
Version 2.3.3 

 
 

 
 
 
 
 

TEMPORARY PROMOTIONS 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 

Ethics, Transparency & Audit Panel 
July 2018 

 
 
 
 

 
 
 

 
 

 
 
 

 
 

 
 
 
Review 1700



1 
 

 
 

About ETAP 
 
The Ethics, Transparency and Audit Panel (ETAP) is made up of members of the public, 
who play a significant and central role in ensuring effective accountability and 
governance is delivered. 
 
ETAP is about much more than fulfilling statutory Audit Committee responsibilities, it has 
used its wide-ranging and rigorous powers to scrutinise crime recording, forensics, 
Taser use, and stop and search to make sure decisions made by the police are correct 
and in the best interests of the public. 

ETAP was set up by Matthew Ellis the Staffordshire Commissioner for Police, Fire & 
Crime to make policing in Staffordshire the most open and transparent in the country. 

To find out more about ETAP and see previous reports go to www.staffordshire-
pcc.uk/eta/ . 
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TEMPORARY PROMOTIONS 

Objective 
The Ethics Transparency and Audit Panel (ETAP), has been asked to examine the 
processes and procedures for managing temporary promotions within Staffordshire 
Police. Reassurance is sought that the prescribed policies and procedures for such 
promotions are consistently followed.  The recommendations are shown at the end of the 
report and in the Executive Summary. 

Executive Summary 
The current process was introduced in December 2017 and agreed with the relevant trade 
union and staff representative bodies. There have been no challenges identified to its 
operation and is considered an improvement on the previous system. 
 
Staff who apply for a temporary promotion are dealt with in accordance with the agreed 
procedures which ETAP dip sampling confirmed. The monitoring of temporary promotion 
is undertaken by Human Resources (HR) which includes monitoring of costs. We are 
satisfied that these are managed within anticipated financial parameters.  
 
Random samples of 10 expression of interest forms were reviewed for compliance. All 
decisions in relation to any promotions conform to good governance principles and the 
requirements of equal opportunities legislation.  The review examined how the financial 
implications of such promotions are identified, justified and monitored throughout the 
period with no issues identified. 
 
Having conducted the review we are satisfied that the process is fair and equitable and 
conforms to legislative and good governance principles. 
 
A number of low risk recommendations are put forward for consideration: 

1. Annually, applicants are contacted to confirm that their expression of interest form 

is still current and inviting them to update their skill set if necessary.  

2. The email notifying the force of a temporary promotion should include a reminder 

to existing applicants to keep their expression of interest form updated. 

3. The system used by HR for monitoring a temporary promotion should include a 

projected end date. 

4. On an on-going basis, records for applicants who have been permanently 

promoted to a higher position or have left the force should be deleted. 

Conditions for a Temporary Promotion 
A temporary promotion occurs where a vacancy exists for a period of at least 56 days. A 
temporary promotion may occur in any of the following circumstances: 

 Long term absences, such as maternity leave or secondments 

 Vacant roles whilst a recruitment process is ongoing 

 Course attendance 

 Temporary vacancies 

 Operational need (e.g., to cover project/change management roles) 

 Sickness absence (long term) 
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Current Procedure 
In December 2017 a new procedure was introduced which provides equity and fairness 
in terms of process, selection and associated procedures. The process provides easy 
access for officers to express their interest in a temporary promotion, so provides a larger 
skills pool from which to select. This new procedure has been agreed with the Police 
Federation and the Superintendents Association, so there is commitment and support 
from both management and the staff representative bodies and was significant in terms 
of membership “buy in”.  

Review Process 
ETAP met on a number of occasions with the relevant HR officers and viewed the 
temporary promotion register.  A random sample of ten expression of interest application 
forms were chosen and we were satisfied all complied with the process and procedure.  
In all cases, an expression of interest form had been completed after an HR notification 
of the opportunity. 
 
There is a clear process for officers registering their interest. 

 Officers complete an application form called an expression of interest. 

 The expression of interest form is sent to People Services Department (PSD) and 

entered in their computer-based register. Applicants can review their expression 

of interest form at any time.  

 Using a grading assessment (A – E) the line manager assesses the officers’ 

readiness for promotion to higher duties. Officers graded D and E are not 

considered eligible for a temporary promotion and so work with their line manager 

to prepare a development plan. They may apply again once their personal 

development needs have been met. 

 All requests for temporary promotion go for approval to the Establishment Panel 

consisting of senior officers and chaired by the Head of People Services. It also 

has trade union representatives on the panel. 

 If an officer has never been considered, they may be chosen in preference to 

someone who already has been given the opportunity. 

 HR makes a recommendation to the local line manager on an officers’ suitability. 

There is no formal interview process.  

 The line manager/officer must provide written reasons should they consider the 

recommendation by PSD not suitable. 

The main advantages of this process are: 

 PSD maintain a central register of officers who wish to be considered for higher 

duties which is updated on a six-monthly basis.  

 Officers indicate their interest by completing an expression of interest form. PSD 

make the recommendations, thus avoiding any perceived bias. 

 Any decision not supported by a line manager has to be documented. This gives 

greater openness and transparency with an audit trail. 

 There are regular reviews of the duration and effectiveness of the temporary 

promotion providing rigor to the process and supporting good governance. 

Reviews ensure that financial monitoring is undertaken to remove unnecessary 

overspend. 

 Officers considered not eligible for temporary promotion, work with line 

management to prepare a development plan. 
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 The form may include officer’s preferred geographical location and working hours 

and whether they feel qualified for promotion to the next rank.   

Management Controls 
At intervals of three months, six months and twelve months, the position regarding 
temporary promotions is reviewed. Monthly meetings with the Executive and HR take 
place, providing high level monitoring of costs and temporary staffing requirements. 
 
Temporary promotions will normally last no longer than 12 months.  In some exceptional 
circumstances, for example maternity cover, or for significant operational reason, this may 
be extended.  Over the past three years, there have been 25 temporary promotions 
exceeding 12 months. All are fully documented with reasons for the extension. These are 
being managed and we had no evidence of unmanaged overrun or spend. 
 
After 12 months, it is expected that individuals will relinquish their substantive role.  This 
is to avoid a chain of backfilling to posts which may be difficult to manage.  Wherever 
possible, at the end of the temporary promotion the officer will be appointed to a suitable 
alternative role relevant to their skills, knowledge, experience and development needs. 
 
Some officers whose applications were long standing had contacted HR to enquire if their 
application was still valid. We felt that a process could be established to reassure officers 
on the status of their application. 

Financial Controls 
On the appointment of a temporary promotion, a report is presented to the Establishment 
Panel with costs. This requires the support of HR and Senior Management Team (SMT). 
These costings show duration of the temporary promotion, salary costs and any 
allowances which may be incurred. A clear audit trail appears to exist regarding cost, 
approval and selection to any temporary post. The organisation is therefore able to plan 
for and monitor expenditure in line with its other financial obligations and workforce 
planning. 

Summary Findings 
We consider that the process undertaken for temporary promotions is: 

 Fair and equitable and is not subject to bias as it is administered centrally by PSD.  

 Staff who apply for a temporary promotion are dealt with in accordance with the 

same procedure, which our sampling confirmed.  

 Monitoring ensures costs are kept within anticipated financial parameters. 

 System administration provides applicants with confidence that it minimises the 

opportunity for bias, perceived or otherwise.  

 Unsuccessful or unsuitable applicants are given development opportunities 

placing them in a better position for the future. 

Recommendations 
The following low risk recommendations are put forward for consideration: 

1. Annually, applicants are contacted to confirm that their expression of interest form 

is still current and inviting them to update their skill set if necessary.  

2. The email notifying the force of a temporary promotion should include a reminder 

to existing applicants to keep their expression of interest form updated. 
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3. The system used by HR for monitoring a temporary promotion should include a 

projected end date. 

4. On an on-going basis, records for applicants who have been permanently 

promoted to a higher position or have left the force should be deleted. 

Contributors to the Report 
ETAP wish to thank the following for their assistance in this review. Their help and support 
are much valued and appreciated. 
Caroline Coombe – Head of People Services 
Tina Fergus – Human Resource Manager  

Documents and/or Systems used in the scrutiny process 
 
Human Resources Origin system -  evidence scrutinised HRD13 expression of interest 
forms.  
 
 
 

Declaration 
The conclusions and recommendations made by ETAP are on an independent basis and 
will not be changed unless by factual challenge or based on new information provided. 

 


