Norfolk Police and Crime Panel

. Norfolk Police
Y &Crime Panel j

Extraordinary meeting

Date: Thursday 2 December 2021
Time: 11am
Venue: Council Chamber, County Hall, Norwich

Panel Members are invited to a pre-meeting at 9.30am on 2 December 2021 in
the Edwards Room, County Hall, Norwich.

Advice for members of the public:
This meeting will be held in public and in person.

It will be live streamed on YouTube and, in view of Covid-19 guidelines, we would
encourage members of the public to watch remotely by clicking on the following
link: https://www.youtube.com/channel/UCdyUrFiYNPfPg5psa-
LFIJA/videos?view=2&live view=502

However, if you wish to attend in person it would be most helpful if, on this
occasion, you could indicate in advance that it is your intention to do so. This can
be done by emailing committees@norfolk.gov.uk where we will ask you to
provide your name, address and details of how we can contact you (in the event
of a Covid-19 outbreak). Please note that public seating will be limited.

Councillors and Officers attending the meeting will be taking a lateral flow test in
advance. They will also be required to wear face masks when they are moving
around the room but may remove them once seated. We would like to request
that anyone attending the meeting does the same to help make the event safe for
all those attending. Information about symptom-free testing is available here.



https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.youtube.com%2Fchannel%2FUCdyUrFjYNPfPq5psa-LFIJA%2Fvideos%3Fview%3D2%26live_view%3D502&data=04%7C01%7CNicola.LeDain%40norfolk.gov.uk%7Cada508557d2342cf3ac008d984e59e49%7C1419177e57e04f0faff0fd61b549d10e%7C0%7C0%7C637686943994774685%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=BVqG0fnqdYs9ICoI%2B1PhW4fnrTJBLtLf7uGxwh6rNYw%3D&reserved=0
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.youtube.com%2Fchannel%2FUCdyUrFjYNPfPq5psa-LFIJA%2Fvideos%3Fview%3D2%26live_view%3D502&data=04%7C01%7CNicola.LeDain%40norfolk.gov.uk%7Cada508557d2342cf3ac008d984e59e49%7C1419177e57e04f0faff0fd61b549d10e%7C0%7C0%7C637686943994774685%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=BVqG0fnqdYs9ICoI%2B1PhW4fnrTJBLtLf7uGxwh6rNYw%3D&reserved=0
mailto:committees@norfolk.gov.uk
https://www.norfolk.gov.uk/care-support-and-health/health-and-wellbeing/adults-health/coronavirus/testing/symptom-free-testing

Membership

Main Member Substitute Member Representing

Cllir Gordon Bambridge | Clir Mark Robinson Breckland District Council

Clir Jonathan Emsell Clir Peter Bulman Broadland District Council

Clir Mike Smith-Clare Clir Jade Martin Great Yarmouth Borough Council
Clir Colin Manning Clir Stuart Dark King’s Lynn and West Norfolk Council
Clir William Richmond Clir Julian Kirk Norfolk County Council

Clir Graham Carpenter | Clir David Bills Norfolk County Council

Clir Tim Adams Clir Steve Riley Norfolk County Council

Clir Sarah Butikofer Clir John Toye North Norfolk District Council

Clir Cate Oliver Clir Paul Kendrick Norwich City Council

Clir James Easter Clir Margaret Dewsbury | South Norfolk Council

Air Commodore Kevin (no substitute member) | Co-opted Independent Member
Pellatt FCMI RAF

Mr Peter Hill (no substitute member) | Co-opted Independent Member

For further details and general enquiries about this Agenda
please contact the Committee Officer:
Nicola Ledain on 01603 223053
or email committees@norfolk.gov.uk

Under the Council’s protocol on the use of media equipment at meetings held in
public, this meeting may be filmed, recorded or photographed. Anyone who wishes
to do so must inform the Chairman and ensure that it is done in a manner clearly
visible to anyone present. The wishes of any individual not to be recorded or filmed
must be appropriately respected.



mailto:committees@norfolk.gov.uk

Agenda

To receive apologies and details of any substitute members
attending

Declarations of Interest
Norfolk County Council and Independent Co-opted Members

If you have a Disclosable Pecuniary Interest in a matter to be
considered at the meeting and that interest is on your Register of
Interests you must not speak or vote on the matter.

If you have a Disclosable Pecuniary Interest in a matter to be
considered at the meeting and that interest is not on your Register of
Interests you must declare that interest at the meeting and not speak or
vote on the matter

In either case you may remain in the room where the meeting is taking
place. If you consider that it would be inappropriate in the circumstances
to remain in the room, you may leave the room while the matter is dealt
with.

If you do not have a Disclosable Pecuniary Interest you may
nevertheless have an Other Interest in a matter to be discussed if it
affects, to a greater extent than others in your division

e Your wellbeing or financial position, or
« that of your family or close friends
e Anybody -
o Exercising functions of a public nature.
o Directed to charitable purposes; or
o One of whose principal purposes includes the influence of
public opinion or policy (including any political party or
trade union);

Of which you are in a position of general control or management.

If that is the case then you must declare such an interest but can speak
and vote on the matter.

District Council Members will be bound by their own District
Council Code of Conduct.

To receive any items of business which the Chair decides should
be considered as a matter of urgency

Confirmation Hearing for the Police and Crime Commissioner for
Norfolk’s proposed Chief Constable appointment

To hold a confirmation hearing in respect of the proposed appointment
of Mr Paul Sanford to the position of Chief Constable.

(Page 9)



Exclusion of the public

The Panel will be asked to consider excluding the public

from the meeting under section 100A of the Local Government Act
1972 for consideration of an item on the grounds that it involves
the likely disclosure of exempt information as defined by a
Paragraph 1 of Part 1 of Schedule 12A to the Act, and that the
public interest in maintaining the exemption outweighs the public
interest in disclosing the information.

The Panel will be presented with the conclusion of the public
interest tests carried out by the report author and is recommended to
confirm the exclusion.

Confirmation Hearing for the Police and Crime Commissioner for
Norfolk’s proposed Chief Constable appointment

The Panel will discuss the outcome of the hearing and agree the content
of its report to the Commissioner, which must include a recommendation
on whether the proposed candidate should be appointed.

The Panel’s decision, and the reasons for it, will be released into the
public domain in due course.

Tom McCabe

Head of Paid Service

Norfolk County Council

County Hall

Martineau Lane

Norwich

NR1 2DH

Date Agenda Published: 24 November 2021

IN A If you need this document in large print, audio, Braille, alternative
format or in a different language please contact Customer

\J TRAN services on 0344 800 8020 or Text Relay on 18001 0344 800
communication for all 8020 (textphone) and we will do our best to help.



Norfolk Police and Crime Panel
2 December 2021
Item 4

Confirmation Hearing for the Police and Crime Commissioner for Norfolk’s

proposed Chief Constable appointment

Suggested approach from Jo Martin,
Democratic Support and Scrutiny Manager

The Panel is recommended to:

1) Undertake a Confirmation Hearing, to review the PCC’s proposed candidate for
appointment as Chief Constable for Norfolk in accordance with Schedule 8 of the
Police Reform and Social Responsibility Act 2011.

2) Agree its recommendation to the PCC on whether the proposed candidate should
be appointed.

3) Delegate to the Chair, to report the Panel’s recommendation to the PCC.

1.1

1.2

2.1

2.2

Background

The Police Reform and Social Responsibility Act 2011 (“the Act”) requires
Police and Crime Panels to review the PCC’s proposed Chief Constable
appointment.

Schedule 8 Part 1 states that the review must take the form of a Confirmation
Hearing (“the Hearing”); that is “a meeting of the Panel, held in public, at which
the candidate is requested to appear for the purpose of answering questions
relating to the appointment.” The Panel must undertake this Hearing and make
a report to the Police and Crime Commissioner (“the PCC”) within a period of
three weeks following receipt of notification. The report must include a
recommendation to the PCC as to whether or not the candidate should be
appointed and the report must be published.

Notification from the PCC

The PCC formally notified the Panel of his proposed Chief Constable
appointment, Mr Paul Sanford, on 16 November 2021 and subsequently
provided the Panel with a report which provides an overview of the
appointment process, including reasons why the candidate has been selected.
This is attached at Annex 1 of this report.

The PCC'’s report contains the following information as required under
Schedule 8 of the Police Reform and Social Responsibility Act 2011:

a) the name of the person whom the commissioner is proposing to appoint
(“the candidate”);




2.3

2.4

3.1

3.2

b) the criteria used to assess the suitability of the candidate for the
appointment;

c) why the candidate satisfies those criteria; and

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

It also contains the following appendices to support the Panel’s review:

A. Independent Member’'s Report

College of Policing Guidance for Appointing Chief Officers
PCC'’s letter to all eligible candidates

Norfolk Chief Constable Application Pack

College of Policing Competency and Values Framework

mmo o w

Assessment and Selection Day Agenda

The College of Policing Guidance for Appointing Chief Officers sets out that
the purpose of the Independent Member report is to “specifically address the
appointment principles of merit, fairness and openness and the extent to which
the Appointments Panel was able to fulfil its purpose (e.g. to challenge and test
that the candidate meets the necessary requirements to perform the role).”

The Confirmation Hearing

The Confirmation Hearing is a focused two stage process:

e Stage 1 - The Panel will question the candidate to determine whether they
possess the professional competence and personal independence to carry out
the role. The Panel may also ask questions of the PCC.

e Stage 2 - The Panel will determine whether to recommend that the candidate
be appointed; or to recommend that the candidate should not be appointed; or
to use its power of veto. This second stage of the process will be held in closed
session (see paragraphs 3.4 — 3.10 below).

Stage 1

The Chair and Vice-Chair have agreed the following format for the question
and answer session:

a) The PCC will be invited to comment on why he thinks the proposed
candidate should be appointed.

b) Panel Members will have the opportunity to put questions to the PCC.

c) The proposed candidate will be invited to introduce themself, to say why
they consider themselves to be suitable for the role and to give any
additional information they feel may be helpful. They will also have the
opportunity to ask questions about the process.

d) Panel Members will have the opportunity to put questions to the



3.3

3.4

3.5

3.6

3.7

3.8

3.9

proposed candidate covering the areas outlined at paragraph 3.1 of this
report.

e) The proposed candidate will be invited to clarify any answers they have
given during the course of the Hearing and to make some closing
remarks.

The presumption is that the question and answer session will be held in public.
However, the Panel has discretion to exclude the press and the public from
this part of the meeting if it is to consider exempt information, as defined under
Paragraph 1 of Schedule 12 of the Local Government Act 1972 (information
relating to any individual), and in respect of which the public interest in
maintaining the exemption outweighs the public interest in disclosing the
information.

Stage 2

Immediately following the Confirmation Hearing the Panel will go into closed
session to determine whether to recommend that the candidate be appointed.
The Panel’s Support Officer and Human Resources Adviser will be present to
provide advice to the Panel in its deliberations.

The Panel must make a report to the PCC and this report must be published.

The Panel may veto the appointment of the PCC’s proposed Chief Constable
candidate. For that purpose, the Panel must vote in favour of using its veto by
the required majority of at least two-thirds of the Panel’s membership (8 or
more members). A flow chart of the process for reviewing the appointment is
attached at Annex 2 of this report, which shows the steps to be taken.

Where a candidate does not have either the professional competence to
exercise the role as set out in the role profile or the personal independence to
exercise the role, this would suggest a significant failure in the appointments
process undertaken by the PCC. If the Panel believes this to be the case, it
may choose to use its veto.

Where a candidate has demonstrated that they have both the professional
competence and personal independence to exercise the role but there is still
cause for concern about their suitability, it may be appropriate to outline those
concerns in the Panel’s response to the PCC.

The Panel and PCC agreed a Local Protocol (“the Protocol”), setting out
expectations about local ways of working, on 13 July 2021. In respect of
Confirmation Hearings, it explains that:

a) Immediately following the Hearing, the Panel will meet in closed session
to decide its recommendations.

b)  The Panel will notify the Commissioner of its recommendations the
following working day. The candidate will be copied into this
communication. Where the Panel has recommended that an appointment
should not be made, or used its veto, the notification will append a
summary of the principal reasons for that decision.
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A period of five working days will normally be allowed to pass before
information is released about the Panel's recommendation and the
Commissioner's response (including, where relevant, the steps that the
Commissioner will take to make another appointment). The aim is to
allow the candidate some time to consider their position and ask any
further questions they may have about the process before information is
released to the press and general public.

If, however the candidate's interests would be better served by a quicker
release of information, this will be discussed and agreed with the
Commissioner.

Where the Panel has recommended that a proposed appointment should
not be made or it has used its power of veto, the Commissioner will aim
to inform the Panel of his/her response before releasing it to the press
and public.

Action

The Panel is recommended to:

1) Undertake a Confirmation Hearing, to review the PCC’s proposed

candidate for appointment as Chief Constable for Norfolk in accordance
with Schedule 8 of the Police Reform and Social Responsibility Act 2011.

2) Agree its recommendation to the PCC on whether the proposed candidate

should be appointed.

3) Delegate to the Chair, to report the Panel’s recommendation to the PCC.

I N A If you need this report in large print, audio, Braille,

alternative format or in a different language please
v TRAN contact Jo Martin on 0344 800 8011 or 0344 800 8011

communication for all

(Textphone) and we will do our best to help.




POLICE & CRIME
COMMISSIONER

ORIGINATOR: Chief Executive DECISION NO. 12021

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.

/\
& ﬁ -
Signature ‘/uﬂ Date: 23" November 2021




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.

QO T

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

10
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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

11



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.

12



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.

13



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

o 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:

14



10.3

1.
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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

0O O O O O O

e Values

Integrity

o Impartiality

o Public Service
o Transparency

o

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.

PCC PROPOSAL

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.

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

' \ POLICE & CRIME
A\ COMMISSIONER

November 2021

Chief Constable
Norfolk Constabulary
Appointment Process

Independent Member Report
Carolyn Dhanraj MBE JP
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Infroduction

1.1 Thisreport 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.

1.2 Home Office Circular 20/2012 outlines that it is for the Police and Crime Commissioner o
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.

1.3 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.

Aim

2.1  The aim of this report is fo 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 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.

3.2 lam anIndependent 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

5.3

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;

¢ 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.
| 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 15th 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

o 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
90 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
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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.

To reinforce 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 fo 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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APPENDIX 2

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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Guidance fer appointing chief officers

Introduction

This guidance equips those responsible for appointing
chief afficers with the skills and knowledge to detiver
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 cammissioner,
deputy commissioner {DC), assistant commissioners
(ACs), deputy assistant commissioners (DACs) and

commanders in the Metropolitan Police Service (MPS).

Appointing the commissioner and AC of the City
of Landon Police continues to be governed by the
City of London Police Act 1839, The requirements
to have successfully passed the Senior Palice
National Assessment Centre (SPNAC) and

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

3. The appointment 48
PCC - appointing and confirming a new
chief constable 43
Veto the appointment of a chief constable 50
Chief constable - appaointing chief officers. =1

Exercizsing the functions of a Chief Constable 52

4. Post-appointment 53
DOverview 54
Induction planning 55
Continuing professional development 56
Overseas appointments 57
Home Office post-service standards 58

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 to PCCs and CCson
howe to design and deliver an appointment process
based on the principles of merit, faimess and
apenness 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-
Hame Office forces, they may be a helpful guide where
appropriate.

The guidance is a non-prescriptive reference for those
miaking 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 palice

forces and ranks 59
Appendix B - Assessment criteria

questionnaire 78
Appendix C - Shortlisting —

individual scoring sheet 79
Appendix D - Shortlisting panel agreed scores 80
Appendix E - Rating scale 21

e N

stages involved in designing and delivering an
appaintments process.

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

For 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
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Guidance for appointing chief officers

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.

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.

“ « | 4
m__ Pﬂ' _-lﬁ mer _ _'t
A 4>
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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 PMAC and the SCC Regulation 11 (Annex B- Appointment of Senior Officers) 2017
Police Scotland Police Service of Northern Ireland
(i} To be eligible for appaintment to the office of DCC in Police Service of Northern Ireland Regulations 2005
E’ 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 Palice Scotland
J (i) To be eligible for appointment to the office of ACC in Police Service of Scotland Regulations 2013
E< Police Scotland, an applicant must have held the rank of Regulation 7, Annex 2
5 bl superintendent or above in a relevant police force for at
g
= least two years HO Circular 0132018
HO Circular 00472017
Overseas Owverseas applicants must meet the immigration Tier 2 immigration Law
reguirements to live and work in the UK It is tha employer's responsibility to show that the vacancy
cannot be filled by a suitably qualified or skilled settled worker
LK Applicants must have served at the rank of constable in a For chief constables
- UK police force Police Reform and Social Responsibility Act 2011 (the 20117 Act)
:§ E Section 38 of and Schedule 8 to the 2011 Act, paragraph 2{14)
3 {a)
g S
= For commissioner
zé The 2011 Act
Section 42 (3A) to (3C), the eligibility criteria replicates those for
CCx=in paragraph 2 of Schedule 8 to the 2011 Act
Good practice i >
n assessment .
Legal REaCH Post ment
S -

H 4=

UK or
overseas Eligibility requirements Legislation
applicants
UK Ap.pLicants must have held the rank of ACC, commander, Police Regulations 2003 (S12003/527) 4 January
or a more senior rank in a UK police force Regulation 17 (Annex B), (14) 2017
Police Scatland and the Police Service of Northern Eniite Seciies of Hceina) Melan
Ireland Palice 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 Scottand
police force for at least two years Police Service of Scotland Regulations 2013
Regulation 7, Annex 2
% HO Circular 01372018
=] HO Circular 004/2077
% Overseas Applicants must have served in an approved overseas The 2011 Act
T police farce at an approved rank - a list of the approved Paragragh 2{1A})(b), (18} and (1C} of Schedul= 8
forces and ranks are listed | i A
% ke b ke ity HO Circular 050/2015
8
E Overseas Owverseas applicants must meet the immigration Tier 2 immigration law
ﬁ 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 whara the PCC of the recruiting force has Thie 2011 Act Published
rescue adopted the single employer madel, those who have held (i) Paragraph 2 of Schedule 8 to the 2011 Act Apdil
service a senior position in the fire and rescue service are eligible (i) Paragraph 2(1AA) of Schedule 8 to the 2011 207
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
MPS and the City of London Police
Good practice in assessment B,
Legal - et S 1 Post- intment
and selection | =eee
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Guidance for appointing chief officers

1.2. Conduct

This section aims ta 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 angoing investigations. A
disciplinary record is a record of incidents wheare an
officer has been found to have breached standards of
professional 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 namaed on the Barred list, the PCC/ACC is prohibited
from 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 outlined on the application form.

B

Guidance for appointing chief officers

Al parties involved (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 usad, who will
hawe sight of this information and how it will be stored.

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

is subject to ongoing investigation. They shouid
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 appointment 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

“H 4>

‘A new code for police vetting was given the

autharity 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.

A 4op

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.
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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.

Outside London

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

London

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 cormmissioner is appointad by
Royal Warrant based on the recommendation of
the secretary of state. The secretary of state is
required to have regard to any of the MOPAC's
recommendations.

The table below outlines the POCs roles and responsibilities in appainting chief constables:

Requirements

Good practice

The Police and Crime Panel (PCP) is required to review
the information submitted by the PCC ragarding the
appaintment process and the preferred candidate,

The PCP has the option to veto the first candidate the
PCC proposes.

There is a series of processes which the PCC will nead
to consider putting in place. The POCs 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 cansider in
order to achieve the principles of merit, faimess and
openness in their selection process.

Post-appointment
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sector equality duty).

member (HO Circular 013/2018).

® Convene an appointments panel including at least one independent panel

= Ensure the appointment process is based on the principles of merit, fairness = Ensure the appointment procass considers the Code of Ethics and
and openness and is in accordance with the public sector equality duty (public

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,

Cansider the composition of the chief officer team in terms of existing skills and
experience,

= Ensure the vacancy is advertised for no less than three weeks.

= Review recommendations by the PCP (Police and Crime Panels (Precepts and

Chief Canstable 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,

= Confirm the appointment (Police and Crime Panels (Precepts and Chief
Constable Appointments) Regulations 2012). = Ensure thosa involved in assessing candidates have undertaken appropriate
training in selection and assessment practices.

= Ensure the appointment process is undertaken in accordance with relevant
legislation. = [irect the appointment panel to this guidance.

= Develop an application and assessment process which includes a rabust

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

Data Protection Act 2018,

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

Confirm that the potential appointes'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.

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 shor tlisting that no conflict of
imterest exists between panel members and the
applicant pool. Panel mambers should declare

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

Anappointment 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

- =enior 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 313/2018 states that at least ane 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 appeintment process is conducted in line
with the principles of merit, fairness and openness.

The rale requires them to:

= be suitability experienced and competent in
assessment and selection practices

= undertake appropriate briefing/assessor training

be awara 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 clozely meet the appointment criteria

= produce a written report on the appoaintment
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).

= jnclude an independent member —see below far
maore information

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

= he informed of the time commitment involved.

All appaintment panel members must adbere 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 & to challenge and test that
the candidate meets the necessary requirements to
parform the role. it supports the PCC in making the
appointment by:

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

= undertaking approprate briefing/assessor training
{0.5 to 1 day, depending on the experience of the
panel members chosan)

= in collaboration with the PCC, shortlisting applicants
against the agreed appointmaent 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:

maglstrates

chief exscutives of local authorities

representatives of community organisations

= |ocal business leaders

key stakeholders from existing partnarship
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 National Assembly for Wales, Morthern 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 those in these
roles being part of the appointments process and/
or the wider appointment panel in other roles. This
imvolvement would be at the PCC's discretion.

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

f“H <p

= in collaboration with the PCC, assessing all
shortlisted candidates against the agreed

appolntment 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 mast closely meet the appointment
criteria (0.5 to 1 day, depending an the number of
candidates assessed).

{The information in brackets outlines the likely time
cammitment of sach 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.

A <up

and the responsibilities and time commitment
invelved in being an independent member. When an
independent member is appointed, it is important
to clearly outling their role and responsibilities
throughout the selection process, the purpose of
having an independent mamber in terms of ensuring
the appaointmant is based on the principles of merit,
faimess and openness and the time commitment
imvolved.

There are a number of ways a PCC can identify and
appoint 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.
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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 appointments 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 respansible 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 an how well
each candidate’s experience and skills fit with the
policing-specific requirements of the role during
shaortlisting and the appointment process.

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

and making an indepandent assessment of the

candidate's performance against the required criteria.

Guidance for appointing chief officars

Police and Crime Panel's role

The PCP's role is to review the information and

i BE 2

= Support the PCC during their decision-making ensure that all information requested as part of the

process prior to making an appointment. application process is accurate and complete
Role of the chief executive of the Office of = disclose any record of disciplinary or conduct
the PCC issues, regardless of whether these are ongoing or
The rele of the chief executive is to support the PCC concluded

in undertaking their responsibilities. In supporting the

PCC in the appointments process, the chief executive

should: = if successful, participate in the confirmatian hearing
held by the PCP.

attend assessment staga(s)

ensure the principles of merit, fairmess and openness
are adhered to throughout the design and detivery
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 legiskation

ensure approgriate monitoring of the appointment
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

H 4c»

- the PCR must produce their report within
three weeks of being notified by the PCC of the

decision submitted by the PCC. The PCP is required to proposed appointment
adhere to the guidelines set out in the Police Reform _ the PCP must ensure that the report is made
and Social Responsibility Act 207 1. In line with this avaitable to the public.

responsibility, it has specific responsibilities within
the appointment process as set out in Schedule 8 of

the Act. These responsibilities state that the PCPis The PCP can veto the appointment if agreed by at
required to consider recommendations made by the least two thirds of PCF members within three weeks
PCC interms of the appointment. The PCP should of being notified of the proposed appointment
satisfy itself that the process was properly conducted (zee guidance on vetoing appointments in The

and adhered to the principles of merit, falrness and Appointment section).

openness and that the preferred candidate meets the

requirements of the role by:

= considering the report submitted by the
indepandent member

holding a public confirmation meeting

reviewing the PCC's proposed appointment

making a report to the PCC on the proposed
appointment, including a recommendation as to
whether or not the candidate should be appointed
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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
‘to design and deliver their appointment process.
Appointments must be made in accordance with
Regulation 11 of the Police Regulations 2003 and
the relevant parts of the Police Reform and Sodial
Responsibility Act 2077

Outside London

It is the CC's responsibility to make the decision
about which candidate to appoint. In line with the
Police Reform and Sodal Responsibility Act 2011,
however, the CC must consult the PCC on any
proposed increase in numbers of DCCs or ACCs
and may wish to consult on any decrease. Before
appainting a DCC or an ACC, the CC is required to
cansult the PCC on their proposed appaintment.
The legislation outlining this requirernent can be
found in section 32 (DCC), and section 40 (ACC)
of the Police Reform and Social Responsibility
Act 2011

London

City of London

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

Metropolitan Police Service

The DC is appointed by Royal Warrant based on
the recommendation of the secretary of state.
The secretary of state must have regard to any
recommendations made by the commissioner and
any representations from the Major's Office.

The Commissioner of Police of the Metropolis
must consult the Mayor's Office for Policing and
Crime before appointing a person as AC or DAC.
The lagislation outlining this requirement can

be found in section 45 {AC) and section 46 (DAC)
of the Police Reform and Sacial Responsibility
Act 2011,

There are a series of processes which the CC will need
to consider putting in place prior to the decision-
making stage Although the CC may not put all these
processes in place personally, they should have oversight
and hold responsibility for ensuring these are done.

These processes have been considered in terms of the
reqguirements a CC must undertake and best practice

processes, eq, what a CCis advised to consider in order
to achieve the principles of merit, fairness and openness.

Post-appointment
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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

sector equality duty).

member (HO Circular 013/2018).

legislation.

Data Protection Act 2018,

= Convene an appointments panel including at least one independent panel

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

® Ensure.a discussion with the PCC s undertaken regarding the proposed
appointee prior to confirmation of the appointment.

Ensure the appointment process s undertaken in accordance with relevant

Ensure the appointment process adheres to the Equality Act 2010 and the

Good practice

= Ensure the appointrment process is based on the principles of merit, fairness = Ensure the appointment process considers the Code of Ethics and
and openness and s in accordance with the public sector equality duty (public

experience.

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.
= Consider the composition of the chief officer team in terms of existing skills and

= Take steps to address any gaps in skills and experience that are identified.
For further information on this please go to page 39.

= Ensure those Involved in assessing candidates have undertaken appropriate
training in selsaction and assessment practices.

Direct the appointment panel to this guidance,

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

In collaboration with the appointment panel, assess, shortlist and appoint
applicants against the agreed assessmant criteria_

Confirm that the potential appointee’s conduct is satisfactory.

Subrmnit the independent panel member’s report to the PCP and infarm them
of the preferred candidate.

Provide feedback to all candidates.

Post-appointment
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Appointment panel's role

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

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

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/flevel from
the appointing or other forces

Guldance for appointing chief officers

Independent member’s role

HO Circular 013/2018 states that at least one of

the appaintmeant panel members should be an
independent member. Principles governing the
selection of an independent member, the restrictions
an 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 ta 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 fulfil its purpose {eg, to challenge and test that
the candidate meets the necessary requirements to
perfarm the role).

Applicant's role

Thee applicant’s role is to comply with the requirements

of the appolntment process. They should:

= complete and submit an application within the
published deadlines

|

- professionals from the College of Policing

- senior individuals from private sector
organisations

- members of community groups

- local autharity leaders

- representatives from existing partnerships
= indude an independent member

= be maintained throughout the appeintment 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 appointment process.

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

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

= undertaking appropriate briefing/assessor training

ensure 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 & chief officer appointment process, the PCC

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

@ q4up»

{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 s
detivered across a single or multiple days)

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

{The infarmation in brackets outlines the likely time
commitment of each task.)

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

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.

“H d4op
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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.
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1.4.1. The Equality Act 2010

Those involved in appointing chief officers must ensure

that they comply with provisions of the Equality Act
20710. The Act prohibits discrimination, harassment
and other unlawful conduct because of the following
protected characteristics:

® age

disability

= gender reassignment
marriage and civil partnership
= pregnancy and maternity

u rate

= religion or belief

= cex
® sexual orientation.

The Equality Act 2010 sets out the different ways in
which it is unlawful to treat someane, such as direct

protected characteristic and those wha do not.
The Palice Reform and Social Responsibility Act
2011 amends the Equality Act to make the public-
sector equality duty apply to PCCe and MOPAC.

The equality duty has three aims. It requires public
bedies 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
whao share a protected characteristic and people
whe da not

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

“ 42p

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 camplying with the eguality
duty and that they do soin practice (it is a duty that
cannot be delegated)

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

arecord Is kept of how appointment declsions were
reached in order for PCCe/CCs to demonstrate that
they considered the aims of the equality duty.

Section 159 of the Equality Act 2010 refers to

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

and indirect discrimination, harassment, victimisation ard CCs shauld dnsine that

and failing to make a reasonable adjustment for a
disabled person.

positive action in the cantext of recruitment

and promotion processes. |t states thatin
= they are aware and have an understanding of the

Legal ] :

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 nead
to eliminate untawful discrimination, harassment
and victimisation as well as to promaote equal
opportunities and encourage good relations
between persons who share a relevant

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 cannat satisfy the equality duty by justifyinga
decislon after it has been taken

certain circumstances an employer can treat
one 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 seck legal

‘guidance before implamenting any initiative

under section 156,
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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 officars

Information covered by the DPA includes computerised
records, health records and manual records. The DRA
states that information must be:

= processed fairly, lawfully and in a transparent
manner

» collected for specified, explicit and legitimate
purposes

adeguate, relevant and not excessive

accurate and up to date

retained for no longer than necessary

® processed in a manner that ensures appropriate
security.

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
hawve records 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 contraollers 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.
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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.
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2.1,

Merit, fairness and openness
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Home 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 heappt_:'hl:ed to a job unless
they are competent to do it and the
Job must be offerad to the persen
who would do it best. The successful
candidate should also be chosen from
a sufficiently strang and diverse pool
of eligible applicants.

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

Legal

Guidance for appointing chief afficers

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

of eligible applicants. Potential
candidates must be given reasonable
‘access to information about the job,
its re:p.:immen& and the selection
process. In open competitions, anyone
whio 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 afficers

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

af achieving this would be using values-based
recruitmeant (VBR).

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, from
attraction through to developing an application and
assassment process and inducting the appointed
candidate into the new arganisation.

There are a number of benefits to employing VER,
alongside assessing for competencies, as there s 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
af the organisation can lead to improved person-
arganisation fit.In turn, appointing an individual with
high persan-organisation fit can lead to impravements in:

= perceived organisational support

trust in managers

= performance

= grganisational commitment
= job satisfaction

= co-worker satisfaction

= engagement.

The first and meost important step whan
intraducing values into an appointment process
is to clearly define the organisation’s values.
Itis then essential to identify the behaviours
that demonstrates these values so they can be
measured.
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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. B”S,NESS
associated with effective and ethical performance in the Ty I ORGANISATION
police service. The CVF aims to support officers and staff MANAGEMENT =S SOLUTION ~ ed
and provides a consistent foundation on which all lecal and z EREATW'TY |
national selection and promotion processes can be based. INNU"A“HN 3 RESOURGES

LEADERSHIP

succsssg EMPOWERMENT =

= DECISION ﬂ-»
VELOPMENT &5 &3 MISSION EXPERIENCE

T Gl

ACHIEVEMENT
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The Competency and Values Framework

The framework conslsts of six competencies that have
been clustered into three groups. Each competency
includes a deseription‘and a list of behaviours which
indicate whather a person is displaying that particular
competency. Each competency is split into three levels,
which are imtended to be used flaxibly to allow fora
better fit with frontline and non-frontline palicing
roles, 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:

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

The framework is underpinnied by four values. These
four values reflect the Code of Ethics and represent
measurable behaviours. The diagram depicts the
College's CVF. View the full framework here.
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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.

Guidance for appointing chief officers

2.4.1. Reliability and validity

The main assessment principles that any appaintment
process must adhere to inorder to fairly compare
candidates and confidently select the right person for
the role are:

Reliability

Reliability is the extent to 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:

* Inter-rater reliability
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
perfarmance prior to beginning the assessment
of candidates, eg, 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 exercize to
identify the spread of scores and ensure consistency
during the live assessments of candidates

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

Validity

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
rmust 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 fallowing examples when developing their
appointment process:

= Face
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 oppertunity to demonstrate
evidence of the construct baing measured?

“H 4=
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= Content validity
The extent to which an assessment measures the
different aspects of the specific construct being
measured. For example, to what extent is the
interview question assessing the competency of
“take ownership’ and how much of the candidate's
response relates to something else?

= 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
performing well in the role?
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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 appeintment process and ensure it is and abserve a high level of information, causing an
achieving reliability. & standardised selection process reliable, hcmeve_r, no assessment system is perfect. increase in dermand on their cognitive processes. In
& one which ensures that: Human and environmental factors can and do order to manage these demands, assessars can begin

influence the consistency with which assessors
apply the assessment criteria and the objectivity of
their decision making.

ta rely an short cuts and snap judgements to make
all applicants undertake the same assessment decislons regarding a candidate's performance. It is
in terms of Instructions, information provided, in these circumstances where biases, canscious 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
hawve been highlighted in research literature. Almost
= the same decision-making model is applied all of these exist within everyone to same extent,
consistently across all candidates. either conscious or unconscious. The important

point, howewver, is for an assessor s to understand
them, to be able to identify when they may be
starting to influence decisions and to take steps to
remain as objective as possible.

Post-appointment
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The table below provides an overview and definition of some of the most common barriers to accurate assessment:

Unconscious bias ‘ 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, appraizal document) and for their evaluation
and decisions to follow these expectations:

Confirmatory infarmation 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 rmay ignore evidence which goes against their initial impression.

Similar-to-me effect Alst known as the 'clane syndrome), the similar-to-me effect is where assessors’ views are biased in
favour of candidates similar to themsealves, 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 complate 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,

Halo/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). Atternatively, candidates who score
paarly or are viewed negatively in a particular exercisafsituation are assumed to do poorly throughout
and are scored accordingly (horns).

Postappoin
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Unconscious bias

Central tendency, lenlency and stringency

“ 4=»

| 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, i, selective attantion.

Contrast and guota effects

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

MNegative information

Assessors’ decisions are influenced significantly maore by negative information than by pasitive
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 order 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 1o discuss each candidate individually in detail about
their performance.

Legal
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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
dawn 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 pravides in response to the question/
task they have been presented with

reviewing the evidence ORCE assessment model

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

a greater risk of decisions baing influenced by
unconscious bigses.

- reviewing the evidence provided in terms of the
extent ta which it answered the question or task
the candidate has been presantad with

- considering whether the evidence provided meeats
the assessment criteria

evaluating the evidence

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

- considering whether the evidence was at the
required level and relevant to the question /task
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 standardised

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

Post-appointment
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The four stages of ORCE are:

Observe \

Asgassors 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,
recarding what they say and do. Assessors do

not prc:::e any |r:ke-rpt||-eltat|on ar hndk:thlstu a Assessors complete each stage independently
competency or value being assesse > 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 plece of evidence must only be
recorded in one competency/valua area

Evaluate

Asgessors consider tha quality of evidence
provided and whether the candidate did/said
anything that detracted from their performance.

TS
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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 involve. This is important 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.

ﬁ 4 1= p
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The diagram below highlights the key stages of selection considering pre.

Plan
resource

Pre-assessment
Role profile and
assessment criteriz

and time

Advertising and

Vacancy
identified application pack
Training
{appointment
panel/fassessors)
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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, competencias and
behaviours required for policing on a national basis,
Al professional prefiles will indicate the required
minimum CVF competency level fram 1-3.

The role profiles are intended to capture the primary
and nationally consistent elements of the specific role.
Howrever, the rofe profiles also provide an opportunity
for a PCCHorce 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 ks 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 spacific or desirable
requirements may need to be included and therefare
reflected throughout the appointment process.

nent and ent activities:

Assessment
Application form

Shortlisting

Selection me

Assessment criteria

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

Itis important that the assessment criteria:

= reflacts 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
assestrment criteria. Appendix B outlines a template
guestionnaire that can be sent to stakeholders as a
means of identifying the most important and relevant

“ 4o»

Review of

— & Appointment

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.

mmummmmmmccm
the CC and their chief officers) is impartant and,
while this may be something a PCC/CC cansiders.
during the appointment process, it is important

mmmlnuhja:ﬂveahdbemadshsedanly\on
the evidence a candidate has provided during the
‘appointment process.
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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 team 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 comnplete list but reprasent the views of chief
officers in a recent survey conducted by the College
of Policing. Thera may be other priorities identified
locally by the PCC/CC, or recommendead by local and
national oversight badies.

|
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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 requirernants and eligibility), how they
are going to assess for this (selection tools) and why
an applicant would want to wark for them (promotion
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, eg, application deadline.

Keay skills and attributes required or information
outlining where an applicant can find further
information about the rele and key requirements
(link to the application pack).

Whare or haw 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

|

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

= Recruiting and developing a workforce with the
skill set required to respond and deal with all
future demands {including social and technological
chamge).

* 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 other form of publication that deals with policing
matters. Vacancies for promation should be advertised
nationally, so all potential opportunities within policing
are apen to the widest pool of eligible candidates.

A PCC/CC may also want to consider promoting their
VACANCY Vid:

= the College of Policing website

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

= Linkedin

= the force 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 recesved from external
candidates,

“H 4>

Opportunities should be taken to address any skill or
experience gaps identified within a chief officer team in
relation to these priority areas.
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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 & a further opportunity
to promiote 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
involved in the role -what portfolio will the new
chief officer be undertaking

priorities and ambitions for the force

thie PCC's Police and Crime Plan

learning and development opportunities

= organisational values

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

44



Guidance for appointing chief officers

financial information

details of the location of the post, including
infermation on local schools, houses, activities and
other benefits of the reglon

= getails of what the assessment process will involve,
eg, timeframes, who will be involved and by when
the appeinted candidate is likely to be in post

= links to testimaonials fram current members of the
chief officer team and/for comments from mambers
of the public.

Biases can influence an appointment process at
various points. Tha 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
commurnication 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.

Guldance for appainting chief officers

2.5.2. Assessment

Application form

The application form is usually a written application,
hawever, 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 ks then used to
datermine the extent to which the applicant meats
thesa requiraments, to confirm their eligibility for the
pramotion 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 greatar 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 used. It is important that
unnecessary, intrusive or inapprogriate information is
not asked for. The application should therefore only
include guestions relevant to the role requirements
and provide the applicant with the opportunity to
represent thair eligibility, the extent to which they meet
the assassment criteria and their experience and skills.
A PCC/CC can sometimes request additional

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. [deally, the appointment panel
chosen will also have some prior experience within
selection and assessment. If these two 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 uze
different selection tools, however, all those involved
should participate in a briefing to ensure the reliability
and fairness of their appointment process,

Traiming can be completed in person or remotely. Tha
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. Regardiess 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 appaintment 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 varlety of reporting methods and how up-
to-date this information is. Applicants will usually
have gained further experiance and abilities since
completing SPMAC and the SCC and this should

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

Shortlisting

The appointment panal, led by the PCC or CC, should
review the appbication 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 wauld begin at the classification stage and
identify information recorded on the application form

= azsessment methodology

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

= assessment critenia and rating scales

- overview of the assezsment criteria - training
is an opportunity for the appointment panal
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.

i

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.
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Timing = raflact the role profile and assessment criteria = allow assessors to differentiate across candidates in
. i . terms of performance,

The time needed for i".\drtllsllng will dw » provide the candidate with an opportunity to

Ghthe numh.er of applicants and how familiar/ demonstrate the competencies and values which {The British Psychological Society: The Design and

experienced in selection and assessment membars have been identified as important for the role Delivery of Assessment Centres (2075)).

of the appointment panel are. If sufficient time is not

allocated to this stage, shortlisting aszessments can be mirror as much as possible the activities that are
rushed. This can lead to biases affecting the objectivity critical to the role

and fairness of decisions.

= provide new information to the appointment panel
in addition to what is known from the written
application

Selection methods

The selection tools chosen must be able to
consistently identify and measure the assessment provide all candidates equality of opportunity to
criterla required for effective perfoarmance in the role. perform

This is especially 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

are not vulnerable to subjective blas, eqg, informal
or social meetings can be vulnerable to subjective
biases, making comparisons between candidates

cansider that they: 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 interasts of the role
and arganisation.

Selection technig Description

Prasentation 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 outlined on the advertisement. The topic can also include an ethical
dilesnma 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 order, white
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 currant ability and future potential.

Stakeholder panel This is an opportunity for candidates to interact with stakeholders they will most likely be working with
if appainted. The alm or task involved in a panel exercise can be focused on a key ssue or challenge the
force 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 paople, a youth community pansl may be beneficial. Additional stakeholder
panels may include local authority and community group panels.

Post-appointment
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A work sample exercise & an assessment that reflects the task and role the candidate will actually be
performing. & work sample exercise can be an interactive roleplay involving the use of role actors to
mirmor a real situation a candidate would be likely to work in. Another work sample exercise can have a
madia 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 stakeholders 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 parsonality 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 information gained from a persenality guestionnaire can be used to inform
the interview guestions a candidate may be asked. Personality guestionnaires should never be used in
isolation, however, and should always sit alongside another form of assessment.

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, bensfits 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

As noted previously, if the selection tool(s) are
canfirmed 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 betwean
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 an
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 ' 10°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-point rating scale has been
provided in appendix E. The number of points on the
rating scale should remain consistent throughout the

Post-appointment
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assessment process, however, the definition of each
paint an the scale should be reviewad and relate to
what is being assessed, especially if multiple types
of salection 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 these two points
and eonfirm them prior to shartlisting.

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 dedsion on whao te appoint is ultimately the
responsibility of the PCC/CC, however, they must base
this decision on the final marks that have been agreed
by the appaintment 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

47



Guidance for appointing chief officers

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
mannar 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 involved in the selection process, ie,
members of the appointments panel, assessors or
stakeholder panel members, must be informed that
the abservations 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 critaria and the selection decision made.
Therefore, the content of the feedback must accurately
reflect only what a candidate said or did.

Guidance forappointing chief officers

3. The appointment

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.

“ 4a»
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3.1. PCC-appointing and confirming a new chief constable

Iri line with Schedule 8 of the Police Reform
and Social Responsibility Act 2011, the PCC
should identify the candidate who mest closely
meets the role requirements, Incorporating the
recommendations of the appointment panal
memiars.

The PCC must notify the PCP of:

the name of the person whem the PCC is proposing to
appoint (the preferred candidata)

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 an 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
PCPF 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

Guidance for appointing chief officers

3.2. Veto the appointment of a chief constable

There is no statutary list of reasons why the PCP
may veto the appaintment of a CC, howaver, 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 9 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 rnade must vote to veto the appointment

= the power of vato only applies during the period
of three weeks, baginning with the day on which
the PCP receives notification from the PCC of the
proposed appaintment.

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
vetoed and the PCC cannot appaint the candidate

® the PCC i then required to inform the PCP of ther
reserve candidate (see 3.7 above)

= 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 PCF must review the proposed
appointment and hold a confirmation hearing.

& confirmation hearing is a meeting of the PCF, held in
public, at which the preferred candidate is requested to
appear for the purpose of answering questions relating
to the appaointment fram 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 persan to hear and be heard in those
proceedings as they happen.

After the confirmation 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 PP is required to
publish its report.

the PCF must then undertake a further confirmation
hearing to consider the PCC's proposed reserve
candidate - the same process for conzsidering this
candidate and reparting 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
to 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
ane particular appaintment process. Therefore, 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 aption to deploy their veto
again, if that was their decision.

Once the appointment and confirmation is finalised,
the PCC should publicise the details.
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3.3. Chief constable - appointing chief officers

The CC should identify the candidate who most clasely
meets the agreed assessment criteria, incorporating
the recommendations of the appaintments panel. In
line with the Police Reform and Social Responsibility
Act 2011, the CC must cansult the PCC regarding the
proposed appointment.

The relationship between the PCC and CC is
collaborative and where differences in opinion occur
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.

(=
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3.4. Exercising the functions of a chief constable

Outside London : _
Section 41 of the Police Reform and Social Responsibility Act 2017 provides:

= aDCC 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 CCin
eircumstances 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
Thers is no requirement for an individual to have.
satisfactorily completed Senior PNAC or the SCC
before being temporarily prometed or otherwise

In cases where it may be operationally appropriate
(e.g. due to a DCC exercising the functions ofaCCito  sometimes be required, the substantive pasition

temporarily promote an individual to a DCC or ACC

London

City of London Police

Please refer to the City of London Police Act 1839 regarding exercising the
functions of the commissioner of the City of London Police.

Police Service
Section 44 and section 45 of the Polica 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 toan AC as part of routine MPS leadership contingency planning.

Therefore, although temporary appointments may
should be made subject to open competition at the

required to perform the duties at a rank higher than position forces should be fairly and openly selecting earliest opportunity.

that of Chief Superintendent, but below that of CC.

There are also no similar provisions in legislation on passible talent paal.
the exercising of functions at DCC or ACC level.

appropriately qualified individuals from the widest
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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

4.7. Overview

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

appointment activities that reflect the challenges and

needs of their force and community.

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 progress in the PEQF.

The College of Policing has developed &
standardised national framewark for the
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 (RFL) process is a way of
recognising the learning an individual has gained
through skills and experience and helping them
to access academnic gualifications. The process

‘could be used by forces and individuals. Further

information on how to use RPLcan be found on
the College of Policing website.

There are a variety of ways a POC/CC can promate
angoing learning and development. For the purpase
of 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.
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4.2.

i able to successfully engage with the team and
force and effectively fulfil the role requirements.
There are benefits to this for employer and
employee. For the employer, an effective induction
may help improve the organisation-person fit

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

Guidance for appointing chief officars

Induction planning

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

® aclear outline af the job role, core responsibilities
and an explanation of force specific policies
and strategies

organisational overview outlining to the new chief
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 expacted to align with
the organisation's strategies and goals - this could
be achieved through one-to-one meetings with
senior colleagues and group mestings with the
teams they will be leading

meeting officers from current force collaborations

meeting external/local stakeholders such as
fire and ami e service rep ntatives,

community group leaders, local politiclans and
government officials

= 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 bagin creating a personalised
development plan - the PCC or CC should be
invelved in the initial development and undertake
regular reviews to ensure that appropriate time and
opportunity has been glven 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.

4.3. Continuing professional development

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

The College has developed a CPD model and toolkit
which alm to support everyone in policing in making
the best possible decisions and gaining recognition for
their skills and knowledge so that they can provide the
best service to the public. While this section focusses
on 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.

Hewly appointed chief officers must understand the
importance of their partin premoting 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-lgarning
= placement and secondments opportunities
= nput from senior police leaders

= pear reviews

buitding 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 achievements and progress will be
advertized 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 rescurces
including CPD recording tools, case studies and
research. A newly appointed chief officer should

have access to this information in order to effectively
monitorand 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.
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4.4. Qverseas appointments

If an applicant from an approved overseas forca and
rank is appointed to 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 ta
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 appointee 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 appointedas CC ina
UK police force. An amendment to this guidance will
be made once the learning specific to UK policing has
been confirmed.

Guldance for appointing chief officars

4.5. Home Office post-service standards

The standards outlined below are ta be
‘considerad for inclusion when appointing a chief
officer and-recruiting PCCs/CCs may wish to
discuss them with a new appaintee to ensure all
aspects of the appointment 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-sarvice (Recammendation BO).

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

the Chief Police Officers Staff Association (CPOSAJ,
the Association of Paolice 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
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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

Hew South Wales Police

Commissioner

Deputy Commissioner

Senjor Assistant Commissioner
Assistant Commissionar

Morthern Territory Pollce

Commissioner
Deputy Commissionar
Assistant Commissioner

Queensland Police

Commissioner
Deputy Commissioner
Assistant Commissioner

South Australia Police

Commissioner
Deputy Commissioner
Assistant Commissioner

Approved overseas police force

Approved ranks

Post-appointment
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Tasmania Police

Commissioner
Deputy Commissioner
Azzistant Commissionar

Royal Canadian Mounted Police

Wictoria Palice Chief Commissioner
Deputy Commissioner
Assistant Commissioner
Western Australla Police Commissioner
Deputy Commissioner

Ascistant Commissicner

Commissioner
Deputy Commissioner
Assistant Commissioner

Omntario Provincial Police Force Commissioner
Deputy Commissioner
Calgary Police Chief of Police
Deputy Chief
Durham Reglonal Police Chief of Police
Deputy Chisf
Edmonton Police Chief of Police
Deputy Chief

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
Feel Regional Police Chief of Police
Deputy Chief
Toronto Police Chief of Police
Deputy Chief
Vancouver Police Chief Canstable
Deputy Chief Constable
Winnipeg Police Chief of Police
Deputy Chief
Waterloo Regjonal Police Chief of Police
Deputy Chief
York Regional Police Chief of Police
Deputy Chief
New Zealand Police Commissioner
Deputy Commissioner
Assistant Commissioner

Eere—
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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 fAssistant Directar.

Californfa Highway Patrol

Commissioner
Deputy Commissionar
Assistant Commissionsr

Connecticut State Police

Colaonel/Commander
Lieutenant Colonel.

Florida Highway Patrol

Colonel
Lieutenant Colonel/Deputy Superintendent,

Georgia Dept. of Public Safety

Colonel /Commissicner
Lieutenant Colonel/Deputy Commissianer.

Illinois State Police

Director
First Deputy Director
Colonel

Indiana State Police

Superintendent
Colonel
Lieutenant Colonel

Post-appointment
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‘ Approved ranks
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Kentucky State Police Colonel fCommissioner
Lieutenant Colonel/Deputy Commissionar
Maryland State Police ColonelfSuperintendent

Lieutenant Colanel

Massachusetts State Police

Colonel/Superintendent
Lisutenant Colonel/Deputy Superintendent.

Michigan State Police

Colonel/Director
Lisutenant Colonal

Missouri State Highway Patrol

Colonel/Superintendent
Lieutenant Colonel / Assistant Superintendent

Mew lersey State Police

Colonel/Superintendent
Lieutenant Colonal

Mew York State Police

Superintendent

First Deputy

Deputy Superintendent,/Cotanel

Assistant Deputy Superintendent/ Lisutenant Calonel

Morth Carolina State Highway Patrol

Colonel
Lieutenant Colonel

Ohio State Highway Fatrol

Commissioner
Assistant Commissionar

Guldance fo

Approved overseas police force

Oklahoma Dept. of Public Safety

‘ Approved ranks

Colonel/Commissioner
Lieutenant Colonel/Deputy Commissioner

Post-appointment
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Pennsylvania State Police

Colonel/Commandear
Lieutenant Colonel

South Carolina Highway Patrol

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

Tennesses Dept. of Safety

Colonel/Director
Lieutenant Colonel/Dep Director
Azsistant Director

Texas Department of Public Safety

Colonel/Superintendent
Lieutenant Colonel/Deputy Supenntendent.

Virgiria State Police

Colonel/Superintendent
Lieutenant Colonel/Deputy Superintendent.

Washington State

Albuguerque Police Department (NM)

Patrol Chief
Deputy Chief
Assistant Chief

USA Local Police

Chief of Police
Deputy Chief

Post-appointment
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Approved ranks

Atlanta Police Department (GA) Chief of Police, Deputy Chief
Austin Police Department (TX) Folice Chief

Assistant Chief
Baltimore County Police Department (MD) Chief of Police

Colonel

Baltimore Police Department {MD)

Police Commissioner
Deputy Police Commissioner
Colonel

Birmingham Police Department (AL)

Chief of Police
Deputy Chief

Baston 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

i Post-appointment
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Approved overseas police force Approved ranks

Cincinnati Police Departrnent (OH)

Police Chief
Executive Assistant Chief
Assistant Chief (Lieutenant Colonel)

Cleveland Police Department {OH)

Chief
Deputy Chief

Columbus Police Department (OH)

Chief of Police
Deputy Chief

Dallas Police Department (TX)

Chief of Palice

First Assistant Chief of Police
Assistant Chief

Deputy Chief

DeKalb County Police Department (GA)

Chief
Deputy Chief
Assistant Chief

Denver Police Department (CC)

Chief of Police
Deputy Chief

Detroit Police Department (M1)

Chief of Police
Assistant Chief
Daputy Chisf

El Paso Police Department (TX)

Chief
Assistant Chief

Legal mnmﬂwhmmm
g and :

Post-appointment
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Fairfax County Police Department (VA)

Chief of Police
Deputy Chief of Police
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Approved overseas police force | Approved ranks

Fresno Police Department (CA)

Chief of Police
Deputy Chief

Fort Worth Police Department (Tx)

Chief of Palice
Assistant Chief
Deputy Chief

Henolulu Police Department (HI)

Chief of Police
Deputy Chief
Assistant Chief

Houston Police Department {TX)

Chief
Executive Assistant Chief
Assistant Chief

Indianapolis Metropolitan Police Department (1N}

Chief of Police
Assistant Chief
Deputy Chief

Jersey City Police Department (NJ)

Chief of Police
Deputy Chief

Kansas City Police Department (MO)

Chief of Police
Deputy Chief

Approved overseas police force

Las Vegas Metropolitan Police Departmant (NV)

‘Good practice in assessment

and selection

‘ Approved ranks

Sheriff
Under Sheriff
Assistant Sheriff

Post-appointment
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Long Beach Police Department (CA)

Chief
Assistant Chief
Deputy Chief

Los Angeles Police Department (CA)

Chief of Police
Assistant Chief (Police Deputy Chief 1)
Deputy Chief |

Louisville Metropolitan Police Department (KY)

Chief of Police
Deputy Chief of Palice
Assistant Chief of Police

Memphis Police Department (T}

Director
Deputy Diractor
Deputy Chief

Mesa Police Department (AZ)

Chief
Assistant Chief

Deputy Chisf

Miami-Dade County Police Department (FL)

7 7]
. P
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Director/Sheriff
Assistant Director

Post-appointment
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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
Mibwaukee Police Department (W1} Chief of Police

Assistant Chief of Police

Minneapolis Police Department (MM)

Chief of Police
Assistant Chief
Deputy Chief

Montgomery County Police Department (MD)

Chiaf of Police
Assistant Chief of Police

Nashville Metro Police Department (TN}

Chief of Police
Deputy Chief

Nassau County Police Department (NY)

Police Commissioner
Deputy Commissioner
Assistant Commissioner
Chief of Department

Newark Police Department (NJ}

Police Directar
Chief of Police
Deputy Director
Deputy Chief

=10
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Approved overseas police force Approved ranks

Mew York City Folice Department [NY)

Police Commissioner

First Deputy Commissioner
Daputy Commissioner
Chief of Department

MNarfolk Police Department (WA}

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 Dapartment {(FL)

Chiefof Police
Deputy Chief of Police

Philadelphia Police Department {PA)

Commissioner
First Deputy Commissioner
Deputy Commissioner

Phoenix Police Department [AZ)

Chief of Police
Executive Assistant Chief
Assistant Chief

\\fu Post-appointment
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Approved overseas police force

Pittshurgh Police Department (PA)

‘ Approved ranks

Chief of Department
Deputy Chief
Azsistant 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 Folice
Deputy Chief

San Antonio Police Department (TX)

Chief of Police
Assistant Chief
Deputy Chief

San Diego Police Department (CA)

Chief
Exetutive Assistant Chief
Assistant Chief

San Francisco Police Department {(CA)

Chief
Deputy Chief

San Jose Police Department (CA)

Chief of Folice
Assistant Chief of Police

Deputy Chief

Approved overseas police force

‘ Approved ranks

Post-appointment
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Seattle Police Department {Wa) Chief of Police
Deputy Chief
Assistant Chief

St Louis County Police Departrment {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
Washingten Metropaolitan Police Department {DC) Chief of Police
Assistant Chief

Post-appointment
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Approved overseas police force Approved ranks
UsA Sheriff's Offices
Alarmeda 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

s
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Approved overseas police force

Maricopa County (AZ)

| Approved ranks

Sheriff
Deputy Chief
Chief Deputy

Post-appointment
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OCakland County (M1}

Sheriff
Under Sheriff

Orange County (CA)

Shariff
Under Shariff
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 Shesiff

Sacramenta County (CA)

Sheriff
Under Sheriff
Chief Deputy

S

Post-appointment
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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

Ventura County (CA) Sheriff
Assistant Shesiff

Wayne County (MI) Shariff
Under Sheriff

Post-appointment
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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
questionnaire. PCCs and CCs are encouraged to consider
questions 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 ta the guestionnaire 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 airm 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
critical for effective parformance in this particular
chief officer vacancy. The information gained will be
used to develop the assessment criteria but can also
contribute to the development of a role profile as
responses will be analysed to identify the common
and unique tasks and responsibilities a chief officer is
expected to undertake. In addition, the information
gained can also be used to inform the development of
assessment materials that accurately reflect what the
successful candidate will be doing in the role.

Legal

Grigice

Importance

Frequency

The following are example guestions only that consider
possible activities and skills lkely to be required of

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

Detivaring financal savngs

programines
S, s and o

opparturitios for new partrsrships

1
Managing raphd and angeing change |
|

Importanco Freguency

Loadership

Communicating a cloar strategic
dirnction for the arganisation

mmmmwmmm
organisation

|
Dwwvataping 2nd motivating the chiet I
|

afficar taam

Dénvetaping wellboing Iritlatives

Engaging in coaching and maontoring

Ovarview of recrusmont and prometion
Plocsssas

Legal

Design

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

Importance

Heither

Unimpartant

Lead an learning and
the argaresation across all leveisfranks

ot for

Eraate 3 custure of ampowoermant and
motivation i suppart staff in achkming
thairfull patentisl and cranisational
goals

A >

An axample 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:

| Emotiamsay awans

| Take counarsmip

Coltaborative i

Datliver, sLippart, insgine |

Analysecriticaty

Snncative and open minded

Post-appointment

“ dar
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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 name: Date:

Application form - gquestions marks

Candidate name Overall score Recommended Comments

H q=o»

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
Overall agreed recommendation - progress
scare to assessment

(yesfno)

Application form - questions agreed marks

Candidate name

M]"' Post-appointment
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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.

-' —
Guidance for appointing chief officers ﬁ “ B2 ’

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 didin 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
ta 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.

Mediuim
The candidate has provided acceptable evidence that relates to some of the criteria being assessed, The evidence may explain their role and
what thay 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.
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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
| 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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N ORFOLK - POLICING IN NORFOLK
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POLICE & CRIME PLAN FOR NORFOLK

The Police and Crima Plan |s the foundation upon which police, partners and
communities: join forces to achieve shared goals, working 1o make Norfolk a
safer place for averyone.

A public consuitation s currantly undarway 1o inform The development of a
new Police and Crime Pian 1o come into effect in April 2022 Undll that time, the
peiorites of the-exisiing plan remain in place:

INCREASE VISIBLE POLICING

We will
& |ncreass the pumber of volunteers in poficing
* |ncrease opportunities for the public to engage with the: police and me
* Brng communities, and the police together 1o develop positive relationships
* Glve people an opportunity o influence policing priorities whara they live
= |ncrease public confidence and reduce fear of being a victim of crima

SUPPORT RURAL COMMUNITIES

W will:
= Prioritise rural crime with commitment to new Ideas & jomned-up approaches
* |ncrease confidence of rural communites
* |ncreasedevels of orime repoeting In rural communitias.

IMPROVE ROAD SAFETY

We and the Norfolk Road Casually Reduction Parinership will

Tackle dangerous driving through education and enforcement

Reduca speading in rural vilages and communites

Reduce kiled and serious njury collisions caused by the Fatal

{=peeding, using a mobile phons whila driving, not wearng 8 seatbelt, driving while
under tha influenoe of drink or drugs).

DELIVER A MODERN & INNOVATIVE SERVICE

We will
= Support tha police by giving them the toots to fight and reduce crima
* |mprove information technology and invast in new lechnologles
* |mpraova Information-sharing across pariner agencies

18

ADVERTISEMENT

CHIEF CONSTABLE
NORFOLK CONSTABULARY

£153,282 plus allowances (as at September 2020) | Flxed & year contract

The Pollce and Crime Commissionar for Norfolk s saaking 10 appoint & new
Chief Constable and applications are nvited from sultably qualified and
axperienced senior polica officers for this demanding position.

Maorfolk continues to be one of the safest places in which to lve, work, ravel
and Invast — and is-served by a Constabulary dedicated 1o doing the best for
the public. The person sought by the Polce and Crime Commissiona will
rged 10 embrace his vision 10 bulld on this strong base and further mprove
the efficiency and efiectiveness of Narfolk Constabulary

The-suceessiul candidate will nesd o

* Delivar cutcomes in line with the PCC's Palice & Crima Plan,

Create a safer Norolk by proteciing people from crime and harmy,

Lead the Constabulary in ifs strategic management and developmant
1o 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
consisient, fonward-kooking and inspiring vision to all:

Undanake a laading role in promoting strateqies that ensure a clstomar-
focussed service and high levals of public confidence;

Consolldate and further pragress tha extansiva collaboration undenakan
by the Constabulary;

Work with partners to prograss the delvery of the palice and crima
objectives and enhance the delviery of community safety oilcomas:

PREVENT DFFENDING
We will:

» Tackle all forms of violence and abusa
Raduce the number of domestic abuse incidents
Continue o work in gartnership 1o tackle anti-social behaviour
Raduce overall levels of re-affending by addressing the underlying
causes through continued collaboration and Innovative responses

the number af young adulis entering custedy and re-offending rates of
young peogle by prioitising support for vulnerable young paopla:

SUPPORT VICTIMS & REOUCE VULNERABILITY

We will:

Work to improve the overall expariences and outcames for victims and
witnasses

Work in parmearship (o make those ar risk less wuinerable to victimization
Waork in parinership to defiver the most appropeaie response (o those in
mantal haalth crisis

Waork in parmarship to reduce the impact of drugs and alcohol on
coammunities. families and peaple at risk

Support and encourage victime and wilnesses io come forward to
discloge fraditionally under- reportad crimes incheding modem stavery,
hurnar trafficking, stalking and hate crime.

GOOD STEWARDSHIP OF TAXPAYERS' MONEY
W will:

* Delivar an efficient policing service, achieving value for money for all
Morfolk resdanis
Joln up emwrgency sarvices and identify opporiunities jor further
codaboration

Full detaits of the Police and Crime Plan is available on tha website

EEmE

The appoinimeant will be offarad for a fixed werm of five years. The salary is
£153.282 plus the allowances applicable to 1this level of seniority, including
removalfrelocation expensas. The appointment will be subject 1o valting
and medical clearancas and 1o the provisions of the relevant o Acts,
Regulations and Deteminations

The Oifice of the PCC s proud 1o be commiited 1o equal oppotunites and
welcormas appiications for this post from all sections of the community.

Clo=ing date for applications: 08 Nevember 2021

Date for shoristing: completed by 11 November 2021

Briafing & Familiarsaton Day: 10 November 2021 (virtual format)
Dates for intarviews: 15 and 16 Novembar 2021

Interviews will include a full pand, siakahalder panels and a media exercise,
Candidales must be avallable to attend both days.

Tha appoinfment s also subject 1o a Confirmation Hearing by the Police &
Crime Panal,

Further intormration and application packs can be downloadad from the
Norlolk PCC's website and can also be obtained by conlacting Mark
Stokes, Chief Executive, Office of the Polica and Crime Commissioner for
Moriolk at Mark.Stokes @norfolk.police.uk

Raduce the number of firsi-time enfrants into the criminal justice system,

Develop robust accountabiiity trameworks and governance arrangements.




TERMS & CONDITIONS

ELIGIBILITY

The apgoinimeani of Chief
Constabla will be made In
accordance with the provisions
of the Police Acts, Regulations
and Detarmirations and any
other relevant legisiation and
will be subject 1o the outcome of
tha Confirmaton Heaaring by tha
Policer and Crima Panal.

TERM OF APPOINTMENT

The term of appointment will be
for a maximun five year period
with any exiension(s) to thal term
requiring the approval of the PCC

PERIOD OF NOTIGE

The appoiniment will be subject
o theea months' weitten notice of
such shorler nolice as may be
accapted by the PCC.

SALARY

The salary for the position s
£453,282 (as at September

2020). The Police and Crimea
Commissionar may, an appalming
the Chiet Constable, set tha
salary ai 10% above this salary
rate.

PLACE OF WORK AND HOURS

The majaeity of work will

be carried out from Police
Headquarners, Wymondham.
However the nafure of the work
will requlre ravel throughout

20

Narfolk, the Eastern Region

and nationally. Thesuccessiul
applicant will be required to
raside within a regsonablo
travelling distance of Palice HO
for operational purposes and
which is subjact o the agrearmant
af the Polica and Crima
Cormmissiones.

REPLACEMENT ALLOWANCE

The successiul applicant will
receiva a replacemant allowanca:
£4073.00 housing allowance

ar £5074.00 transitional

rand allowance if applicable

in accordance with Police
Regulations

The replacement allowance will
ba payable if the succaessful
applicant was raceiving such an
allowance immediately prior 1o
transfar to Norolk.

BENEFITS

The successful applicant will be
providad with a "company car”
up 1o the value of £41,500 or an
equivalent allbwance.

RELOCATION EXPENSES

Whare refocation of the
sticocasstul applicant's homa

ls required lofake up post,
reasonabile ramoval and
reforaton axpensas and any fax
lighility arising tharaon will be

COMPREHENSIVE ROLE PROFILE

POST:
Chief Constable

ACCOUNTABLE TO:
Thie: PCC for Marfolk

LOCATION:
OCC Wymandham

RESPONSIBLE FOR:

The direction and control of the Norfolk Conglabulany in order io provide
Morfofk with an affective and affickent police servica and the fulfiimant of all
the staiutory and legak obligations of the office of Chief Constabla.

ROLE PURPOSE

* Tha Chiat Constabla has
overall responsibility for leading
the Force, creating a vision
and safting direction and
culture that bullds public and
organisational confidence-and
frust, and enables the dathvary
of 3 professional; effective and
afficient palicing sarvice.

delivery of palicing sarvices
and tha effective command
and leadership of the policing
responss to crime, and major
and eritical incidents

The Chief Constable holds direct
accouniability for the cperational

+ The Chief Constable |s
responsible for influancing
tha development of regional
and nafional policing and may
be accountable for rational
operaions or standard setting

Az a Corpoeation Sola, the Chief
Consiable s responsibie lor
fulfiling all statutory and legal
obligations of the office of Chiaf
Constable and cormplying with
any the Schemes of Governance
of Consent that exist, which
determiine fofce qovemanca
amangements,

pald in accordance with Pollce
Ragulations on the production of
recaipis:

In the event that the succassiul
applicant's appointment ceases
than the amount of the remowval
and relocation expenseas paid will
e repaid 1 the Commissioner
by reference i the following time
periods and parcentages:

+ appointment caasing within 1
year: 75% repayable;

= appoiniment ceasing within 2
years: 50% repayable;

+ appointment ceasing within 3
years: 25% repayable.

Rawmbursement wili be pald for
reasonably Incurred incidantal
expenditune.

LEAVE

The successiul applicant will ba
entithed 10 leave in accordance with
Police Regulaticrs.

WHOLE-TIME SERVICE

The succassiul applicant will be
required to devola hisfhar whobe-
time service to fulfiling the duties
of the Chief Constabie and shall
not taka up any other additional
appointiment o roke, or undariake a
business interest withou? the prics
written consent of the Police and
Crimier COMmnis Sioner.

KEY RESPONSIBILITES

= Tosetand ensure
the implemantation of
arganksational and operational
stratagy for the Force, having
due regard (o the Palice and
Crime Plan and strategic
Policing Raquirement and any
witer pkans and abjectives, in
order to provide an effective
and afficient palicing sarvice
that mests currant and futura
policing demands

Todevalop a mutially
productive strategic
relationship with the Police
and Crime Commissionear in
kne with the requirements of
tha Policing protocol, whilst
fulfiling &l statutory and legal
abligations as Cormporation
Sole.

To devetop and maintain
GOVErMEnNce arrangaments and
procasses within the forca,

10 ensure effective decision
making and appropriata

action at all levalsitiers of the
argansation.

To lead the Force.
Communicating & claar
direction. saiting organisational
culture and promoting values,
athics and high standards of
profession conduct o enabbe
an efleclive and proiessional
sarvice

PRE-EMPLOYMENT CHECKS

Ary condlitional offer of
employment will be subject

w0 successful comphetion of
warious pre-employment checks
including a medical assassmant
and referance chacks. The
appointmiant will 2lsa be subject o
securlty cleasance at Management
Leveel (MV) ancl Developmeant (OV)
vetting leval if not In place on
appointmiant and this will rermain

a requirement of the post. A
farrmal oifer of appoiniment will

riol be made untd all of the pre-
employment checks have bean
compleiad to the satisfaction of the
Police and Crimie Comnissiongr

CPOSA INSURANCE

The CPDSA insurance (non-
parsonal) alemant will be pald

for from police funds 1o be
renviewed by the Police and Crime
Commissionar from time fo time in
acoordance with national palicy
developments. The soccessiul
applicant will be reqguired (o pay
the CPOSA insurance profective
elemeant and their membership
subscription themselves.

POST-SERVICE EMPLOYMENT

Itis & conditien of appoéntmen
that the sbocessful applicant
will comply with the system

for approving post-saryica
employment introduced by the
Home Office in November 2017.

« To lead, insplre and engage
the Chief Officer Team;
satting and foke modaliing
approaches 1oa workiorce
culiure that promotes
wellbaing, facilitates impactul
professional devetopment and
performance managemant
[0 craaie empowerad leams
that effectivaly enable the
achlavement of the force
vislonz and goals.

Hold accountability for force
fimancial maragemeant and
determime lunctional budgais
within the agread framawork
as issued by the Police and
Crime Commissionar, 1o ansurs
the effective use of public
spending and maxmisa value
for manay.

Fulfil thie authorising
responsibilities of a Chiet
Constable a.g. authorlsation
of infrusive surveillance anid
mainiain cperational ovarsioht,
holding accountability for
effective, compliant pobcing
responses, In ordar to protect
the public and further develop
the Force's operational
girateies.

* |ead and command the
operational policing responses
on occasion, in The maost high
risk and high profile instances,
In ewebar ta peotect tha publc
and ensufe an appropriate and
effective responza.

EEA
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Up to date oparationalflechinical
policing knowiadge;
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performance and behaviours;

Able to ich ;. COMMESSE0N

and imphement new of ||V1[..ru e
technologias)
a frar [
Force saryice
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SELECTION PROCESS

will include & fu
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Feedback on the outcome of the
Agsessmant and Selacion process
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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.

/8


mailto:Mark.Stokes@norfolk.police.uk

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.
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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)

30



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:




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?
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B rdamorsitate prds o epresorting the potce terece

B § undestand iy cwen ttrenothe and aioss for deserloprment and take
respoasitsElity for mry o Ioarning (o addross gaps.

Level 2
B | poacteey oeatn 8- oubiure of ownership eetian mrearoos of ok and
sipaort oiners to deplay porsonal rexpons Bty

B itako esponshiity for making improsements to Fﬂlﬂ-ﬂmmﬂ
procedures, artively encouraging others o contribibe thes deas

B rarms aooouniahle forthe dockions oy team maks and the actiities wikhn
our tanme

W i fake peronal respors ity for sesing events thiouch foa slsfaceory
ronciuion and for cormecting any proolems both promgtly and opordy
B xSy snoourage and sunport maming within my iearrms ane Coleatiet.

Lyl 1
W §xtas arole model, and erabile the orgamisston S usre nstances whien
things goowroreg as an cpporiunity fo learm cathee than barme

B ifasier a cubure-of personal esponsEddy fnoou Rging and supporting
otners tormake their e dociziore and te cennmbep of thor acbvtes

W | dofre and erfonie the standands and proorses that will belacthe (o bappen

B 1 put mplace moaures that will allow others 1o fake maponsbidy
ffectivaly when | doleoate decisan makeng, and at thie same time | Relp
tham iounprmve ther performance.

B forente the cimunmstances (culfune and procem ) Ehat will enabie peopls 1o
urdertobe doyelopment opportunites ard improve thee porfonmance:

B | take an organdsat onewido v ackrowledging Where imprevements can
o mad e and taking 1espansiniity for making Shesi Fappan
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Cormarisrry st Vabsn Framesonric i psleing OF FICLAL Calmm of Polizrg

Cluster
Inclusive, enabling and visionary leadership

Wite o oll ablo to work together indepenaerity and ecogres the need o &0t Js

lzadors, whether in a formal boo management capacity o when engagrnig and
rmafivating collpagaes and the pobic to get inwived o ave their soices bearnd

Winrther wi aie sptting a wivon, planning ahwad to cptimiss fesoumes for the
et porsible outcomes. or [ading & oo sector partrers higs, e wiorl arross
gantsatiors ard sechors to achiove-secollence in public anmaco:

Competency
We are collaborative

Ermmuiring and rmnmmovieng ihe safioby and seisoing ol the puibic urderpers sl of
our wivl To achiewe this most affecieety, vee mbed 10 oo beyond owr- trad ihonal
bowndanes to thirs gkt baw fo creabs the bost posuinio outcomes.

W budid oonune and iong-lasting partneships that foous on coSesctive ars and
rat jLat on our own organiation: Thegoss beyond [t working in teams and wi
collmaries var = daky: b includes builo ng good alatonships with otfer public
and third secooe providers, maching out 'to privet e coganizations and working with
CEIT RPN ard st

W @ o waork effectivaiy with colloagissand oxienal partnens, mutaally
sharing our skily, knowedoge-ard insaght with-each other toachiowa the best
pomie raiis for all and = reduce silo woilong. Chaengagerment skt
nat orly deliver |oint solwtions bot siso Sorahare appropriote rommanco and
T o iy ey Ay Of o Owithing servicess togethor (nall of our deanos withoom
EErnErL, WA rmake sEw that they foel respectad and valuoo

Wiy s It mportantT Dornamts on the pocn oo o on ncroasangly) thaorse e
o pot e and the noad for sprvees. & not defined by omganesational and googragnical

b Vo must wori togirter rega e of difierg cutiomes, proerhes and reod

Thic maars thal wee nesd toirfluence and regotiate in ordar o ac heear subcomes
foreveryons and nat just foowe affarts on our oam remedisle erishooment.
Wariing to sotve problems withow? kolp trom our partrers gnones e strengths
thiat wor can wtilise logether, but ssoriong lonthy requines the abelity to busld
relabianships and breai downs bamiors,

1t B corticad for s So baild and retan gur pargnens” brust and confidorce e and @
kiry part of achasviag the m througi tha wany inowisch vie vl with cthors

PR 1
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Corrgarierey el Vaker Fromemrk for polsing EFFICIAL Coilmge il Ptizemy

We are collabarative
Lewel 1
B {woak cooparatvety with othom oget thinge domes, willighy grong help
I TP T o olisaguios.

W iam approachahie, and eoplain chiregs well oo that | gonerade o
CIFFENOn LEdorsiancing:

B i inka the time 1o get io know ochers and fhow perepectree N ordor &
muid mpport

B i froat peooio weth respert s indaiduss and sddress, Hhesr specific
MO0 SN0 CONCETS.

B i am apen ang bansparent & my, reatiorshis with others
B i precore | oy dienr orwd aperopmEbe © T COMITLERCaTinT

Level 2

B i ranage rolatorships and partrerchips for tho jong e,
sharing mfomnation and building frust 1o find the best soligions

B i helporeate jorsd-up solutions scmoss drgansatonal and geographical
biouindanes, partror crganesationes and thoee the police sarva

B | undarsknnd theSocal partreship comtost. hielping moto s a range
of tnilorod steps to buid-sepport:

B | work wath s partners o decior who = et plored 1o sake the load
e I ks

B | tryioanticpate our parres’ neecs and- talw artion to stdress thawn
[ | 1d:-rntrrr.:h:-n:5in'n1:f.itﬂtl:l‘nﬂ:ﬂutm parineTs ale getting what
imiry nasd from; the polee saroce

B i bulid commitrrant trorm others (ndading the puslic) b work together
1o chirl e agprosed oyUiToeTes

Lewsl

B | o poiitcally saare and | undastard formal and informal noldics atthe
natoral leval and what thes moans for cor parinere. This alloes me o crests
iong torm Grirsand work effoctively wethm docsionomialng stroctones

B i remove practical iarners (o codshoranion w@enable others to take: pracucal
stogd in baiding relaticrshps outside the otgamtation and in othon sectors
ipublic, ot for profie, and privatao|

B (i fake tho lond in peertnorshigs when approprate and oot the wiay imwtech
partnar coganiations from al secton mract with the: police: Thicallowa
1 poen b playy. 8 rrajnr mie in the deliveny of sereces bo commonibes

B icreabs an ervronment whar portnars b pwockng fiowrithe and oeazes
tangibde boiefiis for all
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Correierey e Vot Framemark: borpebcmg o LAl Cindlmegs vl Peobdezeg

Competency
We deliver, support and inspire

W wrderrinnd the waion for tho anganmation We dee oar organsabons valies
imver dayitsday actiies i a role modal o provide BspEation and clarity (o

ol cofilaadiet and stakeholdors. We work o oreate the right clemate for peogle 1o
gat the ot dong 1o thee best of thar abilities, oreswring & culium of mutaal recpect
ars -snpet

W e declicaing 1o wiorking imthe gublic’s Bea mborests 'WWo understand Fowwe
héve zn rmpact on e wider onganesaton and those aroure s andwa el othes
to-chel ver Eheir abjectrees affiecivety

Thit befaeimr oot restretod to fhoed-whe are n formad o senior managoment
preritiors. Yoo all have a posithar cortmbiition to maks by opemtng at oor best
priabing how e work (0 e acoount of presaures and damands ard helprg
mhiers We v focised on helpng our colleamis wmimprove erdd learns and-ang

mctieg in eupmertmg them through activiees sich 85 coaching ard mendoring

Wiy s |k anportant? To delivor the mout efective sorece, we need o be clesr on
et goals and pnoernirs, Both for the polioe seceos ard mdredually, Wae can ol belp
io support and mothveto mach othel fo enuwre that we oe working a5 offeckuaiy
s we can, enabling e and thase arcand wn to perfonm at o best. We shouls all
ot st prgenizabionad robo models

CH-Facsil tn

105



Cirrmefiery oo Valass Framewxk ot eoizing CECIAL Lol ul Pedizrn

We deliver, support and inspire
Level 1

B i take on challongng teks to haip fo mprmowe the-soryice contruousty. and
spmart mycolieague '

B | undertind By wiork congributos o the wader police saivice

B lunderstand i & part of iy colloct ve respomi bty to deliee efficent
sorvices | iakp poronad s ponal bility for making wina that | am workong
wioctively o delver the best smmace; both indeidually and wsthothor

B lam cormcontious iy appoach; wosking hand to-prosnde the beet spewon
mnd to o onimo ary otacire that oon id provend of hindor dielkesry,

W i support the efficont uke of e o croato e most waluo and o
dnlrar the right impact

B 1 koop up o date with charges ¥ intormal ard oxbamal evio nmend s

W iam aree moded for fhe habaviours | espect 10 we nootheey and | act in thae
e inbarerske of the public and ihe polico senice

Level 2

| Igunzlul;dl'lchmmi:l'hnlwlrm mepoctations, hdpmo othars toc
understand hio thewr sofi operaies n-the vader conteat.

W 1igontify bocners that nhibiz perfrrmancs in my e and fako sop o
resohe ithmo thammy enabbing others 1o pofarm:

B ilead the puinlic anddor my colloegu e, whone sgproonate, during ncdoents
ar thegund the provsicn of advice ard support

B terure the afficient e of resouitoe (o create thu ot yakse s to delver
e nonk impact verthdn My aroon

B | kpep track of ehanges i tha cdommal ervircnment, antiopating ooth the
show - and long-berrn implicatons for-the polics weraco

B | mobyvaie and inspina others to achaeym their o

Level 3

B Ichalenge mysetf and others to b in mind the poece servios's vison o
provide ihe bkt possible servoe inevery decson maide

W | commeeticate: b the croralk sision bnks o specfic plans and obyoctnas
=0 tead pooplir ars motvated and cloarly undsrstand oue goaly

W | ereuere that everyone urderctands thor mle 6 belpng tho polics service
o achieve this uion

| 1m‘h:ipdru:d:ﬁ1t|ﬁp:rgmﬂhn1dtﬂnmﬂul:h:plhpdmm
ﬁmnﬂﬂrg:l:gmltlﬂp@'qhﬂumtrgﬂmﬂ rprm'-:-rl_:;ll'mn.

B i monitor chanoo i tho miiemal oryd o oeme=t; ng actors o irfiuenon
whora possible toamure positive outoomes

B | damortrio long e siraceoc thinking, goersy boyono personnl goain
mnd corkdering how the palice sraco operates i tha Broades socetal
i ECDNOMNC CWTTEIMERL

B | erewre that my decenns Dalarce the reees of my swm forme Aanit with
oo of tha wider polce verage and extermiat partners

| 1n'muu1na1dms|i:m:d:hnt:i:hh_'duurgng5pah

O P 14
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Coroarberey wad ikows §inrms s o pelesig EF AL Lol ool Pétiziy

Cluster
Intelligent, creative and informed policing

Woe e open 10 now wources of icematicn, confinGa sty developing Gur oan
irowelodon to-hein ihe poficn sirvice 1o grow anc chengee in ne withones
challanmes and sy 2 the forofront of publc wesioo

informed anatyss ano croatiaty s oribcal to what we da They sitat the e
af owrihinking and cur decso s, memning that etfective and criteal problom
soiving B sarond natung o s Baioncing oo decsivancss wath contigeraticn snd
mwderce-nascd spnaches, war ae able ko challenge oar thimbrg and does: an
miultmle civerse sogrres of informazion for oo was of thinieng and working,

Competency
We analyse critically

Wwio analya information data, viewpoints and comdiing the beat avadabim
mdonce- o undorstand the root cawses of oo thas armo moormmile siteatorm.

Wio-drowe on oAraxperionce, nowledge and sede souices of evidence &0 g e

a greater vies of what = Rapaening endermeath ife-arface, We combinn insight
ard evitence-baved apcoschow ho hetigmale docmecn s, accepting that we will rgt
Hivwt ol the anpamrs St will alwrys trp io gerthar facte ard rebost informaton B
b nblin to thiri tac beally snd stxatoocally.

Whyisit I-r!'qi:u'h:rrl‘.'f{nh.:.i thinking drives atfecivo policing a5 we arc faced
wath & wide vanety of comples et on a day ooy bass. The maanrs that

v all nead o' be able to Mo e of 8 complex ersimonment; acoopt that
armiguity k part of contpmpaary weerkiog bfsand. tharefomn. Ge sbie to idgerty
imterelat orsheps. between, diiforent Bicars

if weit arr allo-to-aralyse the bos swarlably ewdonoe-and =00 what & happomng
wrdernosth thiesurface, we will b bettes abfs o rmaka confident ard afsctve
d-n-:m:]ns ard implamant prowentative wolubom that deal with oot caises
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Cormparterry ared ks Framersey b fnrgsoliong e JRTRETH Cmilisgm 1l Polisang

We analyie critically
Lewel 1

W | moognie the neod B thipk oraicaly obs esies | valoe the uwe of
snalysis and testng m policing

| llnl-il:-nmf:rrrﬂ:qul:ﬁ:I}'w:u_:.ra:Hr.

W am able to spparate nformation. and decois whwthor i reecant ai
releant and fis roortunce

B | 2aobse piobiams proativaly by understending Hie reazons bobind tham,
irsing srming frmorm isvonce ane ry experionees totke arton

B | refer & mooedires a0t preos dents 25 necesss 'y befoie makling docsors

W i waigh upthe pros and cona of postiie actons; thnking abost potential
ricks ared crsiny thes 1hen erg to: oy our-tecisions

B | mcogoie gaps and noomsgiencies. ninformadion and think sbout the
poAnniial iralicatiors

W | maka decinicn: in aligrmentwireh oarmisson, values and the Code of Ethicu

Lewvel 2 .

B ermwe that the best avalasie evidence from a woe range of sawrces s
talpn Mo acooun? whan making decsom

W sherie sbout different perspoctivis and mistrators v hen msamwing
infoermation and how the may Influence koy poinds

B sk irciuve qinzshions 1o tewt out facts and assumpbons, qusstioning
angdl challerging therrinmmaton provided shien neccssary

W | undersiand whan to betsare dockse action vith due corsadirshon

W recognive patterrs, themes and conneciicrg befwesn mrvirad and dverss
souwrees of minemation and best availnble evdence

a llﬁﬂymmirmtnuh.tﬁmnn!h.mmdllmddm
and thanl abort how to mtipate the tsis P o daing

M | challenge others Io-orsEm that docmioms a made waignmert with
our i, waluie and the' Codae of Ethkio

Lewel 3

B | balarce hivt tosts snd berofts aviacisted with decmsons, thinking about
i wided imTpact and fsw actions o wmonn that conread, | think throdigh
e i sconanos

B | une descretion witely in maiorg decsans, krnosrg when the tred ord
toxtod’ i not abvinys the mmt aopropriato and being salling o chafeng
thir et ahis guo wnen boneficial

W | seak S identify P ey reazom o incidents bofind mmoes, over in
Srmiguois of unciear st ustions.

W | e py sreowitog e of the ssclor pxtarnal srraroremet and fong:-tarm
mti:.m:mnﬂmmn!hm-ﬁdmnwmhlg.

B | acknowlodge that some decidons, may represent 3 sgnficant changs
1 iteni aboist the bess wary bo int rockoe aech decsiors. and win wuspart
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Chrrmeiiery ard Vakoss Fromesock foreckemg i P CLAL Ll il Pedizrn

Competency
We are innovative and open-minded

o fave an incuidwe antl olbeard- oo g -nafue, searchmg Sor nesw infonmabon
i Lndecstand atimatier soarces of good practics and mplomens croativn
working mathoos. We are committed & neflecting o haw we g aboot our roles
beng floabia in our anproach & pmaned fo sroes thebest olibcomes

‘e sl f0 understand fow wall we arc perforrming, both. o molrduals and

5 1 BaTs, frad W wooln to conbruocrly improvan. Ta do shes ) we ook at roleswant
standardh cuttice paliciing in other of gansations and seckars

Constanthy chonging and odmrting iv part of our rite, Wie rmantan on ooen mind
i alirmk 125 to dartify opportumites and 80 craato inaosatres saletinas,

Wity s M Bmportant? S ancd emerging thrests maan thes cur reguined
raporme wil not siways be obwvows Wi will need & adopt new thinking and

SR T s i Cor e by i ngasitred and cormmitiod b oo ne e irmproraeTent
The porpetual noad b adapt. iInnovate and question our asssmptionm © at tho
kerart of beng abie to e anid profoct the pubbr 1§ inclides taleng nnovates,
proveniative acbon to neduce demand

Heing apen-mindod and reflec e also allows e to talicrour approach ooapechc
cortoocin S 100 ComeTRIn b W SeT v
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Cirrpelery ard Valos Framewack fotpotzing EETEIAL Lol il Bolizry

We are [nmovative and open-minded

Level 1

W | demonstrate an opennoss b chaEneging e, percaptions and was
il working.

W 1 share wiggeshiors with colleagioes, spaakeng wp o nelp impross cdsbng

B | constarthy reflect on my osn visy of working and pencdacally reos
procoises and procediines T myko cortima imps crarmEnts

W 1 adapt to chongo and aem frebis 2= 1ho moed gre whilo encoaragag
ainart toda tho seme

W 1 jmarn foden my oot ences and do not et mysel b unduly influemcod
i preconcoptionm

Level 2

W 1 epion anumber of déferamt woures of Imformraton art e o vanety
gl bools. when faced wiit & probiem amd look for good prectice fhat = no
aévways from policng.

W e abe to spot opportiniiees o hreaty wimch may mfturmes how | oo
ancut iy job in the fuium by g knowledge of trends, new thinking
mbout policmg ard changng demoraphics n the popuiaton

B | am feabis n my approach, changing vy plane i mako wee that | have
T besct impact

B | cnoourage ot to e craare and ke appenanate rek

B 1§ share ' esprnirato i and undesstandirg of the wader intsmmal and
N U ETTWTDr Uik

Level 3

| mmtandmrrrum nowy ard farrmecning ways of workng that
iz radeally change cur onganmsstonal rulfuees, al bt uces and porformance

W | provsde space ard orocurRgement to o of hers shand back frarm day
lo-day acthwiies in order o resew the droction_ approiach and how Thisy
fundamentally see thar role in polcing Thin helps them to acops frewh
purspecisars and iderhiiy symp o mends

W veork Lo cresto an inrovatne lsreng oultem, recogrising and prosmatng
innoyObe activities

W {izad, testand implermset now, comiples ang ceabiae irdtistivies that invcbee
mmulbple stakehniders, creatn wgnificant impact ard drve incovaton cutbdo
sof oy mmedinde spharm

B | corry accoot abdlity for prmuning thist the polce-service rermaing up te date
and af the forefront of glabat palicrg )

O PR s
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_
Protecting the public
Supporting the fight against comse

Al B prfwimcrial bosy for pettactres Eha Cileige o
Pty marts g prchrsssral § laratirds ta Fele foeee
£t Ciirree el Sl ok B phobee Wis arw Pere 1D oo
AT ) poratany e foors, skisie end !lln-.u‘.nl;.p
ey rer] I serrese. S il pronchs: peciea snd
e et aepertarbun lla e on osseceeee 1
mhart wew ko

codlege potice. wk

Fallow us

@CollegeofPolice #betterpolicing

adlge o Foammiy
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APPENDIX F

POLICE & CRIME
h ' 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
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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.

Signature: A nr— 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.
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APPENDIX F

"\ POLICE & CRIME
)\ COMMISSIONER

Chief Constable Appointments Process

15th October 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
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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.

Signature: A nr— 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.
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Police and Crime Panel - Process for reviewing Chief Constable appointments
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