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Glossary

ACPO Association of Chief Police Officers
AZ Arizona (US state)
CfPS The Centre for Public Safety
CVF Competency and Values Framework (for Policing)
HM Her Majesty
HMIC Her Majesty’s Inspectorate of Constabulary
IPCC Independent Police Complaints Commission
PCC Police and Crime Commissioner
MOPAC Mayor’s Office for Policing and Crime
MP Member of Parliament
MPS Metropolitan Police Service
NAACP National Association for the Advancement of Colored People
NCA National Crime Agency
NPCC National Police Chiefs’ Council
OIS Officer-involved shooting
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PCP Police and Crime Panel
PCS Public and Commercial Services Union
PFEW Police Federation of England and Wales
PNAC Police National Assessment Centre
PSAEW Police Superintendents’ Association of England and Wales
SCC Senior Command Course / Strategic Command Course
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“One of the things that you do rather infrequently is change 
police chiefs. So it doesn’t happen every day, every month, or 
every year. So when you do it, it’s important. There is a lot at 
stake.”

Milton Dohoney, Assistant City Manager, City of Phoenix1

“I do not believe that it is unduly repetitious to remind 
ourselves that leadership is important in any organisation 
and that in the police service it is absolutely essential.”

The Lord Dear QPM2

“Given the current state of affairs - the strain between 
communities, especially communities of colour,  and their trust 
and in some cases their lack of respect for law enforcement – 
it’s important to both law enforcement personnel and to the 
community at large to know that they have a police chief that 
understands both sides and has an innate ability to be fair to 
both sides. That is critical. That is probably as critical as it has 
ever been in the history of law enforcement.”

Don Logan, Equal Opportunities Director, City of Phoenix3

“Indeed, management is important, but in policing—and 
many other services—leadership is vital because of how 
those who command inspire those who work with them.”

Lord Taylor of Holbeach4

1 Interview with Milton Dohoney, 
Assistant City Manager, City of Phoenix 
on 20 October 2016

2 HL Deb 18 July 2011, Vol 729, Col 
1115

3 Interview with Don Logan, Equal 
Opportunities Director, City of Phoenix 
on 21 October 2016

4 HL Deb 12 February 2013, Vol 743, 
Col 596
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Executive Summary

Police leadership matters now more than ever
• The world has changed enormously since Sir Robert Peel’s formation of the 

Metropolitan Police in 1829, yet the selection process for the Commissioner who 
leads the Met has failed to keep pace.

• With police and community relations across the Western world being tested in 
the wake of each and every officer-involved shooting or critical incident, it is 
vital that the process for selecting the UK’s most senior police officer be seen as 
legitimate, aided by transparency and community involvement.

• Building public and organisational trust in senior police leaders is vital preparation 
for the inevitable tests that they and their organisation will face. This trust can 
help buy senior police leaders valuable time to establish the facts as they seek to 
fill the void with accurate information in the wake of serious and critical incidents.

• The protests, disorder and criminality witnessed in the wake of the police shooting 
of Mark Duggan in August 2011 demonstrate that London - and other UK cities 
- are not immune from the sort of risks to public safety that have more recently 
been witnessed across other parts of the world, not least the United States. 

• London must do all it can to build community and organisational support for the 
senior public figurehead in policing. The transparent and engaging process we 
propose would signal a renewed commitment by the Metropolitan Police and 
the Mayor’s Office for Policing and Crime to listen to and to serve the people of 
London.

• Our proposals set out a way to help build public and workforce trust in the 
next Commissioner by applying British community policing principles to the 
Commissioner selection process.

Selecting London’s next Commissioner must involve the public 
• The next Commissioner of the Metropolitan Police should be selected following 

community interview panels and a public ‘Question Time’-style televised forum. 
Engaging and involving the public in the selection of the next Commissioner will 
foster community interest and civic engagement, a secure foundation on which 
London’s next Commissioner can build.

• Our proposals would bring visibility, transparency and community engagement 
to a process conducted behind closed doors. Presently, the media must rely on 
rumour and private briefing, undermining their ability to inform the public.

• Having responsibility for the safety of London’s 8.6 million residents is one of 
the most burdensome and rewarding responsibilities in public life. Candidates 
seeking such high office must be afforded the opportunity to present their 
policing styles and philosophies, along with their credentials, to those whose 
safety is the Commissioner’s responsibility.

• The recently published Home Office job advert states that the Commissioner 
“must answer to Londoners and the public nationally”.5 Candidates for this role 
should be directly tested on their ability to effectively engage with the public 
prior to their appointment.

• These proposals will help ensure that the Mayor, Selection Panel and Home 
Secretary select the best candidate for the role, while simultanousley helping the  

5 Home Office and MOPAC, 
Commissioner, Metropolitan Police 
Service, Recruitment Information (2016), 
p.3 - Available at: https://www.gov.
uk/government/uploads/system/
uploads/attachment_data/file/569769/
Recruitment_Information_Pack.pdf 
[Accessed 22 Nov 16]
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successful candidate build public trust and elgitimacy in their leadership even 
prior to appointment.

• Our proposals would involve three distinct stages:

Step 1: Public and police workforce consultation
• The Mayor of London has already signalled a commitment to public consultation 

with work in relation to the Policing and Crime Plan for London. In future, the Mayor 
of London can and should go further by holding community listening sessions 
and surveys specifically on the qualities sought in future Met Commissioners.

• The Mayor of London should also seek opinions from the police workforce. The 
32,000 police officers and 9,000 civilian staff are members of the public too and 
will have views that should be considered.

• The input received from such listening activities and surveys should be published 
and used to inform the development of the job specification and any accompanying 
job brochure for the role of Commissioner.

Step 2: Community interview panels for semi-finalists
• At present the Selection Panel consists of five named individuals – all are 

senior civil servants or senior police officers. The panel has no visible non-white 
representation, while London is 40% non-white. The panel earn an  average of 
£188,200, while the median average salary in 24 of London’s 32 boroughs is less 
than £28,000. An Independent Panel Member is also present, although their role 
is to ensure the fairness of the process, rather than to provide community input. 

• The existing Selection Panel should be supplemented by the creation,  by the 
Mayor of London and with the approval of the Home Secretary,  of three community 
panels. These community panels would be formed by asking each of London’s 
25 Assembly Members to nominate a member of the public to sit on a panel.  
Community involvement is, at present, entirely absent from the process, and these 
panels would provide a valuable focus on the Met’s local policing activities.

• The Metropolitan Police Federation, Metropolitan Branch of the Police 
Superintendents’  Association of England and Wales and the Public and 
Commercial Services (PCS) Union would each also nominate a representative to 
sit on the panels. This would afford a degree of workforce representation within 
the process that is, at present, also entirely absent from the process.

• The Mayor of London would appoint an independent Chair for each of the 
community panels. The role of the Chair being to ensure the fairness and integrity 
of the process.

• Each community panel would meet in advance to formulate a set of questions 
to ask the candidates in their 90-minute interview. Each panel’s questions will 
reflect the  issues and concerns held by the members of that panel.

• For the first time since the creation of the Metropolitan Police in 1829, ordinary 
Londoners would be afforded the opportunity to put questions to those senior 
police officers shortlisted for the top job in British policing.  

• The community panels would, at the conclusion of their work, be invited to make 
their recommendations in confidence to the Mayor, Home Secretary and the 
Selection Panel as to which candidates should progress to the final stage. Based 
on these recommendations and other criteria, the existing Selection Panel would 
announce the finalists (up to three).

Step 3: Public candidate forum (“a public job interview”) for finalists
• The finalists would then participate in a televised and live-streamed ‘Question 

Time’ style forum. The questions to be asked would be solicited from London’s 8.6 
million residents and collated by the Mayor’s Office. The candidate forum would 
be moderated by an experienced individual, independent of the Mayor’s Office 
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and the selection and appointment process.

• The candidate forum would last approximately 90 minutes with each candidate 
making a brief opening statement, before answering questions in turn. The 
candidates would also be permitted to make brief closing statements.

• The candidate forum would be followed by an informal reception allowing any 
members of the audience to meet the candidates. While not directly  impacting 
upon the selection process, this reception would signal a visible commitment on 
the part of the prospective Commissioners to listening and addressing Londoners’ 
concerns.

• The final interviews would be completed per the existing process, and the 
Selection Panel and Mayor would make their recommendations known to the 
Home Secretary who would then formally submit her selection to Her Majesty the 
Queen for appointment.

• It is proper that the decision relating to the appointment of the Commissioner of 
Police of the Metropolis, given the responsibilities extending beyond London, sits 
with the Home Secretary. The recommendations contained in this report do not 
seek to overturn a well-established process, but to enrich that process through 
increased visibility and transparency and by engaging Londoners and the police 
workforce. 

Tried and tested proposals based on the best of community policing
• The building blocks for success that we identify - community engagement, 

transparency and visibility - are already well-established within the best of British 
community policing. They should be applied to the process by which the next 
Commissioner is assessed and selected.

• The model we propose has already been successfully used to select the head of 
a large metropolitan police force, and London’s leaders should seek to benefit 
from the lessons learned in other cities to “maximise the success”6 of the next 
Commissioner. It is only through a process of improvement that London can 
achieve and maintain the status of being the safest global city. 

Benefits for the Mayor of London and the selection process
• The Mayor of London should embrace this opportunity to renew his commitment 

to transparency and community engagement in policing and public service. His 
own recommendation will be assisted through the involvement of the community 
in the community interview panels and the public candidate forum.

• Our proposals generate valuable new input to inform the Mayor - along with the 
Selection Panel and Home Secretary - as he seeks to choose the best candidate 
for the job. The proposals also have the benefit of building trust and goodwill 
between the community and the selected candidate.

• These proposals can be adopted within reasonable timescales and at limited 
expense. London could select and appoint a new Commissioner using this process 
by May 2017, with any interim leadership provided by the Metropolitan Police’s 
Deputy Commissioner. 

• The Met is investing large sums in technologies, such as body worn video to 
improve trust and community relations, but technology is not a panacea, nor is 
it the only option. These proposals offer a low cost opportunity, with potentially 
significant returns. 

• The Mayor of London and Home Secretary should welcome the opportunity 
provided by these proposals to help ensure the selection of the best candidate 
and to leave a permanent and positive mark on policing in the capital by building 
greater trust in the next Commissioner. That trust will forever be a vital element 
in preserving the Queen’s peace and improving public safety.

6 Telephone interview with Milton 
Dohoney, Assistant City Manager, City 
of Phoenix conducted on 4 October 
2016.
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Chapter 1
The Past and Present of Police Chief Selection

“Driving one morning with him to Shipley Lane End, 
a favourite ‘meet’, he said: ‘How would the Chief 
Constableship of the county suit you?’. He had held the 
appointment himself before succeeding to a fortune.  
‘Nothing in the world’, I replied, ‘would suit me better’. 
‘Well’, he continued, ‘I think that may be arranged. Allgood 
has completely broken down and can’t last long now’.”

Sir Henry Smith KCB, From Constable to Commissioner (1910)7 

Before setting out our proposals for selecting the next Commissioner, we provide an 
overview of the history of, and current arrangements for, selecting police chiefs in 
England and Wales.8

The story of British police chiefs has been of a shrinking population

The history of police force governance in the UK has been fiercely local. The extent 
to which British policing has been governed and controlled locally can be seen in the 
chart showing the number of police forces in Great Britain between 1835 and the 
present day.9

While the Metropolitan Police was created in 1829 and and has remained in existence 
ever since, the rest of England and Wales, along with Scotland, saw an initial growth in 
force numbers as new forces were created, followed by periods of consolidation, with 
the most significant consolidations coming immediately after the Second World War, 
followed by a further set of mergers in the late 1960s and again in 1974.

The result is that the number of Chief Constables in England and Wales has fluctuated 
from as many as 220 in the mid-to-late 19th century through to just 43 Chief 
Constables today.

7 Sir Henry Smith KCB, From Constable 
to Commissioner (1910), p.82

8 For a particularly thorough study 
of the history of Chief Constables in 
England and Wales, we recommend 
Professor David S. Wall’s work covering 
the period 1836 to 1996: The Chief 
Constables of England and Wales: The 
socio-legal history of a criminal justice 
elite (1998).

9 David S. Wall, The Chief Constables 
of England and Wales: The Socio-legal 
history of a criminal justice elite (1998) 
and updated by The Centre for Public 
Safety. 
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The story for Scotland has been similar, with some 90 police forces in Scotland by 
1860. Consolidations in the late 1880s, the 1930s, and the period following the 
Second World War, left Scotland with just 9 forces by 1975. The subsequent merger 
and creation of Police Scotland in 2014, means there are just 45 Chief Constables for 
territorial forces in the entire United Kingdom of Great Britain and Northern Ireland.10

Police chief selection in the Victorian and Edwardian era

Professor David Wall, the leading historian on British chief constables, describes 
policing leaders during the Edwardian and Victorian era as “little more than ‘gifted 
amateurs’, and, in some cases, not so gifted”.11

The Chief Constable role would be advertised in the press - often Police Review - with 
the advert generally soliciting applications from candidates with a background either 
in policing (favoured by Borough forces) or military service (favoured by the County 
forces). Applications would be submitted and the appropriate Committee would draw 
up a shortlist of between 5 and 10 applicants.

The process would largely depend upon local patronage and be a decision taken by 
the local power elites, the great and the good of local government and local society. 
Professor Wall goes so far as to describe the processes as being “dominated” by these 
power elites.12

Police chief selection between 1919 and 1964

In practical terms, between 1919 and 1964 the Home Office had grown from having 
little or no say in the appointment of Chief Constables to sending out letters reminding 
police authorities that it wished to give an opinion about the quality of candidates. By 
the end of the period, forces would require the approval of the Home Office to appoint 
any ACPO rank.13

The selection process evolved from the outright patronage of the Victorian era, 
with shortlists of candidates submitted to HM Inspector of Constabulary (HMIC) 
for their observations on the candidates. Furthermore, candidates were subject to 
formal interviews and sometimes additional interviews would be conducted by 
subcommittees.

A further significant development was the requirement made for the police authority 
to submit the name of their preferred candidate to the Home Office for the approval 
of the Home Secretary.

With the Police Act of 1964 the Home Office took control of the appointment of all 
ACPO ranks. Police authorities required the approval of the Home Secretary to appoint 
Assistant Chief Constables and Deputy Chief Constables and they were also required 
to consult the Home Office about the suitability of candidates.14 

Police chief selection since 1964

In the years following 1964 through to 1974 there was a significant reduction in the 
number of Chief Constable positions, with the result that ambitious leaders found 
themselves struggling to gain experience of leading a police force, with the only 
preparation for senior command being as a Deputy Chief Constable.

The Home Office continued to reiterate the need for police forces to consult and seek 
approval from the Home Secratary in relation to the appointment of Chief Officers. The 
Home Office even presented the significant central control that had been acquired as 
being in the interests of local authorities:

10 We acknowledge that - for the 
moment - each of the British Transport 
Police, Civil Nuclear Constabulary and 
Ministry of Defence Police also have a 
Chief Constable.

11 David S. Wall, The Chief Constables 
of England and Wales: The socio-legal 
history of a criminal justice elite (1998) 
p.4

12 David S. Wall, The Chief Constables 
of England and Wales: The socio-legal 
history of a criminal justice elite (1998) 
p.127

13 David S. Wall, The Chief Constables 
of England and Wales: The socio-legal 
history of a criminal justice elite (1998) 
p.142

14 David S. Wall, The Chief Constables 
of England and Wales: The socio-legal 
history of a criminal justice elite (1998), 
p.193
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“[the Home Office wishes] to develop further the partnership between 
police authorities and the Home Office in the whole matter of senior police 
appointments and to advance our joint interest in obtaining the best man for 
the job.”15

Over the course of the 1980s and into the early 1990s the focus of the Home Office 
shifted to the training qualifications held by prospective Chief Officers. From 1 January 
1992 the Home Office made it compulsory for ACPO ranks to have completed the 
Senior Command Course (now known as the Strategic Command Course).16

Interview panels being used as part of selection processes would sometimes include 
some non-police personnel but the agenda remained set by the police. Further 
guidelines published in 1996 warned police authorities of the “potential difficulties 
and pitfalls” of varying selection procedures from those set nationally. The guidelines 
also sought to introduce greater transparency for candidates participating in the 
process.

Entry into the Chief Officer ranks subsequently came to require passing the Senior 
Police National Assessment Centre and successful completion of the Strategic 
Command Course.

Police chief selection today

Chief Constable positions today are advertised, requiring applicants to submit an 
Application Form detailing their experience, qualifications, motivation, competencies 
and suitability for the Chief Constable role.  Candidates also submit an Equality and 
Diversity Monitoring Form, a reference from their current Chief Constable, a copy 
of their Senior Police National Assessment Centre report, their Strategic Command 
Course report and a copy of their most recent Performance Development Review.

The materials submitted are then reviewed by a Shortlisting, Appointment or 
Selection Panel made up of individuals that might typically include local authority 
Chief Executives, other Police and Crime Commissioners, other senior leaders in public 
services and an Independent Panel Member.17

The Independent Panel Member should be chosen by the Police and Crime 
Commissioner and be someone independent of him or her and the force. Their role 
in the process is to ensure the process is conducted fairly and openly and that the 
successful candidate is selected on merit. The Independent Panel Member should 
themselves be appointed through a fair, open and merit-based process.

The Independent Panel Member should not be a PCC, a member of the PCC’s staff, 
a member of the Police and Crime Panel, a Member of Parliament, a Member of the 
European Parliament, a local councillor, a serving or retired police officer or member 
of police staff, a civil servant, a member of any devolved government or assembly, an 
employee of HMIC, an employee of the IPCC or an employee of the College of Policing.

The Home Office offer suggestions that the types of people suitable for the role might 
be “Magistrates, Chief Executives of local authorities and representatives of community 
organisations” and also adds that they “may also be drawn from an established pool of 
accredited independent members or assessors” such as those held by the College of 
Policing or the Commissioner for Public Appointments.18

The Selection Panel assesses candidates against the competencies and behaviours set 
out in the Competency and Values Framework (CVF) for Policing and a Chief Constable 
would be expected to demonstrate the competencies and behaviours detailed at the 
‘Executive Level’.19 

15 Letter dated 12 November 1976 
from Home Office to the Clerks of 
Police Authorities, HOC 176/1976, 
PL/66 50/1/13.

16 Home Office Circular HOC 98/1991

17 An example of a current Chief 
Constable selection process can be 
found here: http://leadinglincspolice.
com/media/6579/lincolnshire-police-
cc-job-information-pack-v10.pdf 
[Accessed 22 Nov 16]

18 Home Office Circular HOC 20/2012

19 http://skillsforjustice-ppf.com/
competency-values/wp-content/
uploads/2016/11/Competency-
and-Values-Framework-for-
Policing_4.11.16.pdf [Accessed 22 Nov 
16]
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20 See page 17 for further 
consideration of the make-up of 
the Selection Panel for the next 
Commissioner.

21 Section 42 of the Police Reform and 
Social Responsibility Act 2011
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Sir Bernard Hogan-Howe

5.5 Years average tenure for post-WW2 Commissioners

13 Commissioners in the post-WW2 period

Commissioners of Police of the Metropolis since 1829

Psychometric testing is also commonplace and candidates will generally be 
interviewed by the Selection Panel, be required to deliver a presentation and a round-
table or similar exercise. The Selection Panel may also have recourse to a Policing 
Advisor during certain stages in order to provide the Panel with advice on the quality 
of the candidate’s responses as they relate to operational areas of policing.

The Police and Crime Commissioner will then make a decision as to the successful 
candidate. The Police and Crime Panel must review the proposed appointment and 
hold a confirmation hearing in public, at which the candidate is required to appear 
to answer any questions relating to the appointment. The Police and Crime Panel 
(PCP) must report to the PCC on the proposed appointment and whether or not the 
candidate should be appointed.

Selecting the Commissioner of Police of the Metropolis

The mechanics of the Met Commissioner selection process - a selection panel, the 
application process, assessment activities and the like - are virtually identical to that 
of a Chief Constable.  In the current case, the Selection Panel is made up of senior civil 
servants and a senior police officer.20

The key difference with the Commissioner selection process itself is that the Home 
Secretary is the individual who recommends a person for appointment and that the 
appointment is made by Her Majesty the Queen. The Home Secretary, in making her 
selection,  “must have regard to any recommendations” from the Mayor’s Office.21

This difference can in part be attributed to the Met’s responsibility for areas of policing 
- such as counter-terrorism - that extend beyond the Greater London area.

One other difference in relation to applicants is the convention by which Commissioners 
are generally expected to have previously served in the Metropolitan Police and to 
have also served as a Chief Constable in a force outside of the Met.
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Part 2
Building Trust and Confidence in Police Chiefs

“If you arbitrarily pick somebody wthout community input 
the community don’t own that chief, it’s just someone the 
‘theys’ picked, whoever the ‘theys’ are. This process forces the 
community to own me, they helped pick me.”

Chief Jeri Williams, Phoenix Police Department22

The need to build trust and confidence with the public and workforce

Leadership is vital in the role of Commissioner or Chief Constable, both for the public 
at large, but also for the organisation’s own workforce. The public and workforce are 
the key constituencies which must have confidence in that leadership.

While police chief selection processes in England and Wales are to be commended 
for the extent to which they make use of professional methods to identify the best 
candidates, the processes currently fail to engage these key constituencies.

Community engagement must sit at the heart of modern policing

Community engagement is key to effective policing and sits at the very heart of the 
best of community policing, both in Britain and overseas. Community engagement 
permeates much of policing today, helping build trust and confidence at a local level, 
but is entirely absent in the police chief selection process.

Three key building blocks for improving the selection process are as follows:

Element Description
Community 
Engagement

Enabling individuals to participate in the process, to educate 
themselves, to have their say, to voice their concerns, to feel 
invested in the process and in the successful candidate.

Transparency of 
the Process

Providing individuals with sight of the process and the key steps 
within the process, and details of opportunities for them to 
engage and participate. 

Visibility of the 
Candidates

Requiring candidates be visible to the public and police 
workforce, both through publication of shortlisted candidates, 
but also through visible assessment processes.

Depriving the public and police workforce of the opportunity to engage with the 
process also denies the successful candidate of the opportunity to build their profile 
and to build trust and confidence in their leadership qualities and other attributes.

The public and police thus find themselves having a Commissioner (or other police 
chief) appointed “over them” without even being afforded the opportunity to observe 
the candidates or otherwise test them. Neither the public nor police feel they were 
able to see for themselves the merits upon which any successful candidate was 
selected.

22 Interview with Chief Jeri Williams, 
Phoenix Police Department conducted 
on 20 October 2016.
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The successful candidate is therefore appointed with a a sizeable portion of the 
public and police workforce, perhaps cynically, attributing their success to political 
connectedness or another attribute divorced from genuine merit.

Selection Panels play a vital role but do not engage the community 

The Selection Panel for the next Metropolitan Police Commissioner consists of five 
named individuals and a sixth independent panel member. The Panel plays a vital 
role and it is no criticism of the panel members to say that it does not engage the 
community.

Composition of the Selection Panel for the Commissioner23

Panel Member Salary Benefits Total Package
Director General
Home Office

£185,000 £123,000 £308,000

Chief Executive
MOPAC

£165,000 Not known £165,000

Chief Executive
College of Policing

£180,000 £0 £180,000

Director General
National Crime Agency

£215,000 £299,000 £514,000

Chief Executive
Southwark Council

£196,000 £20,000 £216,000

Total Panel £941,000 £442,000 £1,383,000

Average Panel Member £188,200 £88,400 £276,600

The Selection Panel also happens to be unrepresentative of London. The median 
average salary in 24 of London’s 32 boroughs is less than £28,000, while the lowest 
salary of a panel member is £165,000.24

With respect to visible diversity, the panel members are exclusively white, while 40% 
of London’s population is non-white. One quarter of Londoners live in social housing 
and a further 1 in 4 rent privately,  but on the reported salaries it seems unlikely that 
any of the panel members would be living in social housing or the rented sector.25

The argument being advanced is not to make the Selection Panel perfectly 
representative of London or to make tokenistic efforts at representation on the 
Panel. The Selection Panel as presently constituted may very well fulfil the technical 
requirements of being able to professionally and credibly assess the candidates. The 
argument is that the Panel should have access to additional mechanisms that test and 
provide for community engagement with the candidates.

Such mechanisms, by testing and enabling community engagement, would aid the 
decision-making of both the  Selection Panel,  the Mayor and the Home Secretary.

The lack of transparency and candidate visibility undermines the media

The media, like the public and police workforce, is also denied any meaningful 
transparency or visibility of the candidates. The result is media coverage based largely 
on rumour, speculation, private briefing or the personal preferences of the individual 
journalist or commentator. 

In recent weeks media commentary relating to the possible next Met Commissioner 
has demonstrated the reliance on rumour, private briefing and speculation.

23 Data sourced from the Home Office, 
College of Policing, Mayor’s Office for 
Policing and Crime, College of Policing, 
National Crime Agency and Southwark 
Council.

24 http://www.itv.com/news/
london/2015-11-19/how-does-your-
salary-compare-to-the-rest-of-london/ 
[Accessed 22 Nov 16]

25 The housing data is relevant since 
it is recognised that those in social 
housing and in rented properties are 
at greater risk of victimisation through 
crime.
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Recent Media Commentary on the Next Met Commissioner26

“An early favourite is A ... 
B is also tipped to throw 

her hat in the ring”

“[C is] Loyal, discreet and 
efficient...”

“The other ... competitor 
for the job could be 
D, arguably the most 

talented ... police 
officer....”

“E is one of the few 
senior officers who’s 

been willing to engage in 
mature debate“

“But it’s unclear whether 
F ... has the appetite for 

the top job“

“The better bet, perhaps, 
is the down-to-earth G...”

“Among those 
currently serving as 

chief constables, H ... 
is understood to be 

interested” 

“Although I’s never been a 
chief constable, few doubt 

I has the ability to be 
Commissioner”

“J and K might be 
encouraged to throw their 

helmets into the ring...”

Under current arrangements the public and police workforce can expect more of the 
same over the course of the contest for the next Metropolitan Police Commissioner. 
For many, the only meaningful media coverage they may see will be the eventual 
announcement of the successful candidate.

By requiring greater visibility from the candidates and providing meaningful 
opportunities for community engagement, the media can instead rely to a greater 
extent on observed behaviour and public statements. Such a shift in the nature of 
the media coverage for the most senior policing job in the country is surely to be 
recognised as being in the public interest. 

The greatest lost opportunity is among those with strong views

Some of those with the strongest feelings about policing are those who have had a 
bad experience (or series of bad experiences) at the hands of police or otherwise have 
a negative view of policing.27 Conversely, many in the public will care enormously 
about policing owing to a personal experience in which the police may have come to 
their rescue, or indeed through a simple desire to ensure public safety for all.

These groups and individuals could gain the most from an improved process that 
afforded them the opportunity to engage with the candidates. Candidates would 
be forced to consider the issues raised and to provide a response. The successful 
candidate would be aware of any positive or negative issues raised and have them in 
the forefront of their mind on being appointed.

Another key group who will feel strongly about policing are the men and women who 
seek to put their heart and soul into keeping people safe on a daily basis: the officers 
and staff of the the organisation itself.

Given 62% of Metropolitan Police officers report low personal morale and 95% report 
low morale in the force as a whole, it is clear that those with negative views are not 
limited to some members of the public.28

The same surveys have also revealed a large proportion of police officers feeling that 
they are not valued and almost half of officers feeling poorly treated by senior leaders.  
The workforce has - albeit anonymously - made some representations in the media on 
the subject of the next Commissioner:

“...we want a true leader who will berate our shortcomings and celebrate 
our efforts and successes. We want a boss who will remind people that every 
officer is also a taxpayer and a member of their community that wants the 

26 We have substituted letters from A 
onwards for the names of rumoured 
candidates. Example media coverage 
can be found: http://www.bbc.co.uk/
news/uk-38051158 [Accessed 22 Nov 
16]

27 The negative views could be the 
result of real or perceived racial 
discrimination, incompetence, incivility 
or a political ideology or orientation. 
Some, of course, will simply be 
criminals opposed to any and all crime 
fighting efforts conducted by the 
police.

28 Police Federation of England and 
Wales, Pay and Morale Survey 2016 
(2016)



Building Trust and Confidence in Police Chiefs

centreforpublicsafety.com  |  19

same things for that community... Ultimately, what officers want from the new 
Commissioner is what everone else wants from the police: complete honesty 
without the political nonsense.“29

Giving representatives of the workforce the opportunity to test the candidates on such 
attributes would surely help give the successful candidate - along with those involved 
in the selection decision - a clearer sense of what the workforce expect from them. By 
the same token, the candidates would also be able to set out their own expectations.
 
Examples of the building blocks across British policing

The building blocks identified around community engagement, transparency and 
visibility are already in use across much of the best of British policing:

• The best Neighbourhood Ward Panel, Community Policing Surgeries or simple 
‘Coffee with a Cop’ events where frontline police officers meet with residents, 
are all about being visible, enagaging with the community and their issues,  and 
being as transparent as possible with them.

• Chief Constables and their Police and Crime Commissioners hold public events 
where members of the public can engage with them directly as the leaders of the 
organisation: asking questions, offering feedback or raising concerns.30 

• The “You Said, We Did” campaigns adopted by many forces also embody the key 
elements of engagement, transparency and visibility, by demonstrating that 
having listened to community issues, police have taken action and then visibly 
communicated the results.31

Incorporating the building blocks of community engagement, transparency of process 
and visibility of candidates within the selection process for the next Commissioner, 
would give the public and the Met’s workforce a valuable opportunity to build their 
trust and confidence in the successful candidate and those responsible for picking the 
successful candidate, reinforcing a selection process that seeks to be based on merit, 
openness and integrity.32

Incorporating these building blocks for success into selection processes

Across the globe there is variation in the method and mechanisms by which police 
chiefs are selected, with some specific mechanisms reflecting the building blocks for 
success outlined above.

“Public job interviews”, by means of a public candidate forum, at which prospective 
police chiefs are required to answer questions submitted by the public are proving 
popular in a number of jurisdictions, as is greater representation of the community 
and workforce within the interview and assessment process.

Incorporating these mechanisms within the selection process for the next Met 
Commissioner would go a substantial way towards addressing the building blocks 
for success that are currently absent from the selection process for this incredibly 
important role.

29 ‘What kind of Met commissioner do 
officers want? A straight-talking one’, 
The Guardian, 4 October 2016

30 An example is the Essex Police 
Challenge held at Epping Forest 
College in Loughton on Thursday 15 
September 2016. https://www.youtube.
com/watch?v=lVPTFE-DJLQ [Accessed 
22 Nov 16]

31 An example from the Metropolitan 
Police - in community newsletter form: 
http://www.hillingdonnhw.co.uk/v4/
docs/communicator_2016_10.pdf 
[Accessed 22 Nov 16]

32 College of Policing, Guidance for the 
Appointment of Chief Officers (2012), p.7
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Part 3
The Phoenix Case Study

“One of the things that you do rather infrequently is 
change police chiefs. So it doesn’t happen every day, every 
month, or every year. So when you do it, it’s important. 
There is a lot at stake.”

Milton Dohoney, Assistant City Manager, City of Phoenix33

With approximately 18,00034 police departments the United States of America 
regularly has to recruit and select new police chiefs  and with more frequent police 
shootings, police and community relations in American cities are regularly tested. 

It is against this backdrop that the City of Phoenix can be identified as leading the 
way in embedding community engagement, transparency of process and visibility of 
candidates in the process for selecting their chief of police.35

Phoenix is America’s sixth largest city, with all the issues of a major city

The City of Phoenix is a major city with huge diversity,  including a majority non-white 
and significant foreign-born population. It has all the elements, amenities and issues 
to be found in any leading city across the globe. The broader Phoenix region has some 
three million residents putting it on a par with both Greater Manchester and the West 
Midlands.

Comparison of the City of Phoenix to Largest UK Cities36

Phoenix, AZ Manchester Birmingham London
City Area 518 sq. miles 243 sq. miles 231 sq. miles 620 sq. miles

City Population 1,600,000 520,000 1,100,000 8,600,000

Non-White % 53.5% 33.3% 42.1% 40.2%

Foreign Born % 20.2% 25.7% 19.5% 36.7%

Force Area 518 sq. miles 493 sq. miles 348 sq. miles 620 sq. miles

Force Population 1,600,000 2,700,000 2,800,000 8,600,000

Force Budget £467m £538m £507m £2,417

Budget per Capita £291.87 £199.26 £181.07 £281.05

Chief Salary £159,000 £185,000 £185,000 £271,000

The City also suffers from the wide range of crimes familiar to major cities across 
the globe, including violent crime, domestic violence, acquisitive crime, serious and 
organised crime, sexual offences, murder, gang crime, drug dealing, illegal immigration, 
people trafficking and modern slavery.37

33 Interview with Milton Dohoney, 
Assistant City Manager, City of Phoenix 
conducted on 20 October 2016.

34 Final Report of the President’s Task 
Force on 21st Century Policing (2015) 
p.7

35 For reference the City of Phoenix 
operates with an elected Mayor who 
delegates the operational elements 
of the city to a City Manager, making 
them responsible for the hiring of city 
staff, including senior figures such as 
the Chief of Police.

36 Data sourced from the US Census, 
the City of Phoenix, the UK ONS, Office 
of the Greater Manchester PCC, Office 
of the West Midlands PCC, MOPAC. 
Force budget figures for UK forces 
sourced from HMIC Funding data.

37 Crime data for the City of Phoenix 
can be found in the FBI Uniform 
Crime Reports for 2015: https://
ucr.fbi.gov/crime-in-the-u.s/2015/
crime-in-the-u.s.-2015/tables/table-8/
table-8-state-pieces/table_8_offenses_
known_to_law_enforcement_arizona_
by_city_2015.xls [Accessed 22 Nov 16] 

“We have all the amenities 
people tend to look for in 
a city - we’re an attractive 
destination.”

Ed Zuercher, City Manager

“I liked our process in the 
City of Phoenix. It picked 
the best candidate and I 
would encourage other 
cities to follow it.”

Chief Joe Yahner (Ret’d), 
Phoenix Police Department
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38 ‘Addressing Crises in the Current 
Environment’, International Association 
of Chiefs of Police Conference 2016,  
17 October 2016.

39 Interview with Milton Dohoney, 
Assistant City Manager, City of Phoenix 
on 20 October 2016.

“You have to build those 
relationships before it hits 
the fan, because if you 
don’t, it’ll be too late once 
it does.”

Eddie Johnson, Superintendent 
Chicago Police Department38

November December January April May June July October

Survey stage 
commences with 

listening events and 
online surveys.

Application window 
opens and job advert 

published on 
dedicated webpage.

Shortlisting 
concludes, with top 

10 semi-finalists 
announced.

Finalists interviewed 
and participate in 
public candidate 

forum.

New Chief of Police, 
Jeri Williams, 

announced at press 
conference

Three week 
handover period and 
new Chief sworn in at 

a public ceremony

Timeline of the Recruitment and Selection of Phoenix’s New Chief of Police

Traditional 
interviews conducted 

and three finalists 
announced.

Results of survey 
stage published 

online and job advert 
developed.

Community panel 
interviews held for 

semi-finalists in 
Phoenix.

2015 2016

Su
rv

ey The community is 
surveyed to find 
out their views on 
the next Chief of 
Police, with the 
results published 
and used to inform 
the development 
of a recruitment 
pack advertising 
the role.

Ap
pl

ic
at

io
ns Applications are 

received and then 
shortlisted, 
resulting in 10 
semi-finalists 
progressing to the 
next stage. Se

m
i-F

in
al

s Semi-finalists are 
interviewed by 
community panels 
and the panels are 
able to 
recommend which 
individuals should 
progress to the 
next stage.

Fi
na

ls Finalists are 
required to 
complete a writing 
assignment and to 
participate in a 
public candidate 
forum.

Ap
po

in
tm

en
t After the City 

Manager selects 
the successful 
candidate, the new 
Chief is sworn in at 
a public ceremony.

Phoenix, as a major city, is not immune to critical incidents

While Phoenix has no recent history of mass public disorder or riots in relation to 
police activity, it has witnessed protest and direct action by individuals and groups 
concerned about police activity. It is also the case that the city management and 
community are well aware of the potential – each and every day – for “something 
bad to happen” and for a police action, even if subsequently found to be lawful and 
justified, to result in adverse or undesirable reaction. 

The examples of Baltimore, Charlotte, Milwaukee and Ferguson in the United States, 
not to mention London, Birmingham, and Manchester in August 2011, demonstrate 
the very real potential for mass violent disorder and criminality in the wake of a 
critical incident such as an officer-involved shooting or a death in police custody.

The Phoenix model for selecting their most recent Chief of Police

The architect of the Phoenix model, Assistant City Manager, Milton Dohoney, describes 
the Phoenix process as being about “providing transparency and involving the 
community from the very start to the very end”.39  The process consists of five key 
stages:

The Five Key Stages of the Phoenix Process

The uniqueness of the process is the incorporation of community consultation as part 
of a survey stage, the use of community interview panels as part of the semi-final 
stage and the use of a public candidate forum as part of the final stage. The process 
concludes with a public swearing in of the new Chief of Police.
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40 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

41 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

42 Interview with Milton Dohoney, 
Assistant City Manager, City of Phoenix 
on 20 October 2016.

“[The process] challenged 
every skillset that I 
thought I had, that I knew 
I had.”

Chief Jeri Williams,  
Phoenix Police Department

“[Panels comprised] allies 
and some of our most 
vocal critics - but we all 
wanted the same thing.”

Don Logan, Director of Equality, 
City of Phoenix

“The way that we have 
gone about the process 
is fairly unique across the 
country.”

Milton Dohoney,  
Assistant City Manager

The Phoenix process, operated in-house rather than via a private search firm, is 
made unique by incorporating the following key components alongside conventional 
assessment tools common to the UK and elsewhere:

Component Description
Community Survey The community were invited to complete online surveys 

and attend a number of “listening events” in which the 
community could share their thoughts and observations on 
policing and the qualities sought in the next Chief of Police.

Community Panels Members of the elected City Council were invited to 
nominate individuals to form a total of three Community 
Panels that would interview the semi-finalists. These Panels 
also included representatives of the police workforce along 
with a number of individuals representing other public 
services and community groups. 

Candidate Forum Finalists attended a public ‘Question Time’-style Candidate 
Forum. The event was televised and available online. 
Finalists were asked questions submitted by the public. 
It was followed by a public reception event during which 
members of the audience could meet  the finalists.

The successful candidate, Chief Jeri Williams, has described how the process, while 
gruelling, has “paved the way for where we are going to go in the future”.40

In particular, Chief Williams has described how “it will help maximise [our] success 
because all the questions asked in the process and all the information presented is 
my policing philosophy ... I have to be consistent [with that]... It’s almost a check and 
balance. It’s what is required of us now.”41

Stage 1: Community surveys and listening sessions
 
The Phoenix process was triggered by Police Chief Joe Yahner’s planned retirement in 
October 2016, meaning that approximately a year earlier the City of Phoenix began 
work on recruiting and selecting his successor.

The process began with the Survey stage involving the listening events and online 
surveys in November 2015. The results of the survey were published in December and 
by January the job advert and recruitment brochure had been designed, developed 
and published.

Stage 2: Applications received and shortlisted

Following the opening of the application window in January, a total of 68 applications 
were received by the City of Phoenix.42 These were shortlisted to 10 semi-finalists. 
One of these individuals subsequently dropped out of the process owing to securing 
a role elsewhere. This left 9 semi-finalists to proceed through the semi-final stage.

Stage 3: Semi-finals and community interview panels

In May the community interview panels were held for the semi-finalists, with each 
candidate being interviewed by each panel. This meant candidates had a total of 
three community interviews along with a traditional interview with the Assistant City 
Manager and City Manager. Each panel made recommendations to the City Manager 
about which candidates should progress to the final stage. At the conclusion of these 
interviews, the three finalists were selected.
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The Semi-Finalists and Finalists for the City of Phoenix Police Chief43

         

Step 4: Finals and public candidate forum

In June the finalists were subject to a final interview with the City Manager and 
participated in the public candidate forum. The event was held in the Council 
Chamber at City Hall and more than 300 people attended, with many more able to 
watch proceedings on television or online. 

An independent moderator asked the candidates to introduce themselves and then 
asked candidates to answer a range of questions from the public. Each candidate 
was given approximately two minutes to answer, allowing a reasonable volume of 
questions to be asked during the 90 minute forum.

The questions asked covered a wide range of topics, including:44

What are your thoughts on 
de-escalation in policing?

What would be your plan 
for hiring more officers?

What are your thoughts on 
motorcycle clubs? 

Are community policing 
activities like Block Watch 
and Dedicated Officers 
sustainable?

What can be done to build 
trust between officers 
and the Spanish-speaking 
community?

What are you going to do 
to help your officers deal 
with those with mental 
illness? 

How would you make sure 
the officers reflect the 
community they serve?

What are your thoughts 
around the use of body 
worn video cameras?

How do you plan to 
interact with the police 
union in your role as Chief?

What does the next Chief 
plan on doing about 
getting more school 
resource officers?

What does Black Lives 
Matter mean to you as 
it relates to community 
policing? 

What are you most proud 
of and what has been 
your single greatest 
achievement?

What is your general 
feeling about the transient 
(homeless) problem in our 
city? 

Would you remove the 
use of the carotid control 
technique from the 
Phoenix PD?

What would you do to help 
businesses ignored by the 
city that need to be kept 
safe?

The candidates were also afforded the opportunity to give a short two minute closing 
argument in support of their application for Chief of Police in the City of Phoenix.

43 Materials kindly provided by the 
City of Phoenix and available for 
download from: https://www.phoenix.
gov/pdchiefrecruitment [Accessed 22 
Nov 16]

44 City of Phoenix Police Chief 
Candidate Forum, 6 June 2016

“We decided to just take 
the mystery out of it, the 
best we could, as much as 
we could.”

Ed Zuercher, City Manager

“You need to have a process 
that involves the public, 
you need to have a process 
that is transparent.”

Milton Dohoney,  
Assistant City Manager
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45 Materials kindly provided by the 
City of Phoenix and the Candidate 
Forum can be viewed at: https://www.
youtube.com/watch?v=_soet5sCCoM 
[Accessed 22 Nov 16]

46 Correspondence with the City of 
Phoenix, November 2016.

“Nothing builds trust like 
being transparent about 
what you are doing.”

Milton Dohoney,  
Assistant City Manager

“This was a true exchange 
of ideas between police 
professionals and the 
public they have the 
prospect of working with.”

Milton Dohoney,  
Assistant City Manager

The Public Candidate Forum in Phoenix45

Candidate forums have been successfully used in other police chief recruitment 
processes across the United States, including: St Paul, Minnesota; Durham, North 
Carolina; Tempe, Arizona and Spokane, Washington.

After the Candidate Forum the audience were invited to meet the finalists in a 
reception held in the lobby of City Hall. This provided the audience with a further 
opportunity to ask any other questions or raise any other issues. It also provided 
another clear indication that the City of Phoenix expects the Chief of Police to be 
visible, approachable and accessible to the community.

Step 5: Selection, transition and appointment

With the assessment processes concluded, the selection decision was made by the City 
Manager, as with previous police chief selection processes. This led to the subsequent 
announcement in July of the successful candidate: Chief Jeri Williams.

In October, Chief Williams officially joined the Phoenix Police Department for a three 
week handover/transition period, working alongside the outgoing Chief, Joe Yahner, 
preparing to take over as Chief at the end of the month.

This three week transition period allowed Chief Yahner to facilitate a smooth transition. 
When interviewed, both Chief Yahner and Chief Williams spoke positively about the 
benefits of the handover period. It is recognised that such a handover period might 
not always be appropriate or possible (e.g. where a chief resigns or is dismissed), but 
it was considered to be of benefit to the incoming Chief, to the department itself 
and to the City as a whole. It was also recognised that while some Chiefs may find it 
uncomfortable, it is in general terms of benefit to the police department and the city.

At the conclusion of the handover period, a public ceremony was held with around 700 
people attending.46 Outgoing Chief Yahner was thanked for his service and incoming 
Chief Williams was welcomed and sworn in.
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47 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

48 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

49 Final Report: 4 Days in August: 
Strategic review into the disorder of 
August 2011, Metropolitan Police 
(2012)

50 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

51 Interview with Chief Jeri Williams, 
Phoenix Police Department, on 20 
October 2016.

52 Interviews with Phoenicians 
including Dr Ann Hart, NAACP, on 21 
October 2016.

“The new process used   in 
Phoenix was remarkable 
and it was executed 
exceptionally well.”

Dr Ann Hart, Community Panel 
Member and Local NAACP Chair

“The trust that the 
community has in the 
leadership of a police 
department is the 
difference between a 
protest being peaceful 
and a protest being out of 
control.”

  Chief Jeri Williams, 
Phoenix Police Department

Building trust in the police chief can make all the difference

Chief Williams believes that the process in Phoenix has had many benefits. One of 
the most significant is that by building trust in the leadership through community 
engagement, and her demonstration of visibility and transparency during the process, 
it has “bought us time, bought me time ... time, to get out in front of things and to 
provide the information that the public and affected communities need in the wake 
of something happening”.47 

Chief Williams described time as being “a police chief’s friend” in the new environment 
in which police officers and agencies operate.48 Time can be in short supply during 
combustible situations, such as the Metropolitan Police found on the steps of 
Tottenham Police Station on the evening of Saturday 6 August 2011.49

Chief Williams believes that cultivating trust between the community and the 
leadership of a police department is vital to maintaining public safety:

“I know for a fact that the trust the community has in the leadership of a 
police department is the difference between a protest being peaceful and a 
protest being out of control“50

In an era when virtually every citizen has an internet-enabled smartphone in their 
pocket with which to record police encounters, nobody can afford to be complacent 
about the potential for that trust to be tested and for things to go out of control if the 
trust is not there:

“I am charged with being transparent and consistent and owning the mistakes 
that will happen. Not may happen, will happen... The process described 
and proved that I will have a little more time ... than someone they are not 
invested in.”51

Chief Williams was not alone in speaking highly of the benefits of the process, with 
feedback from city residents and Community Panel members revealing praise for the 
transparency of the process, the extent of community engagement and increased 
visibility of candidates over the course of the process.52
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Part 4
Lessons for London Today

“When you are selecting an individual, especially like a chief 
of police of a metropolis, as we have done and as London is 
going to be doing, it’s important you get some community 
buy-in [and] that [it] happens through a transparent process”

Jennifer Longdon, Resident of Phoenix53

The approach taken in Phoenix, built upon elements common to the best of 
British community policing, demonstrates how the selection and appointment of a 
new Commissioner, or other police chief, can incorporate community engagement, 
transparency and candidate visibility. 

The process for recruiting the next Met Commissioner is already underway, however 
our core proposals – of Community Panel Interviews and a Candidate Forum – can be 
incorporated within this process and with minimal delay. 

No legislative changes would be required in order to implement the process. The 
ultimate selection decisions would be unaltered by these proposals. The role of the 
Selection Panel, the Mayor and Home Secretary would remain unchanged.

The draft timeline demonstrates that with swift action, led by the Mayor of London, it 
is achievable and realistic to expect Londoners and the Met’s workforce to be given a 
voice in the process - and that the overall process might only be delayed a few months, 
a small price to pay for a considerable public benefit. 

53 Interview with Jennifer Longdon, 
Resident of the City of Phoenix and 
Community Panel Member for the 
2016 Phoenix Police Chief Recruitment 
Process. Interviewed on 21 October 
2016. 
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An opportunity too good to miss, it should be seized

The Mayor of London - working with the Home Secretary - should seize the opportunity 
that exists to apply as much of the Phoenix model as possible to the process of 
identifying the next Commissioner of Police of the Metropolis.

London has a recent history of large scale mass-disorder following an officer-involved 
shooting, in part resulting from strained community tensions and a lack of visible and 
trusted leadership at the time.

The adoption of the measures outlined would come at a minimal cost and help London 
guard against any future recurrence. The community engagement being proposed 
complements both the best of existing neighbourhood policing in London  and the 
Mayor’s own People’s Question Time format.54

The proposals also  provide the Mayor with a real opportunity to establish a powerful 
legacy and to renew his commitment to London being a city that values transparency 
and community engagement from and with its police force. 

Step 1: Asking Londoners for their views on the next Commissioner

In advance of future selection processes the Mayor of London should explicitly seek the 
views of Londoners on the qualities and attributes sought in the next Commissioner. 
This can be through online survey but also through events in the community.

Following such consultation the Mayor’s Office should publish the results of the 
activity for the public and for prospective candidates to examine. The results should 
inform the production of a “job brochure” for the role of Commissioner that sets 
out the expectations of the Mayor and Londoners for their new Commissioner. This 
brochure should be published for all to see and circulated to all those police leaders 
who are eligible to apply.

Step 2: Applications from candidates and shortlisting semi-finalists

As part of the current process the Mayor and the Home Secretary should seek to 
maximise the pool of candidates by positively encouraging applications from 
candidates who might not be in compliance with “the conventions” of having 
experience of serving in the Met and having served as a Chief Constable outside of 
the Met.

This simple measure could improve the size of the pool from which to select, but also 
remove artificial barriers to some of the best candidates in policing who might never 
have served in the Met or who might only have served in the Met.

As part of the process currently underway the Selection Panel should determine a set 
of up to 10 semi-finalist candidates from the pool of applicants to progress to a semi-
finalist stage.  This is a maximum, but achievable, threshold that the City of Phoenix 
proved capable of processing through a series of community interview panels. In 
London’s case there might, more realistically, be five or six semi-finalists.

Step 3: Giving Londoners a voice through Community Interview Panels

The semi-finalist stage – in common with the Phoenix process – would involve the 
semi-finalist candidates being interviewed by three community panels. The panels 
would be of a similar size to that used in Phoenix and incorporate members of the 
public and also the police workforce.

Each London Assembly Member would be invited by the Mayor to nominate a member 

54 People’s Question Time is a twice 
yearly Q&A session where Londoners 
can question the Mayor and London 
Assembly. An example of a recent 
People’s Question Time, held in 
Brent that was live-streamed and 
proved a sell-out event can be found 
here: https://www.london.gov.uk/
events/2016-11-03/peoples-question-
time-brent [Accessed 22 Nov 16]
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of the public to serve on a panel. This would equate to a total of 25 members of 
the public being nominated to serve on panels. Assembly Members would be free to 
nominate the individual on any criteria set by the Mayor, though the aim should be to 
have panel members from the community who have an interest in policing and public 
safety in the capital.

The public representation would be supplemented by representatives of the police 
workforce, with one individual nominated by each of the following:

• Metropolitan Police Federation

• Police Superintendents’ Association of England and Wales (“Metropolitan Branch”) 

• Public and Commercial Services (PCS) Union 

Each body would be expected to consult and engage with their respective members 
in order that their contribution to the process, and the benefit to the workforce, might 
be maximised.

Three panels would then be formed, each with a chair nominated by the Mayor’s 
Office. The chairs would be charged with ensuring the efficient and effective conduct 
of the panels and be responsible for ensuring the fairness of the process.

The three panels would comprise 9-10 members and would meet ahead of the 
scheduled community panel interview dates to collectively agree upon the set of 
questions to be asked. Each panel would be free to agree their own set of questions, 
but the questions would be the same to each candidate interviewed in order to ensure 
the fairness of the process.

The panel interviews would last 90 minutes and the interview panels would be 
conducted back-to-back over a number of days, in order to ensure a fair and efficient 
process for all involved.

Each of the panels would then nominate three semi-finalists they wished to see 

London Assembly

Draft Formulation of Community Panels for London

C C C P P P

Panel 1 Panel 2 Panel 3

Chair: C

9 Members

P

Chair: C

10 Members

P

Chair: C

9 Members

P

Mayor of London Metropolitan Police
London’s Assembly Members 
each nominate an individual.

The Mayor nominates three 
individuals to Chair panels.

Workforce representation via 
PFEW, PSAEW & PCS.
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progress to the final stage. These nominations would be made in confidence to the 
Selection Panel, Mayor and Home Secretary.

Step 4: The finalists and the candidate forum (“the public job interview”)

The finalists would then be selected and details of the finalists would be published. 
This would provide the media and the public with a clear view of who might be the 
next Commissioner.

Each finalist would be invited to submit a short essay setting out their vision for 
policing in London. After allowing some time for the completion of such a task, the 
essay would also be published. The essay would provide something of meaning for 
the media and other interested parties to engage with and report on, as opposed to 
the rumour and speculation that currently accompanies the Commissioner process.

The finalists would also be invited to attend a public candidate forum or “public job 
interview”. This would be held in a large venue, with members of the public in the 
audience. It would follow a style similar to that of ‘BBC Question Time’ with questions 
asked by the public via an independent moderator. 

It would not take the form of a debate. Each candidate would be given equal time 
to respond (2 minutes), with the moderator ensuring time-keeping. At the conclusion 
of each candidate providing an answer, the moderator would move on to the next 
question. 

The event would be livestreamed via an online video service – such as YouTube - and 
could also be broadcast via any interested online, TV or radio outlets. This would help 
maximise the reach of the candidate forum. 

The candidate forum would last approximately 90 minutes and, as proved successful 
in Phoenix, members of the audience should be permitted to meet with the finalists 
in an informal reception following the forum, allowing conversations to continue and 
any unasked questions to be answered by the candidates. 

Step 5: Selection and appointment remains unchanged

The finalists would be subject to final interviews as per the current process and the 
decision on the successful candidate would remain a matter for the Selection Panel, 
the Mayor of London and Home Secretaty.

As per Section 42 of the Police Reform and Social Responsibility Act 2011, the 
appointment would still be formally made by Her Majesty the Queen, on the 
recommendation of the Home Secretary having regard to any recommendations made 
by the Mayor’s Office for Policing and Crime.

It is important to emphasise that these proposals do not change the role of the 
Mayor, the Home Secretary or the Selection Panel. The change is that these parties, 
including the existing Selection Panel, benefit from the additional insight afforded by 
the community panels and the candidate forum.

Efforts should be made to minimise the delay between the candidate forum and the 
announcement of the successful candidate in order to build on the media and public 
engagement generated through the process. 

The impact on appointment timelines of the proposals

Adopting the proposals above would only add 60-90 days to the current process that 
is underway, while bringing significant benefits to the public of London, the Met’s 
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workforce, the candidates and those involved in the final selection process.

In future appointments, if the full package of proposed measures were adopted, we 
estimate the process in total could be expected to take up to 9 months and therefore 
be easily accommodated within the notice period provided in relation to the majority 
of retirements and other planned departures. 

Benefits for the Mayor of London and Home Secretary

The Mayor of London should embrace this opportunity to renew his own commitment 
to transparency and community engagement in policing and public service. The Mayor 
also benefits from knowing that his own recommendation will have been assisted 
through the involvement of the community across a series of gruelling community 
interview panels and a public candidate forum 

If the Mayor wishes to find the best candidate for the role of keeping Londoners 
safe, our proposals would generate valuable new data on which he can base his 
recommendation to the Home Secretary, while also having the benefit of building 
trust and goodwill between the successful candidate and the community.

These proposals can be adopted within reasonable timescales and at limited expense. 
We consider that London could select and appoint a new Commissioner using this 
process by May 2017, with any interim leadership provided by the Metropolitan Police’s 
Deputy Commissioner (currently Craig Mackey). 

The Met is investing large sums in technologies, such as body worn video, to try to 
improve trust and community relations, but technology is not a panacea - or the only 
option. In a city of 8.6 million and 32,000 police officers there will always be the 
risk of “something bad happening” or of something “lawful but looks awful” going 
viral, and of police and community relations being tested to breaking point. These 
proposals offer a low cost opportunity, with potentially significant returns. 

The Mayor of London and the Home Secretary should both embrace the opportunity 
afforded by these proposals to help ensure the selection of the very best candidate 
and to help build greater trust - by public and police - in the country’s most senior 
police officer, responsible for the safety of the nation’s capital and the greatest of all 
global cities. 

These proposals represent an opportunity for the Mayor and Home Secretary to leave 
a positive mark upon the policing of the capital by helping build community and 
workforce trust in the next Commissioner. That trust will forever be a vital element in 
preserving the Queen’s peace and improving public safety.
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Recommendations

Recommendations for the Mayor of London
• The Mayor of London should give Londoners a voice in the selection process for 

the next Metropolitan Police Commissioner, by organising a series of community 
interview panels and a public candidate forum.

• The Mayor would help build trust and confidence in the future leader of policing 
in London - and help ensure that the key issues affecting Londoners in relation to 
policing and public safety are communicated to the prospective candidates.

• The Mayor would set a new standard for community involvement and transparency 
by adopting these measures, without causing a substantial delay to the process.

• The measures would also provide the Mayor with significant additional insight 
to the leadership style and policing philosophy of the prospective candidates, 
helping inform the recommendation made by him to the Home Secretary.

• The measures would also send a clear signal from the Mayor to the candidates 
of an expectation that the Mayor wishes to see the Metropilitan Police positively 
engage with communities and to be more transparent. It would also set a clear 
expectation for the next Commissioner that he or she should be a visible and 
trusted leader both within and outside of the organisation.

• The Mayor would also leave a lasting legacy on the Metropolitan Police, by securing 
a voice for real Londoners in the selection of the senior officer responsible for 
policing the greatest global city on earth.

Recommendations for the Home Secretary
• The Home Secretary should recognise the very real benefits to Londoners and to 

the policing of the capital and to the next Commissioner of supporting the Mayor 
of London in adding real community engagement, transprency and candidate 
visibility to the process of assessing and selecting the next Commissioner.

• The Home Secretary will still retain the final decision-making power and to that 
end the proposals should be viewed as helping provide additional insight into the 
qualities and capabilities of those seeking the top job in British policing.

• The Home Secretary should maximise the pool of candidates by positively 
encouraging applications from candidates who might not be in compliance with 
“the conventions” of having experience of serving in the Met and having served 
as a Chief Constable outside of the Met.

Recommendations for Mayors and Police & Crime Commissioners
• Mayors and Police and Crime Commissioners seeking to maximise the success of 

policing within their jurisdiction could embrace both community interview panels 
and public candidate forums as part of any future selection processes they may 
conduct for Chief Constables.

• Adopting these measures would help build trust and confidence in the successful 
candidate, both in terms of the police workforce but also the public at large. This 
delivers dividends both in terms of helping protect the force against “something 
bad happening” and by providing the successful candidate with a headstart.
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• The measures would also provide a wealth of additional insight into the policing 
philosophies and leadership style of the prospective candidates.

• The measures also signal to the local community that their input is actively 
sought, their involvement actively desired and that their issues and priorities are 
being listened to.

• We reiterate the point that the key elements lie at the core of the best of British 
community policing and that applying these elements to the selection process for 
senior police leaders can deliver real benefits. 

• Mayors and Police and Crime Commissioners may also wish to explore the 
potential for requiring future Chief Constables to complete a short transition or 
handover period at the start/end of their contracts, in order to faciliate a smooth 
and seamless transition between Chief Constables. 

Recommendations for the Government or Opposition Parties
• The Government or any opposition party may wish to consider the potential 

benefit of building on Section 34 of the Police Reform and Social Responsibility 
Act 2011 in relation to engagement between police and local people, by requiring 
the Mayor or Police and Crime Commissioner for a force area to involve the 
community in the processes leading to the selection of a police chief.  
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The world has changed enormously since Sir Robert Peel’s formation of the 
Metropolitan Police in 1829, yet the selection process for the Commissioner who 
leads the Met has failed to keep pace.

The next Commissioner of the Metropolitan Police should be selected following 
community interview panels and a public candidate forum that engages and involves 
the public.

Our proposals — based on the real-world experience of America’s sixth largest city — 
would add visibility, transparency and community engagement to a process that has 
until recently been conducted, at best, behind closed doors and, at worst, shrouded in 
secrecy. 

The Home Office job advert states that the Commissioner “must answer to Londoners 
and the public nationally”. We therefore outline proposals for how the candidates for 
the most senior position in UK policing can and should be directly tested on their 
ability to do so, prior to their appointment.

Exclusive Video Content on YouTube
Find exclusive video content relating to The Next Commissioner on 
The Centre for Public Safety’s YouTube Channel, including  interviews 
with Phoenix’s Police Chief, City Manager and more.
Search selecting the next commissioner on YouTube.
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