	
	
	



The use of additional criteria in the prioritisation of appointment of police officers

Contents

1. Introduction

2. This paper

3. The legal basis for the use of additional criteria for appointment

4. Identification of operationally valuable competencies and knowledge

5. Evaluating candidates’ competencies, knowledge and experience

6. From recruitment to appointment: managing candidates’ expectations

7. Waiting lists 

8. Monitoring

9. Further information

Appendix: Advice for police forces on language assessment



Home Office

10 January 2007
The use of additional criteria in the prioritisation of appointment of police officers
1. Introduction

1.1 In 2004, the Home Office set out its vision for police workforce modernisation in the White Paper ‘Building Communities, Beating Crime ’.  The paper states the intention of building a workforce which is more representative of the communities it serves; is more flexible and has a better mix of skills. This paper advises forces on additional measures to achieve these ends. 

1.2 Police recruitment procedures must ensure that:
· recruits have the capacity and potential to succeed in a range of police roles; and
· recruitment is conducted to national threshold standards in which forces have confidence. 

1.3 The assessment centre criteria are designed to identify those who have the capacity and potential to be police officers. Overall suitability is assessed in terms of effective communication, community and customer focus, personal responsibility, resilience, problem solving, team working and respect for race and diversity.
 

1.4 This paper advises forces on the accelerated appointment of candidates who have passed the assessment centre and who can demonstrate proficiency in a second/community language or community knowledge or experience which are operationally beneficial to the force.

2. This paper

2.1 The Home Secretary has considered a recommendation of the Police Advisory Board for England and Wales that forces may adopt these additional criteria and endorses it. 

2.2 It remains the case that all candidates must first complete the application process, including the passing of the agreed national standard at national assessment centres. Additional criteria, based on a particular force’s operational needs, may then be used to select from the pool of candidates who have successfully passed the application and assessment stages in order to meet these operational needs.

2.3 It is important to note that any additional criteria for police appointment must be objectively justifiable on operational grounds. Forces should also note that candidates cannot be appointed on the basis of additional criteria if they have not met the requirements of the assessment centre.

3. The legal basis for the use of additional criteria for appointment

3.1 Under the Race Relations Act 1976 (as amended), forces have a general duty to eliminate unlawful racial discrimination, promote equality of opportunity between persons of different racial groups and promote good relations between persons of different racial groups.  Forces also have a specific duty under the Act to conduct race and equality impact assessments for any proposed policies or functions.  Forces should therefore race and equality impact assess any proposals to adopt additional criteria to fast-track individuals for appointment to the force.
  

3.2 This paper is the advice of the Home Office. However, forces should seek their own legal advice on the specific detail of force schemes proposed. Forces should seek the agreement of their police authority before putting this procedure into practice.

3.3 Forces should ensure that they are acting lawfully as regards race and ethnicity. In particular, forces should be sure that they are not in breach of section 4 of the 1976 Act which prohibits discrimination in recruitment selection, direct or indirect,
 on racial grounds. A charge of being in breach of that Act might be made on the basis of so called “positive discrimination”.
  It is therefore necessary for forces to justify the use of additional criteria on grounds relating to the operational requirements of the police service.  The criteria must be objectively relevant and proportionate to the community forces serve.  For example, appointing candidates with community language skills may be justified if it enables a force to become more effective in policing an area in which a specific language is widely used.  Similarly, placing weight on the candidate’s knowledge of a local minority community would be lawful if the force could provide evidence of the need to build good community relationships in order to gain trust, respect and co-operation.  

3.4 When forces appoint on the basis of additional criteria, records should be kept by the force for the purposes of evidencing that need. This might be necessary, for example, in circumstances where a challenge is made to the force in respect of additional appointment criteria which are no longer sought. 

3.5 In order to justify the need for new officers appointed on the basis of additional criteria, it is strongly advised that forces should conduct skills audits in order to ascertain whether the competencies and knowledge already exist within the workforce. For example, a force may better  justify the appointment of officers with knowledge of a particular community if it can evidence that it has insufficient officers with the required knowledge.  

3.6 As a minimum requirement, the force should be ready to demonstrate that candidates who qualify against the additional criteria will be likely to use the additional skills or knowledge at work.  It should not however be necessary for such candidates to work exclusively in areas where those skills are used, or for them to be restricted during their career to specific roles in the force. 

3.7 The need to evidence that those whose appointment is accelerated on the basis of additional criteria are posted with a view to using their additional skills or knowledge should not limit the development of probationary officers nor their progression to either specialised posts or through the ranks.  Forces will need to consider how officers appointed on the basis of additional criteria can be afforded the same learning and progression opportunities as other officers whilst also making best use of the skills for which they have been appointed.  

3.8 Forces should monitor the progression of officers appointed on the basis of additional criteria in order to ensure that they are meeting their obligations under the relevant equalities legislation to guard against inadvertent discrimination.  
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4. Identification of operationally valuable competencies and knowledge 

4.1 Forces need to take a view on what additional skills, knowledge or experience are operationally valuable to them. This should be in the context of workforce planning which, in itself, should help forces to identify gaps in service provision and areas of strength or improvement.  Forces may wish to gather evidence from, among other sources, the following: 

· Demand profiling

· A force skills audit

· Demographic analysis in the force area

· Local performance data – this could be force-wide or down to BCU or neighbourhood level

· Local community surveys and other consultation exercises

· Staff surveys  

· Local staff support associations

· National Intelligence Model processes.
4.2 The additional criteria should also be agreed with the police authority. 

5. Evaluating candidates’ competencies, knowledge and experience  

5.1 Forces must seek evidence that candidates possess the required skills, knowledge or experience.  This process will be separate from the national assessment process and is for forces to administer. 
Languages

5.2 In the interests of operational need and effectiveness, candidates will not only have to demonstrate proficiency in written and spoken English (an assessment common to all candidates), but also an appropriate proficiency in the language for which their appointment might potentially be prioritised. See appendix for separate advice on the assessment of candidates’ language skills. 
Knowledge of communities/ groups

5.3 Knowledge of communities may include any of the following categories: 

· Knowledge, experience  of  and engagement with minority ethnic or cultural groups or communities;   

· Knowledge of minority religious or other faith groups or communities, including the beliefs of those communities;

· Knowledge of minority national groups or  communities; and

· Knowledge of other minority groups such as the disabled, gay, lesbian, bisexual and transgender communities.     

5.4 It is recommended that the extent of the candidates’ knowledge be tested by using one or more of the following criteria:

· Relevant work experience - either paid or voluntary - confirmed by reference;

· Other experience of a minority ethnic or cultural community -  assessed at post-assessment interview

· Ability to demonstrate an understanding of the issues affecting the local minority community - assessed at a post assessment interview;

· Relevant academic or professional qualification - confirmed by certificate and reference. 

Post assessment centre interviews
5.5 In certain circumstances, it may be necessary to assess candidates’ claims by interview.  Forces may wish to use interviews to assess experience or knowledge of a community – where a diverse range of knowledge and experience may be required of different individuals. 

5.6 Forces should ensure that candidates are assessed against open and transparent criteria, which are known by the candidates in advance of applying to the force. Due consideration should be given to the composition of interview panels. Panels might include community members, Independent Advisory Group members, police staff and operational officers. 

5.7 The force should monitor the use of post assessment centre interviews to ensure that they are undertaken in a fair and open manner, and to ensure that the results of the interviews do not give evidence of discrimination against any group or individual. 

6. From recruitment to appointment: managing candidates’ expectations

6.1 Once additional criteria have been identified, the force can use positive action initiatives such as targeted recruitment and outreach work to encourage and support applications from candidates who have the necessary competencies and knowledge. 

6.2 It should be made clear to all applicants, whether or not applying on the basis of additional competencies or knowledge, that they must pass the application, assessment, medical and vetting stages. This is the minimum requirement threshold for appointment. Additional criteria will only become relevant in prioritising between those who have passed the assessment centre and only if the candidate is willing to use the relevant competency or knowledge in their policing role.  
6.3 Forces and authorities should note the importance of explaining the position to candidates at the outset in order to minimise misunderstanding and potential legal challenge. In particular, the process of selection should be transparent to all. All candidates should be made aware of the additional competencies and knowledge which the force is seeking. Forces should in any case make clear to all candidates that passing the application stages does not guarantee appointment.  

7. Waiting lists

7.1 Forces must take into consideration what successful candidates are told on application and post-assessment as regards appointment. Candidates who have been told on passing the assessment centre that they will be appointed, even though they have not been given a date, will have a legitimate expectation of being appointed and should not be discarded from the waiting list.

7.2 Forces should also consider whether individuals on existing waiting lists meet any additional criteria which are set for future recruitment. If accelerated appointment on the basis of additional criteria is proposed, candidates on waiting lists should be informed that they may make a case for accelerated appointment. 

8. Monitoring 

8.1 Forces should monitor the use of additional appointment criteria and satisfy themselves that the effect of their use is as intended.

9. Further information

9.1 For further information about any of the issues raised in this paper, contact:

Avril Benjamin

Home Office

Police Human Resources Unit

6 Floor, Fry Building  

2 Marsham Street
London

SW1P 4DF

Tel: 020 7035 1860
Email: avril.benjamin@homeoffice.gsi.gov.uk
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1. Introduction
1.1 This advice is produced for forces wishing to prioritise the appointment of candidates on the basis of their proficiency in a second language. Forces are not obliged to use the schemes recommended in this document and thus may choose to make alternative arrangements or continue using any existing schemes.   

1.2 The over-arching policy to which this relates is set out in the main paper to which this forms an appendix: The use of additional criteria in the prioritisation of appointment of police officers. This paper sets out criteria which police forces may use to accelerate the appointment of post-assessment candidates in possession of skills, knowledge and experience that are operationally needed within a force at any particular time. 


1.3 It is important to note that in the interests of operational need and effectiveness, candidates will not only have to demonstrate their claims to possess one or more particular languages, but also their proficiency in written and spoken English. This they will have done during Police SEARCH at the assessment centre - an assessment common to all candidates. 

1.4 As with proficiency testing for English, tests to establish the level of proficiency in any other language should also be rigorous. It is for this reason that the schemes listed in this document are recommended.
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2.  FCO Services: Language Training and Testing 


2.1 Language Training & Testing provides the Foreign and Commonwealth Office (FCO) and other government departments with a comprehensive range of professional foreign language services. It is acknowledged internationally as a centre of excellence in vocational language training and related services and seeks to maintain that reputation in all its activities. 

2.2 This scheme is considered appropriate for both the current and future language needs of police forces as FCO Services offers assessment in up to 81 different languages – including European and so called “hard languages”.  For a list of the languages covered, see paragraph 2.14.
Assessment levels

2.3 FCO Language Services provide assessment in all 81 languages at the following four levels:

	Level/Exam Standard
	Description

	CONFIDENCE
	1
	Can use some simple vocabulary & fixed expressions. Copes with simple courtesies & a few simple conversational demands

	
	2
	Can use some basic grammar & vocabulary in short simple sentences. Copes with conversation in simple everyday situations & routine social conversations

	FUNCTIONAL
	3
	Can use a range of basic grammar & vocabulary in short simple sentences. Copes with routine social & practical demands & the most limited work requirements

	
	4
	Commands most basic grammar & vocabulary with a high level of accuracy. Copes effectively with routine conversations. Can handle straightforward work demands (getting things done & getting simple information)

	OPERATIONAL
	5
	Commands basic grammar & vocabulary including some complex structures usually effectively & appropriately. Able to meet a range of common work demands

	
	6
	Commands a wide range of grammar including common complex constructions & vocabulary with generally appropriate style & a high level of accuracy. Can conduct substantive business in the language & participate effectively in most formal & informal conversations on practical, social & professional topics where demands are fairly predictable and familiar

	EXTENSIVE
	7
	Commands most complex grammar & some more specialised or less common vocabulary with a high level of accuracy & a wide range of generally appropriate styles. Copes with some of the more sophisticated and demanding situations encountered when doing substantive business in the language

	
	8
	Commands the full range grammar & professionally relevant vocabulary; handles a wider range of styles appropriately. Copes with most demanding situation such as informal interpreting & negotiating

	
	9
	Commands the breadth of language of an educated speaker. Copes with most situations like an educated native speaker


2.4 As the table shows, each of the four levels is then further sub-divided into “can-do” descriptors, two for each of the first three levels and three for the fourth. Whilst it is up to forces to determine the level of proficiency required to meet operational demands, in most cases forces may choose a level no higher than 6 at Operational level.   

2.5 Not all forces will require candidates to be as proficient in writing as they are in the spoken word. For example, where a force identifies the need to deploy officers in a particular community setting for the purposes of improving community-police relations, it is likely that oral interactive skills would be sufficient for that purpose. Should forces require only oral training or assessment in a particular language it will be possible to do so. 

Assessment arrangements

2.6 Forces will be able to assess candidates remotely at any police centre across the UK. All that is technically required for this to be practically possible is:

· a stand-alone PC with Internet access (Broadband connection desirable); and

· a headset with microphone.

2.7 All tests are recorded on the server and test results will be provided to forces for each candidate. Testing for oral skills will normally last ½ hour, for written and oral skills, 1 hour. Forces may expect to receive the results within 14 days from the date of the test.    

2.8 The tests will include an assessment of the current level that the candidate is at as well as an indication of how many hours of teaching would be required to reach the next level. 

2.9 Fees for testing depend on the required language, whether a candidate is tested in oral skills only or in all 4 skills and whether there is more than one candidate being tested at a time in each of the languages listed below. The same applies for language training.
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Other FCO services

2.10 Forces should note that FCO Language Services also provide:

· language training courses in the 81 languages listed at 2.14; 
· aptitude testing to determine an individual’s suitability for learning a particular language; and
· cultural awareness training which can be targeted to a particular ethnic community.

2.11 Forces interested in training existing officers should contact FCO Services: Language Training and Testing for further details.
Service level agreement

2.12 Should forces choose to use FCO Services for their language training or assessment needs, a standard service level agreement will apply unless otherwise arranged and agreed between a force and FCO Services. Copies of the Service Level Agreement may be obtained from FCO Services. 
Fees

2.13 Forces should contact FCO Services for information on fees. 

Languages covered

2.14 Forces will be able to assess candidates’ proficiency or arrange training in any one of the following languages: 

	Afrikaans
	English
	Korean
	Shanghinese

	Albanian
	Estonian
	Lao
	Shona

	Amharic
	Farsi (Persian)
	Latvian
	Sinhalese

	Arabic
	Finnish
	Lithuanian
	Siswati

	Armenian
	French
	Macedonian
	Slovak

	Azeri
	Georgian
	Malay
	Slovene

	Belorussian
	German
	Maltese
	Spanish

	Bengali
	Greek
	Mandarin
	Swahili

	Bismala
	Gujarati
	Moldovan
	Swedish

	Bosnian
	Hausa
	Mongolian
	Tagalog

	Bulgarian
	Hebrew
	Nepali
	Thai

	Cambodian
	Hindi
	Norwegian 
	Tibetan

	Cantonese
	Hokkein
	Pashtu
	Turkish

	Catalan
	Hungarian
	Polish
	Turkmen

	Chichewa
	Icelandic
	Portuguese
	Ukrainian

	Chinnyja
	Indonesian
	Punjabi
	Urdu

	Croatian
	Italian
	Romanian
	Uzbek

	Czech
	Japanese
	Russian
	Vietnamese

	Danish
	Kazakh
	Serbian
	Wolof

	Dutch
	Kirghiz
	Sesoto
	Yoruba

	 
	 
	 
	Zulu


Contacts
2.15 Forces wishing use FCO Services: Language Training for any of the above services should contact: 
Dr Reinhard Tenberg

Assistant Director (Business Development)

FCO SERVICES: Language Training

Spring Gardens

LONDON

SW1A 2PA

Tel: 020 7008 0325

Fax: 
020 7008 0332

Email: 
reinhard.tenberg@fco.gov.uk
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3. North Wales Police Welsh Language Strategy
 
3.1 English and Welsh languages have equal status in Wales. All public and crown bodies (including all justice partners) that provide services to the public in Wales have a duty under the Welsh Language Act 1993 to ensure equality between both official languages when providing services to the public. All Welsh police forces are required to produce a Welsh language scheme which explains in detail how they will give effect to this equality when providing a policing service to their communities. 

3.2 Welsh is widely spoken across the communities of north Wales, especially in Western and central areas. The North Wales Police Welsh language strategy states that ‘the English and Welsh languages have equal status’ and that the force is ‘aiming to become a bilingual organisation’. 

3.3 The force linguistic skills strategy not only encourages applications from Welsh speakers and learners, but also requires that all new joiners since August 2005 have a very basic competence in spoken Welsh on appointment, in order to demonstrate linguistic courtesy and sensitivity. This includes pronouncing Welsh place names, first names and common police terminology and using basic everyday phrases. 

Welsh proficiency assessment

3.4 In order to identify competence in Welsh, a force Welsh language competency framework was created, based on the ‘can do’ language skills framework produced by the Association of Language Testers in Europe (ALTE). It consists of levels 0-5 and all new appointees are required to pass a simple test to demonstrate level one competence. They have also established a protocol that all appointments since August 2006 are required to achieve level two prior to completion of probation (two years). The emphasis is entirely on the spoken language at these levels. See table below for details on level one and two.

	Language Skill
	Level One
	Level Two



	Speaking
	· Can say place names/Welsh first names or Welsh signs correctly. 

· Can greet and introduce others in Welsh. 

· Can show linguistic courtesy by opening and closing a conversation.

· Can give, and receive personal details.
	· Can understand the essence of a conversation in Welsh. 

· Can convey basic information e.g. simple administration or routine tasks.

· Can give and receive instructions and directions.



Taking the test

3.5 For appointment purposes, candidates attend the police assessment centre to take the test - which would last no longer 10-15 minutes. As above, it assesses candidates' pronunciation of local place names, Welsh first names, signs and vocabulary relevant to police matters.  They are also tested on their "meeting and greeting" abilities - common greeting phrases and closing a conversation. 

3.6 The tests are all recorded and marked by experienced Welsh for Adults tutors at a further education college who are already contracted to deliver Welsh language training to the force. 

3.7 To assist any candidates that do not already speak Welsh to achieve level one competence, the force has produced an ‘Introduction to Welsh’ CD that is provided free to all candidates in advance. This contains all the knowledge (and more) required to succeed in the test. Only items that appear on the CD are tested.

Advanced testing

3.8 Some forces may wish to test candidates at a higher level of proficiency. It should be noted that this test is a basic test - one that would be below GCSE level. This kind of test may not be suitable for forces wishing to appoint candidates with a more developed ability. In that case forces may wish to test candidates at level three, four or five. See below.

	Language skill
	Level three
	Level four
	Level five

	Speaking
	· Can converse partly in Welsh but turns to English in discussion and to give detailed information.

· Can describe people and locations.

	· Can contribute effectively in meetings within own area of work and argue for or against a case. 

· Can deal with people in most situations in Welsh but turns to English when dealing with complex situations.
	· Can deal effectively with complex discussions and questions in Welsh. 

· Can adjust the style of language to suit all situations and needs.


Costs/ fees 


3.9 The cost of testing post-assessment centre candidates is met by the North Wales force. Forces should contact North Wales police for details of the cost per candidate.  
Contact and arrangements

3.10 If forces are interested in the North Wales language scheme, they may wish to contact North Wales for further details of the scheme, including details of the HE institution providing the assessment services. 

3.12 The contact at North Wales police is:

Meic Raymant
Ymgynghorydd yr Iaith Gymraeg / Welsh Language Advisor
Heddlu Gogledd Cymru / North Wales Police
PRhH / DHQ
Maesincla
Caernarfon
Gwynedd
LL55 1BU
Llinell uniongyrchol / direct dial: 01286 684810
ebost/ email: meic.raymant@nthwales.pnn.police.uk
or

CI Ray Hughes

Swyddog Hyrwyddo Materion Dwyieithog/Officer for Promoting Bilingual Affairs

Heddlu Gogledd Cymru/North Wales Police

Glan y Don

Bae Colwyn/Colwyn Bae

Conwy

LL29 8AW

01492511977 (Llinell uniongyrchol / direct dial)

ebost/email: ray.hughes@nthwales.pnn.police.uk









In summary, forces must be able to demonstrate the following:





That accelerated appointment on the basis of additional criteria is operationally valuable to the force.


That the skills to which the additional criteria refer are not already available in the force to a degree sufficient to meet the operational requirement.


That there is the potential for those whose appointment is accelerated on the basis of additional criteria to be deployed by the force in roles for which their additional skills or knowledge are operationally valuable.  


That a race and equality impact assessment of this policy is carried out before its introduction.


That the impact of the policy is monitored over time and the policy is reviewed in the light of that assessment.








Note: Each force should approach FCO Language Training separately and arrange for assessment and follow-up training where required.











� This paper does not change the existing requirements for the assessment centre stage of application.


� It is good practice to conduct impact assessments across all diversity strands - especially in view of the duties in relation to disability and gender and regulations in relation to age.   





� Indirect discrimination occurs where the effect of certain requirements, conditions or practices imposed by an employer has an adverse impact disproportionately on one group or other.  A defendant will have a defence to a claim of indirect discrimination if he is able to show that the application of the relevant requirement, condition, provision, criterion or practice is justified as a proportionate means of achieving a legitimate aim. 





� Positive discrimination occurs when someone from the majority racial group is treated less favourably on racial grounds. The meaning of “discrimination” in the Race Relations Act 1976 (as amended) includes this form of discrimination. �


� Conducting skills audits is part of good practice as this gives forces the necessary information to deploy staff in the most effective way possible.  It also ensures that the diversity (in the broad sense of the term) of existing officers is recognised and valued and that such officers are not denied the opportunity to use the skills and knowledge they possess.
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