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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

AGENDA AGENDA F id  J  27/2012F id  J  27/2012AGENDA AGENDA –– Friday Jan 27/2012Friday Jan 27/2012

Projects/activities overview and update

C t b d M t F k Competency-based Management Framework 
- review and discuss materials developed to date
- identify priorities

Review of NQF work plan and milestones

It’s change management, … !

Next stepsNext steps

“Never doubt that a small group of thoughtful  Never doubt that a small group of thoughtful, 
committed people can change the world. 
Indeed. It is the only thing that ever has." 

~ Margaret Mead 

connecting forces – securing futures      unir les forces garantes de l’avenir2
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Obj ti  Obj ti  “ h   ld”“ h   ld”Objective Objective –– “change our world”“change our world”

Under stand the “journey” and where this takes us

Cl  d t di  f th   d d th f th  j t kClear understanding of the scope and depth of the project work

Advise on work plan and approach

Become fully engaged “champions” of changey g g p g

or
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

WHO WHO  t t
15 15 members:members:
• BC  - ADM

Board of Board of 
DirectorsDirectors

WHO WHO -- our teamour team • Man – ADM - Chair
• SASK - ADM
• NB – ADM
• ON – ADM
• AB - ADM

Executive 
Director

AB - ADM
• PS - ADM
• CAPB - Pres
• CACP - past pres
• FCM - Pres

Director 
Administration

Director of 
Programs

• CPA - Reg VP
• RCMP – HR
• Academies - APA
• CAPE – past pres
• CACP HR&L

Justice
Ministries

Justice
Ministries

Audit
Committee NetworksNetworks Governance

Committee

• CACP HR&L

t kt k t kt k

Leadership Researchers Policy/ 
planners

HR 
Practitioners

Educ/
Training

connecting forces – securing futures      unir les forces garantes de l’avenir
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

WHAT WHAT “ l  iti ” “ l  iti ” WHAT WHAT -- “value proposition” “value proposition” 

Research that builds understanding
- youth perceptions of policing

SKILLS SKILLS 
UPUP

COST COST 
DOWNDOWN

y p p p g
- national environmental scan 
- competency-based management

Products /services that make a differenceProducts /services that make a difference
- information 

• website - virtual library - research, tools, news - employee database

- training 
• national e-learning courses - partner with CPKN - “just-in-time” training and programs

- tools
• competency-based occupational standards
• competency-based education/training - professional development• competency-based education/training - professional development

- networks - meetings/communications/workshops

connecting forces – securing futures      unir les forces garantes de l’avenir55



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

WHY WHY R h t ll    R h t ll    WHY WHY -- Research tells us … Research tells us … 

HR management - “9 miles 
of bad road”

POLICING EXCELLENCE AND POLICING EXCELLENCE AND 
SUSTAINABILITYSUSTAINABILITYof bad road

We need to:
- leverage good practices
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COMPETENCYCOMPETENCY--BASED BASED 
HR PLANNING & MANAGEMENTHR PLANNING & MANAGEMENT
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

HOW HOW -- Strategic priorities Strategic priorities –– inform, network, integrateinform, network, integrateOO St ateg c p o t esSt ateg c p o t es o , et o , teg ateo , et o , teg ate
STRATEGIC 
OBJECTIVE 

1. national recruitment 
and selection

2. national training & 
professional dev.

3. leadership dev./ 
succ. mgmt

4. performance 
mgmt

improved
• national recruitment -

selection process
• national training & 

development framework
• national leadership 

education program
• national 

performanceimproved
HR 
planning/ 
mgmt

selection process
• national funnel - linked 

and aligned HS/colleges/ 
university

development framework
• national delivery

– inked and aligned 
academies/colleges/univers
ity

education program
• national succession 

planning/ mgt 

performance 
management 
process

ti l it t l i lifi ti lifi ti • national
tools -
projects 
initiatives 
activities 

• national recruitment -
– social marketing
– promotional programs
– portal  

• national selection 
t d d CBM b d

• learning qualifications 
framework - CBM -
defined by role, work-
stream

• learning standards  and 

• qualifications 
framework

• education standards
• certification 
• selection - nat’l

• national 
database

• guides
• templates

standards - CBM-based
• nationals testing 

standards
• guides/tools etc to 

support HR

g
certification

• professional development 
planning

• guides/tools to support
• national programs

assessment center
• templates/guides/ 

succession planning
• development  

opportunities etcpp • national programs opportunities, etc

research
• evidence-based  focus
• best practices review
• attitudes - youth, 

influencers “exiters”

• current state assessment
• assess best practices
• learning impact
• skills perishability

• assess current state
• identify best 

practices
• leadership dev

• current state 
baseline

• best in class 

connecting forces – securing futures      unir les forces garantes de l’avenir7
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Y th Attit d  R h Y th Attit d  R h 3  3  Youth Attitudes Research Youth Attitudes Research –– 3 years 3 years 
Youth Attitudes on Policing 

ITEMS BUDGET  ACTUALS PROJECTED

SALARY PSC 2011 $                   15 804 $               10 000 $               15 000 SALARY – PSC 2011 $                   15,804 $               10,000 $               15,000 

OPERATING $ 19,228 $ 14,450 $ 18,900
PROF. FEES $ 124,844 $ 120,840 $ 140,976

TOTAL $ 159,876 $           145,290 $ 159,876 

Status – completed
- annual reports on web-site
- 5 year summary report developed and on web-site

Outcome
- better understanding of changing attitudes
- clarity about what we are facing in recruiting and selecting youth 

connecting forces – securing futures      unir les forces garantes de l’avenir8



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

St t  C  St t  C  D t b  D t b  3  3  Stats Can Stats Can Database Database –– 3 years 3 years 
National Database

ITEMS BUDGET  ACTUALS PROJECTED

OPERATING $ 24 140 $ 6 015 $ 22 649

Completed – supplementary PAS

OPERATING $ 24,140 $ 6,015 $ 22,649
PROF. FEES $ 289,481 $ 163,677 $ 290,977

TOTAL $    313,621 $  169,692 $       313,626 

Completed supplementary PAS
- implementation – May 2012 – administered with PAS
- first data dump – July

OutcomeOutcome
- workforce dat nationally - capacity to do predictive modelling and track trends

New data – annually as of May 15th: 
hi i g /d t   th  t l d  - hirings/departures over the past calendar year

- officers by overall years of service and age group
- officers by highest level of education at time of hiring

officers by visible minority status

connecting forces – securing futures      unir les forces garantes de l’avenir

- officers by visible minority status
- officers by official and non-official languages spoken
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

L i  C  L i  C  3 3 ee--Learning Courses Learning Courses ––3 years3 years

National E-learning - 3rd of 3 years  
ITEMS BUDGET  ACTUALS PROJECTED

OPERATING $ 101,625 $ 75,552 $ 109,819
PROF. FEES $ 990,000 $ 737,999 $ 981,806

TOTAL $           1,091,625 $ 813,551 $ 1,091,625 

Status – nearing completion
- on target to get as many courses done by year-end

CPRC project str ct red e al ation of the impact of e learning for la  - CPRC project - structured evaluation of the impact of e-learning for law 
enforcement /public security

connecting forces – securing futures      unir les forces garantes de l’avenir10



PSC‐Funded 
Courses Update

January 27,  2012

11



PSC-funded Courses – Update (as of December 31, 2011)

Course Title Date of Release Completed

2007/2008

CPIC Query/ Narrative Online August 2007 4141CPIC Query/ Narrative Online August 2007 4141

2008/2009

Firearms Identification for Public Agents June 2008 3340

Recognition of Emotionally Disturbed Persons September 2008 4000

Aboriginal and First Nations Awareness November 2008 1786

Police Ethics and Accountability February 2009 4766

2009/2010

CFRO:  A Tool for Officer Safety June 2009 887

Forensic DNA Evidence February 2010 802Forensic DNA Evidence February 2010 802

RADAR Refresher Training: ‘Stationary’ and 
Stationary/Moving’

February 2010 1665

Preventing Officer-involved Collisions June 2010 15,575 

12



Update, con’d (as of December 31, 2011)

Course Title Date of Release Completed

2010/2011

Critical Incident Stress Management August 2010 2620Critical Incident Stress Management August 2010 2620

Police Information Portal October 2010 2848

Occupational Health/Safety for Supervisors February 2011 2344

F i E id C ll ti J 2011 940Forensic Evidence Collection June 2011 940

Personal Protection Strategy September 2011 1956

Occupational Health & Safety: Frontline Officer October 2011 1127

13



Upcoming Releases

2010/2011 Status
Human Trafficking Scheduled for February launch

Seized Firearms Safety In Development

Federal Parolees Content Document under SME review

Introduction to CBM / Competency Framework Storyboards being created

Intro. To Competency Based Performance Mgmt for 
Supervisors

Content Document under SME review

Digital Evidence: First Responder Content Document in review

Frontline Supervisor Storyboards under review

14





Police Services
Training Academies
Sector-related AgenciesSector-related Agencies
Board of Directors
National Advisory Group
CPKN Staff



Average Cost/Learner/Course

Innovative 
ResearchResearch

High Quality 
TrainingTraining

Secure DeliverySecure Delivery 
Platform

Knowledge‐sharing 
Network

Savings / Revenues



Topic Selection

• Identifying the right y g g
courses is critical

• Relies on input and        
direction from the              
police communityp y

• Options vetted by the        
National Advisory Group



Standards and Guidelines

• Streamlines design/ 
development processes

• Enhances the quality of the 
learning experience.

• Increases the compatibility/ 
h bili fshareability of courseware. 



Research

• Measures impact of p
online training on 
performance

• Provides a better 
understanding of learner g
needs

• Enables us to refine and 
evolve technologies



Collaborative Partnerships



CPKN IMPROVESIMPROVES policing and law enforcement by:

Fostering innovation through sector wide 

collaboration to create

t effectiveeffectivecost effectiveeffective

high quality
State‐of‐the‐art

Technology‐enhancedgy

training.g



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

CBM F k/ L d hi  M d lCBM F k/ L d hi  M d lCBM Framework/ Leadership ModelCBM Framework/ Leadership Model
CBM Frmwrk - Leadership

ITEMS BUDGET  ACTUALS PROJECTED

OPERATING $ 139 643 $ 122 814 $ 139 643

Status – completed

OPERATING $ 139,643 $ 122,814 $ 139,643
PROF. FEES $ 438,148 $ 423,148 $ 438,148

TOTAL $         577,791 $     545,962 $        577,791 

- leadership model for “general duty” policing stream completed  
- regional meetings for communication and to encourage implementation –

“economics roundtables” 

Outcomes
- 14 leadership competencies
- 3 meta competencies – performance, partnering and accountability 

connecting forces – securing futures      unir les forces garantes de l’avenir23



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

L d hi  d l L d hi  d l Leadership model …Leadership model …

- defined by 4 leadership levels – supervisory thru to exec command”

PerformancePerformance PartneringPartnering
Establish strong 

partnerships and draw 

AccountabilityAccountability

’
Hold responsibility for 

ones actions to ’
Achieve public safety 
goals through effective partnerships and draw 

resources beyond the 
police service, 

including citizens and 
local government and 

it   

’

1. Change Management 1. Change Management 

ones actions to 
sustain trust of 

government and the 
public

’goals through effective 
and efficient police 
service delivery

7. Community Relations 
and Media Management 

8 Fostering Relationships

7. Community Relations 
and Media Management 

8 Fostering Relationships

11. Ethical Accountability
12. Public Accountability
13. Public Safety
14. Valuing diversity

11. Ethical Accountability
12. Public Accountability
13. Public Safety
14. Valuing diversity

community  
g g

2. Decision making
3. Financial Management 
4. Human Resource Mgnt
5. Info Technology Mgnt

g g
2. Decision making
3. Financial Management 
4. Human Resource Mgnt
5. Info Technology Mgnt 8. Fostering Relationships 

9. Interactive 
Communication

10. Organizational 
A

8. Fostering Relationships 
9. Interactive 

Communication
10. Organizational 

A

g yg y5. Info Technology Mgnt
6. Strategic Management
5. Info Technology Mgnt
6. Strategic Management

connecting forces – securing futures      unir les forces garantes de l’avenir24
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Leadership project Leadership project –– leveraging technology supportleveraging technology supportLeadership project Leadership project leveraging technology supportleveraging technology support

 Piloting – by June 2012 – YRPS, WRPS, CBRPS, VPS, NRPS
- competency dictionary - profiles and associated task lists for all ranks 
- perform self-assessments or review self- or multi-rater assessments
- create learning plans based on assessment results
- create interview tools - guides for specific job profiles
- use instructive guides, research and tools to enhance HR management
- identify additional learning resources 

- more on this later …

connecting forces – securing futures      unir les force garantes de l’avenir2525



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

A d i  R i  A d i  R i  O ti l St d dO ti l St d dAcademies Review Academies Review -- Occupational StandardsOccupational Standards

Academies Review
ITEMS BUDGET  ACTUALS PROJECTED

Status - completed

OPERATING $ 139,333 $ 79,969 $ 139,333
PROF. FEES $ 357,500 $ 246,700 $ 357,500

TOTAL $  496,833 $         326,669 $              496,833 

p
- excellent participation by academy heads – steering cmt
- good participation by all academies, including MPs
- aggregate report and individual academy reports

Outcomes
- clear need for standardized recruit training
- academies willing to work towards curriculum standardsg
- initial focuses

• use of force
• conduct investigations

i  i d 

connecting forces – securing futures      unir les forces garantes de l’avenir

- issues raised ….
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

C l iC l iConclusionsConclusions

Academies operate to quite different models

A d i  i t  diff t l l  f ff tAcademies invest very different levels of effort

“Higher level of time invested by some academies does not seem 
to result in more satisfied “customers” or higher levels of 
proficiency on graduationproficiency on graduation

“Customers” are satisfied with what they are receiving

“Customers” provide more learning after graduating than the 
academies recognize

Opportunities to reduce the overall investment 

Opportunities to improve the effectiveness of learning deliveryOpportunities to improve the effectiveness of learning delivery

connecting forces – securing futures      unir les forces garantes de l’avenir27



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Learning Journey Learning Journey –– constable 181 tasks, 22 competencies constable 181 tasks, 22 competencies Learning Journey Learning Journey constable 181 tasks, 22 competencies constable 181 tasks, 22 competencies 

fully functional
(level 4)

level 2 - functional
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value ?value ?
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Skill  P i h bilitSkill  P i h bilit
Skills Perishability

ITEMS BUDGET  ACTUALS PROJECTED

SALARIES – PSC 2010 $ 15 000 $     15 000 $  15 000 

Skills PerishabilitySkills Perishability

SALARIES – PSC 2010 $ 15,000 $     15,000 $  15,000 
OPERATING $ 32,426 $         11,378 $    32,426 
PROF. FEES $    155,200 $    80,000 $    155,200 

TOTAL $              202,626 $              106,378 $              202,626 

Status
- ongoing

• literature search completed
• report with recommendations submitted

Outcomes
- findings - very little evidence to base skills certification and re-certification
- findings - significant indication that academies are not training 

d t g l  f  kill  i iti / t tiadvantageously for skills acquisition/retention
- much more research required 

• unlikely to be completed by year-end

connecting forces – securing futures      unir les forces garantes de l’avenir2929



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

CBM Investigator roleCBM Investigator roleCBM Investigator roleCBM Investigator role
Investigator CBM

ITEMS BUDGET  ACTUALS PROJECTED

OPERATING $ 78,812 $ 5,612 $ 78,812

O S $ $ $

Status – completed

PROF. FEES $ 209,050 $ 141,625 $ 209,050
TOTAL $             287,862 $           147,237 $          287,862 

Status – completed
- reviewed training materials submitted from 22 police services/academies
- researched to understand investigator stream ranks/levels
- developing task listsdeveloping task lists
- developing a 5-level competency-based standards

Outcomes
national occ standards competency based- national occ standards – competency-based

- supporting tools – national training programs
- up-date CBM frmwrk
- solidify workstream in NQF 

connecting forces – securing futures      unir les forces garantes de l’avenir

solidify workstream in NQF 
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POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Sit ti l A l i  f P i t  S itSit ti l A l i  f P i t  S itSituational Analysis of Private SecuritySituational Analysis of Private Security
Private Security

ITEMS BUDGET  ACTUALS PROJECTED

OPERATING $ 47,398 $ 11,649 $ 47,398

Status – on plan – for completion Jan

PROF. FEES $ 42,500 $ - $ 42,500
TOTAL $  89,898 $           11,649 $                89,898 

Status on plan for completion Jan
- registrars fully supportive
- industry surveyed
- meeting with “industry”eet g t dust y

• presented survey results
• support for national standards
• support for competency-based training standards

Outcomes
- situational analysis on the private security sector 
- competency-based national occupational standards

connecting forces – securing futures      unir les forces garantes de l’avenir31
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NQF NQF thi  h  t  hthi  h  t  hNQF NQF –– something has to changesomething has to change

Increasing workload - increasingly complex work
- crime more sophisticated - technology enabled - borderless- crime more sophisticated - technology enabled - borderless
- investigations - increasingly complex and labour-intensive
- selective response - “weighted” clearance rates increasing
- legislation/ court decisions - increased processing timelegislation/ court decisions increased processing time

• B&Es - 58% more time
• DUI - 250% more time
• domestic assault - 964% more time
• warrant for electronic surveillance require affidavits of over 350 pages  up from 25 35• warrant for electronic surveillance require affidavits of over 350 pages, up from 25-35
• higher warrant standards for arrest
• DNA samples impact the cost/time to prepare and execute

Greater expectations for accountability p y
- from governments, courts and the public
- oversight, media scrutiny, accountability - public expectations

connecting forces – securing futures      unir les forces garantes de l’avenir32
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T d  T d  Trends …Trends …

Numbers - since 2000 …
- officers increase from 55 954 to 69 000 - officers increase from 55,954 to 69,000 
- personnel up – 75,861 to 96,643 - all levels 
- no future growth – still means increasing police expenditures

Productivity limited indicators suggest a declineProductivity - limited indicators suggest a decline
- clearance rates - all time high, but …
- incidents per police officer decreased 1% in last five years
- less time available - non-crime services 30-40%- less time available - non-crime services 30-40%

• social services - mentally ill

- inflexible tax base + fiscal restraint = capacity erosion
• -12% in past 5 years 

connecting forces – securing futures      unir les forces garantes de l’avenir33
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W k l it  W k l it  Work complexity …Work complexity …

New priorities 
- organized crime networks increasingly pervasive domestic/international- organized crime networks increasingly pervasive domestic/international

• amplified by the spread and use of technology

- post 9/11 - greater role in counter-terrorism efforts
- vulnerability to cyber crimes
- multi-national commercial and financial crimes on the rise 

Increasing “community builder” role - policing as “social service”
- unmet health/medical, housing, recreation, low income issuesunmet health/medical, housing, recreation, low income issues
- mediate conflict, balance value/rights differences, cultural/ ethnic issues 

with knowledge/understanding

Competing demands - other government programs and servicesCompeting demands other government programs and services
- fiscal restraint, efficiencies 

Increasing “system-wide demands”
- new threats - pandemics - bird flu - civil disobedience - social cohesion

connecting forces – securing futures      unir les forces garantes de l’avenir

- new threats - pandemics - bird flu - civil disobedience - social cohesion
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C t  C t  Costs …Costs …

Grown disproportionately (67% since 1998)
- compared to the increases in police personnel (14% since 1998)- compared to the increases in police personnel (14% since 1998)

Costs - increasing dramatically - at all levels 
- $5.4B (1991)  to $12.3B ( 2009 ) - increased 130%  

per capita $189 (1991)  to $365 (2010) - per capita - $189 (1991)  to $365 (2010) 
- cost up almost 7% each year in last 7 years
- increasing % of provincial and municipal budgets - 80-85% salaries
- also technology  equipment and training costs- also technology, equipment and training costs
- fewer officers and more expensive - than Australia, US, GB

Budgets strain - compensation vs public resources/ capacity
f ll  eq ipped officer $67K in ‘97 compared to $150K in ’09- fully equipped officer - $67K in ‘97 compared to $150K in ’09

connecting forces – securing futures      unir les forces garantes de l’avenir35
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S l  T d  b  P iS l  T d  b  P iSalary Trends by ProvinceSalary Trends by Province

1st class constable -
20102010
- $76,000 (excluding 

overtime)
- salary part of total 

compensation increasing
- salary increased by 40% 

since 2000
f  C di  i d - for Canadians increased 
by 11%

- “leap-frogging” collective 
agreementsagreements

connecting forces – securing futures      unir les forces garantes de l’avenir36
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T di  T di  Trending Trending 

Service demand – increasing,  resources not
- reported crime stats downward - but - reported crime stats downward - but …
- some crime increasing - organized and violent crimes
- “signal crimes” increasing - gangs and guns - public insecurity
- new demands – global organized crime - cybercrimenew demands global organized crime cybercrime
- national security – terrorism and social conflict
- emergency crisis, and public order demands

Police model - select first, and then train/equip extensively 
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Expenditures/Projections and crime rateExpenditures/Projections and crime rateExpenditures/Projections and crime rateExpenditures/Projections and crime rate

current growth
$23 6B

$25,000,000 10000

crime rate – highest  10,342

$23.6B

$20,000,000
no growth
$17B

8000
8413 

$10 000 000

$15,000,000

4000

6000

rate per 
100,000 
pop

6445

$5,000,000

$10,000,000

2000

4000

$0
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E i  t liti  d E i  t liti  d Economic recent realities and responsesEconomic recent realities and responses

UK - funding cuts of 20 per cent by 2015
- police numbers across England and Wales slashed by more than 16 000- police numbers across England and Wales slashed by more than 16,000

USA - last year – Camden NY, 2 more of many examples
1. LAPD - 12% of $1.3 billion budget cut ($157 million)
2 Tulsa Police Department 11% of $87 million budget cut ($10 million)2. Tulsa Police Department - 11% of $87 million budget cut ($10 million)

Toronto PS - nearly $85M in cuts 
- budget (1957) $12.7M - now $1B; staff increased 2,300 to 8,000

b t  t  400  t ff  hi i  f  l hi  ti  tt iti  l i• buyouts to 400 sr. staff, hiring freeze, slashing overtime, attrition planning
• “… spiralling cost of municipal policing is a matter of considerable concern … policing 

will either become unsustainable or severely hinder ability to pay for other services”

- having civilians do jobs that may not require a uniformed officer
- outsourcing payroll or criminal record and background checks

Calgary PS - facing a budget cut of $8 to $10 million 
- considering cutting “satellite stations
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- means giving up community volunteer hours
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St t i  St t i  d S l tid S l tiStrategies Strategies and Solutionsand Solutions

There are a wide-range of strategies - incremental to radical
- decrease hiring  staffing and training- decrease hiring, staffing and training
- review collective bargaining approaches - arbitration and guaranteed 

compensation ranking) reduce salaries and benefit;
- reduce policing services provided to citizensp g p
- voluntary pay cuts and demotions
- increase use of less-costly civilian staff – private security
- increase use of less-costly cadets and auxiliary officers
- greater use of technology / intelligence
- increase cost-recovery or privatization of certain services – paid duty
- changes to legislation, policies and procedures - justice efficiencies and 

reducing investigative workloads
- business transformation: new integrated and community policing models 

(e.g. Prince Albert “HUB concept”)
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One is efficient/effective HR Management One is efficient/effective HR Management -- CBMCBM
Logic model - premise 

- the work of policing is consistent across Canadap g
- define the work
- define the competencies for success

If police work is consistent, then …If police work is consistent, then …
- the occupation(s) can be standardized - national occupational standards

If we have national occ standards, then … 
- mechanisms to manage that work can be consistent and common- mechanisms to manage that work can be consistent and common
- national HR management standards
- curriculum and training standards
- certifying and accrediting trainers and institutionscertifying and accrediting trainers and institutions

Many benefits of a shared approach
- economies of scale; efficiencies
- leverage best practices
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- leverage best practices
- increased focus on operational effectiveness
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S  4  l t  S  4  l t      So 4 years later So 4 years later -- we now …we now …

Have a “Framework”
- a “context” and processes/guides/tools for the support for Strategic HR - a context  and processes/guides/tools for the support for Strategic HR 

Management 
- Framework includes - every rank/role in “general duty” policing

• job analysis - what is the job - tasks
• rank/role profile - what does the role do
• competency - how to be successful
• competency profile - what are all the competencies required to do the job well  - what 

specific levels of proficiency

- leadership competencies overlay
- HR tools/guides - support to managers
- technology pilot
- mapping software
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TThis is where we are his is where we are -- next next –– NQFNQF
Rank/
role

General Duty 
Policing

Leadership
model Investigative Intelligence Civilian etc 

…

TThis is where we are his is where we are next next NQFNQF

ChiefChief

Deputy Deputy 
ChiefChiefChiefChief
Chief Chief 
Supt Supt 
SuptSuptSuptSupt

InspectorInspector

StaffStaffStaff Staff 
SergeantSergeant
SergeantSergeant
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ConstableConstable
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CBM CBM f   R k/R l  f   R k/R l  SUPERINTENDENTSUPERINTENDENTCBM CBM -- for every Rank/Role for every Rank/Role -- SUPERINTENDENTSUPERINTENDENT
JOB

• manages policing and/or administrative functions 
• implement operational plan for the division• implement operational plan for the division
• manage financial, human and material resources 

MAIN RESPONSIBILITIES 
• participate in the development of the strategic plan vice 
• develop and implement an operational plan
• direct operations
• direct management of financial resources
• direct human resource management
• direct intelligence-led and problem-oriented policing
• direct change implementation
• contribute to management of community and media relations 
• instill ethical conduct in others
• maintain relationships with leaders and organizations 

COMPETENCIES 
Change management , Decision-making, Ethical accountability, Financial management, 
F i  l i hi  O i i l  P bli  bili  P bli  f  
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Fostering relationships, Organizational awareness, Public accountability, Public safety, 
Strategic management 
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SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT
EDUCATION 

• Bachelors degree - police science, criminal justice, public administration preferred
• combination of experience, education and training may substitute for formal education

EXPERIENCE 
• 10 years of progressively responsible law enforcement experience in patrol, 

investigations  emergency response programs investigations, emergency response programs 
• 5 years of progressively responsible supervisory and or management experience 

KNOWLEDGE 
• advanced knowledge - law enforcement, legislation and policy regarding public safety g , g p y g g p y
• knowledge - national/international issues, philosophies, practices and trends 
• knowledge - law enforcement management theory and administrative standards 
• knowledge - budgeting and financial practices applicable to law enforcement 
• knowledge - governance knowledge governance 

QUALIFICATIONS 
• -----
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We also have a learning program We also have a learning program “mapping tool”“mapping tool”We also have a learning program We also have a learning program mapping toolmapping tool

Software tool developed support self–mapping  

Mapping programs/ curriculum/learning objectivesMapping programs/ curriculum/learning objectives
- are current training/education programs - recruit training, professional 

development, leadership development - addressing the competencies critical for 
“success” 

- are those competencies addressed at the right proficiency level
- are programs aligned

“In-house” and externally delivered coursesy
- detailed review of police recruit training 
- undertaking review professional development programs
- capture data and validation
- “approved” compendium of programs  -

This gets us into a new mandate - the “certification” game 
- leads to audit and evaluation
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- performance management/reporting
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N ti l (L i ) Q lifi ti  F kN ti l (L i ) Q lifi ti  F kNational (Learning) Qualifications FrameworkNational (Learning) Qualifications Framework

Basis for strategic planning of education/training

I  “i ” f f i li  d f i l tIncrease “image” of professionalism and professional competency

Provides clear benchmarks for learning and development

Increases portability of qualifications across bordersp y q
- certification, accreditation - recognized qualifications

Clarifies the demands on learning providers
- learner perspective learner perspective 
- improves coherence, pathways, quality and access for individuals to education 

and training
- identifies gaps in available training
- framework for recognized or endorsed learning - formal and informal

INTEGRATES HR efforts across the sector
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Policing Competency FrameworkPolicing Competency FrameworkPolicing Competency FrameworkPolicing Competency Framework

Leadership Leadership DevelopmentDevelopment

Learning Learning & Development & Development Criteria/SourcesCriteria/Sources

Performance Performance MgmtMgmt CriteriaCriteria

Selection & Promotion CriteriaSelection & Promotion Criteria

Competency Profiles: Behavioural Competency Profiles: Behavioural /Tech/TechCompetency Profiles: Behavioural Competency Profiles: Behavioural /Tech/Tech

Main Main Task Areas, Tasks, SubTask Areas, Tasks, Sub--taskstasks
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CBMCBMCBMCBM

Any “room” (role) in the common national edifice (framework)
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CompetencyCompetency--based Managementbased Management

1.1. definition definition -- what is it what is it 
2.2. why competencies why competencies -- the benefits the benefits y py p
3.3. what’s the process we went throughwhat’s the process we went through
4.4. where are we nowwhere are we now
5.5. how can this build strategic HR how can this build strategic HR --

using itusing it
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11 CompetencyCompetency based based mgntmgnt What is itWhat is it

What are Competencies?

1.1. CompetencyCompetency--based based mgntmgnt -- What is itWhat is it

Observable
abilities, skills, knowledge, motivations or traits 

defined in terms of the behaviours
needed for successful job performance.

T o t pes of Competencies?Two types of Competencies?
Behavioural competencies: describe underlying behaviours that 
are required to perform all tasks.

Technical competencies: describe behaviours associated with the 
application of specialized knowledge that is relevant with a 
specific function.
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22 CompetencyCompetency based based mgntmgnt WHY competenciesWHY competencies

individual performance - Clarified
- link behaviours required to successfully meet the organization’s vision

2.2. CompetencyCompetency--based based mgntmgnt -- WHY competenciesWHY competencies

- link behaviours required to successfully meet the organization s vision

organizational performance - Improved  
- measured improvement in the performance of individuals

which means improved performance of work groups and organizations- which means improved performance of work groups and organizations

employees - Empowered
- understand requirements - values

i f- clear expectations of roles
- higher commitment, greater effectiveness, and reduced 

turnover/absenteeism
take charge of their own careers  self evaluate and build their competencies  - take charge of their own careers, self-evaluate and build their competencies. 

SKILLS UPSKILLS UPCOST DOWNCOST DOWN
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C tC t b d b d tt WHY t iWHY t iCompetencyCompetency--based based mgntmgnt -- WHY competenciesWHY competencies

HR management - Supported
- integrated framework for human resources planning and management- integrated framework for human resources planning and management
- managers have better tools 

• to select
• to identify and address learning gaps
• to manage performance

defensibility of HR decisions - Ensured the  
- HR decisions easier to defend 
- competencies are directly related to jobs and BFORs

costs - Reduced 
t d di d t i   ffi i i  t  i t i  HR t- standardized competencies means efficiencies at every point in HR mgmt

SKILLS UPSKILLS UPCOST DOWNCOST DOWN
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CompetencyCompetency--based based mgntmgnt -- WHY …WHY …CompetencyCompetency--based based mgntmgnt -- WHY …WHY …

THE RIGHT PEOPLE THE RIGHT PEOPLE 
national recruitment/selection 

Strategic HR mngt
framework

THE RIGHT SKILLS  THE RIGHT SKILLS  

• recruitment and selection system
• performance management

national occupational standards

THE RIGHT TOOLSTHE RIGHT TOOLS

• qualifications framework
• education training
• professional development
• succession planningTHE RIGHT TOOLSTHE RIGHT TOOLS

national competency-based 
management framework

p g
• performance management

• guides and tools
• software supported

Hi h f i  d t i bl  li i

software supported
• ever-greening 
• evidenced-based research
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3.3. CompetencyCompetency--based based mgntmgnt -- What’s the processWhat’s the process3.3. CompetencyCompetency based based mgntmgnt What s the processWhat s the process
Collect data

all ranks …all ranks …all ranks …all ranks …all ranks …all ranks … job data …job data …job data …job data …job data …job data …

Analyse data

• research materials
• interviews 
• surveys
• expert panels

• research materials
• interviews 
• surveys
• expert panels

• research materials
• interviews 
• surveys
• expert panels

• tasks
• performance standards
• knowledge required
• skill required

• tasks
• performance standards
• knowledge required
• skill required

• tasks
• performance standards
• knowledge required
• skill requiredexpert panelsexpert panelsexpert panels skill required
• training materials

skill required
• training materials

skill required
• training materials

ffffff

Build the standard

rank task list  for each rank…rank task list  for each rank…rank task list  for each rank…rank task list  for each rank…rank task list  for each rank…rank task list  for each rank…

ID the competencies

competency profile for each rank…competency profile for each rank…
• behavioural
• technical
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C tC t b d b d tt Wh t’  th  Wh t’  th  CompetencyCompetency--based based mgntmgnt -- What’s the processWhat’s the process
Its extensive …

Premise – general duty policing roles are consistentPremise general duty policing roles are consistent
- if the roles are consistent, then …
- the mechanisms to manage those roles can be consistent and shared

Bring together groups of people by rank and analyze their jobBring together groups of people by rank and analyze their job
- define the tasks they must perform to be successful
- understand what they must know to be successful 

B i  bj t tt  t  t th  t  lid t  t k  b  lBring subject matter experts together to validate tasks by roles

Disseminate, review and evaluate
- communicate often
- encourage feedback
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C tC t b d b d tt Wh t’  th  Wh t’  th  CompetencyCompetency--based based mgntmgnt -- What’s the processWhat’s the process

Roles defined in workstreamsRoles defined in workstreams

Chief
Deputy Chief 

all HR functions  examined…all HR functions  examined…
• recruitment and selectionDeputy Chief 

Chief Superintendent
S i t d t

• training and development
• leadership development
• succession planning
• performance managementSuperintendent

Inspector

• performance management

Staff Sergeant
Sergeant
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Constable
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C tC t b d b d tt Wh t’  th  Wh t’  th  CompetencyCompetency--based based mgntmgnt -- What’s the processWhat’s the process

successfully completed a multi-year project
- to identify a competency- based management (CBM) framework- to identify a competency- based management (CBM) framework
- to support human resource management for all police services. 

 33 years of research
 33 ti t  C di  & i t ti l b t     33 continents - Canadian & international best    

practices
 70+70+ members of Steering Committees
 70    70    contributing police organizations
 700700 SMEs validation process
 77 guides for managers77 guides for managers
 40+40+ tools and templates
══ 1 1 
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CompetencyCompetency--based based mgntmgnt -- example example CompetencyCompetency based based mgntmgnt example example 

Rank Role 
definition

Chief 

D t  Chi f 
Sergeant Sergeant -- General Duty

Jobs  Jobs  AnalysedAnalysed

Deputy Chief 

Chief Super 

Superintendent 

• supervising and monitoring the unit 
operations

• provide field supervision
• coordinate and delegate Superintendent 

Inspector 

Staff Sergeant 

• coordinate and delegate 
assignments

• ensuring policies and procedures 
are followedStaff Sergeant

Sergeant 

Constable 

are followed
• participate as required, in activities 

directed at maintaining law & order
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CompetencyCompetency--based based mgntmgnt -- example example p yp y gg pp

Rank Task Lists
SergeantSergeant -- main task areas

Tasks Identified Tasks Identified 

Rank Task Lists

Chief 

Deputy Chief 

A. Ensure application of relevant 
legislation, policies, procedures

B. Ensure the proper use of police 
i t d t h lDeputy Chief 

Chief Super 

equipment and technology
C. Maintain safety of self and others
D. Manage operations

Superintendent 

Inspector 

E. Perform quality control
F. Manage information and 

intelligence

Staff Sergeant 

SergeantSergeant 

G. Supervise human resources
H. Coordinate training programs and 

activities
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Constable 
I. Manage calls for service
J. Manage investigation
K. Ensure appropriate assistance to 
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CompetencyCompetency--based based mgntmgnt -- example example CompetencyCompetency based based mgntmgnt example example 
Sergeant Task List Sergeant Task List -- one area in detailone area in detail
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CompetencyCompetency--based based mgntmgnt -- example example CompetencyCompetency based based mgntmgnt example example 
SergeantSergeant Task List Task List -- “manage operations”…“manage operations”…
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CompetencyCompetency--based based mgntmgnt -- example example CompetencyCompetency based based mgntmgnt example example 

Rank Competencies
Task List define critical competenciesTask List define critical competencies

SSERGEANTERGEANT COMPETENCY PROFILE
Chief 

Deputy Chief 

SSERGEANTERGEANT COMPETENCY PROFILE

1. ADAPTABILITY

2 CONFLICT MANAGEMENTDeputy Chief

Chief 

Superintendent



2. CONFLICT MANAGEMENT

3. DECISION MAKING

4. DEVELOPING SELF AND OTHERS
Superintendent

Superintendent 
5. ETHICAL ACCOUNTABILITY AND

RESPONSIBILITY

6. INTERACTIVE COMMUNICATION

Inspector 

Staff Sergeant 

7. RISK MANAGEMENT

8. TEAMWORK
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CompetencyCompetency--based based mgntmgnt -- example …example …

Works cooperatively with members of the work team.  Contributes to the development of a team environment 
where team members ultimately achieve established goals.

CompetencyCompetency based based mgntmgnt example …example …
Sergeant Sergeant -- TeamworkTeamwork Competency definedCompetency defined

Level 1 Level 2 Level 3 Level 4 Level 5
Participates as a team 

member Fosters teamwork Demonstrates informal leadership 
in teams

Capitalizes on teamwork 
opportunities

Builds bridges between 
teams

 Assumes personal 
responsibility and 
follows up on 
commitments

 Promotes team goals

 Seeks others’ input and 
involvement and listens to 

 Discusses problems / issues 
with team members that 
could impact on results

 Capitalizes on 
opportunities and 
addresses challenges 
presented by the

 Facilitates 
collaboration across 
teams to achieve a 
common goalcommitments

 Deals honestly and 
fairly with others, 
showing consideration 
and respect

 Supports team 

their viewpoints

 Recognizes when a 
compromise is required for 
the greater good of the 
team

 Suggests or develops

 Communicates expectations 
for teamwork and 
collaboration

 Gives credit and 
acknowledges contributions 
and efforts of individuals to 

presented by the 
diversity of team talents

 Supports and encourages 
other team members to 
achieve objectives

 Genuinely values the 

common goal

 Breaks down barriers 
(structural, functional, 
cultural) between 
teams, facilitating the 
sharing of expertise 
and resourcesdecisions

 Assumes his / her share 
of the work

 Keeps people informed 
and up to date about 
the group process

 Suggests or develops 
methods and means for 
maximizing the input and 
involvement of team 
members

team effectiveness

 Expresses positive 
expectations of others, speaks 
of team members in positive 
terms. 

 Shows respect for the

input and expertise of 
others, and is willing to 
learn from others 
(especially subordinates).  

 Publicly credits others 
who have performed 

and resources 

 Initiates collaboration 
with other groups / 
organizations on 
projects or methods of 
operating

the group process  Shows respect for the 
intelligence of others by 
appealing to reason Solicits 
ideas and opinions to help 
form specific decisions or 
plans. 

 Invites all members of a

well.  

 Encourages and 
empowers others, makes 
them feel strong or 
important

Proficiency Scale Proficiency Scale 
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CBM CBM -- example example -- SergeantSergeant full profile full profile ……CC e a p ee a p e Se gea tSe gea t u p o eu p o e
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CBM CBM -- example example -- SergeantSergeant full profile …full profile …pp gg pp
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44 C tC t b d b d tt h    h    4.4. CompetencyCompetency--based based mgntmgnt -- where are we nowwhere are we now

Rank Role Definition Tasks Competencies

  Chief   

Deputy Chief   

Chief Supt.   

Superintendent   

Inspector   

Staff Sergeant   Staff Sergeant

Sergeant   

Constable   
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Leadership RanksLeadership 
Level

Ranks 
Typically Associated

with Levels
Leadership Description

Chief Executive leaders oversee all operational and administrative 

Executive
Chief

Deputy Chief
p

functions in a police service or a division of a police service.  They 
set strategic direction, establish and maintain relationships with 
constituents, and represent the police service at various levels of 

government. 

Senior 
Management

Chief Supt.
Supt.

Senior Management plans and directs operational and/or 
administrative functions of a division in a police service. They 
oversee the development and implementation of operational 

plans, manage allocation of financial and human resources, and 
coordinate work activities with other divisions in a police service.  

Mid-Level Mgmt Inspector
Staff Sgt

Mid-level Management manages programs and projects in a 
division or unit of a police service. They deploy staff and 

coordinate assignments and conduct internal investigations as 
required.  

Front-Line 
Mg t

Sergeant Front Line Management supervises police operations at the unit 
level. They ensure the adherence of staff to policies and 

procedures.
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Policing Leadership CompetenciesPolicing Leadership Competencies

Performance Partnering Accountability
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Policing Leadership Competencies

Performance Partnering Accountability
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Level of Leadership Proficiency Levels

Executive Leadership 5 5 5 5 5 5 5 5 5 5 5 5 5 5

Senior Leadership 4 4 4 4 4 4 4 5 5 5 5 4 4 4
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Policing Leadership Competencies

Are We Fostering The Right Knowledge, Skills & AbilitiesAre We Fostering The Right Knowledge, Skills & Abilities
-- relevant sources in aggregaterelevant sources in aggregate
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Level of Leadership Sources

Mid‐level Leadership  CPC
eCornell
FLETC

John Jay
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C tC t b d b d tt h    h    CompetencyCompetency--based based mgntmgnt -- where are we nowwhere are we now

Completing research on  investigation roles
- resulted in the identification of a model with 3 areas of investigation - resulted in the identification of a model with 3 areas of investigation 

including 21 technical competencies for investigation  

Specialized Competencies required of specialized investigators who are 
responsible for dealing with the most serious types of crimes.

Investigation Support Competencies required of specialists who support the 
investigation process. 

General Investigation Critical competencies required of all police officers involved in 
the investigation of criminal offences.

connecting forces – securing futures      unir les forces garantes de l’avenir72



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

Technical Competencies for Investigation Technical Competencies for Investigation 

Specialized Investigation

Competencies required of 

Investigation Support 

Competencies required of Competencies required of 
specialized investigators who 

are responsible for dealing 
with the most serious types of 

i

Competencies required of 
specialists who support the 

investigation process. 

crimes.

General Investigation

Critical competencies required of all police officers 
involved in the investigation of criminal offences.
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21 Technical Competencies for Investigation21 Technical Competencies for Investigation

Specialized Investigation

Counterterrorism Financial crime

Investigation Support 

Bloodstain pattern Fingerprint 

Child abuse Homicide

Domestic violence Sexual assault 

p
analysis

g p
identification

Criminal intelligence 
analysis 

Forensic 
photography

Drug enforcement Organized crime

G l I i i

Digital forensic 
analysis

General Investigation

Confidential informant 
handling

Interviewing and interrogation: 
suspects 

Court testimony Major case management 

Crime scene management Obtaining judicial authorizations

Interviewing: victims and         Note taking and report writing 
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Policing Competency DictionaryPolicing Competency DictionaryPolicing Competency DictionaryPolicing Competency Dictionary

 Catalogue of  competencies developed for general duty, 
leadership  and investigative roles in police servicesleadership, and investigative roles in police services.

 Consists of behavioural and technical  

 Can be used to build competency profiles for various 
positions in police services.

 A il bl  t  htt // li il Available at  http://www.policecouncil.ca
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Benchmark Competency ProfilesBenchmark Competency ProfilesBenchmark Competency ProfilesBenchmark Competency Profiles

 A ll ti  f 8 10 t i  hi h  iti l t   A collection of 8-10 competencies which are critical to 
successful performance in the role.

 The profile indicates the level of proficiency required for 
each competency.
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Example ProfileExample Profile

Behavioural Competencies

pp

Technical Competencies Technical Competencies

Specialized Investigation General investigation

Organized Crime 3

Competency Proficiency

Teamwork 3

Competency Proficiency

Informant Handling 2

Competency Proficiency

Decision Making

Ethical 
Accountability

4

2

Report Writing 

Interviewing

3

3
Accountability

Court Testimony 4
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CompetencyCompetency based based mgntmgnt where are we nowwhere are we nowCompetencyCompetency--based based mgntmgnt -- where are we nowwhere are we now

PROCESS 

Summary - many work-streams fully defined

Chief
Deputy Chief 

Chief Superintendent

PROCESS 
- extensive research – national and 

international
- review of existing job definitionChief Superintendent

Superintendent
Inspector

review of existing 
practices/materials

- interviews
- focus groups

rank task lists

job definition

Staff Sergeant
Sergeant
Constable

focus groups
- surveys
- validation with SMEs

competency  profiles

Constable
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Policing Competency FrameworkPolicing Competency FrameworkPolicing Competency FrameworkPolicing Competency Framework

Leadership DevelopmentLeadership Development

Learning & Development Criteria/SourceLearning & Development Criteria/Source

Performance Performance MgmtMgmt CriteriaCriteria

Selection & Promotion CriteriaSelection & Promotion Criteria

Competency Profiles: Behavioural /TechCompetency Profiles: Behavioural /TechCompetency Profiles: Behavioural /TechCompetency Profiles: Behavioural /Tech

Main Task Areas, Tasks, SubMain Task Areas, Tasks, Sub--taskstasks
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HR MANAGEMENT GUIDES/TOOLSHR MANAGEMENT GUIDES/TOOLSHR MANAGEMENT GUIDES/TOOLSHR MANAGEMENT GUIDES/TOOLS
1. Constable Selection
2. Executive Selection
3 S i  M t3. Succession Mgmt
4. Leadership Development
5. Leadership Education and Training
6 Police Coaching & Mentorship6. Police Coaching & Mentorship

Over 40 tools and templatesOver 40 tools and templates
- interview guides by rank
- reference check guides by rank
- learning plan templates
- performance management templates
- succession management templates
- recommended additional readings reference

practical and customizable
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C tC t b d b d tt l  l  I t iI t iCompetencyCompetency--based based mgntmgnt -- example example -- InterviewsInterviews
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C tC t b d b d tt l  l  I t iI t i S iS iCompetencyCompetency--based based mgntmgnt -- example example InterviewInterview ScoringScoring
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CBM CBM exampleexample Development ActivitiesDevelopment ActivitiesCBM CBM -- exampleexample Development ActivitiesDevelopment Activities
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CompetencyCompetency based based mgntmgnt Building strategic HR Building strategic HR CompetencyCompetency--based based mgntmgnt –– Building strategic HR Building strategic HR 

Improves organizational performance 
- 63% reduction in turnover due to increased employee 

satisfaction - greater clarity about performance 
expectations

Empowers employees 
- better understanding of the expected behaviours

Supports HR practices
- process are based on the same competencies and p p

aligned in a continuum of employee development

Improves the defensibility of HR decisions
- limit challenge, improve accuracy of selection decisions, g , p y ,

stay out of court and remove subjectivity

Reduces operational costs 
- increased employee performance
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C tC t b d b d tt B ildi  t t i  HR B ildi  t t i  HR CompetencyCompetency--based based mgntmgnt –– Building strategic HR Building strategic HR 
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TECHNOLOGY support to TECHNOLOGY support to Strategic HR MgmtStrategic HR MgmtTECHNOLOGY support to TECHNOLOGY support to Strategic HR MgmtStrategic HR Mgmt

Includes:
• competency dictionary - profiles and associated task lists for all ranks 
• perform self-assessments or review self- or multi-rater assessments
• create learning plans based on assessment results
• create interview tools - guides for specific job profiles
• use instructive guides, research and tools to enhance HR management
• identify additional learning resources 
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PART 3 PART 3 NQFNQFPART 3 PART 3 -- NQFNQF

N ti l P li i  N ti l P li i  National Policing National Policing 
CompetencyCompetency--based Learning based Learning 

Qualifications Framework Qualifications Framework QQ
(LQF)(LQF)
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N ti l Q lifi ti  F k N ti l Q lifi ti  F k National Qualifications Framework National Qualifications Framework 
Five countries in the forefront of the development of NQFs 

• New Zealand
• Australia
• South Africa
• Scotland (SCQF)

E l d  W l  d N h  I l d (NVQ)• England, Wales and Northern Ireland (NVQ)

Goal of policy makers
• Improve the ways in which qualifications (degrees, certificates, or recognition 

fof experience-based learning and capabilities) related to each other and 
make them more understandable and better meet needs of users

Subsequently, idea of outcomes-based qualifications framework  
as ell as competenc based training (CBT) model of A stralia as well as competency-based training (CBT) model of Australia 
has spread around the world

• Dramatic increase in the number of countries adopting NQF, with over 100 
countries now implementing, developing or considering adopting
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R h fi di  R h fi di  i t ti l i t ti l l bl b ffi  2010ffi  2010Research findings Research findings –– international international labourlabour office 2010office 2010

Summary of key findings
• Similar reasons for introducing NQFs• Similar reasons for introducing NQFs

• Education, training and labour market: communication, transparency, quality, 
mobility, recognition of prior learning, flexible delivery, increase status of vocational 
education and training and work-based training

• Policy borrowing• Policy borrowing
• Strong reason why they are implemented and how they are implemented

• Uses of learning outcomes or competency statements
• Main mechanism to create transparency
• Little evidence on how they are useful in making decisions about qualifications 
• Importance of employer involvement

• Implementation success factors and problems
• Successful use of learning outcomes seems to be based on strong professional Successful use of learning outcomes seems to be based on strong professional 

associations and strong educational institution
• Sectoral approaches for specific industries seemed more viable that attempting to 

create one system for all education and training for all industries
• Importance of involving a range of different stakeholders
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KEY TERMSKEY TERMSKEY TERMSKEY TERMS
What is a qualification?What is a qualification?
A formal outcome of an assessment and validation process which A formal outcome of an assessment and validation process which 
is obtained when a competent body  determines that an 
individual has achieved learning outcomes to given standards

What is competencyWhat is competency--based training?based training?What is competencyWhat is competency--based training?based training?
Competency-based training is:

• training which is based on competency standards
t  f d• outcomes focused

• industry-led
• delivered in various formats
• involves self paced approaches where appropriate• involves self-paced approaches where appropriate
• is performance-oriented
• assessed using criterion-based assessment
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AccreditationAccreditation
Process of q alit  ass rance thro gh hich accredited stat s is Process of quality assurance through which accredited status is 
granted to an educational training course or program that meets 
set criteria established by accreditation body.

CertificationCertification
Professional certification is an industry recognized credential Professional certification is an industry recognized credential 
granted to a candidate by a certification body upon successful 
demonstration of occupational competence. Competence is the 
ability to apply nationally defined knowledge and skills 
t d d   standards.  
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What is the National Policing CompetencyWhat is the National Policing Competency--based based 
Learning Qualifications Framework?Learning Qualifications Framework?gg

It is an approach that standardizes and structures current and 
future learning and training qualifications which are defined by 
clear statements of what the learner must know and be able to 
do whether learned in a classroom, on-the-job, or less formally.

It is a systemic approach in designing, providing and awarding 
qualifications. 

“A nationally coherent, industry-led learning system with at o a y co e e t, dust y ed ea g syste t
nationally recognized and portable qualifications”
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What is the purpose of the National Policing What is the purpose of the National Policing p p gp p g
CompetencyCompetency--based Learning Qualifications based Learning Qualifications 
FrameworkFramework??
T  b ild l ll  d f ibl  t i i• To build legally defensible training

• To increase access to available training

• To increase transparency of job requirementsy j

• To increase coherence of training delivered across the country

• To standardize training
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What What are the key features of National Policing are the key features of National Policing What What are the key features of National Policing are the key features of National Policing 
CompetencyCompetency--based Learning Qualifications based Learning Qualifications 
Framework?Framework?

B ilt b  li i  f  li i  t i  ti i ti  d • Built by policing for policing – extensive participation and 
involvement of all stakeholders

• Is a nationally coherent, industry-led learning system with 
nationally recognized and portable qualificationsnationally recognized and portable qualifications

• Long term strategy for development, implementation and 
impact

• Supported by online curriculum mapping tool 

• Provides a context for policy development

• Framework that is compulsory, well defined, and led by Framework that is compulsory, well defined, and led by 
governments  or central agencies with the aim of reforming / 
transforming policing training ?

• Led by awarding body?
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Who are the key stakeholders in the Who are the key stakeholders in the Who are the key stakeholders in the Who are the key stakeholders in the 
development, implementation and maintenance development, implementation and maintenance 
of the framework?of the framework?
• Government Governance  legislation  • Government Governance, legislation, 

regulations
• Police Boards Oversight

• Police Services Implementation 

P li  A i ti I l t ti• Police Associations Implementation

• Learning organizations Develop and delivery of 
competency based trainingcompetency-based training

• Police Sector Council Body that oversees quality      
assurance mechanisms
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assurance mechanisms
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Wh t d fi  th  P li i  C tWh t d fi  th  P li i  C t b d b d What defines the Policing CompetencyWhat defines the Policing Competency--based based 
Learning Qualifications Approach?Learning Qualifications Approach?
• Competencies are developed by subject matter experts to Competencies are developed by subject matter experts to 

ensure they reflect job requirements

• Curriculum are developed using the competency statements to 
ensure that they are relevant and meet policing demandsy p g

• Competency statements are the benchmarks against which 
learning and assessment materials can be evaluated.

• Accreditation of courses and programs that are linked to job • Accreditation of courses and programs that are linked to job 
requirements and meets industry set training standards

• Successful completion of accredited learning and training 
courses and programs leads to qualifications courses and programs leads to qualifications 

• Qualifications informs the employers of what the employee 
knows and is able to do
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thtthtWh t d fi  th  P li i  C tWh t d fi  th  P li i  C t b d b d thtthtWhat defines the Policing CompetencyWhat defines the Policing Competency--based based 
Learning Qualifications Approach? Learning Qualifications Approach? 
EXAMPLEEXAMPLEEXAMPLEEXAMPLE
• Competencies are developed by subject matter - Homicide

• Curriculum are developed using the competency statements –
D t i  i ti ti  t t i  ifi  th t id  i  Determines investigative strategies; verifies that evidence is 
identified, collected and secured.

• Competency statements are the benchmarks – Curriculum mapping 
processprocess

• Accreditation of courses and programs – Process by which a course or 
program that meet standards is accredited

• Qualifications – Employee who successfully completes the course is Qualifications Employee who successfully completes the course is 
given a certificate to attest he/she meets training outcomes

• Qualifications attests what the employee knows and is able to do -
Police Service promotes and selects employees who have acquired 

d ti l
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credentials
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What are the quality assurance and regulatory What are the quality assurance and regulatory 
systems integral to the framework?systems integral to the framework?
• The qualifications framework provides the basis for self 

assessment by individual institutions 

• The quality assurance is assumed by a body that oversees 
lit  h i  d  h  dit ti  quality mechanisms and processes such as accreditation, 

certificate-based qualifications and professional certification
• Accreditation: recognition of courses of programs that are delivered in 

accordance to pre – determined criteria set by the industryaccordance to pre – determined criteria set by the industry
• Certification : recognition of individuals who have demonstrated through 

third party criterion referenced assessment that they meet pre determined 
standards set by the industry
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What are the benefits of a National Policing What are the benefits of a National Policing 
CompetencyCompetency--based Qualifications Framework ?based Qualifications Framework ?

- clear training and professional development opportunities and career paths 
of relevance to the police sectorof relevance to the police sector

- partnerships between training providers and police service
- greater fiscal responsibility and savings for the public through reduction of 

needless duplication of training
- greater efficiencies in individual and corporate learning plans and clear 

learning options to match identified needs
- increased professional image of policing and confidence of the public
- formal recognition of workplace learning and an individual’s ongoing 

development
- clear career pathways

common language for describing work  that is translated into curriculums- common language for describing work  that is translated into curriculums
- national repository of learning and training programs and courses 
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Q ti  f  R fl tiQ ti  f  R fl tiQuestions for ReflectionQuestions for Reflection

What is missing in the current qualifications system?

Who will benefit from the implementation of a National Policing 
C t b d L i  Q lifi ti  F k  d h ? Competency-based Learning Qualifications Framework, and how? 

- learners/workers
- employers

t i i g id- training providers
- policy makers
- others
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K  i t  f K  i t  f lt tilt tiKey points of Key points of consultationconsultation

How do we get there?
• Policy 
• Regulation
• Legislation

How do we implement?
How do we evaluate impact?How do we evaluate impact?
What are the key priority areas?
How do we create and sustain the quality assurance 
body? 

Build for policing by policing
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Build for policing by policing
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PART 4 PART 4 St t t St t t f f kkPART 4 PART 4 -- Statement Statement of of workwork

• Component 1 : Conceptual Model

C t 2  C i l  M i• Component 2 : Curriculum Mapping

• Component 3 : Implementation of CBM

• Component 4 : Competency Profilingp p y g

• Component 5 : CBM Sustainability
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C t 1  C t l M d lComponent 1. Conceptual Model

Overview
Develop the conceptual model for the National Policing Competency basedDevelop the conceptual model for the National Policing Competency-based 
Learning Qualifications Framework. Conduct consultations with stakeholders to 
ensure the model meets the needs of policing in Canada. 

Addresses key questions such as 
- What is the purpose of the framework
- Who is it forWho is it for
- How will it be used
- What do the elements look like 
- Which stakeholders need to be involved in building, implementing and 

i imonitoring
- Key concepts and definitions
- What long term support is required, ballpark costs and potential funding 

models

connecting forces – securing futures      unir les forces garantes de l’avenir

models

103



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

C t 1  C t l M d lC t 1  C t l M d lComponent 1. Conceptual ModelComponent 1. Conceptual Model

Outcomes

A d l th t d fi   N ti l P li i  C t b d A model that defines a National Policing Competency-based 
Learning Qualifications Framework built in consultation with all 
stakeholder groups.   

A strategy to sustain the modelA strategy to sustain the model.

A communication strategy to disseminate the proposed model.

An implementation strategy.
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C t 2  C i l  M iComponent 2. Curriculum Mapping

Overview

Curriculum mapping identifies the alignment of existing developmentalCurriculum mapping identifies the alignment of existing developmental 
programs and courses with the competencies required for policing. 
Software has been developed for curriculum mapping for leadership 
competencies. The software will be updated to allow for the mapping of g
investigation competencies.

Organizations will be invited to conduct curriculum mapping of their 
courses / programs. Support will be available to assist them through 
th i i t f f t f i l d l tthe process in a variety of formats: professional development 
workshops, online software, one-on-one advice and guidance. 

Aggregate reports of the curriculum mapping exercises will be conducted 
to identify where training exists and opportunities for curriculumto identify where training exists and opportunities for curriculum 
development.

Compendium of available training will be created.
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C t 2  C i l  M iComponent 2. Curriculum Mapping

Outcomes
1 Increased functionality of iSkillSuite Curriculum Mapping System1. Increased functionality of iSkillSuite Curriculum Mapping System.
2. Updated guide to Curriculum Mapping.
3. Two 2-day professional development workshops on competency-based 

approach to training curriculum design and use of the Curriculum Mappingapproach to training, curriculum design and use of the Curriculum Mapping 
software (one session will target organizations delivering Leadership 
programs, the other session will focus on Investigation).

4. Written reports on mapping exercises for both the leadership and4. Written reports on mapping exercises for both the leadership and 
investigation competencies. 

5. Pilot of curriculum mapping software for Investigation competencies. Support 
up to 15 organizations during the mapping exercise.

6. Pilot of curriculum mapping software for Leadership competencies.  Support 
up to 15 organizations during the mapping exercise.

7. Update catalogues of activities for leadership roles and investigation  roles 
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C t 3  I l t ti  f CBM F kComponent 3. Implementation of CBM Framework

Overview
Eight professional workshops will be delivered to support the implementation of aEight professional workshops will be delivered to support the implementation of a 
competency-based approach to human resources management and learning . 
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C t 3  I l t ti  f CBM F kComponent 3. Implementation of CBM Framework

Outcomes
Eight 2 day professional workshops will be delivered to support theEight 2-day professional workshops will be delivered to support the 
implementation of a competency-based approach to management and learning. 
The topics covered will be:
1. Introduction to implementing competency-based management.1. Introduction to implementing competency based management.
2. How to evaluate employee performance and build effective learning plans to 

improve performance.
3. How to use competencies to support defensible promotion decisions including3. How to use competencies to support defensible promotion decisions including 

how to conduct a Competency-based interview.
4. Police Executive Selection.
5. How to set up a Succession Management Program.5. How to set up a Succession Management Program.
6. How to build Leadership Development Programs including the use of 360 

feedback assessments to help develop learning plans.
7. How to build Mentoring and Coaching programs.
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7. How to build Mentoring and Coaching programs.
8. Introduction to competency based training and curriculum design.  
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Component 4  Competency ProfilingComponent 4. Competency Profiling

Overview
Competency profiling exercises will be conducted to develop benchmarkCompetency profiling exercises will be conducted to develop benchmark 
competency profiles for a fully effective investigator for key specialized 
investigation areas. Each workshop will be a 2 day duration. Recruitment of 
participants will be conducted to ensure representation of services from across 
the country.  
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C t 4  C t  P filiComponent 4. Competency Profiling

Outcomes
Competency profiling exercises will be conducted for each of the followingCompetency profiling exercises will be conducted for each of the following 
specialized investigation areas: 

- Adult Sexual Assault;
- Child Abuse;- Child Abuse;
- Counterterrorism (intelligence);
- Domestic Violence;
- Drug Enforcement;Drug Enforcement;
- Financial Crime;
- Homicide; 
- Organized Crime.g
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C t 5  CBM F k S t i bilitComponent 5. CBM Framework Sustainability

Overview
Develop a 3 year business plan to ensure sustainability of the CBM frameworkDevelop a 3 year business plan to ensure sustainability of the CBM framework. 

Outcomes
The business plan will:p
1. identify business opportunities for the PSC’s current CBM products and 

services and identify potential future products and services based on the 
expressed needs of the stakeholders;

2. recommend projects, tools and services that have the most promise in terms 
of potential market demand as well as to users and to Canada; 

3. outline an approach to products/services development for each line of 
f fbusiness. This includes major work steps, general time frames, information on 

the development and maintenance of resources and infrastructure and the 
required support and roles of relevant stakeholders; 

4 provide estimated revenues for the various products tools and services
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4. provide estimated revenues for the various products, tools and services 
recommended for the next 3 years.
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Ti li  Ti li  Timelines Timelines 
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WRAPWRAP UP UP C il f th  F tC il f th  F tWRAPWRAP--UP UP -- Council of the FutureCouncil of the Future

Input/advice - can we talk …
- issue - infrastructure 2013- issue - infrastructure 2013
- ideas around sustainability

Intellectual Property (IP) “we have IP” Intellectual Property (IP) – “we have IP” 
- taxpayers paid for what we do
- haven’t charged membership levies
- haven’t charged police services for product/support- haven t charged police services for product/support
- CBM Frwk now “copyrighted” - protected as literary works
- filed “ownership” – copyright  Sept 29, 2011
- licensed Frwk– “value” to be determinedlicensed Frwk value  to be determined

• free to exploit economic rights 

connecting forces – securing futures      unir les forces garantes de l’avenir113113



POLICE SECTOR COUNCIL Conseil  sectoriel de la police

WWWrapWrap--upup
2013 and beyond

- national investigator training
- policing “work architecture” completed
- National Qualifications Framework

• every role/rank

Business Plan – 2013-2015
- certification/accreditation
- policing degrees/diplomas
- accredit teachers/institutions
- validation and audit
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