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2015

PSC handover to CPKN

AlLLPSC IP transferred to CPKN and housed in a portal
accessible to services to protect the intellectual property. representatives to determine the current state of CBMF usage.
There was overwhelming support to update the CBMF.

:&; 2 0 1 8
CBMF usage?

CPKN hosted a two-day workshop with police service

2020

Police Lead:

CPKN held workshops to i
modernizing the CBMF an
CACP passed a resolution to lobby the Federal Government to broadly. Final report on th
support, update, and maintain the CBMF. leadership competencies

2013 2016

CBMF CBMF needs to be

From 2008 to 20183, the Police Sector Council (PSC) led the mal nta | ned
development of a police competency framework which
culminated in the nationally validated Competency-Based
Management Framework (CBMF) released in 2013 containing
42 competencies within 3 categories: behavioural, technical,
and leadership/management, civilian competencies were later
added.

History




2021

Digital Competencies

CPKN led an initiative to develop a digital competency
dictionary for various roles and ranks within Canadian law
enforcement agencies. Report released in June 2021.

2018

CBMF usage?

CPKN hosted a two-day workshop with police service
representatives to determine the current state of CBMF usage.
There was overwhelming support to update the CBMF.

KN

1 a portal
tual property.

2020

Police Leadership Model

)16

MF needs to be

2025

Modernizing the CBMF

|intained CPKN held workshops to identify critical next steps for CPKN leading the modernization of the Competency-Based
modernizing the CBMF and Police Leadership Model more Management Framework to be released for review in 2025.

passed a resolution to lobby the Federal Government to broadly. Final report on the need to modernize police

't, update, and maintain the CBMF. leadership competencies released in March 2020.

History




History

1.

Have you used a Competency-Based Management
Framework before?

Have you used the Competency-Based Management
Framework created by the former Police Sector
Council before?

If you have experience with a competency-based
management framework, how do you implement it in
your organization? What are the benefits and
challenges you have encountered?




Does your service use a competency

framework? .
Does it meet your needs?

How are you using the CBMF?

What would you like to
see in a new framework?

What are the challenges/benefits
from using the CBMF?

Which existing competencies should be kept?
Which ones are missing?

Survey




%o
’a Participants 32 responses from 15 different organizations.

31 organizations currently use competencies:

@ Competency * TJo develop Training
Framework Usage  For HR Processes (Promotion, Recruitment, Performance
Management, Succession Planning)

* Most frameworks meet some needs but require updates.
Current Competency
Framework Needs * Interest in modernizing frameworks to reflect People-Centered

L eadership and additional competency areas.




Inclusivity & Cultural Competence:

* Desire for frameworks that eliminate the divide between sworn and civilian staff.
* Focus on Equity, Diversity, Inclusion (EDI), cultural competence, decolonization and indigenization, and
character-based leadership.

Technological & Digital Competencies:

* Need for digital literacy, cybersecurity, and data proficiency.
* Incorporating competencies that address cybercrime and emerging technologies.

Leadership & Decision-Making:

* Emphasize ethical decision-making, conflict management, and emotional intelligence in leadership roles.
* Focus on authentic leadership with care for both people and results.




CHALLENGES RECOMMENDATIONS

* Overlap between competencies * Simplify competencies to reduce overlap.
(e.g., strategic thinking and
decision-making). * Standardize language across all

employees to ensure inclusivity.
* Wording disparities between civilian

and sworn officer competencies. * Incorporate future-focused
competencies like sustainability and
* Need for frameworks to be adaptability.

adaptable and evidence-based.
* Work with agencies/focus groups to

verity competencies.




To modernize the Competency-Based
Management Framework (CBMF), the survey
results identified several areas that were lacking,
Including Equity, Diversity, and Inclusion (EDI),
cultural competence, decolonization and
Indigenization, digital literacy, and character-
based leadership.

Are there any other competency areas you
believe should be included in the CBMF?
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Existing Frameworks

Internationally

) LF

https://www.college.police.uk/career-
learning/competency-and-values-framework

https://www.afp.gov.au/jobs/eligibility/work-

-standards

evel
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Competency & Values Framework

AFP Work Level Standards
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Existing Frameworks
nationally

LEADERSHIP competencies

Modernizing Police Leadership Competencies:
Final Report

March 31, 2020

Frameworks

DIGITAL competencies

(= YN NV N=]VNN] RESEAU
POLICE CANADIEN DU
KNOWLEDGE SAVOIR
NETWORK POLICIER

COMPETENCY-BASED MANAGEMENT
FRAMEWORK FOR DIGITAL COMPETENCIES IN
CANADIAN POLICING

A component of the Canadian Police Knowledge Network’s Cybercrime Training

and Digital Comp 'y Develop for Canadian Law Enforcement project

Paul Beesley, M.sc. M.O.M.
Project Consultant

June 2021



Existing Frameworks
nationally LEADERSHIP competencies DIGITAL competencies

https://www.cpkn.ca/wp- https://www.cpkn.ca/wp-
content/uploads/Modernizing-Police-Leadership- content/uploads/final_CBMF_Digital_Competencies_R
Competencies-FINAL-CONDENSED-REPORT.pdf eport_June17_2021-1.pdf
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Staff Sergeant (Regina)

Competency
Theme

Leadership

M-

Manages &
develops talent

Sets performance
expectations and
standards for teams
and individuals

Performance Indicator

Communicates clear direction and priorities

Delegates responsibility and authority to the appropriate staff

Establishes realistic goals and objectives and helps direct reports do the
same

Removes barriers to
ensure performance
outcomes are met

Ensures that others have the resources, information, authority, and
support needed to achieve objectives

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

Manages
performance

Modifies support provided based on individual needs

Builds a functional area in which strong performance is recognized and
poor performance is addressed

Effectively utilizes performance management processes

Case Study




Staff Sergeant (Regina)

M-

ship

Manages &
develops talent

Sets performance
expectations and
standards for teams
and individuals

Performance Indicator Evaluation

Communicates clear direction and priorities

Delegates responsibility and authority to the appropriate staff

Establishes realistic goals and objectives and helps direct reports do the
same

Removes barriers to
ensure performance
outcomes are met

Ensures that others have the resources, information, authority, and
support needed to achieve objectives

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

Manages
performance

Modifies support provided based on individual needs

Builds a functional area in which strong performance is recognized and
poor performance is addressed
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Effectively utilizes performance management processes

Case Study



Mapping Competencies to Job Roles (Regina)

Mapping of Positions to Competencies Yes Technical Competencies (Core Competencies)

63 Corporal Positions A. Uses B. C. Conduct D. Manages E. F. Prevents G. Respond H.Manage |. Assists J. Ensures K.

Police Maintains s General Operations Performs Crime s to Calls Calls for Victims of Appropriate D«

3 Equipment Safety of Patrol Quality through for Service Service Crime Assistance to M
and Self and Control Community Victims of

Technology Others Policing Crime

Aerial Support Unit Corporal (Pilot)
C\A\R\E\ Officer

Community Engagement Corporal
Patrol Corporal (Districts)

Central Operations Inquiry Corporal
Child Sexual Exploitation

10 Court Liaison Officer

11 Crime Reduction

12 Cultural & Community Diversity

13 Cybercrime Investigator (2 Positions)
14 Technological Crime Investigator

15 Detention Corporal (4 Positions)

16 Domestic Conflict Investigator

17 Drug Unit Corporal

18 Financial Crimes (3 Positions)

19 Forensic Identification (2 Positions) (Forensic Investigator)
20 Forensic Adminstrative Corporal

Frontline Support/Court Services Corporal (title?)

O 00~ O O &
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Mapping Competencies to Job Roles (Regina)

We plan to present the competency framework by rank,
with roles mapped to each rank.

Do you think a competency framework structured in this
manner could be effective for your service?

What potential benefits and challenges do you foresee
structuring the framework in this way?




Where Do We Go From Here?

| CONTENT

Competencies

tiative to develop a digital competency
rious roles and ranks within Canadian law

Digital competencies
Leadership competencies
Civilian competencies

encies. Report released in June 2021.

STRUCTURE / ACCESS

2025

Modernizing the CBMF Interactive database with emphasis on usability:

CPKN leading the modernization of the Competency-Based - Searchable
Management Framework to be released for review in 2025. _ /ndexable

- Filterable by role, rank, task, ...

What’s Next?



Where Do We Go From Here?

We plan to make the competency framework
searchable and filterable by role, rank,
competencies, tasks, and more.

‘ ‘ ‘ How would your service ideally prefer to access and

'-‘ interact with the Competency-Based Management

Framework?

What’s Next?



Thank You!

angela.ripley@cpkn.ca

dominic.mallett@cpkn.ca

What’s Next?


mailto:angela.ripley@cpkn.ca
mailto:dominic.mallett@cpkn.ca
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