
 

 

CASE STUDY 

Intercultural Policing 

Overview  
London’s Metropolitan Police Service (MPS) addresses an area of 620 square miles and a 
population of over 9 million people. This area is currently home to over 40 communities 
where at least 300 languages are spoken and many faiths are practised.  

Every day the Police take account of the diversity of Londoners they service, and the needs 
of their different communities. So, when recruiting Police Constables for the MPS, 
candidates’ individual capacity to deal with diversity needed to be considered. 

MPS shared this challenge with the Psychologists at a&dc who came up with an innovative 
response: a reliable and valid test of Intercultural Competence to be used in the sifting of 
tens of thousands of candidates for Police Constable recruitment. This case study explains 
how they did it. 

Challenge 
The MPS has a commitment to policing through consent, with enhanced engagement, 
participation and community confidence. Working in one of the most diverse, multi-cultural 
and populated cities in the world, MPS’ Constables need keen awareness of these elements 
in order to work effectively. In the words of then Deputy Mayor for Policing and Crime, 
Stephen Greenhalgh: “this new policy is about competence rather than colour.” 

The MPS worked with a&dc to create a recruitment selection tool that could be used as part 
of the process for Police Constable recruitment, to assess whether a Candidate has the 
“confidence, empathy and capability to work, engage and deal with a wide range of different 
cultures.” The tool was to be used as part of the candidate sifting process to put ‘cultural 
competence’ at the heart of the recruitment strategy.  

Prior to this consultation, the MPS had undertaken significant activities to encourage 
applicants from all communities within London. However, the Consultants observed that the 
process had not fully taken account of the need for Police Constables, from any community, 
to be able to interact with people from communities and backgrounds that were different to 
their own. For a&dc, the first question to address was whether it was even possible to 
develop a tool with this objective in mind. The Consultants needed to establish whether a 
reliable, valid and defensible tool could be created to meet the MPS’s objectives, and then, 
within short timescales, develop and implement this tool for use in the next round of Police 
Constable recruitment. 

Approach 
Literature Review  

The first step for the Consultants was to undertake a literature review to determine whether 
there was a credible scientific basis for creating a tool of this type. Related research, tools 
and concepts were identified and reviewed, including: 

• Cultural Intelligence (Ang, Van Dyne & Tan, 2011) 
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• The Multicultural Personality (Van Der Zee & Van Oudenhoven, 2013)  

• Intercultural Competence (Gertsen, 1990) 

The literature review identified constructs which had clear parallels with ‘intercultural 
competence’ as defined by the MPS, and demonstrated that valid assessment of such 
constructs was possible.  

Defining the Approach 

The literature review also established two broad approaches to the assessment of 
intercultural competence:  

• directly assessing experience and knowledge of other cultures; or 

• tapping into the underlying motivations, attitudes and preferences that underpin 
comfort with dealing with people who are culturally (or otherwise) different 

It was decided that the latter approach was more relevant to the MPS as it: 

• did not assume certain levels of experience working with specific groups, reducing 
the potential for indirect discrimination 

• was less likely to lead to social desirability distortion, as items would be more 
indirectly assessing the construct, and correct answers would therefore be less 
conspicuous 

Developing the Behavioural Framework 
Once the project was launched, initial work was undertaken to identify a set of behaviours 
detailing what intercultural competence looked like to the MPS, around which the tool would 
be based. To establish these behaviours, a total of 20 interviews were undertaken with a 
sample of serving Officers across ranks, from Borough Commanders to Police Constables. 
The interviews used Critical Incident and Repertory Grid Techniques to elicit this information. 

The interview outputs were content analysed and 245 separate behaviours were identified. 
These were then classified into constructs and a Behavioural Framework was created. The 
final set of dimensions to be assessed in the tool were:  

• Empathy 

• Relationship-Building 

• Open-Mindedness 

• Resilience 

• Flexibility  

• Orientation towards Learning 

Developing Test Content 
Items for the initial trial version of the assessment questionnaire were written by drawing 
upon the supporting literature underpinning the construct and related scales and the 
behavioural framework. A paired statement approach was taken to minimise the impact of 
socially desirable responding. Both statements in a pair were positively worded, but with one 
being a construct-relevant statement and the other a distractor item. Participants were 
required to select which of the statements in each pair was most like them.  

The initial item set was trialled on 296 Police Constables. Supervisor ratings of job 
performance were also gathered from the trial group, so that the validity of the items could 
feed into final item selection. A final set of items were selected using item facility (i.e. the 
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mean rating of a given item), item discrimination, and the correlation between the item and 
job performance ratings. On this basis a final set of 60 items was chosen and a norm group 
created. These items, with an assessment feedback report, were then implemented using an 
online assessment platform. 

Outcome 
The Intercultural Competence Assessment (ICCA) was deployed for use in assessing tens of 
thousands of candidates.  

The ICCA was shown to be significantly predictive of managers’ ratings of Police 
Constables’ behaviour, with a correlation of r= 0.20, (significant at the p<.001 level) found. 
Although a modest correlation, this is uncorrected for any indirect range restriction or 
reliability of the supervisor ratings. The Consultants thus feel that this result indicates that 
higher scores on the ICCA were associated with higher job performance ratings.  

Additionally, the Cronbach’s alpha for the ICCA is 0.81, demonstrating good internal 
consistency reliability. Significant correlations were found between the ICCA and other 
related components of the selection process. A correlation between ICCA and a Behavioural 
and Values questionnaire was 0.27, with the highest correlation (.35) between the ICCA and 
the Value of Fairness and Respect, providing construct validity evidence for the 
questionnaire.  

Significant correlations were also found between the ICCA overall score and a Situational 
Judgement Test, which included scenarios about dealing with people from different 
communities, also used at the sifting stage, of 0.36. 
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