
Gloucestershire Police and Crime Panel 
18th December 2017 
 
 
 
Report of the Police and Crime Commissioner 
In accordance with Section 38 of the Police Reform and Social Responsibility Act 2011, a thorough 
appointment process has been undertaken to appoint a Chief Constable of Gloucestershire 
Constabulary.  In support of the confirmation process as detailed in Schedule 8 of the Act, 
Members are asked to consider the report of the Interview Panel Independent Member, Val 
Ainsworth, on the process undertaken, along with my report in relation to my decision to present Mr 
Rod Hansen as the preferred candidate for the position of Chief Constable. This decision is 
unanimously supported by my Interview Panel, who in adhering to the principles of merit, fairness 
and openness, robustly challenged and tested the candidate to establish whether he met the 
necessary requirements to perform the role. 
 

1. Purpose of Report 
The purpose of this report is to notify Members of the Police and Crime Panel of my preferred 
candidate for the position of Chief Constable Gloucestershire Constabulary. In doing so, I will 
provide the rationale for the decision made and why I believe Mr Hansen is suitable for the role. 
 

2. Detailed Background 
The Candidate Information Pack1 outlined the criteria and context for the Chief Constable 
appointment. In summary, I set out looking for: 

 
 A credible Chief Officer, with relevant experience including the operational command of 

police officers at a senior level; 
 A commitment to community and customer focus at a senior leadership level; 
 Evidence of strong internal and external leadership, in particular effective communication 

and successful engagement in partnerships in the public, private and voluntary sectors; and 
 An understanding and appreciation of the particular needs of policing in both rural and 

urban areas. 
 

The role was advertised in accordance with the Home Secretary's Determinations on a number of 
public websites2 on 6 November 2017 and applications closed on 27 November 2017.  Although a 
number of enquiries had been received only one application, from Mr Hansen, was submitted by 
the closing date.  While this is in some respects regrettable it is not unusual and reflects national 
experience.  The application was nonetheless scrutinised to ensure that it met the essential criteria 
for the role by the Independent Member and me and we therefore agreed to shortlist Mr Hansen for 
the role and proceed to a full interview process. 
 

3. Selection Process 
The interview process included 4 elements: 
 
Internal Staff Engagement Forum  
This was a ten minute presentation to around 40 officers, police staff and volunteers that support 
the Constabulary.  The topic was “An overview of their policing journey, why they would like 
the CC position and what they will bring to the role.  The candidate then undertook a 45 
minutes question and answer session, unprepared.  The questions were submitted to the office in 
advance but were not shared with the candidate. This exercise was unmarked, though the 
feedback received was provided to the Interview Panel for consideration. 
 

                                            
1
 This pack of documents was provided to the Police and Crime Panel and published on 8 December 2017. 

2
 Gloucestershire Constabulary, Office of the Police and Crime Commissioner, College of Policing and the 

National Police Chiefs Council.  Requests were also made to the National Black Police Association, the 
National LGBT Police Network and the British Association for Women in Policing. 
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A media interview  
The candidate was aware that there would be a media exercise during the process, but not what 
this would be, or when. 
 
Following the engagement forum, the candidate was ‘door stepped’ by a journalist and cameraman 
and several challenging questions were put to him on a difficult policing issue. The video recording 
of the exercise was viewed by the Interview Panel and formally scored as part of the assessment, 
with the support of a media expert. 
 
Commissioner's Forum 
The Forum decided the topic of a ten minute presentation - “What is your approach to tackling 
or dealing with mental health issues, both within the workforce and the wider community?  
This will be with a focus on the increasing level of mental health issues for police 
officers/staff and increasing interaction with people with mental health issues, given under-
funding of mental health services” 
 
The presentation and follow up questions were observed by the Interview Panel and formally 
scored as part of the assessment.   
 
Interview  
This included a series of questions based on the role profile and College of Policing Competency 
Values Framework (CVF).  
 
The set questions expanded upon the feedback received from the Staff Engagement Forum and 
Commissioner's Forum and sought to test for further evidence. 
 
It was ensured that each element of the CVF was appropriately covered during the process. The 
Independent Member provided scrutiny of this and further information is contained in her report.  
 
Detailed below is a summary of the scores the Interview Panel agreed during the assessment 
process. In making my decision, I also considered the feedback received from the Internal Staff 
Engagement event and the Commissioner's Forum. 
 
The table below represents the total score awarded per CVF cluster (left hand column in grey) 
against the maximum possible for each of the questions.  This was independently scrutinised by 
the Independent Member and demonstrates how well Mr Hansen performed on the day. 
 
 

 
 

Commissioner’s 
Forum 

Presentation 
Media interview Formal interview 

Resolute, 
compassionate and 
committed 

32/35 30/35 200/245 

Inclusive, enabling and 
visionary leadership 

31/35 30/35 199/245 

Intelligent, creative 
and informed policing 

31/35 33/35 171/210 
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4.  Conclusion and Recommendation 
Upon conclusion of the process, I was satisfied that Mr Hansen was more than suitable for the role 
of Chief Constable. This was unanimously supported by all members of the Interview Panel. 
 
Mr Hansen is currently the Deputy Chief Constable of Gloucestershire and has been the 
Temporary Chief Constable since his predecessor, Suzette Davenport, retired in April. His career 
in the police service started in 1988 when he was appointed as a Constable in Avon & Somerset 
Constabulary.  Over the next 25 years he progressed through the force serving in a range of 
different roles achieving the rank of Assistant Chief Constable in 2010 with strategic responsibility 
for Specialist Operations, Headquarters CID and the Intelligence Directorate.  He also took a 
leading role in establishing collaborative undertakings with other police forces (including 
Gloucestershire) in respect of serious and organised crime, counter-terrorism and with Wiltshire 
Police in relation to the investigation of serious and major crime and special branches. 
 
Mr Hansen is now the regional lead for hostage negotiations, has a national remit for mounted and 
dogs policing and is the chief police adviser to the Joint Forces Headquarters (a military unit which, 
working with the British Police, responds to crises worldwide). 
  
Mr Hansen's performance throughout the selection process was highly credible and confident. 
Sound operational experience was demonstrated during the presentation to the Interview Panel 
where he displayed gravitas and a natural quiet authority. Throughout the process Mr Hansen 
demonstrated clear leadership and an appreciation of the Gloucestershire context. He drew upon 
his experience of dealing with issues and directly related them to matters that need addressing in 
Gloucestershire.  Furthermore, Mr Hansen evidenced successful engagement with the workforce, 
the public and partners which resonated with the leadership criteria outlined in the Chief Constable 
Information pack. For further information, please find at Appendix A the ‘Why Me’ letter submitted 
as part of his application. 
 
Mr Hansen's performance engendered the confidence of every member on the Interview Panel. 
His understanding of Gloucestershire, the significance of the Police and Crime Plan and his 
commitment and potential to bring inspirational leadership to the organisation and care for the 
wellbeing of its officers and staff assures me that under his leadership, Gloucestershire 
Constabulary will go forward in confidence and deliver a service that meets the needs and 
expectations of our communities.  
 
 
Martin Surl 
Police and Crime Commissioner for Gloucestershire 
11th December 2017 
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Appendix A:  ‘Why Me’ letter from Rod Hansen. 
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INTRODUCTION  
 
Home Office Circular 20/2012 outlines that it is for the Police and Crime 
Commissioner to decide how s/he wishes to run her/his appointment process for the 
post of Chief Constable and which candidate s/he wishes to appoint.  However, s/he 
should involve an Independent Member during assessment, shortlisting and 
interviewing of candidates. 
 
This is the Independent Member’s report relating to the appointment process for the 
Chief Constable for Gloucestershire Constabulary. The process is the responsibility 
of Police and Crime Commissioner Martin Surl. 
 
The aim of this report is to provide an assessment of the extent to which the 
appointment process in Gloucestershire has been conducted fairly, openly and 
based on merit. In addition it details the extent to which the panel fulfilled its 
responsibility to challenge and test the candidate’s suitability against the 
requirements of the role. 

 
INDEPENDENT MEMBER’S GENERIC ROLE 
 

The role of the Independent Member is laid out in Home Office Circular 20/2012.  It 
is described more fully within the Guidance for Chief Officer Appointments produced 
and maintained by the College of Policing in consultation with a wide range of 
stakeholder groups within policing. These include Her Majesty’s Inspectorate of 
Constabulary, Association of Police and Crime Commissioners, National Police 
Chiefs Council, Association of Policing and Crime Chief Executives, Chief Police 
Officers Staff Association, Police Superintendents Association and the Home Office. 
It was produced under the direction of the Police Advisory Board England and Wales 
Sub-group on Chief Officer Appointments. 
 

As outlined within the guidance, Independent Members should be appointed through 
a fair, open and merit based process. They may be drawn from a pool of accredited 
Independent Members or Assessors. I am currently an Independent Member from a 
small group accredited by the College of Policing. In order to become an accredited 
member of this group I was required to undergo a fair, open and merit-based 
selection process. This was designed to assess my suitability and skills to offer 
independent and impartial advice to others on assessment, and my capability in 
ensuring quality assessment processes. I have undergone an induction into this role 
from the College of Policing and I am continually quality assured in my delivery of 
services as an Independent Member of Chief Officer Appointments Processes. 
Further details of my role as Independent Member are set out in the role profile in 
Appendix A and my background is provided in more detail in Appendix B. 
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INDEPENDENT MEMBER’S REMIT IN THE APPOINTMENT PROCESS OF THE 
CHIEF CONSTABLE OF GLOUCESTERSHIRE CONSTABULARY, DECEMBER 
2017 
 
I was invited by the Police and Crime Commissioner of Gloucestershire to be the 
Independent Member with regard to the above appointment for the Shortlisting, 
Media Exercise, Commissioner’s Forum presentation and Interview parts of the 
process. The Police and Crime Commissioner’s Office made contact with me on 
November 10th 2017 and, in response to issues raised at the first contact, I was 
provided, on November 11th with details regarding: 

 The Candidate Pack 

 Application form 
 Police and Crime Plan 

 Schedule for the appointment (draft) 
 
THE APPLICATION PACK 
 

This was comprehensive and provided prospective applicants with details of an 
Internal Staff Engagement Question and Answer Forum for a diverse and extensive 
group of members of the Gloucestershire Constabulary to be held on December 7th 
2017, as well as a Commissioner’s Forum presentation and a media exercise 
between shortlisting and interview. It met legal requirements and gave prospective 
candidates the assurance that the process would be fair, open and based upon 
merit.  
 
The pack contained a letter from the Police and Crime Commissioner to applicants, a 
Job Description and Role Requirements, Person Specification, details of the qualities 
and attributes to be assessed and a timetable of the process. There was a clear 
statement within the pack that a more specific and detailed interview schedule would 
be provided for shortlisted candidates; it advised potential candidates to expect 
selection processes designed to explore the Personal Qualities detailed in the 
Competencies and Values Framework, and candidates’ strengths in relation to the 
Job Description and the Person Specification in the pack. 
 
ROLE PROFILE 
 

The Role Profile in the pack was produced in line with the present and future needs 
and priorities in the Force area. It was also made explicit that the role might change 
in line with changing priorities. Professional integrity and adherence to the highest of 
personal standards were demanded of all applicants.  
 
Documents A to D (see previous description) had already been drafted when I spoke  
with a representative of the CEO and the PCC on November 10th, after my 
engagement as Independent Member in this appointment, but, from the time when I 
was contacted onwards, my independent advice was sought, welcomed, respected 
and responded to throughout the remainder of the process. Moreover, I was asked to 
comment upon the process thus far in terms of its structure, and was able to 
ascertain that the basic principles of fairness, openness and with a basis of merit had 
been followed in its design. Some suggestions with regard to the integrity of the 
process in terms of clarity of role of the panel members were accepted by the CEO 
of the PCC office, and subsequently by the PCC himself.   
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PRELIMINARY MEETING AND BRIEFING IN ADVANCE OF PROCESS 
 

On November 29th 2017, I spoke with the CEO of the PCC Office, to allow for any 
procedural or content issues to be aired and resolved before the appointment 
exercise itself was undertaken. I was also invited to be fully involved in any issues 
relating to the design of the later stages of the process after shortlisting. All of the 
intended Shortlisting and Interview Panel Members were experienced in their own 
fields; each was aware of her/his duties, revisited in discussion and in the 
documentation provided. Suggestions were made about possible methodology, with 
discussion around the expertise of the Panel Members to build a confidence within 
this group that would lead to a valid and reliable result in the exercise ahead. It was 
explicitly agreed that judgements would be made on the evidence presented in 
written form by the candidate, and also supported by the performance in the  
exercises to be undertaken. This was to ensure consistency, transparency and 
fairness throughout this stage of the process, to be continued in the later stages. 
 

I was able to note that the preliminary stages had met with the best of good practice 
and had followed the guidance, namely, in the Application Pack (see previous notes) 
and in the advertisement. 
 
THE ADVERTISEMENT 
 

This was placed by the PCC and his team, on November 6th 2017, both locally and 
nationally, to attract as wide a pool of candidates as possible. It was placed on the 
websites of the Office of the Police and Crime Commissioner of Gloucestershire , of 
Gloucestershire Constabulary, on the website of the College of Policing and on the 
website of the National Police Chiefs Council. The advertisement adhered to the 
guidance given by the College of Policing with regard to its content and in ensuring 
wide exposure to attract a suitably qualified pool of candidates.  It also complied with 
the Guidance with regard to a minimum of three weeks’ exposure.  
 
INTERVIEW PANEL 
 
The Interview Panel role is set out in the Guidance for Chief Officer Appointments.  
This outlines that the Panel should be convened by the PCC before any stage of the 
appointment process takes place and that consideration may be given to having 
panel members involved in helping to define the requirements of the role. In addition, 
it states the purpose of the panel is to challenge and test that the candidate meets 
the necessary requirements to perform the role and that the PCC should select a 
panel capable of discharging this responsibility   
 
The PCC should also ensure that panel members are diverse and suitably 
experienced and competent in selection practices and that they must adhere to the 
principles of merit, fairness and openness. All members should be provided with a 
copy of this Guidance to ensure they are familiar with its content prior to the 
appointment process. In addition, it is the PCC’s responsibility to ensure that 
appropriate briefing/assessor training is undertaken by all panel members.  It is 
suggested that a panel of approximately five members is convened but this is at the 
discretion of the PCC.  
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SHORTLISTING PANEL MEMBERS 
 
This consisted of  
 

Martin Surl - Police and Crime Commissioner for Gloucestershire  
 
Val Ainsworth - Independent Member and Associate of the College of Policing         
 

There was thus one white male and one white female as the shortlisting panel.  
 
INTERVIEW PANEL MEMBERS 
                     
Martin Surl - Police and Crime Commissioner for Gloucestershire  
 

Grace Boughton - Research student (PhD) in Criminology, South Wales University 
 

Anthony Saunders -Teacher and School Governor, representative for Barton and 
Tredworth Community (BME) 
 
Denys Young - Magistrate and former Bench Chair 
 
Val Ainsworth - Independent Member, College of Policing 
 
There were thus two white males, one BME male and two white females as the 
Appointment Panel.  
 
Consistency was evident in that there were two members who were on all of the 
Shortlisting, Media Exercise and Interview parts of the process. The Interview Panel 
was the same as the Media Exercise Panel, with the same five members in both. 
 
The ethnic composition of the local population across the Gloucestershire  policing 
area is shown in the table below:  
 

 

 
 

 
 
 
The ethnic composition of the Gloucestershire Constabulary workforce is shown in 
the table below:  
 

 
 
 
 
 
 

Ethnic Origin % of overall population  

White  96.2 

BME  3.8 

Ethnic Origin % of overall population  

White  98.2 

 
 

 

BME  1.8 
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I was satisfied that the expertise of the shortlisting panel was more than sufficient to 
address the task in hand, and that it did not compromise the overall process.  All 
panel members both at shortlisting and at interview stage had worked at senior level 
within their respective organisations or had previous experience of senior 
recruitment. Their senior operational experience in large organisations or their 
particular background was sufficient to allow them to challenge and test others at 
executive level. They were identified to be part of the panel by the Police and Crime 
Commissioner of Gloucestershire and all were given a copy of the Guidance for 
Chief Officer Appointments. Continuity for the process was thus effected at 
Shortlisting, Media and Interview exercises, with two members throughout and five 
on the Media Exercise and Interview Panel. The Staff Engagement group was 
engaged prior to the Media Exercise and Interview stages, as was the 
Commissioner’s Forum. The remit of these two panels is explained below in the 
section on Stakeholder Groups. 
 
A comprehensive list of the proposed questions to be asked at the Staff Engagement 
session was compiled prior to the session itself, and the questions approved by the 
Independent Member. The same process was followed with the questions for the 
Commissioner’s Forum. No changes were necessary to any of the questions. 
 

STAKEHOLDER GROUPS 
 

The PCC wished, as part of the selection process, to engage a group of staff to give 
their view on the candidate, and wanted their contribution to be valued. This group 
was to be drawn from the constituent services within the constabulary, involving 
officers, staff and volunteers. A discussion ensued regarding the possible effects of 
their input upon the process, particularly if their choice of candidate did not match 
that of the interview panel, and especially that of the PCC himself.  After some 
discussion about the possible pitfalls and advantages of individual approaches, and 
the expectations of this group (such as the possibility of there being several choices 
of equal merit or no clear result, their ability to measure ‘’soft’’ skills) it was agreed 
that the information supplied by this group would be divulged to the Interview Panel 
prior to the later stages of the process.  
 
It was agreed that it would be made clear to this group, called the Staff Engagement 
Group, that their input was for guidance and consideration only, that they did not 
have a vote, and that the appointment was at the discretion of the PCC.  
 

A second group, the Commissioner’s Forum, was convened to test the candidate, as 
a representative and varied group representing the communities of the county, to put 
a pre-selected presentation topic to the candidate. The response from the candidate 
was to be marked by the Interview Panel who would act as observers as well as 
Forum members recording their individual scores for this part of the assessment 
process. 
 
This is, after all, an appointment which is the responsibility of the PCC, who values 
the input of constituent groups, but it forms only one part of the whole process. 
Further, it was agreed that the remit of the Groups should be made clear to them 
prior to their exercises, with clear guidance about the nature and conduct of their 
task, including questions, written guidance with marking sheets indicating what was 
being assessed by a given marking scheme, and that this should happen well in 
advance of the appearance of a candidate before the group. 
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ASSESSMENT DESIGN 
 

The PCC assisted by his CEO, led on the choice of the application form in line with 
the guidance from the College of Policing. The Application Form required details of  
previous  posts held by the applicant, including roles and responsibilities and key 
achievements, training in specialist areas, and evidence of successful completion of 
the Senior PENAC and Senior Command Course. It required applicants to have their 
assertions endorsed and verified by two referees. It was an appropriate tool for 
assessment based on merit. 
 
The choice of Interview questions, and the subject of the presentation were also 
based upon the CVF, being appropriately worded to engage the candidate in the 
areas of policing which were being explored.  
 
It was clear that the Question and Answer session on December 7th was to enable 
the candidate to answer questions on the local context from staff. The information 
gained from this session would be divulged to the Interview Panel in due course. 
 

The Commissioner’s Forum was also given a similar brief, but would be both 
observed and marked by the Interview Panel. The candidate would make a 
presentation on a prescribed topic to the Commissioner’s Forum prior to their 
questioning.  
 
MARKING SCHEMES 
 
The marking schemes were clear and unambiguous, based on a seven-point scale, 
(the Bramshill scale) of which 7 was the highest mark and 1 the lowest, and Point 4 
deemed to be indicative of a satisfactory or sound performance. A standardised 
marking sheet was provided for all interviewers at each stage of the assessment 
process, with clear guidance as to the competencies being assessed. Examples of 
probing questions were discussed, with regard to the fairness of the procedure in 
terms of the experience of any candidate, but with the intention of supporting the 
legitimacy of the need to clarify any points which needed further exploration with the 
candidate by the Panel. 
 
The draft included question for the Staff Engagement Session focussing on the 
issues relating to policing in Gloucestershire. 
 
Similarly, the question to be posed by the Commissioner’s Forum was agreed prior 
to this part of the process. The Independent Member gave examples of barriers to 
good assessment prior to the Commissioner’s Forum. 
 
Probing questions were allowed, and their use explained to the Commissioner’s 
Forum by the Independent Member, and by the CEO of the PCC Office. This was to 
encourage greater depth of answers and to avoid over-reliance by any candidate on 
prepared material. The interview questions produced by the PCC provided an 
appropriate mix, with some based on past behaviour, some on hypothetical future 
actions. They were of good quality in that they were open questions, closely linked to 
the CVF. 
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SHORTLISTING PROCESS 
 
Though there were three expressions of interest in the post of Chief Constable, only 
one application was received, that of the Acting Chief Constable Rod Hansen. The 
Shortlisting Panel agreed unanimously to invite this candidate for interview. 
 
Assessment was carried out independently by both shortlisting members before 
scores were compared. All scores were above the level of 4, indicating at least a 
sound performance. The one candidate had thus demonstrated competencies and 
values in excess of the agreed minimum overall performance which was a 
requirement to go to the next stage, with little difference in the marking of both of 
those conducting the shortlisting exercise. This was felt to be a good result and one 
which was conducted fairly, openly and based upon merit. 
 

ASSESSMENT OF CANDIDATE 
 
The Interview Panel revisited the object of the day’s activities prior to the start of the 
Interview day, recalling the purposes of the day’s assessments. 
 

 What are we trying to achieve?    Identification of the best person for the post. 
 

 What if we do not find that in the shortlisted candidate following the day’s 
assessment activities?  We start the process again. 

  

 What will success look like?  The result will be not just what they can offer, but 
who they are in terms of fit for this position. 

 

 Which qualities/attributes must be satisfactory at least, and which will be deal-
breakers by their absence in any candidate?   A good track record in 
delivering organisational change and clear leadership is essential, particularly 
in the context of the needs of the Gloucestershire Constabulary.  

 
Then the day’s activities began. 
 

The Commissioner’s Forum was convened and posed the prepared question, with 
suitable probing questions welcomed at any time. This exercise was observed and 
marked by the Interview Panel, with the CEO of the PCC’s Office, Paul Trott, in 
attendance as a further observer of the process. 
 
The Media Exercise was then viewed and marked by the Interview Panel. In 
attendance was Graham Gardner, OPCC Media and Communications Advisor who 
offered his independent view of the performance of the candidate after they had 
independently marked the exercise. The scores of the Interview Panel were 
consistently higher than the bar, and this performance assessment was endorsed by 
the Media expert. Following from this, the Interview took place. 
 
Each Panel Member first scored the candidate separately at Interview stage. Scores 
were collated and evidence was discussed where some slight differences of opinion 
had occurred, but it soon became clear that there was a great degree of consensus 
in the agreed moderated score for each candidate. Panel Members listened to and 
considered very carefully the evidence offered by other Panel Members. This 
enabled the candidate to be assessed on merit, with reference to evidence 
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throughout the process, and prior to the agreed score being recorded. There were 
slight differences and many similarities in the awarded scores for the different parts 
of the exercise. Scores were consistently above the bar 4. When averaged out by 
the Independent Member, the scores were clearly well above the bar deemed to be a 
sound performance, as assessed by each and every member of the Interview Panel. 
 
Evidence from participants in the Staff Engagement Panel and in the 
Commissioner’s Forum was also considered, providing further insight into the 
performance of the candidate, and their comments  were duly noted, feeding  into 
the process overall.  
 
The PCC was mindful of the responsibility which would be that of the new Chief 
Constable and was clear that the final decision was his to make. The Panel drew the 
same conclusion regarding the performance presented by the candidate and were 
therefore in total agreement with the PCC’s decision to accept the Acting Chief 
Constable, Rod Hansen, as his preferred candidate. 
 
The decision was therefore taken by the PCC to offer Acting CC Rod Hansen the 
status of preferred candidate for the post of Chief Constable of Gloucestershire 
Constabulary. This he accepted. His position was subject to the approval and 
acceptance of the Police and Crime Panel for Gloucestershire. 
 
The decision-making process was demonstrably fair, open and based upon merit 
according to those skills and attributes to be measured by the processes in use. 
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CONCLUSIONS 
 

Through the use of the steps outlined in this report, the Police and Crime 
Commissioner for  Gloucestershire fulfilled his responsibility to ensure that a process 
which was fair, open and based upon merit, was put in place and implemented at 
each stage of its use, in accordance with his responsibilities as laid out in the 
Guidance. 
 

He sought, and took, advice at each stage, using the CVF as a basis to ensure that 
evidence was recorded and evaluated in order to make the most effective decisions 
with regard to this post. 
 

The Panel, Staff Engagement Group and the Commissioner’s Forum at each stage 
rigorously challenged and tested the candidate against the necessary requirements 
for the role, giving assurance that the sole candidate had demonstrated clearly and 
unambiguously his fitness for the post by the evidence which he had presented at 
each stage. They used robust and searching discussion to test the recorded 
evidence, prior to the Appointment Panel agreeing with the PCC in his decision. 
 

The concern regarding the position of the Staff Engagement Group in terms of its 
remit was effectively dealt with by clear advice form the Independent Member from 
the College of Policing, relayed to them through the good offices of the CEO of the 
PCC Office, Paul Trott. 
 
Thanks are due to the Panel Members, the members of Staff Engagement forum, 
members of the Commissioner’s Forum, the CEO of the PCC Office Paul Trott, 
particularly to Amanda Segelov and Ruth Greenwood  as my contacts, to the Police 
and Crime Commissioner for Gloucestershire Martin Surl, and to the Media and 
Communications Advisor to the OPCC, Graham Gardner for their professional 
attention to every aspect of the appointment process, including their willingness to 
engage with the advice sought and given by the College of Policing. 
 

I am pleased, therefore, to confirm that the selection of the preferred candidate to be 
the next Chief Constable of Gloucestershire Constabulary met the principles of 
fairness and openness and that the decision was based on merit.   
 

Valerie M. Ainsworth 
Independent Member 
December 2017 
 

APPENDICES   
 
A: Role Profile for an Independent Member  
B: Independent Member Profile – Val Ainsworth 
C: Application Pack including role specification (previously circulated to members) 
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APPENDIX A: Role Profile for an Independent Member 
 

1. To be familiar with the Guidance for the Appointment of Chief Officers, the 
appointment process procedures, and to adhere to the principles of merit, 
fairness and openness throughout the appointments process and to adhere to 
the principles of merit, fairness and openness throughout the appointments 
process. 

   
2. To work collaboratively with the PCC/CC or Commissioner and other 

appointment  panel members to challenge and test whether the candidates 
meet the necessary requirements to perform the role effectively throughout 
the appointments process. 

 

3. In providing independent advice during the appointments process, where 
requested to do so, their responsibilities are likely to include the following: 

 

a. To provide independent advice in the shortlisting of candidates against 
the agreed appointments criteria 

 

b. To play an active role (where required) as part of the appointments 
panel and to provide independent advice in assessing shortlisted 
candidates against the agreed appointments criteria (this might include 
through use of interviews, presentations, psychometric measures, 
assessment exercises, etc.). 

 

c. To provide independent advice on which candidate(s) most closely 
meet(s) the appointment criteria in line with the principles of fairness, 
openness and merit. 

 

 
4. To produce a written report on the appointment process, which expressly 

addresses the appointment principles of merit, fairness and openness, and of 
the extent to which the panel was able to fulfil its purpose.   

 
5. To provide feedback to the College of Policing on the appointment process 

and its role. Independent Members will be asked to share copies of their 
written reports with the College of Policing once released by the PCC/CC or 
Commissioner to help inform future training and development.   
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Appendix B: Independent Member Profile – Val Ainsworth 
 

My professional career is in senior leadership roles in the fields of Secondary, 
Further and Higher Education, with broad and lengthy experience in Management, 
Governance, Human Resources and Policy Development. I have effected major 
changes in large establishments and has made appointments at the most senior 
levels in large public, private and voluntary sector establishments, practising the 
principles of openness, fairness and merit, underpinned by the highest of personal 
standards. In the processes leading to appointing the best person for a post, I have 
trained others to improve their skills in drawing up an advertisement, preparing Job 
Specifications and Person Specifications , devising effective interview activities, 
sharpening observation and recording skills, and, in the interviewing process itself, 
screening out bias, overt and covert.  
I have worked in Teacher Education, and have acted as Examiner for several 
national examination boards. I was trained as an HMIC Inspector.  
I am a Non-Service Member of the College of Policing, having had extensive 
experience of assessment at Senior PNAC and HPDS levels; I have written detailed 
feedback reports to individual candidates and to Boards of Directors, giving a 
supportive independent and external view of the success of appointment procedures 
and practices, and addressing training needs as they become apparent and before 
they compromise the appointment process itself and its openness, fairness and its 
basis on merit.  
I was Chair of the Standards Committee of West Mercia Police Authority until its 
dissolution in November 2012 and continue to be Chair of Herefordshire College of 
Technology, having steered the Corporation through two major merger operations. I 
am the Lead Governor for Safeguarding, and hold a qualification in Equality and 
Diversity. I chair appeals for the county and have represented individuals in 
Employment Tribunal proceedings. I have been a member of the national Drugs 
Forum and the Rural Schools Group through several governments, and advise on 
exclusion procedures, amongst other things, in all educational sectors. I hear and 
adjudge complaints in police and other contexts.  
In my spare time, I take an active part in local village affairs and musical events, 
read, travel and look after pigs and chickens.  
My home is in Herefordshire, which is close to Ludlow. 
 

Valerie M Ainsworth                                                                                         
July 2016 
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