[image: image1.png]



SUPERVISORY LEVEL ADC
Fire Fighter to Crew Manager
(Guidance Notes)

How should candidates prepare?
With the exception of the operational knowledge assessment and the final interview candidates will be measured against the PQA framework. The supervisory PQAs can be found at; 
Supervisory Bars


PQAs define values, behaviours and attitudes which are judged to be the ideal qualities and attributes for all fire service personnel. In preparation candidates should study the BARs and measure themselves against them in order to identify which are their strongest and weakest areas. Once the weaker PQAs have been identified then candidates can alter their behaviour in order to improve their performance in this area.

Candidates may wish to think about role models who, in their opinion, demonstrate some or all of the PQAs to a high level. Once a role model has been identified then the candidate can ask, ’what is it that they do that I don’t? What can I do to be more like them?’ 
Supervisory ADC Phase 1
Candidate’s Testimony

The candidate’s testimony will ask for specific, detailed evidence against five key PQAs. The candidate should describe very clearly something that they actually did, on a specific occasion, not how they generally display the PQA. The candidate should write this evidence using the corresponding BAR (Behaviourally Anchored Rating Scale) as a guide. They should not use any extra space other than that provided as the evidence will be measured on quality, not quantity.

The candidate should also reflect on the strengths and weaknesses within the particular activity described.

They will then score themselves 1-4 for each piece of evidence using the guidelines below;

4   = 
Strong Performance – meets all of the positive behaviours expected of that role with no development needs being demonstrated.

3   = 
Acceptable Performance – meets most of the positive behaviours expected of that role with very few development needs being demonstrated.

2   = 
Development Need – meets some of the positive behaviours expected of that role but also displays some development needs or displays one significant development needs that counter balances the positive behaviours.

1   = 
Significant Development Need – meets none or very few of the positive behaviours expected of that role but displays mostly development needs.
The line manager should discuss each piece of evidence in detail with the candidate, exploring it’s accuracy and validity, taking into account what they know about the candidate’s demonstration of the particular PQA. They should compare the evidence against the corresponding BAR and award their own score 1-4. Line managers should discuss the career aspirations of the candidate and make an honest and informed judgement as to their current suitability for promotion.

The line manager will then sign the declaration recommending the candidate for promotion, or not.

In the event that a candidate does not agree with the line manager’s decision the issue should be referred to the station commander who should arbitrate.

 Completed forms will be forwarded to HR for verification and successful candidates will be invited to sit the situational judgement test (SJT).

Situational Judgement Test

The situational judgement test is a psychometric test designed to test the candidate’s ability to recognise appropriate responses to fictitious scenarios within the PQA framework. It is a test of their understanding of the PQA framework.
The SJT consists of 39 questions drawn fro four PQAs;

· Commitment to Diversity and Integrity.

· Commitment to Development.

· Effective Communication.

· Working With Others.

Each question consists of an imaginary scenario with four alternative solutions. The candidate chooses the most appropriate solution with reference to the PQA framework. An example can be seen below;

· “You have recently taken on a new trainee in to your team. The trainee is very enthusiastic but finds it hard to remember key facts and pieces of information. You think about how you might manage the process of the new trainee”








    


· Which one of the following is likely to be the most effective?







  







· A.  Take the trainee to one side and stress the importance to them of remembering key facts and information.

· B.  Assume that any training for this trainee will take a little longer. However because of the trainee’s enthusiasm they will eventually get there.



· C.  Provide additional training for the trainee and formally check and record their progress in relation to this extra training.

· D.  Identify where the trainee is doing reasonably well and use this as a basis for providing positive feedback.
Candidates successful at the SJT will progress to Phase 2, the ADC.
Phase 2

The ADC

The ADC takes place in a fictitious environment in which the candidate plays the role of a supervisory manager, i.e. a shift manager in an airport terminal. The ADC is, in effect, a day in the life of the shift manager during which the candidate will take part in a number of role plays.

Each exercise will measure a number of PQAs. Each PQA is measured a number of times across different exercises.

· Group discussion; all six candidates are given a list of issues currently affecting the organisation. Each candidate has time to prepare individually then as a group they will discuss and solve the issues.

· Single role play; the candidate will be given some background information concerning a member of staff. At the conclusion of the preparation period the candidate will meet with the member of staff (a role player) and conduct a performance review meeting.

· Multiple role play; the candidate will have a short period of time in which to prepare. The candidate will then be confronted by two role players with a number of problems which they want solving. The candidate must try and reach the best possible resolution in the time allowed.

· In basket; a paper based exercise designed to test the candidate’s ability to deal with office based problems via telephone, e-mail, letter etc. 

· Briefing exercise; the candidate must deliver a presentation to other members of staff concerning outstanding issues that have arisen during the day.
As part of the ADC but at a later date candidates will undertake a test of operational knowledge. This will be a multiple choice test of around 100 questions taken from fire service manuals. The reading list and syllabus are available via the links on the ADC web page.

Those candidates successful at the ADC will then progress to Phase 3, a role based interview.
Phase 3

Interview

The role based interview will not cover PQAs but is the opportunity for HFRS managers and the candidate to discuss their potential to move to the next role. This will be one generic interview for all, not an interview specific to each vacancy as it arises. Candidates will be able to discuss their strengths, experience and skills in an open and as far as possible relaxed environment.

Those candidates successful at the interview will be then be eligible for promotion via the Appointments, Transfers and Promotions Committee as vacancies occur.





































































































































