
Cumbria Police and Crime Panel

Friday, 23 February 2018 at 10.00 am 

VENUE: Control Room, Cumbria Fire and Rescue HQ, 
Carleton Avenue, Penrith, CA10 2FA. 

AGENDA

PLEASE NOTE THERE WILL BE A BRIEFING FOR THE PANEL AT 
9.00 AM

PART 1: ITEMS LIKELY TO BE CONSIDERED IN THE PRESENCE 
OF THE PRESS AND PUBLIC

1  APOLOGIES FOR ABSENCE

To receive any apologies for absence.
 

2  DECLARATIONS OF INTEREST

To receive any declarations of interest.
 

3  EXCLUSION OF PRESS AND PUBLIC

To consider whether the press and public should be excluded 
from the meeting during consideration of any item on the 
Agenda.
 

4  APPOINTMENT OF CHIEF CONSTABLE

To conduct a Chief Constable Confirmation Hearing. 

a  Role of the Panel 
To consider a report from the Monitoring Officer (copy enclosed). 
(Pages 5 - 30)

b  Appointment of Chief Constable 
To consider a report from the Chief Executive of the Office of the 
Police and Crime Commissioner (copy enclosed). 



(Pages 31 - 134)

c  Independent Member's Report 
To consider a report from the Independent Member (copy 
enclosed).
(Pages 135 - 146)

PART 2: ITEM LIKELY TO BE CONSIDERED IN THE ABSENCE OF 
THE PRESS AND PUBLIC

5  APPOINTMENT OF CHIEF CONSTABLE

To discuss and agree a recommendation to the Police and Crime 
Commissioner for Cumbria regarding his proposed appointment 
of a Chief Constable.
 

INSPECTION OF PAPERS AND GENERAL QUERIES - if you wish to 
inspect Minutes or Reports relating to any item on this agenda or have 
any other general queries about the meeting, please contact:

Lynn Harker, Senior Democratic Services Officer, Cumbria House, 
107-117 Botchergate, Carlisle, Cumbria CA1 1RD

Telephone Nos: 01228 226364 / 07825340229



Cumbria County Council  

 

Serving the people of Cumbria 
cumbria.gov.uk

Cumbria Fire & Rescue Service :
Carleton Avenue  Penrith, Cumbria  CA10 2FA  

Should you have any problems please contact Reception on 01768 812612

From the North; Leave the M6 southbound at Junction 40, take the second exit from the roundabout on to the
A66 East. At Kemplay Bank roundabout the building will be visible. Take the second exit on to the A686 signposted 
Police Headquarters. Take the first right on the A686 signposted Police Headquarters and Fire Station. Continue 
under the bridge and take an immediate right. Continue up the road arriving at the building.  Once you arrive please 
follow signs to visitor’s car parking.

From the South; Leave the M6 northbound at Junction 40, take the fourth exit from the roundabout on to the
A66 East. At Kemplay Bank roundabout the building will be visible. Take the second exit on to the A686 signposted 
Police Headquarters. Take the first right on the A686 signposted Police Headquarters and Fire Station. Continue 
under the bridge and take an immediate right. Continue up the road arriving at the building.  Once you arrive please 
follow signs to visitor’s car parking.

From the West; Arrive at Kemplay Bank roundabout on the A66. At Kemplay Bank roundabout the building will be 
visible. Take the second exit on to the A686 signposted Police Headquarters. Take the first right on the A686 
signposted Police Headquarters and Fire Station. Continue under the bridge and take an immediate right. Continue 
up the road arriving at the building.  Once you arrive please follow signs to visitor’s car parking.

From the East; Arrive at Kemplay Bank roundabout on the A66. At Kemplay Bank roundabout the building will be 
visible. Take the fourth exit on to the A686 signposted Police Headquarters. Take the first right on the A686 
signposted Police Headquarters and Fire Station. Continue under the bridge and take an immediate right. Continue 
up the road arriving at the building.  Once you arrive please follow signs to visitor’s car parking.
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CUMBRIA POLICE AND CRIME PANEL

Meeting date: 23 February 2018

From: Monitoring Officer (Cumbria County Council)

APPOINTMENT OF CHIEF CONSTABLE 

1.0 EXECUTIVE SUMMARY

1.1 This paper advises members on the role of Police and Crime Panel 
in the appointment of the Chief Constable and the process to be 
followed. 

2.0 RECOMMENDATION

2.1 To note the process to be followed to undertake the Confirmation 
hearing for the post of Chief Constable.

2.2 To consider the Police and Crime Commissioner’s report and review 
the proposed appointment of Mrs Michelle Skeer as the Chief 
Constable for Cumbria Constabulary. 

2.3 To respond and make recommendation to the Police and Crime 
Commissioner as to whether Mrs Skeer should be appointed 
accordance with the Police Reform and Social Responsibility Act 
2011.

3.0 BACKGROUND

3.1 The Police Reform and Social Responsibility Act 2011 (‘the Act’) 
requires that the Police and Crime Commissioner (‘PCC’) must 
appoint a Chief Constable.

3.2 Schedule 8 of the 2011 Act requires that a PCC must notify the 
relevant Police and Crime Panel (PCP) of the proposed appointment 
of a Chief Constable. It is the duty of the PCP to hold a public 
Confirmation Hearing and to review, make reports and 
recommendations in respect of the proposed appointment of a Chief 
Constable.  The PCP must publish its reports and/or 
recommendations.
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3.3  The process of reviewing and reporting on a proposed appointment 
must be completed within three weeks of a PCP being notified of 
the proposed appointment by the PCC.

3.4 To assist the Panel, Local Government Association Guidance on 
Confirmation Hearings is attached at Appendix A.

3.5 The Police and Crime Commissioner formally notified the Chair of 
the Police and Crime Panel of his proposed appointment to the post 
of Chief Constable on 12 February 2018.  

3.6 Elsewhere on the agenda is a report from the PCC that proposes 
Mrs Michelle Skeer to the post of the Chief Constable and details 
the criteria that was used to assess the suitability of the candidate; 
how the candidate has satisfied the criteria and the terms and 
conditions on which the candidate is to be appointed. 

4.0 CONFIRMATION HEARING PROCEDURE:
4.1 The confirmation hearing will be conducted as follows:

 The Panel Chair will welcome the candidate to the hearing and 
invite Panel members and host authority officers present to 
introduce themselves.

 The Chair will ask the Panel’s Legal Officer to outline briefly the 
format of the hearing.

 The Chair will invite the Commissioner to outline the proposed 
appointment and introduce the candidate.

 The Chair will invite Panel members to ask questions of the 
candidate.

 When all Panel members’ questions have been asked and 
addressed the Chair will invite the candidate to clarify any 
answers that they have given during the hearing and to ask 
any questions of the Panel, for example about the next steps in 
the process.

 The candidate will then withdraw from the meeting.

 The Panel will be asked to agree a resolution to exclude the 
press and public from the meeting before it considers its report 
to the Commissioner.

 The Panel will consider its report and conclusions.  The possible 
outcomes that may result from a review of the proposed 
appointment of a chief constable are discussed on the next 
page.
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 The Panel will send its report to the Commissioner by the end 
of the working day following the date of the confirmation 
hearing.

 The Panel will publish its report once a waiting period of 5 
working days has elapsed following the date of the 
confirmation hearing.  

5.0 FOCUS OF QUESTIONS TO THE CANDIDATE:
5.1 LGA guidance recommends that confirmation hearings should focus 

on the following:

 Professional competence: ie the candidate’s ability to carry out 
the role, for example, their professional judgement and 
insight; and

 Personal independence: ie the need for the candidate to act in 
a manner that is operationally independent of the PCC.

5.2 The guidance further recommends that PCPs should think in terms 
of minimum standards applying to particular attributes: ie there 
should be minimum standards below which it would not be 
appropriate to appoint a candidate under any circumstances.  
Above this level, the Panel might have concerns but the candidate 
would still be ‘appointable’ at the discretion of the PCC.

6.0 OPTIONS AVAILABLE TO THE PANEL

6.1 The Panel has three options available to it:

 If the Panel is satisfied that the candidate meets the required 
standards it can recommend to the Commissioner that the 
appointment be made. The Commissioner may accept or reject 
such a recommendation and must notify the Panel of his 
response. 

 If the Panel considers that the candidate meets the required 
standards but has a query or concern about their suitability it 
can make a recommendation to this effect to the 
Commissioner. Ultimately, the Panel has the option of 
recommending to the Commissioner that the appointment not 
be made. The Commissioner may accept or reject such a 
recommendation and must notify the Panel of his response. 

 If the Panel considers that the candidate clearly does not meet 
the minimum standards necessary for the position the Panel 
can veto the proposed appointment. 
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6.2 A decision to veto a proposed appointment must be supported by at 
least two-thirds of the members of the Panel.  In the event that the 
Panel vetoes a proposed appointment the Commissioner must not 
appoint that candidate.  The Commissioner must then propose 
another ‘reserve’ candidate for appointment.  This proposed 
appointment will be subject to review by the Panel at a second 
confirmation hearing, resulting in a report to the Commissioner 
making a recommendation about the appointment of the reserve 
candidate.  The Commissioner may accept or reject such a 
recommendation and must notify the Panel of his response. 

6.3 LGA guidance emphasises that the veto should only be used in 
exceptional circumstances.  A PCC’s power to appoint a chief 
constable should be backed up by appropriate human resources 
functions and appointment procedures designed to provide a ‘due 
diligence’ check on the suitability of the candidate that a PCC 
proposes for appointment.  A proposed appointment should only be 
vetoed if a PCP considers that there has been significant failures of 
this ‘due diligence’ check, to the extent that the candidate is not 
appointable.

Iolanda Puzio
Monitoring Officer, Cumbria County Council

14 February 2018

APPENDICES

Appendix A - LGA Guidance on Confirmatory Hearings

BACKGROUND PAPERS

None

Contact: Iolanda Puzio
Telephone: 07919 298368
Iolanda.Puzio@cumbria.gov.uk 
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Police and crime panels
Guidance on confirmation hearings
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This guidance has been prepared by the Centre for Public Scrutiny and the 
Local Government Association. Every attempt has been made to provide a fair 
picture of the current state of the law, to present an accurate and comprehensive 
assessment of our recommended interpretation of the provisions of the Police 
Reform and Social Responsibility Act 2011 as it applies to police and crime 
panels, and to suggest ways of working to ensure that panels can be effective, 
and their work proportionate, relevant and timely. However:

• This guidance should not be relied upon as giving legal advice, and it will be 
for monitoring officers in individual authorities to come to their own decisions, 
working with councillors, to decide on the right approach.

• This guidance should not be interpreted as setting out the view of the Home 
Office, and the recommendations, suggestions and advice given should not 
be interpreted as being endorsed or approved by the Home Office. The views 
expressed in the guidance are those solely of the Centre for Public Scrutiny and 
the Local Government Association. 
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4          Police and crime panels

Introduction

Background

From November 2012, structural reforms 
in policing in England and Wales will 
result in the abolition of police authorities 
and the creation of new arrangements 
for accountability. The Police Reform and 
Social Responsibility Act1 creates the post 
of elected police and crime commissioner 
(PCC) for each force area, who will be 
responsible for holding the chief constable 
to account. The PCC themselves will be 
scrutinised by a police and crime panel 
(referred to in this guidance as the panel) 
made up of local councillors from the force 
area, and some co-optees. More details on 
the general role of the panel can be found in 
the companion guidance to this publication 
produced by LGA/CfPS in October 20112. 

Under the Act3, a principal role for the new 
panels will be to conduct hearings for certain 
senior staff including the chief constable, 
before they are confirmed in their posts. 
There is little precedent for this activity in the 
context of local government, with the most 
prominent UK examples of such hearings 
being in the House of Commons, and the 
London Assembly. Even there, they are a 
relatively recent phenomenon. 

1 Referred to in this guidance as ’the Act’
2  www.cfps.org.uk/publications?item=7002&offset=0%20 
3  Schedules 1 and 8

Under the Act, a Part 2 panel operates 
as a local government joint committee, 
led by a host authority. Under Part 3, the 
Secretary of State reserves the right to run 
a panel directly where local agreement on 
its operation cannot be reached. All Welsh 
panels will be Part 3 panels. Support for the 
operation of Part 3 panels will be provided 
by the Home Office. However, it is not 
anticipated that there will be any material 
difference between Part 2 and Part 3 panels 
in their operation of confirmation hearings. 

Key issues

Confirmation hearings will need to be 
handled in a different way to other evidence-
gathering sessions. They will however 
need to operate within the requirement, in 
employment law, for a particular degree of 
fairness. They will be an important element 
of an appointment process that will need to 
focus closely on an individual’s capabilities 
and expertise, but will need to be carried out 
so as to ensure that justified scrutiny of these 
attributes does not descend into unwarranted 
intrusion or lines of questioning that might be 
unfair or unreasonable. 
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5          Police and crime panels

Confirmation hearings will need to 
complement, rather than duplicate, the other 
internal systems for appointing staff. There 
is no point in a panel confirmation hearing 
being simply a restaging of a previous 
interview panel. 

Lines of questioning will therefore need to 
be carefully designed, and used to get the 
maximum value out of the process – for the 
panel, candidate and for the local community. 

This guidance will examine in detail the 
steps that local authorities, and the panels 
they support, should take in preparing for 
confirmation hearings and in carrying them 
out. There are clear pitfalls that careful 
planning can avoid, but inevitably there will 
be occasions where quick thinking, tact and 
diplomacy will be required from all involved 
in these hearings, to ensure that they are 
genuinely useful.

We suggest that PCCs and panels in 
individual force areas review this guidance 
and seek to incorporate it as part of 
any wider protocol that will govern their 
relationship. This would include, for example:

• timescales (supplementing and 
complementing existing provisions on 
timescales in Schedules 1 and 8)

• mutual expectations about the detail of 
information which will be provided on 
candidates and their background

• mutual expectations about the conduct of 
the hearings themselves. 

Reaching agreement on these issues as 
soon as possible following the election of 
the PCC will minimise the risk of delay or 
misunderstandings when the first Schedule 
1 or Schedule 8 appointment is scrutinised. 
The panel should have the systems in place 
ready to carry out its duties from November 
2012. 
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6          Police and crime panels

Drawing comparisons 

Experience of hearings 
elsewhere

UK examples of confirmation hearings can 
be drawn from the House of Commons, 
where they have operated since 2008, and 
from processes established in relation to 
the London Assembly, which has a role in 
confirming certain mayoral appointments. 

In the USA, a number of local areas run 
confirmation hearings for police officials, 
especially where they are appointed by an 
elected commissioner or chief of police. 

Research elsewhere has explored these 
confirmation hearings and a discussion of 
their strengths and weaknesses goes beyond 
the scope of this guidance; however, we 
have sought to recognise the experience 
in the US and other jurisdictions in this 
document. 

In the UK, confirmation hearings (or ‘pre-
appointment hearings’4) were initially 
proposed by government as part of the 2007 
Governance of Britain Green Paper. 

4  Schedules 1 and 8 of the Act make clear that the confirmation 
hearing process is a pre-appointment, rather than a post-
appointment, process. 

A process of negotiation between the 
government and the Commons Liaison 
Committee5 led to the adoption of a process 
in 2008 that focused on the professional 
competence and personal independence 
of candidates, covering a range of public 
appointments. The Liaison Committee 
produced a process for hearings which has 
been adopted and followed by all select 
committees and, since 2008, significant 
numbers have been carried out. 

In 2010, the Constitution Unit carried out 
a review of confirmation hearings that 
had been held to date6. It highlighted 
some concerns about the operation of 
such procedures but overall concluded 
that the aim of increasing transparency in 
appointments had been achieved. 

On the point of the exercise of a veto (not 
an option open to Select Committees) it 
has been suggested that this might deter 
candidates from applying. This is a risk we 
will consider and suggest a way to mitigate, 
through panels carefully restricting their use 
of the veto, which we discuss in more detail 
below. 

5  Maer L, ‘Parliamentary involvement in public appointments’ 
(House of Commons Library Paper SN/PC/4387), http://www.
parliament.uk/documents/commons/lib/research/briefings/snpc-
04387.pdf 

6  Waller, P and Chalmers M, “An evaluation of pre-appointment 
scrutiny hearings” (UCL Constitution Unit, 2010), http://www.
ucl.ac.uk/constitution-unit/research/consultancy/consultancy-
projects/PASreport 
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7          Police and crime panels

Lessons learned

There are several lessons that can be 
learned from the experiences in the UK 
Parliament, in the USA and at the London 
Assembly:

• Confirmation hearings need to be 
rigorously and carefully planned by the 
panels carrying them out – but this does 
not mean hearings are a bureaucratic, ‘tick 
box’ exercise.

• Candidates need to know what to expect 
and panels should keep to a relatively 
narrow set of questions which relate 
directly to professional competence and 
personal independence – but this does not 
mean hearings are not challenging.

• Both the veto (where legal), and the 
recommendation not to appoint, should be 
used very rarely, based on the principle 
that candidates will have already been 
subject to an internal recruitment process 
– but this does not mean that hearings are 
simply a rubber stamp.

• Hearings should take place quickly, with 
minimal time taken between notification of 
the appointment, the hearing and reports 
and recommendations being made to the 
PCC – but this does not mean the process 
should be rushed.

• Candidates should be treated with 
courtesy and respect, not just at hearings 
themselves, but also in correspondence 
or public statements relating to 
recommendations made by the panel 
(this is particularly important if there is a 
decision taken to veto) – but this does 
not mean that panels should not be 
transparent about their findings. 
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8          Police and crime panels

The legislation – initial 
considerations

Scope

Scrutiny of senior appointments by the police 
and crime panel is determined in Schedules 
1 and 8 of the Act. These Schedules provide 
information on what the panel must do, in 
holding a confirmation hearing. 

The rest of this guidance provides details on 
how these obligations could be interpreted, 
and how confirmation hearings could 
be used to add value to local policing. 
Throughout the guidance we have used the 
word ‘should’ to put forward how we would 
suggest that panels should plan their work. 
There is however no legal obligation on any 
panel to follow our recommendations. 

Schedule 1

Schedule 1 covers the appointment of 
the PCC’s chief executive, chief finance 
officer and any deputy police and crime 
commissioners7. It states that the PCC must 
notify the panel of such a ‘proposed senior 
appointment’8, providing the name of the 
candidate, the criteria used to assess his or 
her suitability, why the candidate satisfies 
those criteria, and the terms and conditions 
on which the candidate is to be appointed9. 

7 Paragraph 9(1) of Schedule 1
8 Paragraph 9(2) of Schedule 1
9 This will include the candidate’s salary

Once this notification has occurred, the panel 
must review the senior appointment10, and 
make a report on it to the PCC11, which must 
include a recommendation as to whether or 
not the candidate should be appointed12. 

This must all happen within a period of three 
weeks, beginning on the day that the panel 
receives the notification from the PCC13. 
Under Schedule 6 to the Act, confirmation 
hearings carried out under Schedule 1 are 
‘special functions’ of the panel, and so may 
not be discharged by a sub-committee. 

A confirmation hearing must be held before 
the report is submitted to the PCC. This is 
defined as ‘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’14. 

In response to the panel’s report, the PCC 
must then notify the panel whether they will 
accept or reject the recommendation15. There 
is no duty for the PCC to give reasons for 
their decision. 

10 Paragraph 10(2) of Schedule 1
11 Paragraph 10(3) of Schedule 1
12 Paragraph 10(4) of Schedule 1
13 Paragraph 10(5) of Schedule 1
14 Paragraph 11(2) of Schedule 1
15 Paragraph 12(1) and (2) of Schedule 1
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9          Police and crime panels

Schedule 8 

Schedule 8 covers the appointment of the 
chief constable. Most of the provisions are 
identical to those in Schedule 1. There are 
two crucial differences:

• The panel has a veto16 over the appointment 
of the chief constable. The panel may 
recommend that the PCC does not make the 
appointment17, but in the event of a veto then 
the candidate must not be appointed18. What 
happens once the veto has been exercised 
will be subject to regulations19, which are 
likely to go into this matter in more detail. 
The procedure suggested at the end of this 
document for the exercise of the veto has 
been designed so that it should fit with the 
regulations once they are published. 

• Although the panel is obliged to conduct a 
confirmation hearing for the chief constable 
and then report its recommendations to 
the PCC, if a report is not made following 
a period of three weeks, then the PCC can 
go ahead and appoint20. 

It should also be noted that the panel cannot 
delegate its scrutiny of the appointment of 
the chief constable to a sub-committee, as 
it is a ‘special function’ of the panel under 
Paragraph 27 of Schedule 6. 

In this guidance, we will refer to 
appointments of the chief constable as 
Schedule 8 appointments. All other 
appointments subject to a confirmation 
hearing under the Act will be referred to as 
Schedule 1 appointments. 

16 Under the Act, the panel may veto such an appointment with  
a two-thirds majority 

17 Regulation 4(4) of Schedule 8
18 Paragraph 8 of Schedule 8
19 Paragraph 9 and 10 of Schedule 8 (Regulations to be issued)
20 Paragraphs 2(3) and 6(1) of Schedule 8

Existing staff

Some staff may be transferred, via 
TUPE, from police authorities to the 
PCC’s secretariat. Even if under normal 
circumstances such transfers would be 
subject to a hearing, this would not be 
necessary during the November 2012 
transition phase when the PCC’s secretariat 
is first being established. However, the 
appointment by the PCC of a deputy will 
require a confirmation hearing to be held. 
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10          Police and crime panels

Professional competence and 
personal independence 

We recommend that confirmation 
hearings focus on issues of professional 
competence and personal independence. 
These are the standards that have been 
adopted in the House of Commons and 
have been identified by MPs as providing 
them with the focus necessary to carry out 
effective confirmation hearings. 

Minimum standards should be seen as 
applying to particular attributes; ie there 
should be minimum standards below which 
it would not be appropriate to appoint under 
any circumstances. Above this bar, the panel 
might have concerns but the candidate will 
be ‘appointable’ subject to the discretion 
of the PCC. We comment on minimum 
standards in more detail in the section on the 
exercise of the veto. 

Professional competence relates to a 
candidate’s ability to carry out the role. This 
should be apparent from a comparison of 
the candidate’s CV and the role profile, and 
from the answers to questions which relate 
to (for example) issues around professional 
judgment and insight which might be asked 
as part of the confirmation hearing process.

Personal independence relates to the need 
for a candidate to act in a manner that 
is operationally independent of the PCC 
(although see below on how this will apply to 
deputy commissioners). 

This will be particularly important for 
Schedule 8 candidates, but for Schedule 1 
candidates the panel will still need to assure 
themselves that the candidate will have 
the ability to advise the PCC effectively, 
and to understand the need to respond 
constructively in situations when they might 
be held to account by the panel. 
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Planning and preparation

Receiving notification from the 
PCC

When the PCC notifies the panel of a 
proposed senior appointment, the panel will 
need information relating to the candidate in 
order to carry out the hearing properly. 

Notification from the PCC should therefore 
be accompanied by some form of 
background information (to minimise the 
risk that time will be wasted chasing this 
information up through other means). This 
should usually be the same information that 
the PCC has had access to during the rest of 
the appointment process. Under the Act the 
panel must be provided with the following 
information:

• the names of the person whom the PCC is 
proposing to appoint

• the criteria used to assess the suitability of 
the candidate for the appointment

• why the candidate satisfies those criteria

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

The PCC might provide other information 
about the candidate, for example background 
information (such as a CV) or a personal 
statement. 

This information would be used to allow the 
panel to draw together questions around 
whether the candidate could evidence both 
professional competence and personal 

independence. It is unlikely that the panel 
would be able to, or would wish to, carry out 
its own research on the candidate within the 
three week timescale because:

• resource constraints would make this level 
of research unfeasible

• this raises the prospect of questions being 
asked on issues which do not relate to 
professional competence and personal 
independence. 

The issue of additional information is covered 
in the section on pre-meetings below.

Given that notification triggers a hearing 
within three weeks, the first task for the panel 
on receiving the notification will be to set a 
date for a meeting. This meeting should not 
be used for any other business (ie if there is 
already a panel business meeting scheduled 
for that period, the appointment meeting 
should be held separately). 

Notifying the candidate

Following the PCC’s notification to the 
panel, and the scheduling of the hearing, 
the chair of the panel should write to the 
candidate, advising them of the date of the 
meeting and notifying them of the principles 
of professional competence and personal 
independence on which they propose to 
evaluate the candidate. 
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12          Police and crime panels

This should refer to the relevant provisions in 
legislation. 

This letter should advise that the information 
provided by the candidate (see above) would 
need to be put on public deposit in the same 
manner as a standard report going to the 
panel. 

If it has been agreed that the candidate’s 
references will be provided to the panel, the 
PCC will need to advise the relevant referees 
that the references they submit will be put 
on public deposit to assist the panel in the 
performance of its duties.

Briefing and pre-meeting

Steps should be taken to arrange a pre-
meeting for the panel to go through some of 
the key issues and possible questions. The 
pre-meeting should not be held immediately 
before the confirmation hearing itself, to 
allow sufficient time for any unexpected 
issues, or gaps in information provided, to be 
addressed. 

The information provided alongside the 
notification by the PCC should be used by 
the chair of the panel and the lead officer 
supporting the panel to draw together a list 
of potential issues for the panel to discuss at 
a pre-meeting. This could highlight possible 
question topics and themes, highlight 
background information on which members 
might wish to focus and remind members of 
the process taken at the meeting itself. 

The pre-meeting is the most important 
element of the preparations for the 
confirmation process, because it is here that 
members of the panel will decide on the 
scope and thrust of their questioning. 

This meeting should be held in private, and 
members of the panel should be assisted 
by the monitoring officer and a senior HR 
representative from the host authority to 
provide specialist and technical advice, along 
with whichever officer is responsible for 
providing support to the panel (ie a scrutiny 
officer).

People serving on panels may already 
have some experience of councillor-level 
appointment panels, for example to fill senior 
management posts. However, confirmation 
hearings are different in several crucial ways, 
which require them to be managed even 
more carefully. The panel will need to bear 
these factors in mind at the pre-meeting: 

• confirmation hearings will be held in public, 
and Schedule 8 appointments (those of the 
chief constable) in particular are likely to 
be high profile

• the appointment is being made to an 
external body, not the councils represented 
on the panel

• hearings are an integral, but independent, 
part of the appointments process.

The focus of questioning will, therefore, need 
to rest on the professional competence of the 
candidate and their personal independence. 
Questioning will need to rely on the 
documents provided to support the panel’s 
deliberations. 

Where members of the panel propose to 
consider additional information relating to 
the candidate, not provided by the PCC 
but available elsewhere, this should be 
considered by the monitoring officer and the 
HR representative to ensure that the process 
will be fair, and that it will help the panel 
assess competence and independence. 
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This will be of particular importance for 
Schedule 8 appointments, where there may 
be a fair amount of information in the public 
domain relating to the candidate on which 
the panel might like to draw, but care will be 
needed in researching and analysing this 
information. 

Within the two broad themes of competence 
and independence the panel might wish to 
focus on particular areas. These should be 
discerned with reference to the role profile, 
and the police and crime plan, which will 
allow the panel to understand the regular 
duties that the postholder will be expected to 
undertake, and the key policies that they will 
have to implement. 

Broad questioning themes should be 
developed, such as evidence that the 
candidate has:

• an understanding of the various 
stakeholders that would need to be 
involved and engaged with (and in 
what way, with what outcome) in the 
development and delivery of a major 
strategy (professional competence)

• a pragmatic understanding of the 
separation of the PCC from operational 
responsibility (personal independence).

Personal independence is likely to be a 
nuanced issue in relation to the PCC’s 
deputy. These are likely to be political 
appointments, and as such a lower standard 
of independence might be expected, 
reflecting the fact that these deputies have 
been appointed to provide political support, 
and to directly assist the PCC in driving his 
or her particular vision and priorities. 

However, the panel in these cases, will 
still need to be assured that the deputy 
recognises the separation of political and 
operational responsibilities. 

Members of the panel should consider, at the 
pre-meeting, the kind of evidence they would 
want to adduce to demonstrate under each 
theme that the minimum standards for the 
post had been met. 

Under each of these themes individual 
questions should be drawn out, and 
assigned to relevant members of the panel. 
It may be necessary for the panel member 
asking questions at the meeting to ask 
supplementary questions, to ‘tease out’ 
the response to an answer. The chair of 
the panel will, under these circumstances, 
need to monitor closely such supplementary 
questions, and their responses, to be 
assured that they are relevant. The chair 
should receive senior officer support at the 
meeting.

Inappropriate questions are considered 
below. 
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The hearing itself

The hearing will be a relatively focused 
opportunity to explore key issues relating 
to professional competence and personal 
independence. 

As we have made clear it should not be 
treated as a chance for the panel to explore 
the candidate’s views on various areas of 
the PCC’s policies, national policy issues, 
or their plans once they assume the post, 
except insofar as those questions might 
relate directly to professional competence 
and personal independence. 

Confirmation hearings should therefore be 
relatively short and focused. Members will 
have agreed questions, and questioning 
themes, at the pre-meeting and these should 
be kept to (other than to ask necessary 
supplementary questions – see above). 

In broad terms, the meeting should be 
framed so as to allow the panel to make an 
informed decision about the candidate. In the 
next section the decision-making process is 
looked at in more detail but, fundamentally, it 
comprises two linked steps:

• Does the person meet the criteria set out in 
the role profile for the post?

 ◦ Do they have the professional 
competence to carry out the role?

 ◦ Do they have the personal 
independence to carry out the role? 
(although see comments elsewhere in 
this guidance on political appointments)

• Should, consequently, the panel 
recommend that the candidate should not 
be appointed or use its power of veto?

The chair should open the meeting by 
welcoming the candidate, and others 
present, and outlining for the benefit of the 
candidate the key themes that the panel 
hopes to explore. The chair should explain 
the process for approval, refusal or veto of 
appointments and allow the candidate to 
ask any procedural questions that he or she 
might have before the questioning gets under 
way.

The chair should be aware – notwithstanding 
the pre-meeting – of the risk that 
inappropriate questions might be asked. 
An inappropriate question is one that does 
not relate to the professional competence 
or personal independence of the candidate. 
Some questions that may appear to the 
questioner to relate to one or both of these 
issues might still be inappropriate. Some 
examples might be questions:

• relating to the personal political (or other) 
views of the candidate – eg whether the 
candidate agrees or disagrees with the 
police and crime plan, and so on

• seeking to substantively hold to account 
the candidate for decisions made in a 
previous role, unless they are phrased 
in such a way that directly relates to (for 
example) learning lessons from past 
experience
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• on what the candidate will do, 
substantively, once in the post (ie 
questions relating to operational strategy) 

• which are hypothetical and designed to 
obtain the candidate’s views on a position 
of local controversy.

This is not an exhaustive list. The panel’s 
senior HR adviser will be able to further 
advise the panel and the chair as to 
appropriate, and inappropriate, questions in 
this context. 

The panel should also be able to use its own 
considered judgment on this matter, and 
does not have to take the officer advice it is 
given. 

At all times the candidate should be treated 
fairly and politely. The panel should avoid 
getting into debate and discussion with the 
candidate on any issue, remembering that it 
has a task to perform and a limited amount of 
time to do it. 

Members of the panel should refrain from 
making general statements about any issue, 
other than the short opening and closing 
statements referred to above. 

At the end of the session the candidate 
should be given the opportunity to clarify 
any answers that he or she has given in the 
course of the hearing, and ask any questions 
of the panel, for example about the next 
steps or the decision-making process. 
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The decision-making process

Immediately following the confirmation 
hearing, the panel should go into closed 
session to decide on its recommendations. 
Whilst the Local Government Act 1972 
Schedule 12A would normally apply to 
the panel’s operation at this point, the 
Home Office suggests that panels are joint 
committees under the Police Reform and 
Social Responsibility Act rather than the 
Local Government Act 1972. The Home 
Office will shortly issue Regulations to 
clarify how parts of the 1972 Act will apply to 
panels. The monitoring officer and a senior 
HR professional should be present to provide 
advice to the panel on its deliberations. 

Meeting the role profile 
requirements

The following questions follow on from the 
issues mentioned in the section above. They 
are indicative only, suggesting the kind of 
issues that the panel would most need to 
be able to evaluate in order to come to a 
judgment on the suitability of the candidate. 

Depending on the role, and the role profile, 
different questions could be asked specific to 
the candidate’s forthcoming responsibilities, 
for example:

• Whether the panel feels that the candidate 
has the professional competence to 
exercise the role, as set out in the role 
profile

 ◦ Do they have the ability and insight to 
work across multiple different agencies 
to achieve the PCC’s priorities, and 
wider priorities for the area?

 ◦ Do they have the ability to respond, 
credibly and proportionately, to 
pressures such as the need to make 
short-term responses to unexpected 
requirements?

 ◦ Do they have the ability to translate 
strategic objectives into operational 
change on the ground?

• Whether the panel feels that the candidate 
has the personal independence to exercise 
the role, as set out in the role profile

 ◦ Do they have the ability to advise 
the PCC, but to resist any attempt at 
improper influence?

 ◦ Do they have the ability and confidence 
to take personal responsibility for 
relevant successes and failures?
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Minimum standards 

In an earlier section we made reference 
to ‘minimum standards’ of professional 
competence and personal independence. 
Members should be familiar with the required 
minimum standards in the role profile and 
should use these to make an assessment 
as to whether the candidate fulfils those 
standards.

Where a candidate does not meet these 
standards it should be self-evident, and this 
will be suggestive of a significant failure in 
the appointments process undertaken by the 
PCC. 

Under these circumstances (and only these 
circumstances) it may be appropriate to use 
the veto, if the candidate is a Schedule 8 
appointment. 

Where a candidate meets these standards, 
but there is still a cause for concern about 
his or her suitability, it may be appropriate 
to outline these concerns in the panel’s 
response to the PCC. 

Where a Schedule 1 candidate does not, 
in the panel’s view, meet the minimum 
requirements for the post, providing advice 
to the PCC in the form of a letter is the 
only option open to the panel. For these 
situations for Schedule 8 candidates, making 
a recommendation provides an alternative to 
use of the veto.
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Making recommendations on 
Schedule 1 and Schedule 8 
appointments 
Under the Act the panel may recommend to 
the PCC that the appointment be made, or 
that it not be made. A recommendation that 
an appointment is not made is not the same 
as a veto, and the PCC can, if he or she 
chooses, ignore such a recommendation. 

The only example of a pre-appointment 
hearing in the Commons leading to a 
recommendation not to appoint was that of 
the proposed children’s commissioner. In 
this section, we will draw lessons from that 
experience and examine how a process for 
recommending approval, and rejection, might 
work in practice. 

It is important to appreciate that any negative 
determination by the panel could have an 
undesirable effect on the candidate’s career 
options. It is suggested therefore that the 
affected candidate should ideally have at 
least a few days 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.

To achieve this, it is suggested that a five 
working day period should elapse between 
the hearing and the release of information 
about ANY recommendation from the panel 
whether positive or otherwise. 

An understanding about this arrangement 
would need to be discussed and agreed with 
the PCC and their staff who might otherwise 
release information about appointments 
separately from the panel.

Delaying any announcement about 
favourable panel recommendations and 
associated appointment announcements 
would be necessary to avoid unfavourable 
recommendations becoming automatically 
associated with a delay. This would in effect 
create the same outcome for unfavourable 
recommendations as if the information had 
been released straight away.

Although the five day period is suggested 
in order to ensure fairness to the candidate, 
it is recognised that there may be some 
circumstances where their best interest 
would be served by a quicker release 
of information. In all cases, a consistent 
approach to the release of information would 
need to be discussed and agreed with the 
PCC and their staff.

Recommending approval

This will be straightforward. The Act requires 
that recommendations to appoint should be 
communicated to the PCC in writing. This 
should happen immediately following the 
making of the decision (ie the next working 
day). 

The candidate should be copied into the 
communication. It is suggested however 
that the PCC should be asked not to make 
the result of the appointment public until five 
days has elapsed following the date of the 
hearing for the reasons explained above. 
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Similarly the panel should wait five working 
days before it releases any information 
about its recommendations. In any event 
the panel should also ensure that the 
PCC has received and acknowledged the 
panel’s recommendations before making its 
recommendations public.

Recommending refusal

This will involve more work. Refusal should 
only be recommended rarely, under the 
circumstances identified in the section on the 
decision-making process.

Where refusal is recommended, on the next 
working day the PCC should be notified 
of the refusal in writing. Appended to the 
refusal should be a summary of the principal 
reasons for that refusal. 

Both should be treated as separate 
documents so that the letter recommending 
refusal can later be formally published 
without risking a breach of the Data 
Protection Act. 

The next four working days will be available 
to all parties – including the candidate – 
to consider their next moves before the 
recommendation is made public. The reason 
why we suggest that no information be 
disseminated publicly until after this time 
is to ensure that the process is fair to the 
candidate as explained above. 

There are three likely scenarios that might 
follow a refusal recommendation by the 
panel:

• The PCC continues with the appointment. 
If this happens the recommendation 
to refuse would be published after five 
working days, along with a summary as 
to why the recommendation was made. 
The PCC should make a response at 
the same time as the publication of the 
recommendation, focusing on why he/she 
felt that the candidate did in fact meet the 
minimum standards for the post.

• The candidate decides to withdraw. If this 
happens the recommendation to refuse 
would be published after five working days 
along with the relevant summary, but no 
further information would be published 
from either side.

• The PCC decides not to appoint. If this 
happens, the recommendation to refuse, 
and the summary, would be published 
alongside a statement by the PCC setting 
out a timetable and process to make a new 
appointment. 

At each point the candidate will need to liaise 
with the PCC. The panel should not attempt 
to liaise with the candidate either directly, or 
through the host authority’s monitoring officer 
or leading HR officer. 

The panel may wish to recommend refusal, 
rather than exercising the veto, in the case of 
a Schedule 8 appointment. 

This might be considered when the panel 
feels that the candidate essentially meets the 
minimum standards, but has shortcomings 
that mean it would be inappropriate to 
appoint. It is envisaged that the veto would 
only be used in exceptional situations.
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The veto (for Schedule 8 
appointments only)

Use of the power of veto 

In an earlier section we considered the 
effect that the veto might have on potential 
candidates for the role of chief constable. 
Research carried out by the Constitution 
Unit in 2010 concluded that the introduction 
of a veto into the existing system of select 
committee pre-appointment hearings might 
well act to dissuade candidates from coming 
forward. 

It should be recognised that the PCC’s power 
to appoint – subject to the confirmation 
hearings process – has been provided by 
the Government to allow the PCC to appoint 
the person thought most appropriate. This 
will be a corporate decision, led by the PCC 
as an individual, but backed up through their 
secretariat, whose HR functions and internal 
appointment procedures will provide a ‘due 
diligence’ check on the candidate’s suitability. 
The veto should only be exercised where 
it is clear to the panel that there has been 
a significant failure of those ‘due diligence’ 
checks, to the extent that the candidate is not 
appointable. This is, rightly, a very high bar. 

Systems and processes will therefore need 
to be designed to ensure that the veto is 
used extremely rarely. It should be used only 
where the panel feels that the candidate fails 
to make the minimum standards for the post. 

Process for the veto

A possible process for the veto is set out 
below. In designing arrangements for the use 
of the veto, the content of any relevant Home 
Office Regulations should also be considered 
carefully21. 

Where the veto is exercised on a Schedule 
8 appointment, the PCC must not appoint. 
The veto should be notified to the PCC on 
the next working day following the hearing. 
The PCC will be responsible for notifying the 
candidate. 

It is suggested that after five working days 
the panel will publish its veto and the PCC, 
alongside this information, will publish 
information setting out the steps that will be 
taken to make another appointment. As we 
have suggested for recommendations of 
refusal of appointments, the five day period 
following the hearing can be used by the 
relevant parties to consider their responses. 
If however the candidate’s interests would 
be better served by a quicker release of 
information, this can be discussed and 
agreed with the PCC.

21 At the time of writing this guidance, the content of pending 
Home Office Regulations covering the use of the veto has not 
been finally determined. Early drafts of the Regulations indicate 
that the panel will not be able to veto the PCC’s second choice 
of candidate if the panel has already used its veto on the 
previous candidate.
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The exercise of the veto (or a 
recommendation for refusal) should act as 
the impetus to a discussion between the 
panel and PCC about how HR processes 
within the PCC’s secretariat might be 
reviewed. 
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Office of the Police & Crime 
Commissioner Report
Title: Chief Constable Appointment
Date:   12 February 2018
Agenda Item No:  
Originating Officer:  Vivian Stafford, Chief Executive, OPCC

Executive Summary: 

The purpose of this report is to enable the members of the Police and Crime Panel to give 
consideration to the Police and Crime Commissioner’s proposed appointment for the position of 
Chief Constable of Cumbria Constabulary.  

The report provides an overview of the appointment process that has been undertaken by the 
Police and Crime Commissioner (Commissioner) for Cumbria, Mr Peter McCall, to select the Chief 
Constable for Cumbria Constabulary.  Detailed within the report are the reasons why the proposed 
candidate has been selected for consideration by the Police and Crime Panel.   This report should 
be read in conjunction with the Independent Member’s report listed on the agenda.

Recommendation:

It is recommended that the Police and Crime Panel consider:

(i) the report by Ms Gill Lewis and her assurances that the selection process for this role has 
met all legal and executive best practices.

(ii)  the Police and Crime Commissioner’s preferred candidate, Mrs Michelle Skeer for the role 
of Chief Constable, at the Confirmatory Hearing on 23 February 2018.   

1. Introduction & Background 

1.1. On 13 December 2017, the Police and Crime Commissioner for Cumbria announced his 
decision to recruit a new Chief Constable for Cumbria Constabulary. 

1.2. The Commissioner must, under the Police Reform and Social Responsibility Act 2011 (the 
Act), notify the Police and Crime Panel (the Panel) of their preferred candidate for 
appointment as Chief Constable.  This report sets out the Commissioner’s proposed 
appointment.  

1.3. Schedule 8 of the Act states that the Commissioner must notify the Panel of their proposed 
appointment of a Chief Constable, and include the following information:
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(a) The name of the person the Commissioner is proposing to appoint;
(b) The criteria used to assess the suitability of the candidate;
(c) Why the candidate satisfies the criteria;
(d) The terms and conditions upon which the candidate is to be appointed.  

1.4. The purpose of the confirmation hearing is to enable the Police and Crime Panel to review 
the process undertaken in making the proposed appointment; be assured that the 
proposed candidate meets the criteria and to make recommendations on the proposed 
appointment.   This report is being presented to assist members in making their decision.

2. The Appointment Process

2.1. Appointment Process and Criteria

The Commissioner has ensured that the appointment process has followed the relevant 
legislation such as the Police Reform and Social responsibility Act, Home Office Circular 
20/2012 and the Guidance on Appointing Chief Officers developed by the College of 
Policing. 

2.2. The Office of the Police and Crime Commissioner has worked with the College of Policing in 
developing and delivering this appointment process.  This has included defining a bespoke 
role profile and person specification for the role of Chief Constable for Cumbria 
Constabulary.

2.3. Advert

The advertisement for the role of Chief Constable was developed based on the key criteria 
and requirements for the role incorporated within the role profile and person specification. 

2.4 Regulation 11 of the Police Regulations 2003 specifies that Chief Officer 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 that the closing date for 
applications must be no less than three weeks after the date of the publication of the 
advertisement.

2.5 The position was advertised from 13 December 2017 until 3 January 2018 as follows:
 The National Police Chiefs’ Council website
 Cumbria OPCC website
 College of Policing website
 Association of Police and Crime Commissioner’s website 
 HMICFRS website
 In addition the Commissioner personally wrote to each Chief Constable, Deputy 

Chief Constable and Assistant Chief Constable in the United Kingdom advising them 
of the recruitment process.  
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2.6. Application Pack

The application pack was available upon request from the Office of the Police and Crime 
Commissioner.  This comprised of a number of documents:

 Letter from the Police and Crime Commissioner about the process.
 A copy of the advertisement
 The role profile and person specification
 Application form and monitoring form
 Terms and conditions 

A copy of the application pack is attached at Appendix 1.  

2.7 The person specification section sets out the key personal and professional competencies 
required to perform the role of Chief Constable of Cumbria Constabulary.  The behavioural 
qualities outlined in the Policing Professional Framework (PPF) `Personal Qualities at the 
Executive Level’ were also used as key criteria in defining what was expected from the post 
holder.    The PPF is a national behavioural competency framework designed specifically for 
the Police Service which outlines what effective behaviour looks like at different levels in 
policing.  The candidates were required to deal with these competencies in their application 
form and were tested against them during the appointment process.

2.8 The person specification also contained the eligibility criteria required pursuant to the 
determinations of the Home Secretary, this being the satisfactory completion of the 
Senior Police National Assessment Centre (Senior PNAC) and the Strategic Command 
Course.  

2.9 In line with recommended practice in selection and assessment, the role profile and person 
specification were used to form the basis for subsequent decisions about the format and 
content of the appointment process including the advertisement, application form, the 
shortlisting criteria, assessment presentation topic, media exercise and interview questions.  

2.10 Terms and Conditions

The terms and conditions were compiled in accordance with Police Regulations and the 
Home Secretary’s Determinations.  The term of appointment will be for a fixed term of five 
years, together with any extension, which may be approved by the Commissioner.  The spot 
salary for Cumbria is £136,677 and the Commissioner has discretion to offer a salary range 
varying no more than 10% (up or down) from the relevant spot rate.    The Commissioner 
retains the ability to review such discretion throughout the period of appointment.     

2.11 Application Form

The self-assessment application form was developed in conjunction with the College of 
Policing.  It is designed to collect critical information about the applicant’s suitability for the 
role; as defined in the role profile, person specification and Policing Professional Framework 
(PPF) behavioural qualities.  The competency-based questions in the application form were 
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intended to contextualise the tasks associated with the role and pertinent organisational 
issues identified in the role profile (Appendix 1).  

2.12 The Appointment Panel

Whilst the Police Reform and Social Responsibility Act, supported by Home Office Circular 
on the Selection and Appointment of Chief Officers (20/2012) and national guidance states 
that it is the responsibility of the Commissioner to appoint a Chief Constable, the College of 
Policing guidance suggests that the Commissioner should convene an appointment panel 
(to include at least one independent member).  

2.13 The Home Office Circular states that the independent member should be chosen by the 
Commissioner and be someone independent of them and the force.  The role of the 
independent member is to ensure 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 College of Policing holds a list of suitable independent members who are 
trained assessors and have experience of selection processes within, and outside, the 
policing context.  The independent members on this list were selected through an open, fair 
and merit based selection process; and are continually quality assured in the delivery of 
their role.  

2.14 The Commissioner selected an appointment panel as follows:

 Peter McCall (Chair of the Panel)
 Gill Lewis (Independent Member)
 Pat Graham (Managing Director of Copeland Borough Council)
 Brendan Sweeney (Deputy Lead of Barrow Borough Council)
 Alistair Wannop (High Sheriff for Cumbria)

The panel members were selected in order to provide a diverse range of perspectives from 
across Cumbria and all have previous experience of selection processes at senior levels.   

2.15 The panel were also supported by Deputy Police Commissioner, Sir Craig Mackey 
(Metropolitan Police), who acted as a policing advisor; and Mrs Vivian Stafford (Chief 
Executive, Office of the Police and Crime Commissioner) who has had appropriate training 
and previous experience of a number of senior officer selection processes.

2.16 The Appointment Panel members received a copy of the College of Policing Guidance for 
the Appointment of Chief Officers upon being appointed.  This enabled the panel members 
to have a full understanding of the recruitment process and what was required of them.    
On 25 January 2018 a briefing session for the panel members was provided by a College of 
Policing advisor (Ms Melissa Hill).  The aim of the briefing session was to outline the process 
being used to appoint the new Chief Constable and provided a detailed understanding 
about the respective roles of the panel members in the selection process. 
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2.17 Expressions of Interest and Applications

Four potential candidates were in contact with the Office of the Police and Crime 
Commissioner and requested an application pack.  At the closing date two completed 
application forms were received.  

2.18 Receipt of two applications is not unique with other chief constable recruitment processes 
receiving between one and three applicants.      

2.19 Checks were made and confirmed that the applicants met the eligibility criteria within 
Home Office Circular 21/2012, ie they had successfully completed the Senior Police National 
assessment Centre (Senior PNAC) and Strategic Command course (SCC).  

2.20 Shortlisting

Following consultation with the Independent Member, it was agreed that they and the 
Commissioner would carry out the shortlisting process.  To assist them in the process they 
used the Observe, Record, Classify and Evaluate (OCRE) Methodology as recommended by 
the College of Policing.  They considered the five point rating scale (Appendix 2) to be used 
to evaluate the self-assessment application form agreed that candidate would need to 
achieve a rating of `C’ or above in each of the criteria being assessed to be invited to the 
interview and assessment process.  

2.21 All of the received applications were considered against the eligibility criteria and the 
professional competencies contained within the person specification.  An independent 
assessment of the applicant’s answers to the competency specific questions against the 
agreed assessment criteria was carried out using the four point rating scale.  

2.22 The findings were then collated and a discussion on each assessment carried out, following 
which both candidates were found to meet the standard set and suitable to take forward to 
assessment and interview.  

2.23 Familiarisation Day

As part of the recruitment process it was decided to invite those candidates who met the 
standard set at the shortlisting stage to attend a Familiarisation Day at Cumbria 
Constabulary Headquarters on Monday 22 January 2018.  The intention of the day was to 
enable shortlisted applicants to learn more about the role, Cumbria Constabulary and more 
generally about the county itself.   A copy of the timetable for that day is attached at 
Appendix 3.   

2.24 The Familiarisation Day was also intended to be an important tool in providing an open, 
transparent and equal opportunity for all those applying for the role to have a common 
knowledge and understanding about the force, the Commissioner’s vision and the county. 
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2.25  Assessment and Interview

On 25th and 26th January 2018, the Appointment Panel conducted the assessment and 
interview process for the shortlisted candidates.  Panel members were provided with a 
copy of the Presentation topic, Media Exercise and Interview questions, as well as recording 
sheets with space to record the content of candidate’s presentation and answers to each of 
the competency based questions.    

2.26 Prior to the assessments and interview processes the panel held a briefing session with the 
Independent Member, Gill Lewis.   The panel were also reminded about the Observe, 
Record, Classify and Evaluate (ORCE) assessment model, probing questions along with 
potential barriers and biases to objective assessment.  

2.27  The Appointment Panel used the five point rating scale to evaluate the candidate’s 
performance during the presentation, media exercise and interview.  They agreed that 
candidates would need to achieve a minimum rating of `3’ in each criteria being assessed to 
be considered for appointment.  However they were looking for a very high calibre of 
candidate and ideally would want higher ratings from the preferred candidate.  

The Appointment Panel assessed candidates during a media exercise, presentation and 
interviews.  Copies of the media, presentation and interview questions can be found within 
Appendix 4(i) and Appendix 4(ii)

2.28 Media Exercise

The candidates were presented with a fictitious scenario and given 20 minutes to prepare 
before being interviewed for 5 minutes by a media professional.  These interviews were 
recorded to enable the Panel to re-play the media interview twice during assessment.  
During the re-plays panel members made contemporaneous notes about the candidate’s 
interview.  

2.29 The media exercise component of the assessment process would mainly assess the 
competency areas of `Serving the Public’ and `Professionalism’.   The topic was developed to 
reflect key issues and themes identified in the role profile and person specification.   

2.30 Presentation

Candidates were given a topic and 30 minutes to prepare a presentation.   They were then 
required to give a 10-minute presentation on the topic, followed by questions from the 
Appointment Panel.     

2.31 Once the candidate had delivered their presentation, the panel asked up to 10 minutes of 
questions to clarify their understanding.  Specific questions were not provided in advance 
for this part of the assessment as the panel needed to tailor their questions to the content 
of the candidate’s presentation.  During the presentation panel members made 
contemporaneous notes about the content of the candidate’s presentation and responses 
to the panel’s questions.  
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2.32 The presentation component of the assessment process would mainly assess the 
competency areas of `Leading the Workforce’ .   The topic was developed to reflect key 
issues and themes identified in the role profile and person specification.  

2.33 Interview

Support and guidance was provided by the College of Policing, the independent member 
(Gill Lewis) and Sir Craig Mackey (as the policing advisor) in developing the interview 
questions which the candidates were interviewed against.     

2.34 The Appointment Panel assessed the performance of candidates during the interview 
against the professional competencies contained within the person specification using a six 
point rating scale provided by the College of Policing.  

2.35 The panel were provided with the questions, which focussed on each of the following 
competencies:  

 Decision Making
 Leading Strategic Change
 Managing Performance
 Public Service
 Working with Others  

  
2.36 The panel were encouraged to use appropriate probing techniques to supplement their 

core questions, seek further information from the candidate and test the thinking behind 
the responses provided.   

2.37 The Appointment Panel members individually made contemporaneous notes, assessed and 
rated each candidate’s performance.  Each candidate’s scores were recorded on a matrix 
and collated to produce an Appointment Panel score for each candidate in respect of each 
competency.  

2.38 Consideration and Recommendation

Following the assessments and interviews the Appointment Panel were required to 
independently classify the recorded evidence against the competencies being assessed and 
subsequently evaluate the quality and quantity of evidence provided using the same six 
point rating scale.  Once they had awarded an independent rating for each of the criteria, 
the independent member, Gill Lewis, facilitated a discussion to collate the individual panel 
member ratings and agree a panel score for each criteria and an overall performance score.

2.39 Considering the ratings in each of the competencies assessed and the overall rating for the 
candidate against the competencies set out in the person specification, the Appointment 
Panel concluded unanimously that the preferred candidate should be appointed as the next 
Chief Constable of Cumbria Constabulary.  
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3. The Preferred Candidate

3.1 The Appointment Panel unanimously agreed to the proposed appointment of Michelle 
Skeer as Chief Constable of Cumbria Constabulary.   Mrs Skeer is currently serving as 
Deputy Chief Constable of Cumbria Constabulary and a biography of their policing career 
is provided at Appendix 5.   

3.2 The Commissioner and the Appointment Panel were totally satisfied that Mrs Skeer was the 
best candidate and suitable as the next Chief Constable of Cumbria Constabulary.  
Accordingly, the Commissioner would formally propose to the Police and Crime Panel that 
Mrs Skeer was the preferred candidate.    

3.3 A copy of the preferred candidate’s application form has been provided to Panel Members 
separately as a confidential document as it contains personal information (Appendix 6).  
The Appointment Panel’s conclusions on how Mrs Skeer met the eligibility criteria and 
professional competencies are set out at Appendix 7.  

3.4 The Independent Member is required to produce a written report on the appointment 
process for submission to the Panel.  This is included elsewhere on the agenda to inform 
and assist the Panel members.  

3.5 Subject to the Police and Crime Panel’s decision today, it is anticipated that upon 
confirmation of the appointment the preferred candidate will commence duty in the 
substantive role of Chief Constable for Cumbria Constabulary on 1 April 2018.  The Panel 
will be advised of the exact date once this had been agreed.  

4. Implications

4.1 Financial
The financial implications of the appointment of a Chief Constable are contained within the 
existing police budget.

4.2 Legal
In progressing the recruitment of a new Chief Constable the Commissioner has had regard 
to the legislation referred to within this report as well as the College of Policing Guidance 
for the Appointment of Chief Officers published in November 2011.  

4.3 Risk
Failure to proceed to appoint the preferred candidate would require the undertaking of a 
new recruitment process.  This would not necessarily result in more applications from 
suitable candidates and could lead to instability in the Force and a reduction in public 
confidence in policing in Cumbria.     
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4.4 HR / Equality
The appointment process has been open to all eligible candidates and has been conducted 
in accordance with the Police Reform and Social Responsibility Act, relevant Police 
Regulations and guidance published by the College of Policing to ensure a fair and equitable 
process.  All reasonable requests from candidates have been met.  The Independent 
Member appointed to the Appointment Panel endorses that the principles of fairness, 
openness and selection on merit were fully applied at every stage of the process.  

5. Supplementary Information

Appendix 1: Application Pack
Appendix 2: Five Point Rating Scale
Appendix 3: Familiarisation Day Timetable
Appendix 4: (i)  Combined Assessor Materials (Part 2)

(ii) Supplementary and Probing Questions (Part 2) 
Appendix 5: Biography of preferred candidate
Appendix 6: Application Form (Part 2)
Appendix 7: Suitability of Candidate for Appointment 
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Our Ref:   
Your Ref:    
 

   06 December 2017   
 

Dear, 

Appointment for Chief Constable, Cumbria Constabulary 

Thank you for your interest in our recent announcement that we are seeking a new 
Chief Constable for Cumbria Constabulary. 

Over the past 3 years Cumbria Constabulary has made significant progress.  Crime is 
down, detections have increased and HMICFRS has acknowledged the improvements 
that have been made.  Now, we are seeking an inspirational leader capable of building 
on these achievements to deliver further improvements. 

In order to assist you with your application I have enclosed an Information Pack that 
includes: 

 Role Profile (Job Description and Person Specification) 

 Competency Based Application Form* 

 Equality and Diversity Monitoring Form* 

 Terms and Conditions 

*To be returned as part of your application.  

A large amount of information can be found on our website – www.cumbria-
pcc.gov.uk.  

I would draw your attention to some of the documents/areas of business listed below:   

 Police and Crime Commissioner’s Local Police and Crime Plan  [https://cumbria-
pcc.gov.uk/your-pcc/police-and-crime-plan/ ] 

 Annual Report [ https://cumbria-pcc.gov.uk/your-pcc/annual-report/ ] 

In case of enquiry please 
contact:  J Head  
Tel: 01768 217734 
Email: 
joanne.head@cumbria.police.uk  
 
 
www.cumbria-pcc.gov.uk 

 

 

Peter McCall  

Police and Crime Commissioner for Cumbria  

Carleton Hall 

Penrith CA10 2AU 

 

 

 

 

 

 
 
 

Appendix 1
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 Cumbria Constabulary’s performance [https://cumbria-pcc.gov.uk/your-
pcc/force-performance/ 

You should note the following key dates: The closing date for applications is 12 noon 
on Wednesday 3 January 2018; the short listing will be undertaken on Wednesday 17 
January 2018. 

Those shortlisted will be offered the opportunity to attend an Information Day within 
the Constabulary on Monday 22 January 2018.  The interview and assessment process 
will take place over two days on Thursday 25th January and Friday 26th January 2018.  
The successful candidate will be required to attend a public confirmation hearing by 
the Police & Crime Panel.  

Completed applications should be marked Private and Confidential and sent by 
recorded delivery to:   

Mrs Joanne Head 
Cumbria Office of the Police & Crime Commissioner 
1-2 Carleton Hall 
Carleton Avenue 
Penrith 
Cumbria 
CA10 2AU 

Or emailed to joanne.head@cumbria.pnn.police.uk  

If your appointment is confirmed the next stage in the process would be to seek 
medical clearance (which will include an examination) and security vetting to 
Developed Vetting (DV) level.  

I look forward to receiving your application and thank you for your interest in Cumbria 
Constabulary and Cumbria Office of the Police and Crime Commissioner. 

Yours sincerely 

 
Peter McCall 
Police and Crime Commissioner for Cumbria 
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ROLE PROFILE 

 
Role Title:               Chief Constable Cumbria Constabulary 

 
Accountable To:     The Police and Crime Commissioner for Cumbria 
 

Location:    Cumbria Constabulary, Police Headquarters, Penrith, Cumbria  
 

Term:    Five Year Fixed Term Appointment 
 
Salary:   £123,009 to £150,344 + benefits 

 
 

Essential Requirements: 
Applicants must have successfully passed both the Senior Police National Assessment 
Centre (Senior PNAC) and the Strategic Command Course (SCC).  

 
Overview of the Role: The Chief Constable for Cumbria Constabulary will work closely 

with the Police and Crime Commissioner to keep crime at low levels across the force 
area through the delivery of the Police and Crime Plan.  The Chief Constable will be 
responsible for leading the force through future organisational change to meet the 

financial challenges ahead by building on existing partnerships, as well as creating new 
ones, whilst still meeting the needs of the diverse communities across Cumbria.  

  
Main responsibilities: 
The direction and control of Cumbria Constabulary providing Cumbria with an effective 

and efficient police service and the fulfilment of all the statutory and legal obligations of 
the office of Chief Constable. 
 

 

The successful candidate will be responsible for:  

 
a)  Supporting the Police & Crime Commissioner in the delivery of the strategy and 

objectives set out in the Police and Crime Plan. 

b)  Delivering efficient and effective policing in Cumbria. 
c)  Fulfilling all professional and legal obligations of the office of Chief Constable. 

d)  Working with the Police & Crime Commissioner and other public, voluntary and 
private sector agencies to deliver, sustain and promote trust and confidence in 
policing in Cumbria. 

 

 

1. Supporting the Police and Crime Commissioner in the delivery of the vision, priorities 

and strategy within the Police and Crime Plan. 
2. Leading continuous improvement for Cumbria Constabulary, enabling the delivery of 

services within financial and resource constraints, responding to national and local 
demands whilst improving performance and productivity.   
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3. Providing dynamic and highly visible leadership to the force, promoting the highest 

professional and ethical standards and realising the full potential of staff within 
Cumbria Constabulary by creating an environment in which people are motiviated 

and inspired.   
4. Inspiring, supporting and contributing towards collaborative arrangements and 

partnerships with agencies, other police forces and the public to fulfil the aims of the 

Police and Crime Plan. 
5. Developing and implementing strategies, focussing on communities and ensuring 

that policing within Cumbria serves the needs of local people, increases public 
confidence and makes it a safe county in which to work and live.   

6. Influencing and responding to national policing, community safety and criminal 

justice issues whilst promoting Cumbria Constabulary to the public, partners and the 
media.   

7. Ensuring continuous improvement in effective policing and the efficient use of 
resources. 

8. Proving timely professional advice and information to the Police and Crime 

Commissioner to support him in fulfilling his functions.   
 

 

 

 

Person Specification: 

Applicants should be able to demonstrate evidence of the following behaviours and 
experience: 

 
i. The ability to understand and manage the policing needs of a diverse range of 

communities and stakeholder groups across Cumbria through effective working 

with the Police and Crime Commissioner. 
 

ii. The ability to develop effective working relationships within the chief officer team 
and set a clear direction for the Force to maintain high levels of performance. 

 

iii. The ability to identify and implement innovative policing strategies to deliver 
against the Commissioner’s Police and Crime Plan. 

 
iv. The ability to outline a clear and consistent strategy for the Force in line with the 

Commissioner’s vision and to create meaningful deliverables for staff. 

 
v. The ability to lead and steer the Force through future change, to ensure the force 

continues to be well positioned to meet the financial efficiencies required. 
 

vi. The ability to communicate and engage with the media locally, regionally and 

nationally so that, together with the Office of the Police and Crime Commissioner, 
you present a positive image of Cumbria Constabulary. 

 
vii. The ability to drive and develop strategic partnerships within the county and with 

other police forces. 

 
viii. The ability to seek and respond to feedback, from both internal and external 

sources, to continually develop as a professional as well as apply this approach 
across the force. 
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ix. The ability to promote diversity, equality of opportunity and fair treatment 

through your leadership style and management approach. 
 

x. The ability to demonstrate and promote high standards of professional conduct 
and integrity through your leadership style and management approach. 
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Personal Qualities: 
Applicants must also be able to evidence their competence against the seven personal 

qualities outlined in the Policing Professional Framework (PPF) at the ‘Executive’ level.  
These are outlined below.  
 

 

Decision making  
Assimilates complex information quickly, weighing up alternatives and making sound, 

timely decisions. Gathers and considers all relevant available information, seeking out 
and listening to advice from specialists. Asks incisive questions to test facts and 
assumptions, and gain a full understanding of the situation.  Identifies the key issues 

clearly, and the relationship between different options at a local and national level, 
assessing the costs, risks and benefits of each.  Makes clear, proportionate and 

justifiable decisions and is prepared to make the ultimate decision, even in times of 
ambiguity and uncertainty. 
 

 
Leading strategic change 

Thinks in the long term, establishing a clear and simple vision based on the values of 
the Police Service, and a clear direction for the Force.  Instigates and delivers structural 
and cultural change, thinking beyond the constraints of current ways of working, and is 

prepared to make radical change when required.   Identifies better ways to deliver value 
for money services that meet both local and national needs, encouraging creativity and 

innovation within the Force and partner organisations. 
 
Leading the workforce 

Inspires people to meet challenging organisational goals, creating and maintaining the 
momentum for change. Gives direction and states expectations clearly.  Effectively 

communicates; talks positively about policing and what it can achieve, building pride 
and self-esteem. Creates enthusiasm and commitment throughout the Force by 
rewarding good performance, and giving recognition and praise.  Promotes learning and 

development within the Force, giving honest and constructive feedback to colleagues 
and investing time in coaching and mentoring staff. 

 
Managing performance 

Translates the vision into action by establishing a clear strategy and ensuring 
appropriate structures are in place to deliver it.   Delegates responsibilities appropriately 
and empowers people to make decisions, holding them to account for delivery.   Sets 

ambitious but achievable timescales and deliverables, and monitors progress to ensure 
strategic objectives are met. Identifies and removes blockages to performance, 

managing the workforce and resources to deliver maximum value for money.    
Recognises and highlights good practice yet confronts and addresses underperformance. 
 

 
Professionalism  

Acts with integrity, in line with the values and ethical standards of the Police Service.  
Delivers on promises, demonstrating personal commitment, energy and drive to get 
things done.  Defines and reinforces standards, demonstrating these personally and 

fostering a culture of personal responsibility throughout the Force.  Listens well. Asks for 
and acts on feedback, continuing to learn and adapt to new circumstances.  Takes 

responsibility for making tough or unpopular decisions, demonstrating moral courage 
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and resilience in difficult situations. Remains calm and professional under pressure and 

in conditions of uncertainty. Openly acknowledges shortcomings in service and commits 
to putting them right. 

 
Serving the public 
Promotes the ethos and values of public service, based on an understanding of the 

public in Cumbria and sensitivity to their interests.  Ensures that all staff understand the 
expectations, changing needs and concerns of different communities, and strive to 

address them. Builds public confidence by actively engaging with communities, agencies 
and strategic stakeholders, developing effective partnerships at a local and national 
level.  Understands partners' perspectives and priorities, working cooperatively with 

them to develop future public services within budget constraints, and deliver the best 
possible overall service to the public of Cumbria.   

 
Working with others  
Builds effective collaborative working relationships through clear communication.   

Maintains visibility and ensures communication processes work effectively throughout 
the Force and with external bodies.   Consults widely and involves people in decision-

making, speaking in a way they understand and can engage with.   Treats people with 
respect and dignity regardless of their background or circumstances, promoting equality 
and the elimination of discrimination.  Treats people as individuals, showing tact, 

empathy and compassion. Negotiates effectively with local and national bodies, 
representing the interests of the police service.   Influences the development of social 

policy through the establishment of good working relations with Government. Sells ideas 
convincingly, setting out benefits of a particular approach, and striving to reach mutually 
beneficial solutions.  Expresses own views positively and constructively. Fully commits to 

team decisions. 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

Private & Confidential: 
Before completing this application form you are advised to read the instructions for 
completion carefully. 
 

INSTRUCTIONS FOR COMPLETION 

 
Applicants are strongly advised to read the role profile and associated competencies, the 
policing priorities and important issues for Cumbria Police & Crime Commissioner. 
 
a. The form should be hand written in black ink or completed in Arial 12 point 

typeface.  The form submitted to the Office of the Police & Crime Commissioner 
(OPCC) may be in an electronic version or can be printed in hard copy form and 
personally signed by the applicant.  
 

b. You are required to complete all sections of the form.  You can increase the space 
for each question if you require more room, although candidates are requested 
to be concise and take note of the maximum number for words allowed in some 
sections.   

 
c. It is imperative that you are open and honest with your answers.  Evidence needs 

to be specific and focused on your personal involvement/experience and 
actions.  The evidence you present must be from within the last three years.  The 
strength of your application will be determined by the extent that your evidence 
relates to the relevant competency area; how thoroughly you respond to the 
questions asked; and how appropriate your examples are in relation to the issues 
facing Cumbria Constabulary and Cumbria Police & Crime Commissioner. 

 
d. It is your responsibility to ensure the application form and the Equal 

Opportunities monitoring form is completed and returned to the address 
specified in the letter accompanying the information pack. 
 

e. Upon returning your completed form please ensure you provide a covering letter 
(no more than two sides of A4) which clearly sets out your motivation for the role 
and what you would want to achieve as Chief Constable of Cumbria 
Constabulary. 

 
f. It is your responsibility to ensure their form is returned by noon on Wednesday 3 

January 2018. Failure to comply may disqualify your application. 
 

g. The successful applicant will be appointed subject to a medical, security vetting 
and confirmation by the Police & Crime Panel for Cumbria.   
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

PART ONE 
 

Last Name: 
 
 
 

 Given name(s): 
 
 
 

 

Current Job Title: 
 
 

 Current Force & Dept/Unit/Division: 
 
 
 
 

 

Work Address: 
 
 
 

Correspondence Address: 
 
 
 
 
 
 

Telephone: Telephone: 

Email: Email: 

 
Please provide the following dates, for: 
 
Birth  Joining the Police Force  Promotion to Sergeant  

                    

 
Promotion to Inspector 

  
Promotion to Ch. Insp. 

  
Promotion to Supt.  

                    

 
Promotion to Ch. Supt. 

  
 

  
 

                    

 

Current Vetting Level:   
 
 

Date of Expiry:   
 

 

Please provide details of any special arrangements you would require at an interview or 
assessment (e.g. building access): 
 
 
 
 

Cumbria’s Police & Crime Commissioner is committed to equality and diversity and 
welcomes applications from all suitably qualified candidates.   
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 

PART TWO 
 

Details of previous three postings -  starting with the most recent Force first 
 
Current Role Title: 
 
 

Force: 
 
 

Start Date: 
 

Finish Date: 

Brief description of role and responsibilities, including key achievements 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Previous Role Title: 
 
 

Force: 
 
 

Start Date: 
 

Finish Date: 

Brief description of role and responsibilities, including key achievements 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

51



RESTRICTED WHEN COMPLETE 

Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

Previous Role Title: 
 
 

Force: 
 
 

Start Date: 
 

Finish Date: 

Brief description of role and responsibilities, including key achievements 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

Details of relevant qualifications and training courses attended 

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

Colleges, university attended or 
correspondence courses taken 

From To Qualifications and grade attained 

 
 
 
 
 
 
 
 
 
 
 
 

   

 
Please list any training courses attended that you consider are relevant to the role for 
which you are applying.  (Please note that it is an essential requirement that you have 
successfully completed the Strategic Command Course). 
 

Course Title From To Summary of course contents 

 
 
 
 
 
 
 
 
 
 
 
 

   

 
Please provide details of any Equality, Diversity and Human Rights training you have 
received. 
 

Course Title From To Summary of course contents 

 
 
 
 
 

   

53



RESTRICTED WHEN COMPLETE 

Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

PART THREE 
NB: All examples given should be within the last three years and each response should be 
no more than 500 words. 
 

Serving the Public:  Please describe a time when you have been responsible for building public confidence in 
the Police across a diverse range of communities and stakeholders.  Please explain how you ensured that the 
specific, and differing, needs of these communities were taken account of and met.  

Applicant’s Response: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Leading Strategic Change:  Please describe a time when you have been responsible for implementing 
transformational change across an organisation to meet financial efficiencies.  Please explain how you 
identified the need for change and how you managed any resistance to these changes? 
Applicant’s Response: 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 

Leading the Workforce:  Please describe a time when you have set a clear and consistent vision for staff so 
that they are motivated to meet challenging goals. Please explain how you inspired people to buy-in to your 
vision. 

Applicant’s Response: 
 
 
                                  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

Managing Performance:   Please describe how you have taken responsibility for achieving and maintaining 
an increase in force performance during times of austerity.  Please explain how you involved others in 
delivering this performance and dealt with underperformance? 

Applicant’s Response: 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 
Professionalism:    Please describe how you have helped create a culture that values professionalism and 
demonstrated high levels of integrity within policing.  Please explain how you managed situations where 
these standards were not met.  

Applicant’s Response: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Decision Making: Please describe another situation where you had to make a complex decision designed to 
ensure the effective use of limited policing resources despite conflicting advice from stakeholders.  Please 
explain how you decided what sources of information to draw on and involved others in this decision. 

Applicant’s Response: 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

Working with Others:  Please describe how you have taken forward strong working relationships with new 
partners, either inside or outside policing, in order to develop mutually beneficial outcomes.  Please explain 
how you overcame any issues and ensured that the specific needs of the police force were not lost.    

Applicant’s Response: 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 

PART FOUR 

 
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. 
 
 

 
 
 
 
 
 
 
 
 

 
Do you currently have any job or business interest which you intend to continue 
should you be successful in this application? 
 
Please indicate yes or no:                 ………………………………… 
 
If yes, please state the nature of this job or business and the extent of your 
involvement (eg actively involved, non-executive director).  Include the hours you 
attribute to it 
 

 
 
 
 
 

 
 
Number of days sickness absence over past 12 months 
 

 
 
 

 
Please give details of any relationships to Members / Officers of Cumbria 
Constabulary or Cumbria Police & Crime Commissioner.  (Please answer `none’ if 
no relationship exists.) 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

Please give the names and addresses of two referees, not related to you, who have 
agreed to support your application. 
 
Name: 
 
 
 

 Name: 
 
 
 

 
Correspondence Address: 
 
 
 

Correspondence Address: 
 
 
 
 
 
 

Occupation: Occupation: 

Telephone: Telephone: 

Email: Email: 

 
 
 
 
 
DECLARATION 
 

I apply for the appointment of Chief Constable in accordance with the terms of the 
selection process and I declare that, to the best of my knowledge and belief, all the 
statements contained in this form are correct.  I understand that canvassing of the 
Police and Crime Commissioner, staff of the Office of the Police and Crime 
Commissioner or officers of Cumbria Constabulary directly or indirectly will 
disqualify me from appointment 

 
 
 
 
Signature: ……………………………………………………………. Date: …………………………… 
Please type full name here: 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 
 
Completed application forms should be returned to: 
 
 

Mrs Joanne Head 
Cumbria Office of the Police & Crime Commissioner  

1-2 Carleton Hall,  
Penrith,  

Cumbria CA10 2AU 
 

Joanne.head@cumbria.police.uk  
 

by 12 noon on Wednesday 3 January 2018  
 
 
 
 
 
 
 
NB: Please note that short-listing will take place on 17 January 2018 and the interview/ 
selection process will take place on Thursday 25th January and Friday 26th January 2018 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 
PART FIVE  

 

Equal Opportunities Monitoring Form 
 
 

Family name:  

Given name(s):  

Title: 
Mr/Mrs/Miss/Ms/Other 

Sex: 
M / F 
 

Date of birth: 
 

Force/Constabulary 

 
 

Do you consider yourself to be disabled within the meaning of the Disability 
Discrimination Act 1995?*  Please answer YES or NO.  

 

  

 

 
*As defined in the Act: 'A person has a disability if he/she has a physical, mental or 
sensory impairment which has a substantial and long-term adverse effect on their ability 
to carry out normal day-today activities'.   
 
If you are not sure about what this means, (e.g. what is ‘substantial’ or ‘long-term’) for 
advice please contact the Chief Executive, Cumbria Office of the Police & Crime 
Commissioner, telephone number (01768) 217734 
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Cumbria Office of the Police & Crime Commissioner -  Appointment of Chief Constable 

 

 
Please consider the options below and tick only ONE box in Section A and ONE box in Section B 
 
 
Section A —  What is your ethnic group? 
Choose one section from (a) to (e), then tick the appropriate box  
within that section to indicate your  cultural background 

(a)  White British  

Irish  

Any other White background  

(b)  Mixed White and Black Caribbean  

White and Black African  

White and Asian  

Any other mixed background  

(c)   Asian or Asian British 
 

Indian  

Pakistani  

Bangladeshi  

Any other Asian background  

(d)   Black or Black British 
 

Caribbean  

African  

Any other Black background  

(e)   Chinese or  
 
Other Ethnic group  

Chinese  

Any other  

 
 
Section B:   Which group do you most identify with?   
 
Tick one box from the following six choices.  
 

British or Mixed British  Irish  Welsh  

English  Scottish  Any other  

 

 Thank you for completing this form   

 Please return it together with your completed Application Form to 

 

Mrs Joanne Head 
Cumbria Office of the Police & Crime Commissioner  

1-2 Carleton Hall,  
Penrith,  

Cumbria CA10 2AU 
 

by 12 noon on Wednesday 3 January 2018  
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This post will be offered in accordance with the Police Regulations 1995 and 
will be subject to the Police Reform and Social Responsibility Act 2011. 

 

Pay 

Chief Constable salaries are set using a ‘spot rate’ which varies depending on the force. The 
national spot rate for Cumbria is £136,677. When appointing a Chief Constable, the PCC has 
discretion to offer a salary range, which varies no more than 10% (up or down) from the 
relevant spot rate (£123,009 to £150,344).    The Commissioner retains the ability to review 
such discretion.     

 

Term of Contract 

The post will be offered on an initial fixed term appointment up to 5 years, to be agreed as 
part of the final negotiations; which may be extendable at the discretion of the Police and 
Crime Commissioner.  The person appointed will commence duties on a date to be agreed 
with the Police and Crime Commissioner; this is likely to be from (date to be agreed). 

 

Working Location 

The majority of work will be carried out from Cumbria Constabulary, Headquarters, Carleton 
Hall, Penrith, Cumbria.  However, the nature of the post will also require travel throughout 
the region and nationally.  This may, on occasions, include periods’ of time spent working at 
other locations.  

 

Working Hours / Whole Time Service 

The post holder will be contracted to work 40 hours per week and paid on a monthly basis.  
However, the post holder will have responsibility for representing the service and as such 
will be required to be contactable 24 hours per day when designated Chief Police Officer 
point of contact.  The role may also require the post holder to attend major incidents and 
other operational events at short notice.    The role will require evening and weekend 
working including attending meetings and events during these times.   

 

The successful candidate will be required to devote his/her whole time service to fulfilling 
the duties of the office of Chief Constable and shall not take up any other additional 
appointment or undertake a business interest without the prior written consent of the Police 
and Crime Commissioner. 
 
 
 
 
 

Cumbria Office of the Police & Crime Commissioner 
Chief Constable Terms and Conditions 
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Confirmation Hearing 

In accordance with Schedule 8 of the Police Reform and Social Responsibility Act 2011 the 
appointment will be subject to a confirmation hearing by Cumbria Police and Crime Panel.  
This must take place within three weeks of the Panel being informed of the person being 
recommended by the Commissioner.  The successful applicant may be required to attend 
the hearing.   

 

Medical Examination 

Applicants who are shortlisted will be required to complete a medical questionnaire and the 
successful candidate and reserve candidate will be required to undertake a medical 
examination.   

 

Security Clearance 

The successful applicant will be appointed, subject to obtaining security clearance at 
Developed Vetting (DV) level.   

 

References 

Two references will be obtained once the assessment process is complete and the successful 
applicant (and reserve candidate) is identified.   

 

Termination of Appointment 

Termination of the appointment is subject to three calendar months’ notice in writing by 
either side.   

 

Leave entitlement 

The post holder is entitled to leave in accordance with Police Regulations and to be 
approved by the Police and Crime Commissioner.  Chief Constables are entitled to ‘no less 
than’ 48 days annual leave per year, (if they have over 10 years’ service as an officer above 

the rank of Chief Superintendent) or 42 days (if they have under 10 years’ service) in 
accordance with Police Regulations.    
 

Performance and Development Review (PDR)   

The post will be subject to performance and development reviews (PDR's) in accordance 
with national guidance and will be undertaken and signed off by the Police and Crime 
Commissioner on an annual basis. 
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Relocation   

To facilitate the recruitment of high quality officers to the rank of Chief Constable, a 
relocation package is available to a successful candidate who relocates their home upon 
appointment.  The relocation package will be based upon Police Regulation 35 as amended 
by Home Office circulate 010/2012 subject to agreement with the Police and Crime 
Commissioner.   

 

Provided Vehicle   

The post is eligible for the Chief Officer Provided Car Scheme.   

 

Other Allowances 

(a) The Office of the Police & Crime Commissioner for Cumbria will reimburse the annual 
membership fee for NPCC and the CPOSA personal insurance premium to the extent 
that this is applicable to professional duties only.  No element of this insurance will 
relate to cover for employment or dismissal or other removal from office. 

 
(b)  Appropriate uniform will be provided.   
 
(c) Housing Allowance will be paid to the person appointed, if appropriate, in 

accordance with their existing arrangements.   
 
(d) Reimbursement of all reasonable expenses incurred in the execution of duty 

(reimbursed through expenses) to be approved by the OPCC Chief Executive. 
 
 
The Police and Crime Commissioner for Cumbria is an equal opportunities employer and 
welcomes applications from candidates regardless of ethnic origin, religious belief, gender, 
sexual orientation, disability or any other irrelevant factor.   
 
 
Business Appointment/Employment Post Service 
In line with recommendations made following the Leveson Inquiry, and in particular 
recommendation 80 to ensure greater transparency in all post-service employment routes, 
the post holder must notify the Police and Crime Commissioner if post-service employment 
might: 
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(a) Be a `reward for past favours’ granted by the applicant to the employer; 

(b) Be one which could enable a particular employer to gain an improper advantage by 

employing someone who had access to what its competitors “might legitimately 

regard as their own trade secrets or information relating to proposed developments 

in government policy which may affect that firm or its competitors”; or  

(c) Be sensitive for other reasons. 

 
The Commissioner, following notification of any of the above, would then make a decision 
whether this employment is appropriate.   
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OFFICIAL (SECURE) 

  The 

exercise overall.  This provides an opportunity for assessors to reflect evidence of how the 
candidate fulfilled the requirements of the task and/or any evidence of any competency not 
directly measured within that exercise.   The two statements at each point on the Exercise 
Rating Scale are intended to be considered together and not as separate statements. 

 

1 

Very Effective Task Performance 

The candidate performed the task very effectively and almost entirely 
achieved the aims of the exercise.  Performance on competencies 
was exclusively high grades (e.g. mostly As with some Bs). 

2 

Effective Task Performance 

The candidate performed the task effectively and mostly achieved the 
aims of the exercise.  Performance on the competencies was mostly 
high grades (e.g. mostly Bs with some As, possible C). 

3 

Satisfactory Task Performance 

The candidate performed the task to a satisfactory standard and met 
some of the aims of the exercise although some elements were not 
satisfactory.  On balance performance on competencies was more 
high grades than low grades (e.g. mostly Bs with some Cs). 

4 

Just Below Satisfactory Task Performance 

The candidate performed the task to a below-satisfactory standard 
overall and did not quite meet the aims of the exercise, although there 
were some areas that were effectively handled.  On balance 
performance on competencies was more low grades than high grades 
(e.g. mostly Cs with some Bs). 

5 

Ineffective Task Performance 

The candidate performed the task largely ineffectively and did not 
meet the aims of the exercise, although there were some areas that 
were acceptable.  Performance on the competencies was mostly low 
grades (e.g. mostly Cs and Ds, possible B). 

6 

Very Ineffective Task Performance 

The candidate performed the task very ineffectively and did not meet 
the aims of the exercise, although there may have been some minor 
areas that were acceptable.  Performance on the competencies was 
exclusively low grades (e.g. mostly Ds with some Cs). 

Exercise Rating Scale                                                                APPENDIX 2
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Appendix 3 

$scb1zseo.docx

   

Appointment of Chief Constable
Familiarisation Day – Monday 22nd January 2018

Time Subject Speaker

1000 Welcome / Introduction & Overview PCC Peter McCall 

1015 Territorial Policing Command
Strategic Overview and Challenges

Supt. Justin Bibby

1115 Crime Command
Strategic Overview and Challenges

D/Ch. Supt. Andy Slattery 

1215 Lunch

1245 Corporate Support

Strategic Overview and Challenges

Incorporating:

Financial Update

People Department Update

Stephen Kirkpatrick 

Director of Corporate Support

Roger Marshall (Joint Chief Finance Officer)

D/Supt Sarah Jackson (Head of People) 

1400 Corporate Improvement and Change 
Programme

Strategic Overview and Challenges

Supt Matt Kennerley

Director of Corporate Improvement

1515 Refreshments with Staff Associations Tracey Barber (UNISON)

1545 Questions for Chief Constable Chief Constable Jerry Graham

1615 Close
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Appendix 5

Michelle Skeer 
Deputy Chief Constable

Michelle joined Cumbria Constabulary in February 1990 having completed a degree course 
in History and Media at Leeds. She performed a variety of uniform operational roles before 
moving into the Criminal Investigation Department. Within CID Michelle held roles at every 
rank and led on both public protection and serious crime operations. In 2007 Michelle was 
appointed Director of Professional Standards for the Constabulary where she was 
responsible for Anti-Corruption, Public Complaints, Disclosure, Information Security and 
Data Protection issues. 

In 2009 Michelle was appointed to the position of Assistant Chief Constable in Cumbria 
taking responsibility for the delivery of operational policing across the County.  In addition 
she led the Change Management Programme successfully delivering the required budget 
savings. This has included reviews in all areas of business with the aim of delivering the 
same or more with less money. Michelle has implemented further structural change whilst 
maintaining performance. 

In 2009 Michelle was the Gold Commander during the extensive flooding in the County, co-
ordinating the multi-agency response. 

In November 2012 Michelle became temporary Deputy Chief Constable of Cumbria 
Constabulary giving her strategic responsibility for all areas of business except operational 
policing. This involved setting the strategic direction for the 2 Directorates – Corporate 
Support and Corporate Improvement.  

In January 2014 Michelle returned to the role of Assistant Chief Constable and had 
responsibility for the delivery of operational policing across the County. In October 2014 
Michelle was appointed Deputy Chief Constable of Cumbria Constabulary.  In late 2015 
Michelle performed the role of temporary Chief Constable and was the Gold Commander 
during Storm Desmond which again saw extensive flooding across the county.  

Michelle also holds a significant national policing role. She is the National lead for the 
Management of Sexual Offenders and Violent Offenders, a role she is passionate about. 
This role requires close working with a number of different Forces and agencies including 
Her Majesty’s Prison and Probation Service (HMPSS), National Crime Agency (NCA) and 
the Home Office. This is a complex and high risk area of business and she is instrumental 
in the development and national roll out of guidance, new legislation and new management 
tools. 

Michelle is also an assessor for Senior Police National Assessment Centre (SPNAC) 
intended to select future Chief Officers. 

Michelle is married to a retired police officer, has three children and lives in Cumbria, her 
home county.  
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Appendix 7

Suitability of Candidate for Appointment

The Commissioner must, amongst other things, provide to the Panel information on the 
criteria used to assess the suitability of the candidate for the appointment and further 
explain why the candidate satisfies these criteria.  Set out below is the criteria and 
evidence which demonstrates how each of the criteria has been met by the preferred 
candidate.  

Eligibility Criteria

At least three years at Chief Officer level (as a Member of the Chief Officer Team)

Michelle Skeer has served as Assistant Chief Constable with Cumbria Constabulary from 
May 2009 and promoted to Deputy Chief Constable again with Cumbria Constabulary in 
November 2014.  

Satisfactory completion of the Strategic Command Course

Completed 

Experience

The Panel considered the requirements of the role profile, person specification and the 
priorities contained within the Police and Crime Plan; along with information from the 
candidate’s self-assessment form, presentation, media exercise and interview process.  
Based on all this information the candidate was able to demonstrate an extensive 
degree of operational and executive level experience at the local, regional and national 
level within policing over the last few years from the positions she held as Assistant 
Chief Constable and Deputy Chief Constable in Cumbria Constabulary.

Policing Professional Framework - Professional Competencies/Qualities
The selection panel considered the candidate’s experience as outlined in the 
competency based application form and as demonstrated during the formal interview, 
presentation and media exercise. The key criteria / competencies assessed and rated 
were:

 Public Service
 Leading strategic change
 Leading the workforce
 Managing performance
 Decision making
 Working with others

During the presentation Leading the Workforce was assessed; and the media exercise 
assessed Public Service and Professionalism.

The interview assessed Decision Making, Leading Strategic Change, Managing 
Performance, Public Service and Working with Others.
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Throughout each stage of the assessment process the selection panel found strong 
evidence across the competencies, described in the Person Specification.

Public Service:
The candidate demonstrated clear evidence of personal ownership and her own 
actions to meet this competency. She demonstrated a detailed knowledge and 
understanding of the diversity of Cumbria, its communities and the context within 
which Cumbria Constabulary operates in the county. She demonstrated a real belief in 
public service and that the Constabulary existed to serve the public.   She was keen to 
focus on the prevention of modern day slavery and child sexual exploitation (CSE) 
through engagement with Police Community Support Officers (PCSO’s), neighbourhood 
policing teams, the media and educating the public as to how they could assist.  
Involvement and promotion of educational programmes such as Chelsea’s Choice 
would enhance awareness of knowing when a crime was being committed.  She 
demonstrated a willingness to work with officers and staff within the force, listen to 
the views of the communities in Cumbria; whilst delivering a policing service and 
managing public expectations.  Developing a strong connection with communities by 
expanding the role for volunteers within the force, through programmes such as 
Citizens in Policing and Police Cadets.  She would also seek wider collaborations, both 
within and outside Cumbria, when that was what would benefit the policing service 
provided to the people of Cumbria.  She came across as being very passionate and 
committed to securing the future of an efficient police force providing a high quality 
service. 

Leading Strategic Change:
The candidate showed a clear awareness and direct ownership and involvement in 
leading change through the work she was currently undertaking to transform the 
service that the Constabulary provides; making it more productive so that a higher 
quality service could be delivered with less resource.  She demonstrated experience of 
leading on change within the Constabulary, engaging with staff; empowering them and 
thereby improving performance; developing six strategic priorities and fostering 
greater engagement with communities and including the use of modern technology to 
communicate with young people.  She had driven forward changes to working 
practices, particularly in the Control Room, to free up capacity of front line officers 
allowing them to do more community work.  She had a clear vision for the future of the 
Constabulary, and was clear about how she would take police officers, police staff and 
the wider communities of Cumbria forward with her on that journey.   She was realistic 
in her assessment of the risks and challenges that faced the Constabulary going 
forward.  

Leading the Workforce:
The selection panel found robust evidence of the candidate being a strong leader, 
rooted in their own personal values of professionalism, integrity and public service.  
Her approach is one that is dynamic, collegiate and people focused; whilst adapting her 
style of leadership to suite the circumstances in which she is operating.  
She has led the Constabulary through a number of change programmes, demonstrating 
the difficulties faced, ability to accept change, listening to others and developing 
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solutions to ensure motivated staff resulting in improved outcomes.   She 
acknowledged the continued austerity, increased demand and changing technology 
that all impact upon the work of the Constabulary.  Staff involvement and wellbeing is 
important for the delivery of a high quality service and she wants to ensure the 
Constabulary embraces a culture that supports and empowers officers and staff to 
carry out their roles.  She is a passionate and incorporating leader.  

Managing performance:
Cumbria is a high performing force with low levels of crime.  She explained her 
approach to maintain that level of performance whilst at the same time driving forward 
an improvement in the quality of service against a backdrop of reducing resources. She 
has overseen the development of multi-agency hubs co-located with local authorities 
and partners leading to improved response rates and service.   She has recognised and 
sponsored working collaboratively both regionally and nationally to provide greater 
resource and resilience to address serious issues such a child vulnerability; including 
the introduction of a dynamic risk assessment tool.  She has also been the Chief Officer 
responsible for both neighbourhood policing and more specialist policing. This has 
involved achieving the appropriate balance of ensuring that there is sufficient visible 
policing to provide confidence and reassurance whilst maintaining sufficient resource 
to address more serious issues such as drug dealing, child sexual exploitation and 
emerging threats such as cyber-crime

Professionalism:
The selection panel noted the very strong values and beliefs held by the candidate.  
These values were clearly reflected in all her actions and were applied with equal 
measure internally; with a desire and drive to work and take people on the journey 
with her.  It was obvious that they faced challenges directly to bring about 
improvements whilst at the same time setting and securing the highest standards of 
conduct and integrity amongst everyone in the Constabulary.    She showed a strong 
commitment to the delivery of a high standard of public service and a willingness to 
accept and adapt to feedback from within the Constabulary, partners and stakeholders.  
She demonstrated how he engages with peers, staff, stakeholders and partners.  The 
candidate demonstrated an awareness of the diverse nature of Cumbria and its 
communities, which ensured that she focused on delivering a proportionate and 
appropriate level of service across the county.  Her strong belief in public service and 
passion for policing was seen by the selection panel as being amongst her greatest 
strengths; providing a solid basis for him in the role.  

Decision Making:
The candidate demonstrated a good understanding of the importance of clear effective 
decision making, whilst maintaining values and ethics at their heart.  She was mindful 
of the need to assemble information, where appropriate consult with experts and test 
her thinking to ensure sound decisions were made.   She showed a strong leadership 
style based on her values and had demonstrated this in taking forward change within 
the Constabulary and in driving forward and implanting collaboration activity so that 
the Constabulary could meet the significant organisational, financial and operational 
pressures it faced both now and in the future. Making difficult decisions and taking the 
Constabulary’s workforce with her to maintain performance and improve the quality of 
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service would be crucial in the future.  Her decision making skills would provide a 
strong foundation on which to keep the Constabulary moving in the right direction and 
to meet the priories set by the Commissioner in the Police and Crime Plan.  She was 
able to provide evidence of events, such as the mass flooding in Cumbria in December 
2015, in which her leadership in making effective decisions was crucial to an effective 
outcome.  

Working with Others:
The selection panel noted the candidate’s knowledge and experience in this area and 
she was able to demonstrate a strong commitment to working with others and a 
collaborative leadership style. The candidate provided examples of working with the 
Commissioner, the OPCC Chief Executive and Chief Finance Officer; and also with other 
public sector partners, such as senior officers within the County Council and District 
Council Chief Executives, to achieve innovative solutions to police and crime issues and 
anti-social behaviour – her work on the multi-agency hubs being one such example. 
She demonstrated a clear understanding of the importance of the relationship between 
the Chief Constable and Commissioner, which was critical to the delivery of a high 
quality police service to the people of Cumbria. The selection panel felt that she had 
strong foundations in place on which to build an open and transparent relationship 
with the Commissioner, partners and stakeholders to take forward the policing of 
Cumbria. 

Conclusion:
In the light of the above evidence, provided through the assessment process and the 
application form, the selection panel unanimously considered that Mrs Skeer met the 
criteria defined as essential for the effective performance of the role of Chief Constable 
of Cumbria Constabulary. It was noted that he scored very high or high grades in all 
seven competency areas. 

On this basis the Commissioner concluded that he would formally put forward Mrs 
Skeer as preferred candidate for consideration by the Police and Crime Panel.
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1. Introduction

Home Office Circular 20/2012 outlines that it is for the Police and Crime 
Commissioner (PCC) to decide how they wish to run their appointment process for a 
Chief Constable and which candidate they wish to appoint, subject to confirmation by 
the Police and Crime Panel. However, they should involve an Independent Member 
in the assessment, shortlisting and interviewing of candidates.

This is the Independent Member’s report relating to the appointment process for the 
next Chief Constable for Cumbria. The process is the responsibility of Police and 
Crime Commissioner Peter McCall.

The aim of this report is to provide an assessment of the extent to which the 
appointment process in Cumbria has been conducted fairly, openly and based on 
merit.  In addition it details the extent to which the panel fulfilled their responsibility to 
challenge and test the candidates’ suitability against the requirements of the role.

2. Independent Member’s role

The role of the Independent Member is laid out in Home Office Circular 20/2012.  It is 
described more fully within the Guidance for Chief Officer Appointments produced 
and maintained by the College of Policing in consultation with a wide range of current 
and former stakeholder groups within policing. These have included Her Majesty’s 
Inspectorate of Constabulary, the Association of Police and Crime Commissioners, 
Association of Chief Officers, Association of Police Authorities Chief Executives, 
Senior Police Officers Association, Police Superintendents Association and the 
Home Office. It was produced under the direction of the Police Advisory Board 
England and Wales Sub-group on Chief Officer Appointments.

As outlined within the guidance, Independent Members should be appointed through 
a fair, open and merit-based process.  They may be drawn from a pool of accredited 
Independent Members or assessors.

I am currently an Independent Member from the list provided by the College of 
Policing.  In order to become a member of this list I 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.  I have undergone an induction to this role from the College of Policing 
and I am continually quality assured in my delivery of services as an Independent 
Member for Chief Officer Appointments Processes.

Further details of my role as Independent Member are set out in the role profile in 
Appendix A and my background is provided in more detail in Appendix B.

3. Independent Member remit in the Chief Constable appointment process 

I was invited by Cumbria’s Office of the Police and Crime Commissioner (OPCC) to 
become involved in all stages of this appointment. Arrangements were made 
sufficiently well in advance, with my appointment finalised in early December 2017, 
shortlisting arranged for 17 January and selection exercises for 25 and 26 January 
2018. The application pack with the role requirements and person specification was 
assembled by the OPCC and sent to me in draft for comment. It adhered closely to 

137



the Guidance for Chief Officer Appointments. The OPCC is to be commended for 
involving me from the very earliest stages in the process. Elsewhere in the country, 
the Independent Member is sometimes not involved in the process until the 
shortlisting stage, but in this instance staff were very open to including me from the 
outset.  At every stage, my independent advice was welcomed and respected. I had 
telephone and email contact to arrange the practical details and to discuss any 
queries as they arose. For example, my guidance was sought on whether it would be 
appropriate for the PCC to speak in person to candidates seeking more information 
about the post. 

We also discussed the fact that a relatively small pool of candidates is not 
uncommon at this level. In an attempt to maximise the size of the pool and to 
demonstrate openness to all who might apply, all forces in the UK were contacted 
and the eligible group of officers in each force were alerted to the existence of the 
vacancy. The PCC and his staff actively demonstrated from the outset that in the 
interests of public accountability, they were committed to adhering to the principles of 
fairness, openness and merit. 

4. Appointments panel

The appointments panel role is set out in the Guidance for Chief Officer 
Appointments.  This outlines that the panel should be convened by the PCC before 
any stage of the appointment process takes place and that consideration may be 
given to involving panel members in helping to define the requirements of the role.

In addition, it states the purpose of the panel is to challenge and test if the candidates 
meet the necessary requirements to perform the role and that the PCC should select 
a panel capable of discharging this responsibility.  The PCC should also ensure that 
panel members are diverse, suitably experienced and competent in selection 
practices and that they must adhere to the principles of merit, fairness and openness. 
All members should be provided with a copy of this Guidance to ensure they are 
familiar with its content prior to the appointment process.  In addition, it is the PCC’s 
responsibility to ensure that appropriate briefing/assessor training is undertaken by 
all panel members.  It is suggested that a panel of approximately five members is 
convened but this is at the discretion of the PCC.

Peter McCall, PCC for Cumbria, actively followed this advice to the letter. Within this 
appointments process the panel had been agreed at the outset as consisting of five 
members:

 Peter McCall, the Police and Crime Commissioner for Cumbria
 Pat Graham, Managing Director, Copeland Borough Council 
 Councillor Brendan Sweeney, Vice Chair of the Executive Committee, Barrow 

Borough Council
 Alistair Wannop, High Sheriff, private sector businessman
 Myself, Gill Lewis, an Independent Member from the approved list supplied by 

the College of Policing.

The panel included an appropriate range of stakeholders from the public and private 
sectors. It also reflected a range of political and geographical interests. Its 
composition and role mirrored the importance placed on partnership working in the 
locality. 
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An individual with professional policing knowledge is not a compulsory component of 
an appointment 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 appointment processes; 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. 

For this appointment, this role was fulfilled by Sir Craig Mackey, former Chief 
Constable of Cumbria and currently Deputy Commissioner of the Metropolitan Police. 

All panel members were identified to be part of the panel by the PCC. Their senior 
operational experience was sufficient to allow them to challenge and test others at 
executive level. All were given both a briefing on and a copy of the Guidance for 
Chief Officer Appointments, ensuring they were well informed on their duties in this 
appointments process. 

The five proposed panel members were white, with no declared disabilities, 
consisting of two females and three males. The local population of Cumbria is 
approximately 96% white British / white Other. In view of the profile of the local 
population, it was considered that diversity needs were adequately met on this 
occasion and there were no concerns about any adverse effect on the outcome. 

There was continuity in the composition of the panel for shortlisting, interview, 
presentation and media exercise. Shortlisting was carried out through consultation by 
phone and email on the agreed date; all panel members were able to contribute 
comments. 

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 and meets the principles of fairness, 
openness and selection on merit. In addition, the Chief Executive is required to 
ensure appropriate monitoring of the procedures. 

The Chief Executive team in Cumbria was represented by Vivian Stafford, Chief 
Executive and Gill Shearer, Head of Communications and Business Services. They 
were ably supported by Joanne Head, Governance Manager. The team worked 
consistently to maintain standards, collaborating openly and helpfully with the 
Independent Member and other panel members throughout the planning and 
administration of the appointment process. Staff at Cumbria were noteworthy in the 
extent to which they assiduously followed the College of Policing Guidance.  

5. Panel briefing / training 

The PCC followed College of Policing guidance in inviting all members to a training 
session prior to the selection exercises on 25 January 2018. The training was 
delivered by an experienced occupational psychologist from the College of Policing 
and occupied half a day in the assessment timetable. The PCC made use of 
comprehensive external technical expertise throughout the whole process, to ensure 
it  would be transparent, objective and based on merit. This pre-meeting also gave 
scope for the panel to assist in refining the design of the process, enabling members, 
for example, to comment on and choose interview questions. Suggestions from 
myself  were readily accepted in respect of balancing hypothetical or future based 
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questions with those based on past experience, as well as suggestions for a bank of 
supplementary probing interview questions to ensure that all competency areas 
would be fully tested. This illustrated a willingness to make sure that the selection 
would be made on a clear evidence base, again demonstrating openness and 
transparency in the process.  

The panel’s training covered the rating scale to be used and the ORCE method 
(observe, record, classify, evaluate), in line with College of Policing best practice. 
The panel discussed in advance what the minimum acceptable scores might be to 
permit an appointment, as well as agreeing the key qualities that would make a 
difference, should two candidates score equally. The PCC’s approach in establishing 
agreed standards and expectations in advance with all panel members was to ensure 
decisions would be based on evidence and merit, avoiding bias.

I was able to clarify that consensus decision making by the panel was the preferred 
approach, but in the event of inability to achieve this, the PCC would be considered 
as first among equals on the panel and would make the final recommendation on the 
preferred candidate, subject to ratification by the Police and Crime Panel. 

The panel members other than myself worked locally, so some knew the internal 
and/or external candidate in a professional capacity. The PCC had met the 
candidates at the Familiarisation Day, a part of the appointments process designed 
to encourage external interest. In order to ensure fairness of the process, it was 
agreed that previous professional contact with candidates would be noted at the 
outset, and that judgements would be based only on the evidence available in front of 
the panel, not on previous knowledge. This was to ensure impartiality, consistency 
and fairness throughout the process. 

Briefing of the panel immediately prior to the presentation, interview and media 
exercise was well planned, including allowing input from myself. This helped the 
panel equip themselves for their role in being able to challenge and test candidates 
fairly. 

6. Role profile 

At the pre-meeting on 25 January, the panel was briefed on the role profile as 
advertised. This reflected the national Guidance, including key deliverables, 
competencies and terms and conditions. In discussion with the PCC prior to the 
selection exercises, it was emphasised that the ability to offer broad and in depth 
operational competence was key in a force where there were only three Chief Officer 
posts. Financial competence was also seen as essential, with small forces being 
under particular pressure if they are to remain sustainable and independent. Abilty to 
achieve good working relationships with all stakeholders was highlighted, particularly 
with those outside the Criminal Justice system, with collaboration seen as vital to 
long term sustainability. This local emphasis was clearly reflected in the design of the 
process, with a substantial role given to stakeholders at the appointment panel stage. 

7. Advert 

The application pack had been drawn up by the Office of the PCC in line with the 
national guidance. The post had been advertised between 13 December 2017 and 3 
January 2018 via the websites for Cumbria OPCC, the Association of Police and 
Crime Commissioners, the National Police Chiefs’ Council, the College of Policing 
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and Her Majesty’s Inspectorate of Constabulary and Fire and Rescue Services 
(HMICFRS). In addition the Office of the PCC wrote to each Chief Constable, Deputy 
Chief Constable and Assistant Constable in the UK advising them of the vacancy and 
the recruitment process. In this way all eligible applicants in the UK pool were 
contacted directly. Every effort was made to be transparent about the availability of 
the post and to encourage all potential applicants to consider it.  The aim was to 
attract the strongest possible field of applicants, demonstrating openness.

The published application pack was comprehensive, with links offering more detail. 
The pack included terms of appointment and met legal requirements. There was a 
clear intention to be open and transparent with candidates from the earliest stages of 
the process being published.

The exercise was successful in that it attracted four initial enquiries. One was from a 
retired officer who decided not to pursue an application. Another enquirer was based 
in Australia, but lacked sufficient seniority to be eligible. It is an essential requirement 
nationally that all candidates for the role of Chief Constable must have passed the 
Senior Police National Assessment Centre and the Strategic Command Course.

8. Assessment design

The application form used was in line with the College of Policing guidance. It 
required details of the previous three postings held by the applicant; training, 
including successful completion of the Strategic Command Course; and evidence of 
achievements within the last three years related to competencies. In being based on 
evidence of the competencies sought, it was an appropriate tool to support merit 
based judgements.
 
The choice of interview questions, unseen presentation topic and media exercise 
was based on demonstration of evidence against the Policing Professional 
Framework, with a focus on each of the seven competency areas.  The assessment 
was designed to allow the shortlisting, interview, media and presentation exercises to 
involve all panel members. A standard assessment sheet was provided, allowing 
each panel member to rate each candidate on a four point scale against each of the 
seven competencies of the Policing Professional Framework. This was designed to 
give transparent evidence of a fair and equal process for all candidates. The panel 
was also provided with a list of points that might be included in each answer, to 
ensure consistency of expectations. 

In terms of the assessment design, my comments and those of other panel members 
on the draft material were welcomed and accepted, leading to clarification of 
supplementary probing questions to be asked of all candidates. The assessment 
design included opportunities to test each competency area at least twice through the 
range of exercises. The interview questions produced by the PCC in liason with the 
College of Policing were of good quality in that they were open questions, closely 
linked to the Policing Professional Framework and to local priorities.

In discussing the scoring system to be used, it was agreed that the panel would not 
use a simple arithmetic addition or percentage weighting of scores, noting there was 
no clear evidence on which to base any weighting. It was agreed in advance that the 
panel would compare the whole set of scores for each candidate and seek to come 
to a consensus decision. 
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A Familiarisation Day prior to the two day assessment was included in the design of 
the process. It was confirmed that the day was to inform candidates about the local 
context and would not be used to gain additional information about them. This was to 
ensure transparency and fairness, particularly between internal and external 
candidates.  

9. Assessment delivery

It was agreed in advance that the panel would be willing to decide not to shortlist and 
not to appoint at the final selection stage. Standards would not be allowed to fall if the 
pool of candidates was not of sufficient quality. 

Two applications for the post were received, one external and one internal. Being a 
relatively sparsely populated area, with a small Constabulary compared to others in 
the UK, Cumbria’s senior posts fall into the lowest pay band nationally. A survey by 
the College of Policing has found that typically about 25% of adverts for Chief 
Constable posts attract only one applicant. It was agreed that appropriate efforts had 
been made to make the process as open as possible and that the size of the 
response did not cause undue concern.  

Using the method outlined above at the design stage, it was agreed unanimously to 
shortlist both applicants for interview, one male and one female. There was 
insufficient evidence at this stage to rule either candidate out. 

The timetable for the presentation, media exercise and interview allowed adequate 
time for each element. The candidates were allowed half an hour to prepare an 
unseen topic and then delivered a ten minute presentation, followed by ten minutes 
for panel questions. After this, 50 minutes were allowed for the structured interview. 
Each media interview allowed 20 minutes preparation time for a five minute interview. 
The carefully planned timetable helped to ensure that the process would be 
objective, fair to all candidates who might have applied, and clearly based on merit. 

The PCC undertook to deliver the final decision to candidates and to provide 
feedback to any unsuccessful applicants.  

10. Assessment decision making

Each panel member first scored separately at presentation, interview and media 
exercise stages. Scores were collated and evidence discussed where differences of 
opinion emerged, in order to agree a moderated consensus score. The quality of 
discussion was robust, referring to the recorded evidence to clarify any initial 
differences in scoring. This enabled the candidates to be carefully assessed on merit, 
with reference to evidence throughout. 

Overall consensus scores were recorded by myself and the Chief Executive and 
were endorsed by the PCC. Consensus was reached throughout, and there was a 
unanimous recommendation regarding the preferred candidate, who achieved high or 
vey high scores on all seven competencies.

The panel made a unanimous recommendation that Deputy Chief Constable Michelle 
Skeer was the preferred candidate. The PCC concurred with this in making his own 
decision to recommend Mrs Skeer to the Police and Crime Panel Confirmatory 
Hearing for appointment as the next Chief Constable of Cumbria. 
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11. Conclusions 

Through the steps outlined above, the PCC fulfilled his responsibility to ensure the 
selection process was properly put in place in accordance with the responsibilities set 
out in the Guidance. In particular, well planned use of the Policing Professional 
Framework throughout the process allowed clear evidence to be recorded and 
evaluated in order to make objective decisions. The panel rigorously challenged and 
tested the candidates against the necessary requirements for the role, giving 
assurance that the recommended appointment was appropriate. There was also 
robust discussion between panel members to compare and test recorded evidence 
before coming to consensus scores. 

As the Independent member I found that the decision making process was 
demonstrably open and fair, with good efforts applied to seek the best available field 
of candidates and extensive use made of external, objective expertise; it was clearly 
based on merit, with decisions taken on careful analysis of evidence.

Thanks to the scrupulous preparation done by the PCC and his staff, and to the 
professional attention devoted to the process by the panel, I can confirm that the 
selection of the preferred candidate to be Chief Constable of Cumbria met the 
principles of fairness, openness and merit.

Gill Lewis
Independent Member
January 2018
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Appendix A: Independent Member role profile

1. To be familiar with the Guidance for the Appointment of Chief Officers, the 
appointment process procedures, and to adhere to the principles of merit, 
fairness and openness throughout the appointments process. 

2. To work collaboratively with the PCC/CC or Commissioner and other 
appointments panel members to challenge and test whether the candidates 
meet the necessary requirements to perform the role effectively throughout 
the appointments process.

3.  In providing independent advice during the appointments process, where 
requested to do so, their responsibilities are likely to include the following: 
a. To provide independent advice in the shortlisting of applicants against 

the agreed appointment criteria.
b. To play an active role (where required) as part of the appointments 

panel and provide independent advice in assessing shortlisted 
candidates against the agreed appointment criteria (this might include 
through the use of interviews, presentations, psychometric measures, 
assessment exercises, etc).

c. To provide independent advice on which candidate(s) most closely 
meets the appointment criteria in line with the principles of merit, 
fairness and openness.

4. To produce a written report on the appointment process which expressly and 
explicitly addresses the appointment principles of merit, fairness and 
openness, and the extent to which the panel were able to fulfill their purpose.

5. To provide feedback to the College of Policing on the appointment process 
and their role. Independent Members will be asked to share copies of their 
written reports with the College of Policing once released by the PCC/CC or 
Commissioner to help inform future training and development.
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Appendix B: Independent Member pen picture - Gill Lewis

I have led or advised on senior Police recruitment at Chief Officer level since 2007, 
firstly to meet Police Authority requirements, and since 2013 under the revised 
guidance to meet PCC/Chief Constable needs. I have also worked since 2008 for the 
College of Policing and its predecessor as an independent assessor for the Senior 
Police National Assessment Centre, as well as for Fast Track assessment for serving 
Constables and for external graduates, and the Direct Entry programme at Inspector 
and Superintendent level.

I have led and monitored numerous appointments at the equivalent of chief executive 
level in a range of other public sector arenas beyond Policing, including in Probation, 
the NHS, and in the housing and education sectors. 

My earlier career spanned senior management roles in local government, in housing 
and social care, and in the NHS, where latterly I was Director of Service 
Improvement for Suffolk Primary Care Trust. In the last 15 years I have also held a 
range of public appointments as a Non-executive Director or Chair in a Police 
Authority, Probation Trust, NHS Trust, housing association and various charities. 
This has included at both local and national level, for example, as Chair of the 
National Housing Ombudsman Board and as Chair of Norfolk and Suffolk Probation 
Trust. I have had wide ranging leadership experience at Board level of managing 
major change programmes, collaborative arrangements and challenging savings 
plans, balancing a commitment to excellent public service with shrinking resources, 
all in a climate where public confidence and political accountability are key. 

For the past six years I have also served as a volunteer with a project to support 
homeless and vulnerable young people. 
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