh vabue and competency
and show the behawours for each.
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Values

Impartiality Behaviours

This value Links 1o the principles of fairmess and B | takeirmto account individisal needs and
objectiity from the Code of Ethics. requinements imall of my actions.

A5 a police serdon, W must shaw mpar tiaity B | understand that treating everyone fairky
throughout all cur dealings with collcagues, does not mean cveryonz s breated the samae.
pariners and mernbers of the public Ths = B i alw i | ; e
actemwed by being unprejudiced, fair and abjoctree. aFgl |m o mty
‘Wie-conmder differert sides of a situation and I ;

ensura that each side i given egual consderton. B | communicate with everyone, making sue the
‘N do not favour ane parson ar group over most relevant message s pravided toall
another, acknowledging that discrimination B | value cveryone’s wiews and opireons by actively
increases feslings of wnfarmess and makes our listereng b understand thar perspective.
oins hander to dou e st not allo personal

foclings, beliefs ar apirions to unfarty nfluence B | make fair and objective decmions using the
our actians in any situation best avalabie evidance.

Wi aszess sach situation based on its own merits B | enable everyons to have equal acoess io

ansunng we are fair and conssbent in our ackions. services and infarmatian, where appropriste.

Wie are cloar in our rationats for the decisions
or actions v tae ersuing thoy are clear and

evicenoe-hased.

Integrity Behaviours

This value links 1o the principle of infegrity fromi the I | abways actin bne with tha values of the poboe sendicn
Code of Ethics. ardd the Code of Exhecs for the benefit of the public.
Wir undersiand and renforoe expectations of B | demonstrate courage in doing the right thing,
professional behaour and openty recognise qood ieven in challanging situations.

and bad performance. We mantan the highest B | crinarce the reputation of rry organsabon
lewels of prafessionalsm, making sure that we and the wider police service throwgh my

alvways uphold the values and ethical standards of actiors and Bohaiours.

thapclice swics. W | challenge colleagues whose bohaviow:, atbtude
‘We need to busld and maingain confidence with the and language falls bolow the public’'s and the
public, coffeagues and partrers if we are bo delver service's expectatians.

& madern and effective police service. Doing the
right thing is about becoming a role model and

upholdng public trust.

B | amocpan and respansive o challenge abowt my
actions and words.

W | dectare any conflicts of inberest at the sarliest
oppartunity.

W | arm respectful of the suthar ity and nfuence my
PomtIon JhiaEs M

B | use resources effectvely and efficentiy and not
for personal benefit

OF FaCaaL 5
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Fublic Service
This vaiue links to the principles of respect and
seiflessness from the Code of Ethics.

As indiiduals and as part of a wider organisation,
wi have a responssbility to ensune that we act in the
beesst irmberests of society as a whole Improsing the
safety and wellbsing of the pulblic undenpins all that
wi dio. We constantly think about how to creato

the best possible outoomes for those we serveand
we take personal responshility for delering these.
o show resilkence and determination to cvercomae
bamiersand to provide the best outcome.

W'e are dedicated to wark in the public merest,
engaging and Estening bo thesr needs and concems.
e work o make sure that the public feel valued
ard engaged, which helps to buld confidence in the
police service. We are respactful to the needs and
cancerms of different indivickuals and groups.

Behawiours
B act inthe interest of the public, first
and forermarst.

B | =n moteated by serving the pubilic, ersuring
that | proide: the best service possible at all tmes.

B |seck tounderstand the needs of others toact
in their bast interests.

B | adapt to address the noeds and concams of
different commurities.

B | txlor my communication to be approgriste
ard respecifl to my sudence.

B | taoe indo corsideration how others want o
b treated when imteracting with them.

B | treat people respectfully regardiess of

thi: chcwsTstances.

B | share credit with everyone imobsad in
dielivering wervaces.

Transparency
This wvalua links to the principles of honesty and
openness from the Code of Ethics.

Ve are transparent in o actions, decisions and
oommunications wath both the people we work wath
ard those wa serve. Ths ensunes that we are honest
and opan in our ingeractions and decison making
Ve are penuing with those we commuricate with
and endeavour o oeate trusting relrtonships. Wi
accegt feedback and are comifortable in responding
to cntickm and finding ways to improee,

Wi'e build trust with our colleagues, partners and
commenities by being cpen about what we have done

and wihy we have done it and by leping our prormeses
50 COMTUTRINTDES Can rely an us when needod,

Behaviours
B | @nsure that my decision-making rationata

is cigar and consdensd so that it s easily
understood by others

B |.am clear and comprehensive whaen
commurscating with othars.

B | am open and honest about my areas for
develocpment and | strive to imoroeee.

B | give an accurate representation of my actions
and mecords.

B | recognisa the walue of feedhack and act on it
B | give constructive and accurate feedback.

B | represent the opinions of othars accuraboly
B | amn consistent and trutifud inmy communications.
B | maintain confidentiality appropriatety.
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Cluster

Resolute, compassionate and committed

How wee conduct ourselves in our service and the valwes that underpin our
behaviowr are a ey part of our thought processes and relaticnships. Empatig
micars listening 1o the pulblic, colleagues and parimers, responding directly and
quickly, and haring a genuine interest in owseves and others. We ane aways
focumed on dong our best for the public and owr oustome s

By understanding our thoughts and the values bohind our behasiour, we can
maintain a professional and resolute stance, demonstrate acoountability
and stand by the police servce’s established values to mantain the servioe’s

professional legitimacy,

Competency
We are emotionally aware

e mahe the effort to understand ourselves, our colleagues and all those

wi servi 'We genuinety ongage with and listen to others, making efforts to
understand needs, perspectives and concems. e use these insights to inform
our scticns ard decisions.

e are able to control cur ernoticns in stressful Stustons, understanding

our awn motivabons and the underlying reasors. for our behawicur. This & all
undarpinned iy our ability to anticipate and understand how other people may
fieel. Ve look after our oen welibeing and that of others

&dapting emotionally inbelligent behaviours also means valueng deversity and
difference in aporoaches to worlk, in thinking, and n people’s backgraunds.

e are culturally sersive and seck to understand different perspectves,
arting with sensitivity, compassion and warmth. W always try to understand
the thoughts, feelings and concerrs of those we meat

Why is it important? The way in wiich we conduct cursebees is just as important
a5 what we do. Communicating and acting politely, respectfully and wath
compaswon helps to drive 2nd maintain public tnust.

Empathy ks partcularly impartant, especially if we are to engage and irsolse some
of the most vulnerabde indwduals we encounter who may not be able to fully

express oF articulate their thowghts or feelings

Uinderstanding curselves maans that we ane able to mprowve ocur owm resilienoe and
therefore cope effectvely dunng challenging and emobonally chamed stuabons.

OF Facaal 7
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Whe are emotionally aware

Lewel 1

B | treat athers with respect, tolerance and compassion

B | acknoradedge and respect a range of different perspectres, values and
ineliefs within the remit of the L

B | rernain calm and thenk abourt bow o best manage the sitiation when faced
with provocation

B | understand miy cown emations and | kno whech stusbons might affect my
ability to deal with stress and pressure

B | azk for help and support when | need it.
B | understand the value that diversity offers

B | communicate in clear and wmple language =0 that | can be pasly
understood by obhers.

B | seek o understand the thoughts and concems of others ovwen when they
are unable o cupress themeebees dearly

Lewel 2

B | consider the parspec tives of people from a wide range of backorownds
bofore taking achon.

B | adapt my style and approach according to the needs of the people | am
working with, using my can behasiour o achieve the best ourbon e

B | promoto a cutbure that values diversity and encourages challenga.

B | enoowage reflective practice among others and take the time to suppart
athers ko understand reac tions and beharsiours.

B | take responsbity for helping to ensure the amotional wellbe=ng of those
iy TS,

B | take the responsibiity to deal with any nappropriabe bebasiours

Lewel 3
B |seck tounderstand the longerderm reasans for anganisatioral behaviowr. This
enalies me to acdapt and change organisabonal oultuees when approprate:

B | actively ersure a supportwe orgaresabonal oulture that recogreses and
walues diversity and wellbeing and challenges intolerance.

B | understand imtemal and external politics and | am able toowield influence
affectively, tallaring my actions o achéeve the impact necdad.

B | am able to see things from a varkety of perspectiees and | use this
kmowledge to chalkenge my cwn thinking, values and assumations.

B | ensure that all perspectives inform decsion making and commisnicate the
reasors behind decisions in a way that & dear and compeling.
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Competency
We take ownership

o Tk porsonal responsibility for our roles and acoowntabilities but we do not ket
thes hold us back from being effectiee ar taking appropriate risks

Wia make decisions at appropriabe levels and inapproprabe aress, hawing a
clear ationabe (for exampie, wme of dedson-mainng models) and accepting
resporsinility for our decisions. YWe seek foodbads, leam from our mistakes and
reflact to improve and amend gur future practice.

Demarstrating pride incur work & mportant o us Owr selflessness mears that
v also soek 1o help sobse isswes or problems, which may be internal or oxternal
&0 our awn teams 'de recognise whene limitations in our own knosledge and
Eapaionce may have an mpact on our decsion making. We take responsibility for

ermuring that support or developrment is soughi to minimise 2y sk

Wiy b itEmportant? ot ol dedwsons need senior beader approwal. meaning that,
whiae Necessary, we can espond more saifitly to challenges while still ersurning
ve prowide: a full ratonale for our response. Because we all face different londs of
challenges that are ot always within our comiiort 2one, cvery ane of Ls needs to
fieel confident and able to take responsiblity.

These behaviours mean that we are ompowered, effective and sbile to learn fram
our mistalies. Doing so allows us o own and see succewses through our dalivery of
resutts, and not just whether a particular process has baen followed

Not Protectively Marked

Page 93 of 106



Corrputency arsd Vaksn Frameeork for pelicing OFFICLAL Caollege of Pedicrg

We take owmnership

Lewel 1

B | actively idertify and respond to problemns.

B | approach tasks with enthusiasm, focusing on public senioo axcellencoe

B | regularly seek feedback to understand the quality of my waork and the
impact of my behaviowr

B | recognise where | can help others and wilingly take on additional tasks o
supnort tham, whern appropriate

B | gve feedback to others that | make sure B understandablbe and constructive.

B Itake regonsiblity for my own actone, | fulfi my promeses and do what | sy il

B 1wl admit if 1 heee made a mestaine and take action to rectify thes

B | demomstrate pride i representing the police serice:

B 1 understand my cam strengths and aneas for development and take
responsibality for my oen learning o address gaps.

Level 2
B | proactiely create a oubure of ownership ssthen my areas of work and
support others to display personal respansiniity

B | take respansbiity for making improvements o policies, prooesses and
procedures, actively encouraging others to condribube thei ideas

B | am acoountable far the deckions my team make and the activitios within
O haeTe.

B | take personal resporsibility for seeing events. through fo a satisfactory
conciusion and for cornecting any profflems bath promgtly and cpendy

B | actively encourage and suppaort beaming within my teams and colbeagues.

Lewel 3

B |act as a role model, and enable the organisation to Lse nstanoes when
things go wrong as an apportunity to learn ather than blame.

B | foster a culture of personal responsibility, encouraging and supparting
ctiners o make their oen decisiors and taie: cenership of thesr actdities.

B | define and enforoe the standands and processes that will belp this 1o happen

B 1 put in place measures that will allow others o take responsinisty
effectively when | delegate decision making, and at the same time | help
them toimprove ther parformance.

B | create the cormumstances (culfune and process) that will enable pecple 1o
undertabe development opportunities and improwe ther performancs.

B | take an organisation-wide wiew, acknowledging whene improvernents can
e made and taking respansibility for making these happen.
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Cluster

Inclusive, enabling and visionary leadership

e are all able o work together independently and recogrnise the need 1o act as
leaders, whether in a formal bne management capanty or when engaging and
motivating colleagues and the public ta get imeobwed or have thieir woices heard

Whether we aro setting a vision, planning ahead fo optimise resounces for the
best porsible outcomes or leading a ooss-sector partnership, we wiork acnoss
organisations and sechors to achieve oucellence in public serice.

Competency
We are collaborative

Ersuring and imgraving the safety and wellbeing of the public underpare all of
our work. To achieve this most effectely, we nsed to ook beyond our trad ibonal
bawsndaries to think abaowst how to creabs the best possitle cutcomes.

‘i build genune and long-lasting partnerships that foous on colective aims and
nat just on our awn organisation. This goes beyond just working in teams and with
colleagues we sew daily [t ncludes building good relationships with other public
arvd third sector providers, reaching out to private crganisations and workdng with
CRT COETETRINES s and oustomer s,

e airm to waork effectively with colleagues and exbemnal partniers, mutually
sharing our skills, knoreadedoe and insights with each other to achiowe the best
passible resulis for all and to reduce silo working. Our engagerment seeks to

riat anly deliver joirt solwtions but also to share appropriabe imformation and
negotiabe naw ways of prowviding services together. In all of cur deabings with our
partners, we make sure that thioy feel respected and valuod

ey is it important® Demands on the polsce come from an noessngly diverse sat
of sournoes and the neaed for sorvces. & not defined by organisational and geographical

boundanes. Wi must work together regand kess of deffiening cutbunes, prioribes and needs.

This mears that we need bo influence and negotizte in order to acheewe oubcomees
fior ewaryone and not just focus efforts on our oan Immed iate erironment.
Wwarking to sobve problems withowt help from our partners ignones the strengths
that we can wtilise together, but workong jontly requines the abadity to build
relationships and break down bamiers.

It i ontical for us io build and retan owr partners’ trust and confidence inws and a
koy part af achiewing thes is through the way in which we wark with cthars.
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We are collaborative

Lewel 1
B | work cooperatrety with others to get things done, wilingly grang hedp
and support: to oollcagues.

B | am approachabie, and explain thimgs well so that | generate a
CLETETYON Lnderstanding.

B | take the time to gat to know others and thesr perspective in order o
bsild rapport.

B | treat people with respect as indriduals and addness their specific
needs and conoams

B 1am open and transparent in my relationships wath others
B lensre | amodiear and appropriabe in My coMMUnications

Lewel 2

B | manage relationships and partnerships for the long tenm,
sharing information and building trust 1o find the best solutions

B | help creats jpined-up solutions acnoss ogansational and geographecal
boundanes, partner organesations and those the police serve

B | understand the bacal partnership oontest, hedping me to use a Ange
of tallored steps to build support.

B | work wath our partners to decide who = best placed to take the lead
o it

B | try toantiopate our pariners’ needs and take action to adoress these

B | do not make assurnptions. | check that owr partners ane getting what
they need from the police servoo.

B | build commitrrent from others (induding the pulblic) to wark together
1o delfecr agresd autooemes.

Lewel 3

B | am politcally saare and | understand formal and informal politics at the
national level and what this means for our partners. This alloes me to create
long-tenm knics and work effoctively within deosion- making structunes.

B | remove practical bBarners to collaboration to enable others to take practical
steps in buiiding relatiorships cutside the crganisation and in other sectors
ipublic, not for profit, 2nd provata).

B |take the load in parbnerships when appropriate and set the way inwhich
partnar onganisations from all sectors imberact with the police: This allows
tihe police to play a major moée in the delivery of sersces to communibes.

B icreabe an ervironment whene partnarship working flowishes and oreates
tangible bonefits Tor all
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Competency
We deliver, support and inspire

Wie understand the vision for the arganisation We use our organsabon’s values
imour day-to-day actvities as a ole medel 1o provide inspiration and clarity fo

crur colbeaguees and stakeholders. We work o oreate the night climarte for people ta
get the joiy dione to the best af thar abdlities, ersuring a cultume of mubual respect
and suppart.

o ane dedicated 1o working in the public’s best inborests. ‘W understand how we
hawe an impact on the wider orgarsaton and those arownd us and we help others
io dealiver their objectives effectively

This behaviour & not restricted to those who are in formal or senior managemens
positiors. We all heve a positive contrnibution o make by operating at our best,
acapting how we work 10 take account of pressures and demands and halping
othiers. We are focused on helping our oollsaguies to iImprove and learm and ang
actfee im supporting them through activites such as coaching and mentonng.

Wity ks It emportant? To deliver the most effectve serace, we need o be chear on
our goals and priorsies, both for the police servoe and mdrssdually. WWe can all help
fo support and motivate sach other to ensurne that we are working as effect vely
as we can, enabling us and thase arcund us to perfonm at ocur best. We should all
act a5 organisational role models.
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We deliver, support and inspire
Lewel 1

B | take on challenging tasks to help to improve the service continuously and
support my colkeagues.

B | understand how nry wiork coniribubes. to the wader police service.

B |understand i & part of my collective responsibility to delver efficent
sorvices. | taie personal responsibility for making sune that | amworking
effectively to deliver the best service, both indsidually and with athers

B | am corscientiows in my approach, working hard to proside the best seraos
and to owercome any obstacles that could prevent or hinder delrsery.

B | support the efficent use of rescurces 1o create the most value and b
delreer the right impact.

B 1 keep up to date with changes in inbermal and extermnal envimnments.

W Iam a role model for the behavicurs | expect to see in othars and | act in the
best interests of the public and the police servioe

Lewel 2

B | geve clear directions and hase esplict expec tations, helping others to
understand hiore thesr work operates in the weder conbect

B | identify bamriers that inhibét performance in my tearms and take stops to
resabs these therely enabéing others 1o perfarm.

B i lead the public andior rry oolleaques, where approgriate, during incidents
or throwgh the provision of advice and support.

B | erswre the efficient use of resources to create the most valise and todeleer
the right impact vithin my aneses.

B | keep frack of changes in the external ervircnmens, anticipating both the
short- and long-termn: implicabons for the police serice.

B | motvabe and inspine athers to achieyve their best.

Lewel 3

B | challenge myself and others to bear in mind the police service's vision o
provide the best possible servioe in every decison made.

B | communicate how the overall vision Links to specific plans and obpectiees
=nthat people are motivated and clearty understand our goals.

B | ersure that everyone understands ther rale in helping the police service
1o achieve this vision

B | antcipate and identify organisational barriers that stop the polioe serace
from mesting its goals, by puting in place contingencies or removing these.

B | monitor changes in the ewtemnal envinorement, taking actions to influsnoe
whore possible boersure posithve outoomes.

B | demorstrate long-benm strategec thinking, goeng beyond personal goals
and corsidering how the police servce aperates in the broader socetal
andl ECONDIMIC EIYronment.

B | ersure that my decisions balance the needs of my cwn force/unit with
thosa of the wider polios servce and external partners

B | motvabe and inspire others to deler challenging goals.
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Cluster
Intelligent, creative and informed policing

Wiz are open to new sources of mformation, monginuously dessloping aur cran

inowiedge bo help the polioe servoe 1o grow and changs in line with nes
chalienges and stay at the forefront of public serace.

infarmed analyss and creathity ane critcal towhat we da. Thay sit at the heart
af our thinking and cur decmions, maaning that effective and critcal problem
sobving is secand nature to us. Balancing our decksaness with consideration and
ewidenoe-based approaches. wie are able to challenge our thinking and dras on
mrltiple diverse sources of information for nesws ways of thinking and sorking.

Competency
We analyse critically

o analysa informatian, data, vieapoints and comibing the best available
ewidence to undorsiand the root cawses of msues that arise n complex situatiores.

Wi draw on cur experence, knowledge and wide scurces of evidence o gve us

& greater view of what is happening urderneath the surface. We combinge insight
and evidence-based approaches to hedp make decsons, acoopting that we will nat
have ail the anseer s but will abways try to gather facts and robust information to
b able to think tactically and strategucally.

Why s It important? Critical thinking drves effective poficing as we are faced
with a wite variety of complex msues on a day-to-day bass. Ths means that

wiz all need o be able to makoe sense of a complex ensirormant, accept that
ambiguity i part of contemporary working o and. therefona. be abde to idertify
irtemelatiors hips between different factors

if wa are able to analyse the best avalable evidence and see what is happening
wrderneath the swrface, we will ke betier abde o make confident ard effectne
deckions and implament proventative solubons that deal with root causes
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We analyse critically

Lewel 1

W | recognise the need to think oniticaily abowt ssues | value the use of
analysis and testing in policing

B | take in information quickly and accurately

W 1 am abla to spparate informaticn and decide wiether it s irmebevant ar
relevant ard its mportance

W | sobve problemes proactively by understanding the reasons behind themn,
using bearning from evidenoe and iy expaniences 1o ke action

B | refer o procedures and precedants as necessary before making deosions:

W i weigh up the pros and cons of possible actions, thinking abawt potential
risks and using this thinking ta inform our decisions.

B | recognic gaps and inconssbencies ininformation and think about the
potential implications.

B | make decisions in alignment with our mission, values and the Code of Ethics.

Lewel 2

B | erisure that the best avalablo evwdence from a wide range of sowces is
taien Mo account when making decsons

B | think about défferent perspectives and motivations when reviewing
irfoernation and how this may influence key points.

B | ask incisive questions to test out facts and assumphions, questioning
and challenging the information provided when necessany

B | understand when to balanoe decisive action with due consideration.

B |recognise patferrs, themes and connections between several and dyverse
sources of information and best available evidence.

B | identify when | need to take action an the basis of limited information
andl think abowrt haw to mitigate the risks in so doing.

B | challenge others bo ensure that decsions ane made in alignment with
ol mission, values and the Code of Ethics.

Lewel 3

W | batanoe nsics, costs and benefits associated with decessons, thinking abous
thie wader impact and how actions ae seen in that contet. | think through
“what i soenanos.

B | Lse discretion wisely in making decksions, knossng when the ‘tried and
tested’ i not always the most approoriate and being walling to challenge
the stabies queo when beneficial.

W | seok to dentify the key reasans ar incidents behind ssues, evwen in
aminiguous or unclear situations.

B | e my nowledge of the wider external errircnment and bong-term
situations to informn effective decsion making.

B | acknoradedge that some decisiors may represent a significant change
1 thinic about the best wery to introduce swch doosions and win support.
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Compatercy ared Vabsn Frameeock for poleing CFFICLAL Collecw of Polizrg

Competency
We are innovative and open-minded

e have an inguisitvve and outward-looking natune, searching fior new infonmabon
fo understand alfermative sounces of good practice and mplement oreatve
working methods. We are committed to reflecting on how we go about our roles,
betnig flesible in our apperoach 25 reguired o enswre the best cutcomes.

e seek to understand how well we are performing, botih as indeiduals and
as fzams, and wie see bo contnuously improvwe. To do thes, we ook at relevant
standards cutside policing in ather crganisations and sectors

Constartly changing and adapting is part of our role. We maintain an open mind
i allorsy s to identify opportunites and fo create innosative solisbons.

¥y ks [t Bmportant? lew and emerging threats mean that our requined
resporse will not always be obviows. We will need to adopt e thinking and
assusmgphons, be continually inguisitive and committed ba confinual improsement.
The perpetual need to adapt, innovate and question our assumptions & at the
heart of being able to serve and protect the public. 1t includes taling Innovateae,
preventatee acton o reduce: demand

Eeing open-minded and reflective also allows us to tailar our approach to speofic
contexts and the comemaunitios wa serve.
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Compeiercy ared Vabors Framework for polxing CFFICLAL Lol of Poliorg

We are innovative and open-minded

Lewel 1

B | demorstrate an apenness bo dhanging idess, peceptions and ways
of working

B | share suggestions with colleagues, speakng up o help improve eusting
working methods and practices.

B | constartly reflect on my own way of working and penodically revesw
processes and procediunes o maks continuous improvements

B | adapt to change and am flexiblo a5 the need arses while encouraging
athers to do the same

B | learn from my esgperonoes and do not ket mysel be unduly influenced
by preconcoptions.

Lewel 2

B | cxplore a number of déferent sources of information and use a vanety
af toaols when faced with a probiem and look for good practios that i not
alveays from policing.

B | am able to spot opportunites or threats which may influence haw | go
alout my jabin the futune by using inowledge of trends, new thinking
about policing and changing demograghics in the population.

B | am feebbe in my approach, changing my plans to make sure that | have
tha best impact.

B | cnoourage others to be croative and take appropriate rsks

B | share my exploratons and undierstanding of the wsder internal and
e Tial BT DRITIent.

Lewel 3

B | rmplermont, test and comemuncate new and farseaching ways of working that
can radcally change our organisational oultuees, atttucdes and performance.

B | provide space and encouragement bo help ot hers stand back from day-
to-day acthatics, in order to reviow ther drection, approach and how thoy

fundamentally sea their role in policng. This helps themn to adops fresh
perspectres and identify improvwements

B | work to create an innovatiee learming oulture, recognising and promating
irmovatiee activities

B ilead, test and implemment new, complax and creatve initixtves that involva
multiple stakeholders, create significant impact and drive innovation cutsids
af my immedaie sphere.

B | carry acoountabelity for ensuring that the poboe service remains up bo date
and at the forefront of glabal poliong.
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1]
Protecting the public
Supporting the fight against crime

s Hem profeicicnal body or policing, Ehe Collegs of
Podiding st hegh profimssonal vbaced ards b Belp oo
ol crme il probec]. B pobec. e are Fers o gew
AT O I oy the tocds, sty and bncesiedcms

Hury mmed by succsed . Y il provece prsctral and

CONTETEN T aproachay s on evscerce ol
mhad works

college police. wk

Faollow us
@ ollegeoffolice #betterpolicing

College of Polizng
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APPENDIX F

POLICE & CRIME
COMMISSIONER

Chief Constable Appointments Process

15th November 2021

AGENDA
Timings Attendance
09.00 Key Panel Members Introduction
09.30-09:45 Internal Stakeholder Panel (Briefing)
10.00 - 11.00 Internal Stakeholder Panel (staff/officers/volunteers)
11.15-11.45 Internal Stakeholder Panel Feedback (PCC / Appointments Panel)

11.45-13.00 Buffet served

13.00 - 13.15 External Stakeholder Panel (Briefing)

13.30-14.30 External Stakeholder Panel

14.45 -15.15 External Stakeholder Panel Feedback (PCC / Appointments Panel)

15.15-15.45 Appointments Panel Preparation

16.00 Presentation & Interview

Appointments Panel & Discussion

Not Protectively Marked Page 104 of 106



ORIGINATOR CHECKLIST (MUST BE COMPLETED) PLEASE
STATE ‘YES’
OR ‘NO’
Independent
Has legal advice been sought on this submission? Member &
College of
Policing
Has the PCC’s Chief Finance Officer been consulted? Yes
Have equality, diversity and human rights implications been considered
including equality analysis, as appropriate? Yes
Have human resource implications been considered? Yes
Is the recommendation consistent with the objectives in the Police and
Crime Plan? Yes
Has consultation been undertaken with people or agencies likely to be
affected by the recommendation? Yes
Has communications advice been sought on areas of likely media interest
and how they might be managed? Yes
In relation to the above, have all relevant issues been highlighted in the
‘other implications and risks’ section of the submission? Yes
Is this report a Confidential Decision?
NO

If Yes, please state reasons below having referred to the PCC Decision Making Policy
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https://www.norfolk-pcc.gov.uk/document/1086/DecisionMakingPolicyStatement-August2020.pdf?t=4bb257b1eb067db45e1b82e12c529a0a65c045d4

APPROVAL TO SUBMIT TO THE DECISION-MAKER (this approval is required only for submissions to
the PCC).

Chief Executive — Mark Stokes
| am satisfied that relevant advice has been taken into account in the preparation of the

report, that the recommendations have been reviewed and that this is an appropriate
request to be submitted to the PCC.

Signature: Date: 23" November 2021

Chief Finance Officer (Section 151 Officer) - Jill Penn

| certify that:

a) there are no financial consequences as a result of this decision,

OR

b) the costs identified in this report can be met from existing revenue or capital
budgets,

OR

c) the costs identified in this report can be financed from reserves

AND

d) the decision can be taken on the basis of my assurance that Financial
Regulations have been complied with.

1%
Signature: Q NN —— Date: 23" November 2021

PUBLIC ACCESS TO INFORMATION: /Information contained within this submission is
subject to the Freedom of Information Act 2000 and wherever possible will be made
available on the OPCC website. Submissions should be labelled as ‘Not Protectively
Marked’ unless any of the material is ‘restricted’ or ‘confidential’. Where information
contained within the submission is ‘restricted’ or ‘confidential’ it should be highlighted,
along with the reason why.

Not Protectively Marked Page 106 of 106




	Signature  /  Date: 23rd November 2021

