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We have a reputation in Kent for providing high levels of resident services, and our own 
performance indicators show that improvement is being made each quarter with the 
majority of our services exceeding the targets set. Our success is due entirely to the 
skill and commitment of our staff. With the challenging resourcing climate, recruiting the 
leaders that will support and continue this improvement has become a real focus for us. 
We are looking for individuals that can ensure that all activities support the Council’s 
overall vision, core values and guiding principles. The latter two have been set out in 
our values framework that affects everything we do with our customers, partners and 
colleagues. The values are: 
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Open: Acting with integrity, honesty and transparency; healthy attitude to risk; 
welcoming and expecting change and evolving technology; working in new ways; willing 
to learn; working as a whole-council and treating people fairly and with respect. 
 
Invite contribution and challenge: Working collaboratively and innovatively to find 
new solutions that put the interests and wellbeing of customers first; open to challenge 
and actively encouraging and expecting contribution. 
 
Accountable: Self-sufficient, taking personal and professional responsibility for our 
actions, the pace at which we work; performance and the council's money. 
 
Placing the emphasis on recruiting like-minded individuals, the challenge has been how 
to use these values as criteria that can be objectively measured. This question formed 
the basis of our tender in 2014 when we sought to appoint a new executive assessment 
provider. We asked suppliers to address how they would deliver the process - ensuring 
that outputs addressed our values framework.  
 
Osborne Thomas’s approach challenged us from the outset. As opposed to the 
conventional responses they sought to challenge the norm to truly ascertain an 
objective mechanism to look at an individual’s values and drivers. They also challenged 
us to consider other ways in which these dimensions could be objectively assessed at 
an executive level. They utilised the concept of leadership profiling using psychometric 
tools to form the basis of the assessment process. They proposed moving away from 
the current process and instead to utilise a mix of personality tools that would map 
effectively onto our values framework. This was a significant enhancement of what 
Members were used to and we worked together to show how this new approach would 
not only provide more valuable selection data but would also save resources during the 
process. Both parties shared the same common goal - to improve the way that values 
are assessed in the selection process. 
 
We are always looking at ways of innovating and challenging the way we operate and 
together we have achieved an outcome that works for candidates and Members alike. 
The technical and skills components of the role are separated out from the values 
element. The former are assessed through the technical interview. In the meantime, 
Osborne Thomas carries out a mini job analysis to explore the needs of internal 
stakeholders as well as to provide a deeper understanding of how the Kent values might 
be evidenced within the context of the advertised role. Looking at the different tools 
available in the market, Osborne Thomas identify those that most effectively assess our 
values as well provide a deeper understanding of how an individual might apply these to 
their work. Any combination of tools that we jointly agree on is mapped onto Kent’s 
values framework so that there is a transparent link with the exercises. We do not use 
the same tools for each vacancy but treat each appointment with fresh eyes so that we 
are alert to opportunities for innovation and improvement whilst remaining open to what 
is best in the assessment field.  
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Each candidate completes the questionnaires online and this is followed up by a 
detailed telephone interview conducted by Osborne Thomas’s Occupational 
Psychologists and HR professionals who specialise in leadership assessment and who 
have specific training in the chosen psychometrics. The completion of the online 
questionnaires and the follow up telephone calls can be scheduled at a time convenient 
to the candidate, including weekends or evenings. By making use of technology and the 
profiling process, candidates attendance time has been dramatically reduced, but the 
feedback they are given has hugely increased.  
 
The telephone interviews are followed by detailed reports for use by the HR team and 
summary reports for use by Members. Working with Osborne Thomas, we then shape 
interview questions, usually in the form of scenarios, to understand not just what actions 
the candidate will take but how they will act and even more importantly why. Getting to 
understand the mind-set of the individual, what drives them and the factors they 
consider in their decision-making, tells us more about their fit for the Council than even 
the best designed assessment centre can.  
 
With this new process, we have found that we have very quickly focused on each 
candidate’s approach, what drives it and the values underpinning it. This has provided a 
level of reassurance in our selection decisions that has not been possible before. Since 
employing leadership profiling, we have achieved the following results: 
 
▪ Removed the need for a one day assessment centre - this has reduced costs by 

around half. 
▪ Feedback from candidates has been excellent. They gain a useful insight to their 

own personal strengths and weaknesses and can use the feedback as part of their 
personal development plan.  

▪ Online questionnaires and follow up telephone calls are now completed at a time 
convenient for the candidate saving them valuable time. 

▪ The candidate reports identify specific areas for probing and suggest follow up 
questions enabling greater clarification of candidate’s abilities. 

▪ Members like the summary document, and find the details more useful than the 
assessment centre.  


