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What this report contains 

This report is structured in four parts: 

1. Our overall assessment of the force’s 2018/19 performance. 

2. Our judgments and summaries of how effectively, efficiently and legitimately the 
force keeps people safe and reduces crime. 

3. Our judgments and any areas for improvement and causes of concern for each 
component of our inspection. 

4. Our detailed findings for each component. 

Our inspection approach 

In 2018/19, we adopted an integrated PEEL assessment (IPA) approach to  
our existing PEEL (police effectiveness, efficiency and legitimacy) inspections.  
IPA combines into a single inspection the effectiveness, efficiency and legitimacy 
areas of PEEL. These areas had previously been inspected separately each year. 

As well as our inspection findings, our assessment is informed by our analysis of: 

• force data and management statements; 

• risks to the public; 

• progress since previous inspections; 

• findings from our non-PEEL inspections; 

• how forces tackle serious and organised crime locally and regionally; and 

• our regular monitoring work. 

We inspected all forces in four areas: 

• protecting vulnerable people; 

• firearms capability; 

• planning for the future; and 

• ethical and lawful workforce behaviour. 

We consider the risk to the public in these areas important enough to inspect all forces 
every year. 

We extended the risk-based approach that we used in our 2017 effectiveness 
inspection to the efficiency and legitimacy parts of our IPA inspections. This means 
that in 2018/19 we didn’t inspect all forces against all areas. The table below shows 
the areas we inspected Derbyshire Constabulary against.  

https://www.justiceinspectorates.gov.uk/hmicfrs/police-forces/integrated-peel-assessments/


 

 2 

Our 2017 judgments are still in place for the areas we didn’t inspect in 2018/19.

IPA area Inspected in 2018/19? 
Preventing crime and anti-social behaviour No 

Investigating crime Yes 

Protecting vulnerable people Yes 

Tackling serious and organised crime No 

Firearms capability Yes 

Meeting current demands Yes 

Planning for the future Yes 

Treating the public fairly Yes 

Ethical and lawful workforce behaviour Yes 

Treating the workforce fairly No 
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Force in context 
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Overall summary 

 
Effectiveness  

Requires improvement 
Last 
inspected 

Preventing crime and tackling 
anti-social behaviour  

Good 

2016 

Investigating crime   
Requires improvement 

2018/19 

Protecting vulnerable people  
Requires improvement 

2018/19 

Tackling serious and organised 
crime  

Outstanding 

2017 

Armed response capability Ungraded 2018/19 

 

 
Efficiency  

Requires improvement 

Last 
inspected 

Meeting current demands and 
using resources  

Requires improvement 

2018/19 

Planning for the future  
Requires improvement 

2018/19 
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Legitimacy  

Good 
Last 
inspected 

Fair treatment of the public  
Good 

2018/19 

Ethical and lawful workforce 
behaviour  

Good 

2018/19 

Fair treatment of the workforce  
Good 

2016 
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How does the force compare with similar forces? 

We compare Derbyshire Constabulary’s performance with the forces in its most similar 
group (MSG). MSGs are groups of similar police forces, based on analysis of 
demographic, social and economic factors. For more information about MSGs, see  
our website. 

Derbyshire Constabulary’s MSG forces are Staffordshire Police, Avon and Somerset 
Constabulary, Cheshire Constabulary, Northamptonshire Police, Essex Police, Kent 
Police and Wiltshire Police. 

Figure 1: Pillar judgments for Derbyshire Constabulary, compared with forces in 

its MSG 
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https://www.justiceinspectorates.gov.uk/hmicfrs/police-forces/data/#msg
https://www.justiceinspectorates.gov.uk/hmicfrs/police-forces/data/#msg
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HM Inspector’s observations 

I have concerns about the performance of Derbyshire Constabulary in keeping people 
safe and reducing crime. I have seen some deterioration in performance in important 
areas, including operational effectiveness and efficiency. 

Last year I reported on the force’s poor performance in accurately recording crime.  
I have been monitoring this closely, and am encouraged by the results of a more 
recent audit which indicates that improvements are being made. 

The constabulary tackles serious and organised crime well, but more thorough 
supervision and management of suspects is needed in other, more commonly 
occurring types of crime. 

Derbyshire Constabulary needs to improve how it keeps vulnerable people safe; some 
people at risk are not being adequately protected. More consistency is needed when 
responding to them in a timely manner, along with closer co-operation with local 
partners to support them. 

Derbyshire Constabulary needs to improve how well it understands current and  
future demand. It also needs to gain a better understanding of the skills its workforce 
currently has and those it is likely to need in years to come. I am encouraged that 
there has been recent meaningful investment in new IT systems and specialist staff to 
achieve this. 

The force continues to uphold an ethical culture and promote well the standards of 
professional behaviour it expects. 

My overall assessment is that Derbyshire Constabulary’s performance has declined 
since our last inspection. I am reassured however that the force has taken a range of 
immediate steps to address the matters highlighted in our inspection, and I will monitor 
improvements closely. 

 

Zoë Billingham 

HM Inspector of Constabulary

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/serious-organised-crime/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
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Effectiveness
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Force in context 
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How effectively does the force reduce 
crime and keep people safe? 

 

Requires improvement 

Summary 

Derbyshire Constabulary needs to improve the way it reduces crime and keeps  
people safe. This is a decline from the judgment of ‘good’ in our last inspection.  
It reflects the quality of investigations having fallen and that arrangements to provide 
safeguarding measures for vulnerable people could be improved. 

The volume of the force’s investigations is growing quickly, driven by changes it had to 
make so that crimes are recorded more accurately. The force is now relying more 
heavily on resolving investigations by telephone. However, it isn’t following all lines of 
enquiry in such cases. 

Since our last inspection, there has been an increase in the overall proportion of 
investigations that the force isn’t handling effectively. It needs better supervision of 
cases and more accurate record keeping. 

The force is dealing with more suspects through voluntary attendance at police 
stations, including for domestic abuse cases. This reduces the options for 
safeguarding victims and witnesses. The force needs to better analyse the reasons 
for, and the consequences of, this trend. 

The force has enough investigators, and they have manageable workloads. It is good 
at identifying hidden types of crime, such as modern slavery. And it is effective in 
dealing with foreign national offenders. 

The force should do more to develop its understanding of all types of vulnerability 
across the local community. We note that new teams offer help and long-term support 
to people who have mental health conditions. 

The force needs to improve its risk assessments and referrals to specialist 
organisations. It has kept its commitment to multi-agency working at two safeguarding 
hubs, while other organisations have reduced their presence at them. 

In 2016, we judged the force as good at preventing crime and tackling anti-social 
behaviour. And, in 2017, we judged the force as outstanding at tackling serious and 
organised crime. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/safeguarding/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/voluntary-attendance
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/serious-organised-crime/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/serious-organised-crime/
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Preventing crime and tackling anti-social behaviour 

 

Good 

This question was not subject to detailed inspection in 2018/19, and our judgment 
from the 2016 effectiveness inspection has been carried over. 

Investigating crime 

 

Requires improvement 

Derbyshire Constabulary needs to improve the way it investigates crimes. This finding 
is a decline from the judgment of ‘good’ that we gave the force after our last inspection 
of this area in 2016. 

The force is dealing with significantly more investigations following our crime data 
integrity (CDI) inspection earlier this year, and is yet to understand the full effect  
of that. 

It was apparent that the proportion of investigations that the force doesn’t handle 
effectively has grown, and supervisors needed to play a more active role to keep 
cases on track. Now, the force places more emphasis on resolving investigations 
quickly – specifically, by telephone resolution. But, in some cases, this has meant  
that it hasn’t followed all possible lines of enquiry. The force’s record keeping about 
cases should be more accurate (for example, it should be recording victim contact). 
Also, it has a significant backlog in completed cases that are waiting to be allocated a 
final outcome. 

The force should review how it manages suspects during investigations. It uses 
voluntary attendance, as an alternative to arrest, more often than other forces  
typically do. This approach has implications for the use of bail to safeguard victims 
and witnesses. The force isn’t analysing suspects’ compliance with terms of bail and 
more coherent efforts made to arrest fugitives. 

Overall, Derbyshire Constabulary’s outcomes for investigations are similar to those of 
other forces. But the number of investigations that it deals with has begun to increase 
quickly since it rectified faults in the way it recorded crime. 

The force has enough detectives, and they have manageable workloads. It is good at 
identifying hidden types of crime (such as modern slavery). And it is effective in 
dealing with foreign national offenders. 

https://www.justiceinspectorates.gov.uk/hmicfrs/publications/derbyshire-constabulary-crime-data-integrity-inspection-2018/
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/derbyshire-constabulary-crime-data-integrity-inspection-2018/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/bail/
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We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area. 

Investigation quality 

Since we last inspected this area in 2016, the quality of Derbyshire Constabulary’s 
investigations has declined. Specifically: 

• the force is handling fewer investigations well; 

• its supervision isn’t as effective as it should be; 

• it is closing some cases too soon; and 

• its records of investigations need to be more accurate. 

However, the quality of investigations is a priority for the force. And senior leaders 
recognise the need for the force to improve. A chief officer leads a new board: 
achieving excellence in investigations. This board is improving scrutiny about 
performance (including how the force cares for victims). The board is also introducing 
better professional development for investigators. 

The force is increasing the number of investigators within its workforce. It estimates 
that, by late 2019, it will have filled 89 percent of its investigator posts. This is  
slightly above the average of 82 percent for all forces in England and Wales.  
Most investigators who are in post are fully accredited. Others are in training, including 
the 22 new investigators who were recruited in early 2019. 

During our inspection fieldwork, we spoke to many investigators with different 
responsibilities and levels of experience. Most of them told us that they had the  
correct skills for their role. And nearly all said that they had manageable workloads. 
Some investigators in highly specialised roles felt less well prepared in relation to the 
technical skills that are needed for the most complex investigations (which don’t occur 
frequently), and under more pressure. 

The force has an investigation management policy. This explains the expectations it 
has of its investigators. However, the workforce has a limited level of knowledge and 
understanding of the policy. 

When we reviewed investigations before and during our inspection fieldwork, a 
recurring theme was inconsistent record keeping. There are important factors in 
resolving cases effectively. These include keeping details about action that has been 

Areas for improvement 

• The force should ensure that it puts in place regular and active supervision 
consistently and records its appropriately to monitor the quality and progress  
of investigations. 

• The force should improve how it manages people wanted for arrest and 
circulated on PNC. 

• The force should improve the scrutiny of how suspects are managed during 
investigations, including if decisions to arrest and grant bail are being made in 
the best interests of the victims and witnesses. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
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taken; plans to deal with outstanding lines of enquiry; and scrutiny by supervisors. 
Some of the investigation plans that we saw (for both complex and other more 
commonly occurring crimes) lacked enough detail. Others had thorough and 
comprehensive plans and updates. 

Before we did our fieldwork, we reviewed 60 files from the force’s  
recent investigations. In 44 of the 60 files, the force’s investigation was effective. 
However, 27 of the 60 files had either weak or no supervision recorded on them.  
In our 2016 inspection, those figures were 55 and 28 respectively. We expected the 
figures for both categories to have improved. 

During our fieldwork, we reviewed more ongoing investigations. These encompassed 
a wide range of crime types and complexity. All of them were of an adequate 
standard. But, generally, the records were lacking in detail and supervisory oversight. 
Within the force, it is usual practice for investigators to plan and take investigations 
forward. Usually, supervisors just make endorsements. As a result, there was 
infrequent evidence of effective supervision. This is needed to make sure that 
investigators are working at a consistently good standard and focusing on giving 
victims a satisfactory outcome. The force should consider how to involve supervisors 
more closely during investigations, to make sure that cases reach the best outcome 
for victims. 

In June 2019, the force changed the way in which it launches and allocates 
investigations. Now, staff at the contact management centre must generate crime 
records on initial contact with callers. When possible, they must also resolve 
investigations by telephone. During our inspection fieldwork, senior leaders regularly 
circulated data to show a comparison between crimes that had been resolved by 
telephone and those that could have been resolved that way but weren’t. 

The force has guidelines about the types of crime that aren’t suitable for  
telephone resolution. These include any case where the call handler considers a 
person to be vulnerable. Stalking is a crime that the force considers to be unsuitable 
for telephone resolution. Harassment isn’t. The force should confirm that its approach 
fits within approved professional practice for investigations about stalking and 
harassment offences, particularly because accurate risk assessments can’t be carried 
out by telephone. 

During our inspection fieldwork, we heard that some staff (such as call handlers) who 
are involved in the initial stages of investigations, particularly in cases that have few 
lines of enquiries, are struggling with their new responsibilities. They also feel under 
pressure to resolve investigations quickly. 

The new approach to launching and allocating investigations has led to some  
adverse consequences. For example, staff at the telephone resolution stage have 
closed some cases without the appropriate lines of enquiry having been followed. 
They have also asked victims to complete enquiries themselves (for example, by 
gathering CCTV footage and identifying potential witnesses). And call handlers 
haven’t recorded detailed risk assessments.  
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It is understandable that the force maximises efficiency in terms of managing 
investigations. But it must be sensitive about: 

• the appropriate use of telephone resolution; 

• staff perceiving data as a performance target; and 

• promoting the fact that investigations must meet victims’ needs. 

When we spoke to investigators across the workforce, we drew confidence from the 
fact that they understand the need to support victims and keep in contact with them. 
However, in the cases we reviewed, the frequency of updates that officers record  
is variable. In 47 of the 60 cases that we reviewed before we did our fieldwork,  
victims received good care. That pattern was reflected in the investigations we looked 
at during fieldwork. There was greater consistency when the force dealt with 
vulnerable victims. Also, officers throughout the workforce have advanced skills and 
familiarity with techniques (such as sensitive use of video recording) to support those 
victims well. 

The force has equipped all frontline officers and staff with body-worn video cameras, 
to capture footage when dealing with incidents. There were no examples of the force 
using such footage alone to support prosecutions when victims didn’t support  
police action. 

In the year to 31 March 2019, investigations that were concluded with evidential 
difficulties (mainly when there isn’t enough evidence to support a prosecution), 
accounted for 22 percent of all crimes that the force recorded. This figure includes 
cases where there was an identified suspect, and the victim either did or didn’t support 
police action. In both cases, that figure was 9 percent, below the England and Wales 
rates of 10 percent and 18 percent respectively. 

It must be noted that the force is in the early stages of its response to the findings of 
our CDI inspection, published in March 2019. According to that inspection, the force’s 
weak processes for crime recording were causing more than 30,300 crimes to go 
unrecorded every year. To give this figure some context, the force had recorded 
61,227 crimes in total during the 12 months to the end of March 2019. When the force 
received our findings, it started a wide-ranging programme of changes to improve its 
compliance with the National Crime Recording Standard. (This is a standard for 
recording crimes to ensure that they are recorded consistently and accurately.) 

We are concerned that, now the force is recording a greater volume of crimes, the 
inconsistences we found in how it investigates crimes could worsen. Its senior leaders 
do understand the complexities that are involved in improving investigative standards 
while workloads significantly increase. The growth in crime records that the force is 
now generating will place increasing pressure on its processes for recording, 
allocating and carrying out investigations. 

Senior leaders must make sure that the changes they put in place to compensate for 
the growth in recorded crime don’t undermine the quality of investigations, or reduce 
the emphasis on achieving the best outcomes for victims. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-staff/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/body-worn-video/
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/derbyshire-constabulary-crime-data-integrity-inspection-2018
https://www.justiceinspectorates.gov.uk/hmicfrs/our-work/article/crime-data-integrity/crime-recording-process
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Catching criminals 

Derbyshire Constabulary could improve the way it pursues suspects of crime. It could 
also improve its understanding of the use of both voluntary attendance and bail during 
the course of investigations. It is working well with other organisations to deal with 
foreign national offenders. 

The force lists suspects on the Police National Computer (PNC) promptly. It subjects 
each case to a review every three, six and nine months, to see whether suspects have 
been arrested. However, the force can’t determine the exact number of people who 
are currently wanted, or the offences they have committed, or the degree of risk that 
these suspects pose to others. 

The force relies on officers tracking down suspects as part of their workload, in 
addition to attending incidents and following other investigations. There is no force-
wide operation that combines other resources to locate and arrest suspects. As a 
result, the force has no information available to show how effective or efficient it is at 
bringing fugitives to justice. 

The force should develop a better approach, with more accurate data about the 
number of wanted suspects and the threat they pose to the public. It should also 
create more force-wide coherence as to how it locates and arrests suspects. 

The force manages foreign national offenders very well. According to force figures, 
arresting officers refer approximately 70 percent of arrested foreign nationals to ACRO 
immediately, the remainder being referred during the course of investigations.  
The Project Advenus team is responsible for monitoring how foreign nationals who 
come to the attention of the police are dealt with, increasing the likelihood of fugitives 
from other countries being brought to justice. The team checks also the records of 
people who are interviewed by voluntary attendance at a police station to confirm that 
referrals to ACRO are not missed. In June 2019, force figures showed that 129 foreign 
national offenders were arrested, and the number of ACRO referrals was 217. 

A representative from border force immigration works with the Project Advenus team 
one day every week. This means that foreign national offenders who are identified as 
being suitable for deportation are processed quickly. 

The Project Advenus team includes two police officers from Romania. They provide 
language skills and cultural awareness. They also share intelligence from Romanian 
police forces to support investigations in Derbyshire. 

The force needs to do more to understand its use of voluntary attendance to interview 
suspects at police stations during investigations. Investigating officers can elect to 
either arrest a suspect or arrange a voluntary interview. If they arrange the latter,  
they can’t place the suspect on bail or impose conditions on them while an 
investigation continues. 

In the year to 31 March 2019, the force used voluntary attendance in 31 percent  
of investigations. This figure compares with 14 percent for all forces in England  
and Wales. Senior leaders offer no scrutiny to understand why the force uses 
voluntary attendance, or the types of crime involved. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-national-computer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/acro
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In some cases, the use of bail and attached conditions is a means to keep victims and 
witnesses safe. Bail also places a legal duty on suspects to return to police custody. 
Suspects who are released from custody without bail are termed as being released 
under investigation (RUI). The force uses some scrutiny about the decisions to use 
RUI, but not about the use of bail and compliance with the terms associated with it. 

The force should consider what steps it can take to make sure that it manages 
suspects properly throughout investigations, and that investigating officers make 
decisions about arrest and bail in the best interests of victims and witnesses. 

When we spoke to investigators, they were confident about dealing with the rules  
for disclosure. The force is working with other professional bodies to make sure that it 
follows good practice guidelines in this respect. Force-wide, there are 20 disclosure 
‘champions’ who give advice and support to colleagues. And there will be more 
training for officers and staff later in 2019. The champions have received enhanced 
training, including detailed guidance from the Crown Prosecution Service. 

The force has consistently achieved outcomes from investigations that are in line with 
other forces in England and Wales. In some cases, its outcomes are better. 

In the year to 31 March 2019, the force concluded 19 percent of investigations with 
action being taken against a suspect. This compares with a figure of 13 percent 
across England and Wales. 

It must be noted that the force has an unusually high volume of crimes that have been 
investigated but haven’t yet been assigned an outcome. In the year to 31 March 2019, 
this applies to just under 8,000 (or 12 percent) of all crimes. The equivalent average 
figure in England and Wales is 7 percent. Because the cases are closed, this delay 
isn’t holding up investigations. But the scale has implications for how the force 
compares with other forces. Put simply, if all those cases led to the force taking no 
action against a suspect, then the overall percentage of cases with action taken would 
decrease significantly. It would benefit the force to quickly reduce the number of cases 
that are awaiting filing, and to develop a more robust understanding of how it has 
concluded those investigations. 

The force’s anticipated increase in investigations, based on our projections,  
is significant. It is too soon for the force to understand the full effect of the changes it 
has made following our CDI inspection. Senior leaders must remain vigilant for 
warning signs about fewer suspects being brought to justice, and a fall in  
victim satisfaction. To this end, the force has developed a new and more 
comprehensive performance framework. This will be available from autumn 2019. It is 
hosted on a more powerful and sophisticated computer application than the force has 
used previously. It will give much richer analysis by bringing together, in real time, 
several sources of data linked to crime investigations that are already held by  
the force. The application will help the force to quickly identify trends related to crime 
investigations; the exact composition of investigation workloads; and how it is 
progressing and resolving cases.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/released-under-investigation/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/released-under-investigation/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/disclosure/
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Protecting vulnerable people 

 

Requires improvement 

Derbyshire Constabulary needs to improve the way it protects vulnerable people.  
This is a decline from the judgment of ‘good’ that we gave the force after our last 
inspection of this area in 2017. 

The force should do more to develop its understanding of all types of vulnerability 
across the local community. It should do this by working more closely with partner 
organisations (such as local authorities). Currently, it tends to rely on its own data 
about crime and incidents. But the volume of crimes being recorded that affect 
vulnerable people is rapidly increasing, driven by changes the force needed to make 
to record crime more accurately. And the force isn’t analysing all calls for service that 
it receives, to determine whether vulnerable people are at risk of harm. 

Frontline teams attend incidents involving vulnerable people promptly. They can 
recognise when a person should be considered as vulnerable, including less obvious 
forms of vulnerability. The force has formed new teams to help these people with long-
term support. Such support includes continued safeguarding measures and paying 
reassurance visits. The force continues to improve how it offers services to people 
who have mental health conditions. 

The proportion of domestic abuse cases that lead to an arrest has declined. The force 
is dealing with more suspects by voluntary attendance. 

The force should review how it manages risk assessments and referrals to  
specialist organisations. During our inspection fieldwork, some risk assessments  
didn’t include important details. This means that the most appropriate support isn’t 
always forthcoming. The headquarters unit, which handles both assessments and 
referrals, has an increasingly large workload. In addition, the agencies at the two 
multi-agency safeguarding hub (MASH) sites are contributing less. This is making it 
more difficult for meaningful information sharing and early intervention to take place. 

The force is well organised to manage the risks presented by violent and sexual 
offenders who live in the community, and others who operate online. 

 

Areas for improvement 

• The force should continue to enhance its strategic understanding of the nature 
and scale of vulnerability within its local area through the use of partner data. 

• The force should improve its understanding for the reasons for the declining 
domestic abuse arrest rate and take appropriate actions to address it. 

• The force needs to ensure that there is sufficient capacity and capability to 
process the quantity of referrals made into the referral unit to ensure people 
are appropriately safeguarded. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/multi-agency-safeguarding-hub-mash/
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We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area. 

Understanding and identifying vulnerability 

Derbyshire Constabulary needs to improve how it understands the nature and scale  
of vulnerability. It has made dealing with vulnerability a priority. Recently, it realigned 
its resources to help identify and support vulnerable people. The workforce has a  
good understanding of what can cause a person to be considered vulnerable and  
the need to look for signs that are often hidden. For example, neighbourhood officers 
seek to recognise signs of potential modern slavery among people who work in the 
local community. 

The force has a clear vulnerability strategy. A chief officer co-ordinates senior 
leadership through the vulnerability governance board. The board is structured so that 
a senior leader is responsible for each of the following areas: 

• early intervention and prevention; 

• protecting, supporting, safeguarding and managing risk; 

• information, intelligence, data collection and management information; 

• effective investigation and leadership; 

• learning and development; and 

• communications. 

This structure matches the format of the National Police Chiefs’ Council’s national 
vulnerability action plan. 

During our inspection fieldwork, we spoke to officers and staff across the force.  
They have a good understanding of the signs that indicate a person might be 
vulnerable – all officers and staff could confidently list the signs. Staff are submitting 
more referrals for people who appear to be vulnerable and who may need additional 
support. According to the force’s figures, its referrals increased by 111 percent for 
adults and 84 percent for children in the 12 months between May 2018 and 2019. 

The force would improve its understanding of the nature and scale of vulnerability 
within the local community by working more closely with partner organisations, such 
as local authorities and healthcare providers. Currently, the exchange of information 
between the force and other organisations appears to be limited. There is some  
co-operative working, such as joint approaches to specific cases. But there is less 
activity at organisational level. 

During our inspection fieldwork, there was no sign of the force actively seeking data 
from external parties to help it develop a rounded assessment of vulnerability in the 
local community. This makes it difficult for the force to fully understand the true scale 
of vulnerability and associated demand. 

Chief officers have recognised that gaps are emerging between partner organisations 
across the public, private and voluntary sectors. This is thought to be because of the 
effects of austerity measures. Recently, a new joint team comprising the force and 
Derbyshire Fire & Rescue Service has started work to review and reinvigorate 
partnership activity, with an emphasis on preventing people from coming to harm. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/national-police-chiefs-council/
https://www.npcc.police.uk/documents/crime/2018/National%20Vulnerability%20Action%20Plan_18_21.pdf
https://www.npcc.police.uk/documents/crime/2018/National%20Vulnerability%20Action%20Plan_18_21.pdf
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During our CDI inspection, we found the force’s own data about vulnerable people 
being the victims of crime to be weak. For example, the force hadn’t recorded 228 
crimes out of a potential 494 linked to domestic abuse incidents. We also estimated 
that the force didn’t record more than 540 sexual offences in the year covered by  
the inspection. 

The force must find better ways to work with other organisations. It must also be sure 
to identify vulnerable people who report crimes, and give them the support they need. 

The workforce understands less obvious forms of vulnerability, such as human 
trafficking and forced labour. There is clear evidence of the force identifying cases, 
supporting victims and bringing offenders to justice. A team of specialist officers has 
robust working relationships with other forces, as well as government agencies, 
foreign police services and organisations that provide cultural and emotional support 
to those who are affected. Frontline officers and staff are also familiar with other forms 
of hidden vulnerability, such as cuckooing, fraud and cyber crime. They are confident 
about how to access support for potential victims. 

The force is making improvements to the way that staff recognise and understand 
whether a person is vulnerable when they first make contact. Recently, all call 
handlers have completed training so they can make accurate and consistent 
assessments about vulnerability. The training included re-emphasising the importance 
of using the THRIVE risk assessment tool, and then recording the basis of their 
assessment in enough detail. Call handlers must now treat all calls in this way, except 
for those about emergency incidents. (Initially, call handlers record fewer details  
about emergencies. This in the interests of sending help as quickly as possible.) 

The call handlers’ training coincided with the force changing its policy so that call 
handlers must now generate crime records during their initial contact with victims.  
The training and accompanying policy change gave a new emphasis to the role of call 
handlers, and increased their level of responsibility. This was a necessary and 
pragmatic step by the force. However, not all call handlers are following the training. 
Also, some staff who work at police station public enquiry offices weren’t given  
the training. These staff carry out very similar duties to those of call handlers, but they 
are effectively operating with fewer skills. They aren’t aware of the force’s new 
expectations about vulnerability and crime records. The force should address this 
matter as soon as possible. 

During our inspection fieldwork, we looked at incident records and spent time with  
call handlers. The computer system for recording incidents automatically indicates 
when a caller has called the force before. It also links with other computer systems to 
determine whether the caller has been a victim of crime in the past (specifically, 
domestic abuse or hate crime), or is known to have mental health conditions. 

The force’s call handlers are inconsistent in how much detail they record. We heard 
call handlers asking pertinent questions to identify signs of risk and vulnerability, but 
they didn’t always follow up or clarify their questions. Occasionally, they only recorded 
very brief details according to the THRIVE format. In some cases, we didn’t sense that 
call handlers understood the implications of what they were recording, or how their 
notes would determine the actions of frontline colleagues. Other staff appeared to be 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/cuckooing/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/thrive
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continuing with their own approach to determining vulnerability, rather than adhering to 
the THRIVE model. 

Not all calls to the force result in an incident or crime record being created.  
The computer system is configured to generate a record of contact (known as  
a ‘ROC’). Usually this a way of passing on a message. However, we saw ROCs that 
contained enough information to support the creation of a crime record. As such, call 
handlers should have dealt with them as outlined above. 

This two-tier method for handling information means that crime and vulnerability can 
go unrecorded. It isn’t clear how the force monitors the content of ROCs. It should act 
to determine whether staff are missing issues relating to vulnerability, or bypassing 
crime recording standards. 

Responding to incidents 

Derbyshire Constabulary attends incidents promptly when it has identified 
vulnerability. It prioritises attendance at incidents of domestic abuse. Officers who 
attend domestic abuse incidents carry out risk assessments and consider immediate 
safeguarding actions. They use the domestic abuse, stalking and harassment risk 
assessment process, in common with other forces, and submit their assessments 
immediately on mobile devices. Within the workforce, these assessments are  
known as ‘public protection notifications’ (PPNs). A supervisor must check all PPNs. 
During our inspection fieldwork, we reviewed several of them. Each was fully 
completed. Often, they included an expression of professional judgment. This is  
a positive indication that officers are considering how each factor is affecting the 
person involved. However, some assessments that had been made for domestic 
abuse incidents didn’t have details about children who were present at the time.  
This is in contrast to our last PEEL police effectiveness inspection, published in  
March 2018, when the force’s officers were routinely seeing and recording details 
about children. The force should remind officers to record actions they have taken to 
check on the welfare of children at such incidents. A training programme for all 
frontline officers and staff, ‘Domestic abuse matters’, was scheduled to start in 
September 2019. This training includes how to conduct accurate risk assessments. 

The force’s use of protective powers to safeguard victims of domestic abuse  
is inconsistent. In the year to 31 March 2019, the force made arrests in around 53 
percent of domestic abuse incidents. This figure marks a reduction compared with our 
last inspection. Then, the force arrested 65.3 percent of suspects. 

However, in the year to 31 March 2019, the force was using voluntary attendance 
rather than arrest in 35 percent of cases. That figure is 9 percent across England  
and Wales. It marks a considerable increase compared with our last inspection when 
voluntary attendance applied to 13 percent of the force’s cases. If officers aren’t using 
their powers of arrest, then they aren’t exercising some safeguarding options (such as 
immediate removal of a suspect from the scene and the setting of bail conditions).  
The force doesn’t gather information about why its officers are making such decisions. 
It should find a way to confirm that decisions about using the power of arrest are 
appropriate, and that it is carrying out effective safeguarding. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/dash/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/dash/
https://www.justiceinspectorates.gov.uk/hmicfrs/peel-assessments/peel-2017/derbyshire/effectiveness
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The proportion of offenders who were charged or summonsed for domestic abuse 
crimes in 2017/18 was 28 percent. This figure is higher than the proportion for all 
forces in England and Wales. 

The force is steadily growing its range of services, and its partnership activity with 
other organisations, to offer help and support to people who have mental  
health conditions. It has a clear commitment to continue to improve its services in this 
respect, and a chief officer is responsible for this work. In early 2019, the force created 
two new roles specifically to work on matters related to mental health conditions. 
These officers work closely with partner organisations to identify and introduce 
national best practice. 

Frontline officers and staff have a good understanding of the impact of mental  
health conditions. They described to us how they can access specialist advice and 
support to help them deal with incidents at certain times of day. At the time of our last 
PEEL police effectiveness inspection in 2018, skilled mental health practitioners 
worked alongside call handlers every weekday from 4.00pm to midnight. Now, they 
also work weekends, between 9.00am and midnight. This increased availability is a 
positive step. The force needs to evaluate its triage service in line with our national 
recommendation, to understand the benefits this service brings and how it can 
develop it further. 

The force has a formal agreement in place with other organisations that support 
people who have mental health conditions. This agreement is called the Mental Health 
Crisis Care Concordat, and it is the basis for how the organisations work together. 

Outcomes from the concordat include: 

• a mental health hub to accommodate police and mental health specialists working 
together; 

• a new joint engagement team that identifies people who frequently access police 
and other public services and who have mental health conditions, with the aim of 
giving them appropriate support; and 

• regular meetings to review the use of section 136 of the Mental Health Act; these 
meetings consider whether this power was used appropriately and whether the 
person in question was taken to the most suitable location to receive help. 

Supporting vulnerable victims 

The force’s senior leadership shows a clear commitment to supporting vulnerable 
victims. Recently, they reorganised the workforce and enhanced the neighbourhood 
safeguarding teams. These teams offer long-term support to vulnerable people who 
have been assessed as being less likely to come to harm. They are distinct from the 
teams that offer community policing services. Other specialists within the force offer 
support to people who are at greater risk of harm. 

The development of these teams helps local staff to better understand the nature of 
vulnerability in their community, and to carry out meaningful safeguarding for victims. 
During our inspection fieldwork, it was apparent that each team works differently. 
Senior leaders must make sure that the different ways of working don’t affect the 
quality of support that the force gives to vulnerable people. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/street-triage/
https://www.crisiscareconcordat.org.uk/areas/derbyshire
https://www.crisiscareconcordat.org.uk/areas/derbyshire
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/section-136-of-the-mental-health-act-1983/
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The force has also combined its specialist investigations teams for child abuse and 
domestic abuse. This change will lead to more effective ways of working by sharing 
workloads and skills. 

The force makes use of the domestic violence disclosure scheme known as  
‘Clare’s Law’. In the year to 31 March 2019, the force made 63 disclosures under the 
‘right to ask’ following 138 applications; it made 67 disclosures under the ‘right to 
know’ following 97 applications. Each figure represents an increase compared  
with 2017. Disclosure rates for both the ‘right to ask’ and the ‘right to know’ are broadly 
similar to those for all forces in England and Wales. 

The force is also making more use of other preventative legislation in the form of 
domestic violence protection notices and orders (DVPN/Os). In the year to 31 March 
2019, the force authorised 224 DVPNs and the courts granted 207 DVPOs. The force 
has made more use of this legislation than in both our previous inspections. This is 
encouraging, and it means that the force is protecting more victims. 

The force’s use of pre-charge bail is relatively low in domestic abuse cases.  
During our inspection fieldwork, there were some cases where the force had applied 
pre-charge bail and managed it effectively. But in other cases it hadn’t followed up 
breaches of bail conditions. The force has tried to improve its use of bail (by 
nominating certain officers as ‘champions’ who give advice and support to 
colleagues). However, it would be timely for the force to consider how to better exploit 
the advantages offered by bail across all investigations, and to develop better systems 
to monitor its use of bail. 

The force is fully committed to working in partnership with other organisations to best 
meet the needs of vulnerable people. Two MASHs are in operation. One is for Derby 
City and the other for Derbyshire County. During our last inspection, the force 
prioritised cases effectively and there was very good information sharing between 
partner organisations. However, during our most recent inspection, all parties had 
reduced their presence to the extent that meaningful early intervention and shared 
approaches were difficult to action. 

The value of a MASH is gained when all relevant organisations make  
meaningful contributions. We encourage the force to continue with its commitment to 
working in partnership to protect the most vulnerable people. This includes making 
sure that senior managers are actively negotiating with partner organisations to 
improve working practices for the benefit of all, and finding new ways to keep in close 
contact with other organisations. 

In early 2019, the force restructured how it manages risk assessments and 
safeguarding referrals. Officers and staff are now based in a new risk referral unit at 
force headquarters. During our inspection fieldwork, we spoke to people in the unit. 
Demand from new referrals and the existing caseload was very high. This demand 
was causing staff to feel increasingly under pressure. In that context, we were 
surprised that staff who usually carry out administration tasks also answer telephone 
calls about incidents that should have been allocated to frontline officers. They were 
also making safeguarding referral decisions in cases where officers had missed 
information early in the referral process. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/domestic-violence-disclosure-scheme/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/domestic-violence-protection-notice-or-order/
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During our last inspection, the central referral unit, which was in place at the time, was 
swift and effective in managing risk assessments and making referrals to  
other organisations. Given the importance of this team’s function, the force should 
reflect on whether the current arrangements are the best configuration of resources to 
deal with demand that relates to vulnerability. 

The force is an active participant in the multi-agency risk assessment conferences 
(MARACs). From the information we reviewed, these meetings appear to be effective. 
But they have lengthy agendas, which is possibly because they only take  
place fortnightly. All cases that are assessed as being high risk are referred to  
the MARAC. But fewer cases are referred than would be expected: in 2017/18, the 
figure was 29 per 10,000 adult females in the local population. This compares with the 
SafeLives guidelines of 40. 

Recently, the force made more explicit its guidance to supervisors that risk 
assessments must only be downgraded in very specific circumstances. This guidance 
followed a review by the force, after it had found that some inaccurate downgrading 
was taking place. 

During our inspection fieldwork, we reviewed a very small number of  
recent assessments. We considered their basis to be reasonable, but the force could 
have recorded more information to support its rationale in each case. The force isn’t 
capturing data about the frequency or causes of downgrading. This leaves senior 
leaders unaware of the frequency and rationale for the downgrading that is still  
taking place. 

We also reviewed other domestic abuse cases. The force didn’t treat some cases as 
high risk, but it should have. In this respect, the force’s errors included not re-referring 
victims of domestic abuse who had been discussed at the MARAC in the past 12 
months, and not automatically treating as high risk people who had repeatedly been 
victims of domestic abuse. 

During its scheduled training, the force must take the opportunity to reinforce its 
guidance for officers and supervisors who are involved in making domestic abuse  
risk assessments. It must also confirm that its guidance reflects best practice, 
including the guidelines given by SafeLives. 

The force gathers the views of victims of domestic abuse through telephone surveys. 
It discusses these results at quarterly performance meetings, to learn how it can 
improve the services it offers. Criminal justice organisations also regularly give 
feedback about the force. This feedback draws on the views expressed by victims and 
witnesses in cases heard at the magistrates’ court. 

The force manages well the risk posed by offenders towards vulnerable people. 

Specialists make good use of risk assessment processes to effectively monitor violent 
and sexual offenders. There is no backlog of cases waiting to be assessed, and the 
records we saw were all up to date. The teams involved in this work are relatively 
small, but cover large areas. For that reason, they make few unannounced visits  
to offenders. If the force better resourced these teams, they could carry out more 
unannounced visits. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/multi-agency-risk-assessment-conference/
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The force has applied ancillary orders (such as sexual risk orders) and followed them 
up effectively to ensure compliance by offenders. 

Similarly, the force manages well the risk presented by paedophiles who operate 
online, and others who share indecent images of children. 

An investigations team makes good use of technology. The team works hard to keep 
backlogs to a minimum, and to give reliable information to support arrests and 
subsequent investigations. Demand on this team is increasing, and workloads have 
grown significantly since our last inspection. Investigators also work shifts to support 
other teams. Given the rate at which demand is growing, senior leaders might 
consider whether it remains a viable approach to take investigators away from their 
specialist role. 

When we spoke to neighbourhood officers, generally they knew which people in the 
local community presented a sexual or violent offending risk. Some officers had paid 
visits to them, with specialist colleagues. All were confident about how to access 
relevant records within the force’s systems. 

Tackling serious and organised crime 

 

Outstanding 

This question was not subject to detailed inspection in 2018/19 and our judgment from 
the 2016 effectiveness inspection has been carried over. 

Armed policing 

We have previously inspected how well forces provide armed policing. This formed 
part of our 2016 and 2017 effectiveness inspections. Subsequent terrorist attacks in 
the UK and Europe have meant that the police service maintains a focus on armed 
capability in England and Wales. 

It is not just terrorist attacks that place operational demands on armed officers.  
The threat can include the activity of organised crime groups or armed street gangs 
and all other crime involving guns. The Code of Practice on the Police Use of Firearms 
and Less Lethal Weapons makes forces responsible for implementing national 
standards of armed policing. The code stipulates that a chief officer be designated to 
oversee these standards. This requires the chief officer to set out the firearms threat in 
an armed policing strategic threat and risk assessment (APSTRA). The chief officer 
must also set out clear rationales for the number of armed officers (armed capacity) 
and the level to which they are trained (armed capability).  

http://webarchive.nationalarchives.gov.uk/20081023095807/http:/police.homeoffice.gov.uk/publications/operational-policing/useoffirearms.pdf
http://webarchive.nationalarchives.gov.uk/20081023095807/http:/police.homeoffice.gov.uk/publications/operational-policing/useoffirearms.pdf
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/armed-policing-strategic-threat-and-risk-assessment/
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Understanding the threat and responding to it 

The force has an adequate understanding of the potential harm facing the public.  
Its APSTRA conforms to the requirements of the code and the College of Policing 
guidance. The APSTRA is published annually and accompanied by a register of risks 
and other observations. The designated chief officer reviews the register frequently. 

There are two areas where the APSTRA could be improved: 

• It would benefit from stronger analysis and intelligence of how organised crime 
groups or street gangs affect the local area. This was identified as an area for 
improvement in our 2017 effectiveness report and has still not been addressed. 

• It should include a review of its register of risks to ensure that it accurately reflects 
their severity to the force. Supporting this with a robust plan would enable the force 
to prioritise and make necessary identified improvements. 

Last year, we identified that the force’s APSTRA could be improved if it included 
analysis of the locations, such as crowded places, that are attractive targets  
for terrorists. The most recent APSTRA includes this detail. 

All armed officers in England and Wales are trained to national standards. There are 
different standards for each role that armed officers perform. Most armed incidents in 
Derbyshire Constabulary are attended by officers trained to an armed response 
vehicle (ARV) standard. 

Incidents sometimes occur that require the skills and specialist capabilities of more 
highly trained officers. Derbyshire Constabulary retains its own specialist capabilities 
and can mobilise specialist officers should their skills be required. 

Working with others 

It is important that effective joint working arrangements are in place between 
neighbouring forces. Armed criminals and terrorists have no respect for  
county boundaries. As a consequence, armed officers must be prepared to deploy 
flexibly in the knowledge that they can work seamlessly with officers in other forces.  
It is also important that any one force can call on support from surrounding forces in 
times of heightened threat. 

While the force retains the ability to deploy officers with specialist capabilities in line 
with the threats set out in the APSTRA, we believe that developing joint arrangements 
with neighbouring forces in the East Midlands region would be of benefit. This would 
provide greater assurance that officers with the right skills are on hand to manage the 
highest threats anywhere in the region. 

We examined how well prepared forces are to respond to threats and risks.  
Armed officers in Derbyshire Constabulary are trained in tactics that take account of 
the types of recent terrorist attacks. Also, the force has an important role in designing 
training exercises with other organisations that simulate these types of attack.  
We found that these training exercises are reviewed carefully so that learning points 
are identified and improvements made for the future. 

http://www.app.college.police.uk/app-content/armed-policing/?s
http://www.app.college.police.uk/app-content/armed-policing/?s
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/designated-chief-officer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/armed-response-vehicle/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/armed-response-vehicle/
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We found that Derbyshire Constabulary regularly debriefs incidents attended by 
armed officers. However, it does not identify best practice and areas for improvement 
on every occasion the deployment of armed officers is considered. The force should 
review operational learning procedures. This will help ensure that opportunities to 
improve are not overlooked. 

It is important that, at the start of each shift, ARV officers are provided with up-to-date 
information that is relevant to their role. They can have a positive effect in disrupting 
the activity of organised crime groups and other armed criminals. In Derbyshire 
Constabulary, we found that opportunities are being missed to give this information to 
ARV officers and use their patrols to good effect.
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Efficiency 
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Force in context 
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How efficiently does the force operate and 
how sustainable are its services? 

 

Requires improvement 

Summary 

Derbyshire Constabulary needs to improve how efficiently it operates. It also needs to 
improve the sustainability of its services to the public. This is a decline from the 
judgment of ‘good’ that the force received from our last inspection of this area in 2017. 

The force needs to make better use of its own data, and that of other organisations, to 
understand the nature and composition of the demand it faces. The force’s recent 
investments have increased the amount of skilled staff and technology that are 
available to analyse data and identify efficiencies. This is a timely step, because 
demand (especially demand relating to investigations) is increasing significantly, 
following changes the force has made to more accurately record crime. 

Talent management programmes are available to the whole workforce. The force has 
more ways of attracting new officers (both new recruits and transferees). As a result, 
the force can now choose the best candidates from a wider pool. 

The force has a culture of constantly seeking innovation. It encourages its workforce 
to try new approaches that improve services to the public and save money. 

The force’s financial plans are built on prudent assumptions, including how it will use 
available reserves. It has forecast budget gaps for each of the next two financial 
years, but it has yet to develop detailed plans to meet them. 

The force does not have comprehensive information about the skills held by the  
whole workforce. It also needs to develop a better understanding about how it will 
organise and train the workforce to meet future demand.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/reserves/
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Meeting current demands and using resources 

 

Requires improvement 

Derbyshire Constabulary needs to improve the way it understands and manages 
current demand. This is a decline from the judgment of ‘good’ that we gave the force 
after our last inspection of this area in 2017. 

The force predominantly uses data that it draws from crime investigations and 
incidents that are linked to calls for service from the public. Recently, the force has 
made changes to how it records crime. These changes have significantly increased 
the volume of crimes that it deals with. They have also led to consequences for how it 
manages them. 

It is important that senior leaders have a very clear understanding of the changes in 
this workload. Recently, the force has introduced new staff and better technology to 
help it with that understanding. But the force won’t see the benefits of these additions 
until later in 2019. The force could also do more to share data and work with other 
partner organisations to meet demand. 

During our inspection fieldwork, there was no inappropriate suppression of demand, 
although teams that deal with calls for service and manage risk assessments are 
under the most pressure. Senior leaders must be vigilant that the decisions being 
made within each team are consistent with offering the best service, rather than being 
based on expediency. 

The force has a culture of seeking innovation and encouraging the workforce to 
suggest improvements. It is committed to using new technology whenever possible. 

 

We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area.  

Areas for improvement 

• The force should improve its understanding of the impact that partner 
organisations have on demand and should further improve data-sharing 
arrangements with partner organisations. 

• The force should consider how to more effectively promote messages about 
why changes are needed and how quickly amongst all leaders. 

• The force should ensure that its prioritisation and allocation of demand takes 
full account of the risks of inadvertently suppressing demand. 
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Assessing current demand 

Derbyshire Constabulary needs to better understand the demand for its services. 
Recently (and since our last PEEL efficiency inspection, published in November 
2017), the force has seen a considerable increase in the amount of crime that  
it records. The overall impact of that increase is only beginning to be determined.  
The implications for the force on demand aren’t yet clear. Senior leaders have 
recognised this, and have started to make the changes necessary for improvement  
to happen. 

In early 2019, the force invested in creating a new business change team. The team is 
comprised of staff with the relevant specialist skills. Sophisticated computer 
applications enable them to fully analyse the demand that the force faces, and how 
well it meets that demand. 

In autumn 2019, a demand dashboard is due to be launched. According to trials, the 
dashboard will enable the force to collate and analyse information from across all its 
computer systems, instantly, for the first time. 

While this promises to be a major step forward, the force will continue to rely on its 
own data for analysis about fluctuations and trends in demand. It gathers most of its 
data about demand from the volume and type of calls for service it receives, and the 
number of investigations it carries out. It should look to broaden its understanding 
further by regular analysis of a wider range of data. It could gather this from other 
organisations, and the public, in order to gain a complete understanding of demand. 

As mentioned earlier in this report, the force has been under-recording crime by a 
significant margin. And its changes are only starting to take effect to remedy  
this situation. As a result, the force can’t accurately determine the nature and types of 
demand that it currently faces. It is also very difficult for senior leaders to understand 
how much further demand will result from these changes, and whether current 
processes for managing its investigation-related workload are optimal. Senior leaders 
do acknowledge the gaps in their understanding. They also recognise that judgments 
about workforce structure and performance must be sensitive to the likelihood of new 
(or extra) work connected to rectifying under-recording, while the force makes its 
crime-related data more stable. 

The force has a good understanding of forms of demand that are usually hidden in the 
local community. Frontline staff have improved their ability to recognise more subtle 
signs that a person is vulnerable. This has been driven by the force’s commitment to 
tackle modern slavery and forced labour, and, cyber-crime. Better awareness and 
response to each of these less obvious types of crime means the force can better 
match resources to demand. 

The force has reallocated resources to deal with operational pressures. In early 2019, 
following an increase in the council tax precept, it both grew and realigned  
its workforce. At that time, it identified that its greatest pressures related to how it 
carried out safeguarding activity, and the public’s expectations of visible policing 
(specifically, having officers carry out community policing so that there is a reduction in 
anti-social behaviour). The force created new posts to address both these issues.  
The force also recruited 22 new staff (as opposed to officers) to increase its number  

https://www.justiceinspectorates.gov.uk/hmicfrs/publications/peel-police-efficiency-2017-derbyshire
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/safeguarding/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-staff/
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of investigators. That decision has proved to be valuable as the force’s general 
investigative workload begins to increase. 

During our inspection fieldwork, we spoke to officers and staff from several stations, 
as well as to teams that are based at the force’s headquarters. Very few who work in 
frontline teams felt under pressure to meet demand. Conversely, call handlers and 
staff who are involved in managing referrals about vulnerable people are feeling 
increases in demand and expectation. Senior leaders must carefully monitor how 
these teams are coping in light of recent changes to their roles. They should also be 
prepared to move resources again to meet demand. 

Understanding factors that influence demand 

The force is beginning to get better at understanding how efficient working practices 
can both reduce demand and enable it to make better use of resources. Recently, the 
force established a change team. This team aims to improve ineffective business 
processes and introduce new efficiencies. It has already made improvements, 
including using new technology to: 

• streamline the analysis of intelligence; 

• allocate and monitor tasks to frontline teams more quickly; and 

• carry out operational briefings and training by video link, so that travel isn’t always 
necessary. 

The force asks the workforce to contribute to change programmes, and to submit 
suggestions for improvement. Earlier this year, it concluded a review of its 
neighbourhood policing function. This review included regular consultation with 
practitioners in the force, and focus groups, to test the reactions to proposed changes. 

‘Idea drop’ is a staff suggestion scheme. During our inspection fieldwork, the 
workforce was familiar with the scheme. The change team considers all the ideas.  
A notable example of how the scheme produces better ways of working followed one 
team’s request for more printers. The change team found that the team was printing 
documents and then reprinting them after only minor amendments. Rather than buying 
more printers, the change team instead activated a software upgrade that was already 
covered by the force’s existing licensing agreement. It did this at no extra cost. As a 
result, no printing was needed at all and workflow was improved. 

During our inspection fieldwork, there were no examples of the force intentionally 
suppressing demand. Nonetheless, chief officers must remain alert to the risk of this in 
local practice (specifically, in roles that involve risk assessment). Incidents that are 
categorised as lower risk tend to generate less demand for forces, and reduce overall 
workloads. Currently, the force is referring fewer high-risk domestic abuse cases to 
the MARAC than we would expect. This could be a consequence of downgrading. 

Staff at the force’s contact management centre are having to come to terms with 
increased responsibility and workloads, as well as instructions to resolve 
investigations quickly. As a result, there is a particular risk of demand suppression 
(inadvertent or otherwise) during their initial contact with the public. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/multi-agency-risk-assessment-conference/
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Working with others to meet demand 

Derbyshire Constabulary has strong relationships with other organisations. But it 
needs to do more to improve how it works collectively to understand and meet 
demand. Senior leaders understand well the benefits of collaboration with  
other forces. Derbyshire Fire & Rescue Service is the force’s primary business 
partner. There is steady growth in the amount of staff and estate that the two 
organisations share. 

At present, there are few instances of the force working closely with other  
partner organisations to meet demand. In late 2018, the force launched a new 
approach that has shown the benefits of analysis, co-operation and problem solving 
between organisations. It involves the joint engagement team identifying people who 
contact the force most often and who have mental health conditions. As a result of 
analysis of force records, and information sharing with mental health practitioners, a 
small number of these people (six at any given time) now benefit from intensive 
support that meets their specific needs. When these people contact the police, a  
pre-arranged plan is activated that is unique to them and they are quickly given the 
help they need. This approach reduces demand on the police and other organisations: 
it resolves incidents swiftly, using fewer resources; and it resolves them in a way that 
helps people effectively. 

In early 2019, chief officers commissioned a review to assess the status and 
effectiveness of the local community safety partnerships. According to the review, 
relationships within the partnerships lacked coherence, and a more fractured 
approach was developing as a result of declining resources. It wasn’t within the  
scope of the review for the force to compile or extensively analyse data held by 
partner organisations. Some information is available to the force from the Safer 
Derbyshire research partnership, but the force doesn’t access the source data to 
conduct its own analysis. 

The scale of demand that police forces face can be affected by information about the 
size and composition of the local population; use of other public services; and 
infrastructure development. Derbyshire Constabulary should make greater efforts to 
access and analyse more external data (that is, data from outside the force). This will 
enable it to develop a comprehensive understanding of how demand for its services  
is changing. 

On the basis of judgments reached by the internal review, the force created a new 
team: the department for partnerships and prevention. A senior police officer leads this 
team, which is comprised of people from the force and the fire service. The team’s 
purpose is to forge closer links between the force and community safety partners, and 
bring a greater collective focus to the prevention of crime and other forms of harm that 
people experience. 

The introduction of the joint engagement team and the force’s general ambition to 
work better with other organisations are both encouraging signs. But the force must 
continue to explore and develop further opportunities.  
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When we visited stations during our inspection fieldwork, there were variations, both in 
approach and in team structures, for dealing with similar demand. We acknowledge 
that absolute uniformity is neither realistic nor appropriate. But widespread use of 
reactive approaches to growing demand isn’t an efficient and effective way for the 
force to operate. Senior officers should keep careful oversight of the scale of localised 
reactions, as well as the degree of differences in approach that the various stations 
have developed to meet demand. 

Innovation and new opportunities 

Derbyshire Constabulary is good at seeking innovation. It is also good at implementing 
new ideas, and at promoting an atmosphere of organisational learning. Senior leaders 
have worked hard to establish a culture of progressive thinking across the  
whole workforce. Everyone we spoke to felt that they could contribute to discussions 
to improve the way that things are done within the force. 

Senior leaders show a desire to take best practice from other organisations  
and institutions. The business change team has regular contact with academia,  
private industry and other police bodies, to seek and adopt new (and better) practices. 
The force has commissioned research for postgraduate students to explore complex 
aspects of managing demand. It also offers internships to graduates in subjects that 
match themes within its change programme. 

The force’s revitalised intranet, called ‘Connect’, has encouraged a far more 
conversational style of contact between the workforce and those who have an 
influential role in making changes. According to the force’s figures, Idea drop has 
received more than 1,000 unique suggestions. The force displays every suggestion on 
Connect, where people can add comments. This is an effective way to rationalise and 
share ideas. The change team researches ideas that it takes forward, and that can be 
circulated for assessment and opinion within the business change network. That group 
(also known as the ‘shadow board’) comprises 53 officers and staff who have 
volunteered to help add practitioner context to change programmes as the force 
develops them. 

It is to the force’s credit that significant energy and pace are involved in the 
development of new ideas. Since our last inspection, chief officers have shown a 
consistent appetite for making changes, and they aren’t confined in their thinking 
about where to find innovations. The force has greatly expanded routes of entry for 
new or transferring officers, and for new staff who have specialist analytical and 
business skills. Officers and staff from middle management spend time with 
successful local companies to learn about different leadership styles, workplace 
cultures and ways of enhancing productivity. The force has also regularly worked with 
consultants to help identify more efficient ways to organise the workforce (specifically, 
to bring alternative perspectives and best practice from other organisations).  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/senior-officer/
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Investment and benefits 

The force makes sound and rational investments. But it doesn’t consistently produce 
evidence of the benefits of each one. In 2018, for example, the force made a 
significant capital investment to upgrade its information and communications 
technology (ICT) infrastructure, and to equip officers and staff with better  
mobile devices. During our inspection fieldwork, it was clear that the workforce values 
the reliability and capacity of the ICT systems, and that frontline teams are very 
satisfied with the quality and functionality of the mobile devices. But we couldn’t 
determine how much assessment the force had carried out as to the benefits achieved 
by either of these investments, whether in terms of greater operational benefits or  
time saved. 

Senior leaders understand that the force needs to make financial savings in the 
medium term (that is, after the current financial year). The force has created two new 
roles for business specialists within the change team. These posts exist to better track 
the benefits arising from efficiency programmes and investments that are designed  
to release cash savings. The force expected to fill those posts in summer 2019.  
The posts will reinforce the more sophisticated approach that was taking shape during 
our fieldwork, whereby the force is seeking to better understand its business process. 

Prioritising different types of demand 

Derbyshire Constabulary prioritises activity on the basis of a limited understanding of 
current demand. But it does support local priorities, national requirements and  
public expectations. 

Senior leaders have taken care to determine what matters most to the public.  
They have also taken care in relation to how the force should use resources to  
meet demand. This is especially the case with the additional resources that it has 
been afforded from extra funds as a result of an increase in the council tax precept. 

The force’s decisions relied heavily on the results of research that an independent 
company carried out in 2018. The company analysed demand; recommended how 
some parts of the force could be reorganised; and projected benefits that were likely to 
arise from increased resources. This was a pragmatic approach by the force, given 
that similar analytical skills weren’t available within the workforce. 

Since then, however, the amount of crime that the force is recording has  
changed considerably. Also, it has become a high priority for the force to  
react accordingly. The volume of crime that any force deals with has a significant 
influence on how well it can meet demand with the resources that are available to it. 
So far, the force has made changes to existing processes to accommodate  
growing demand. A small team works to improve workforce skills; to check for  
signs that the quality of investigations isn’t falling; and to check that workloads  
remain manageable. Chief officers must remain vigilant about each of these factors. 
And they must be prepared to reconsider workforce allocation if adverse signs begin 
to show. 
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Assigning resources to demand and understanding their costs 

The force is developing a more sophisticated understanding of the costs of its 
services, and the implications of reorganising the workforce to meet demand. We were 
surprised to find that leaders across the workforce haven’t fully grasped the need to 
understand each of these factors. 

Chief officers, and those who are involved in business change, do see how the force 
needs to evolve. But that isn’t the case among middle managers. During our 
inspection fieldwork, there were references in force documents to meeting challenges 
on the basis of a ‘single version of the truth’, meaning that a clear purpose should be 
agreed and a consistent approach taken by the whole workforce. The force should 
consider how it can promote more effectively messages about why (and how quickly) 
changes are needed. 

There have been some positive examples of the force rearranging its resources to 
help meet demand. The force has created the new role of police community support 
officer (PCSO) supervisor. This is to offset the wide range of responsibilities that 
police sergeants (who previously supervised all PCSOs) now have. Similarly, the 
force’s recruitment of 22 staff to carry out investigations will help it to meet  
growing demand. Because they aren’t police officers, their initial training will be 
quicker and they are less likely to be moved to other duties. The force has bolstered 
other specialist teams with 13 new officers for roads policing and tackling rural crime. 
This will result in more roads safety activity, and officers spending more time among 
agricultural and remote communities. 

Workforce capabilities 

Derbyshire Constabulary has only a basic understanding of its workforce’s skills.  
Its systems can only report the operational or role-specific training that staff  
have received. However, the force is developing a new system that will expand the 
amount of information that it holds about the workforce’s skills. This will include 
information about educational attainment, career ambitions and relevant skills (such 
as foreign languages). The force has compiled the details of all superintendents, by 
way of trialling the system, which is now being tested. The force has asked much of 
the workforce for their opinions about the new system. 

The force envisages that the new system will bring various advantages to  
operational activity. For instance, the system should make it easier for the force to 
quickly identify people with skills for specific circumstances. It can also be used to 
identify skills gaps, and inform succession planning. Before the system can become 
fully effective, the force will need to carry out a comprehensive skills audit of  
the workforce. 

When we spoke to members of the workforce, almost all of them had enough  
skills to carry out their role fully. And they could access support to bridge any gaps,  
if necessary. 

Compared with our past inspections, the force now shows a new appetite for attracting 
external officers and staff. During 2019, the force has recruited officers and staff to fill 
certain skills gaps. It has also made creative use of existing relationships with 
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academia to underpin research. And it has made very precise use of contractors to 
bring expertise to complex projects involving ICT and data analysis. 

More efficient ways of working 

The force is committed to finding ways of working that are more efficient, and that 
improve the range of services it offers to the public. 

The force is making better use of technology. It is using more sophisticated systems 
and techniques to analyse and present data linked to demand. It has developed 
opportunities to streamline several processes via the National Enabling Programmes. 
It is seeking to enhance the benefits that come from collaborating closely with  
other organisations. 

The force has a strong track record of making savings and managing its finances well. 
It has balanced the budget for the current financial year. This reflects the prudent 
approach it took to financial assumptions when it initially set the budget. As a result, 
when the force has experienced reasonably foreseeable increases in costs during the 
year (such as pay rises), their impact has been lower than it budgeted for. This has 
helped it to avoid over-expenditure. 

Working with others 

The force continues to show its commitment to joint working and collaboration. But it 
isn’t clear that it rigorously evaluates all collaborative activity. 

The force shares a collaboration board with Derbyshire Fire & Rescue Service.  
The board aims to oversee activity, and to identify opportunities for closer working and 
to generate efficiencies. There are outline plans for the force and the fire service to 
share more buildings. The force estimates that, in the next 15 years, it could spend 
approximately £100m in maintaining its current estate. It is actively seeking ways to 
either avoid or share these costs. It will make any such decisions in line with the 
national One Public Estate programme. It will also consider the feasibility of sharing 
buildings with other public organisations, as part of its decision-making process. 

The force has a history of collaborating with neighbouring police forces. They help  
it to meet demand relating to complex investigations, including counter-terrorism.  
They also offer help with matters relating to human resources; training and 
recruitment; and legal services. 

The force does some joint working with other agencies, such as mental health 
services that supply practitioners to support the mental health triage facility.  
But this joint working focuses on specific activity or cases, rather than on meeting  
local demand collectively. The force is increasing its co-operation with mental 
healthcare providers. 

In terms of how the force works with other organisations to support vulnerable people, 
it should consider whether each of the MARAC and MASH processes have enough 
resources to maximise their benefit. The MARAC meetings are lengthy and only take 
place fortnightly. This means that there can be a two-week wait for high-risk domestic 
abuse cases to be brought before multiple agencies so that support can be actioned. 

https://www.local.gov.uk/topics/housing-planning-and-homelessness/one-public-estate
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/street-triage/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/multi-agency-safeguarding-hub-mash/
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Having visited both MASH sites, it is apparent that they could be more effective if 
there was a greater presence of all the agencies that can contribute. 

The force should act with partner organisations to make sure that specialist staff are 
giving attention and support to all appropriate domestic abuse and vulnerable person 
referrals as quickly as possible. 

Using technology 

The force is using technology well to fight crime, meet demand and  
achieve efficiencies. Its investments in technology, dating back to 2017, have resulted 
in more robust, contemporary and effective systems being in place. The frontline 
teams use handheld devices, which are popular and have been described as being 
easy to use. The devices accommodate almost all the tasks that the teams carry out. 
Some specialist staff (who deal with digital investigations and sexual offenders) 
suggested that more training and advanced technology might bring greater impact to 
their role. 

During our fieldwork, a consistent theme was that the force’s computer systems rarely 
work well in relation to the systems used by partner organisations (beyond 
applications for email and documents). It is rare for the force to migrate or share 
access to information, records and data. The force might consider whether this inhibits 
the quality of analysis that it carries out, as well as its efficiency in general. 

Planning for the future 

 

Requires improvement 

Derbyshire Constabulary needs to improve the way it plans for the future. It has 
declined from the judgment of ‘good’ that it received following our last inspection of 
this area in 2017. 

The nature and composition of demand faced by the force – specifically the amount of 
crimes under investigations – grew significantly from early 2019, meaning that existing 
assumptions about the future became unreliable. The force has plans to improve the 
way it understands demand and to revise forecasts for the future, but these are just 
beginning to take shape. Consequently, the force also needs to do more work to 
determine the size of its future workforce, and the skills they will need. 

The force has a history of managing money well. Its financial plans are built on 
prudent assumptions, including how it will use available reserves. The force has 
forecast budget gaps for each of the next two financial years, but it has yet to develop 
detailed plans for addressing them. 

The force is planning new ways for the public to access services so that it experiences 
less demand. These include more self-service options on the force’s website and the 
launch of a new telephony system in 2020. However, the force hasn’t measured the 
benefits that are likely to be achieved by these and other ICT programmes. 
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The force operates effective talent management processes for police staff  
and officers. By opening up more ways of attracting new officers (both new recruits 
and existing officers who are on promotion), it is better able to select the best 
candidates from the widest market. 

 

We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area. 

Assessing future demand for services 

Derbyshire Constabulary has a limited understanding of how demand will change in 
the future. It doesn’t have an overarching demand strategy. Recently, however, it 
completed a detailed self-assessment resulting in a ‘demand management roadmap’. 
This document will, in turn, form the basis for how future demand and organisation of 
resources will take place. Previously, the force has worked with external consultants to 
map and forecast demand. Now, it is building its own capacity to do so and its recently 
recruited specialist staff are using new technology to analyse a much broader range  
of data. 

As mentioned earlier in this report, call handlers’ responsibilities have  
recently increased. During our fieldwork, the changes to their role had been 
established for fewer than two months. As such, it was too soon for the force to have 
formed a reliable judgment about the future demand that these staff will experience. 
Senior leaders must continue to scrutinise call handlers’ workloads, including whether 
calls from the public aren’t being answered. 

During the same time frame, the force has started to reconsider existing forecasts for 
future trends of some types of crime. Its first step has been to update statistical 
controls that it uses for predictions, although this will continue to change. According to 
assumptions that the force used in spring 2019, there will be a 14 percent increase in 
total recorded crime by 2022/23. However, this figure has subsequently been revised 
again and also now includes more detail about different types of crime that the force  
is recording. While this work is in its infancy, it shows a positive attitude by chief 
officers towards developing information quickly. It also shows that the force has the 
skills available to produce assumptions that can then be tested. 

The force has plans to mitigate the demand that is generated by calls for service from 
the public. It has adopted the ‘single online home’ website model. This enables the 
public to make enquiries and carry out other actions online, without needing to call  
the police.  

Areas for improvement 

• The force should develop a better understanding of the skills the workforce will 
need to meet future demand. 

• The force should devise detailed plans for making the financial savings it 
requires in the coming financial years. 
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The force is introducing a new digital telephony system. This will be fully functional by 
March 2020. The system has many features that will increase the efficiency with which 
staff handle calls (such as automating the creation of records and populating data 
fields). It will also support better self-service for callers and introduce a call-back 
function so that callers don’t have to wait in queues or lose their place in a queue if 
they hang up. 

The force is also exploring the use of technology to measure demand. It is working 
with the provider of its workforce mobile devices to enable a form of activity analysis. 
This means that the force will be able to automatically accrue data about how the 
workforce uses its time, so that it can tackle inefficiencies. 

Understanding public expectations 

The force understands public expectations, and it has reorganised parts of the 
workforce to reflect them. It uses several methods to gather public opinion.  
These range from annual surveys and gathering the perceptions of partner 
organisations to public consultation meetings (which the police and crime 
commissioner [PCC] carries out) and forums for the public that are hosted by safer 
neighbourhood teams. Generally, local communities’ priorities have been consistent. 
They are to prevent anti-social behaviour, to increase police visibility and to improve 
roads safety. 

In late 2018, the force consulted the public as to whether it would support a rise in the 
council tax precept for policing. The PCC reported that 1,660 responses were 
received, and 71.3 percent supported an increase that amounted to £24 per year.  
The force has now made changes to the workforce. It has added a total of 58 
additional officers and 62 police staff to teams in local neighbourhoods and other 
teams that deal with: 

• rural crime; 

• the safeguarding of vulnerable people; 

• responses to emergency incidents; and 

• roads safety. 

During our inspection fieldwork, there was less evidence of the force seeking to 
understand changes in how the public anticipates police services should be offered in 
the future. The force is opening more digital channels of communication through  
its website. It is also introducing certain changes that will help it to manage demand. 
But it doesn’t know how the public perceives these changes, or how they fit the 
context in which the public expects to access services. The force might consider how 
it can be confident that such changes aren’t leaving behind sections of the community. 
These sections might include people who are less confident in using online contact, 
and users of the force’s website whose first language isn’t English.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-and-crime-commissioner/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-and-crime-commissioner/
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Prioritising 

The force has clear priorities, as described in its Police and Crime Plan 2016–21. 
These are: 

• keeping vulnerable people safe and supporting victims of crime; 

• tackling the threat of cyber-enabled crime; 

• tackling the impact of drugs and alcohol on communities; 

• supporting people who have mental health conditions and who come into contact 
with the criminal justice system; 

• working with young people; and 

• developing a policing family that is more representative of communities. 

The force’s decisions about how to organise the workforce have been consistent with 
these priorities. However, senior leaders need to quickly arrive at sound judgments as 
to whether the newly formed workforce is optimal to meet current and future demand 
for its services. The force might consider what other data it could use to inform how 
demand is likely to change, as the consequences of its increased recording of  
crime unfold. The force could enrich its forecasts by seeking data from external 
sources about the composition and activity of the local population. 

Future workforce 

The force has only a basic understanding of the skills of its current workforce. It needs 
to do more to project what skills will be needed in the future. A chief officer chairs the 
workforce futures board to scrutinise planning data (such as staff recruits, vacancies 
and departures), alongside budgets and priorities. This approach meets the force’s 
needs in the immediate term, but there is limited reference to future demand or to 
changes in the skills needed to meet it. 

The force does have a long-term plan that describes the implications of many  
factors that can affect the size and composition of its workforce, except for changes  
in demand. 

There is information on several databases to predict workforce size and composition 
over the next two years. In late 2019, the force is likely to carry out a skills audit if trials 
of the new system prove to be successful. Senior leaders must look to develop this 
work further and blend it with reliable forecasts of future demand, to identify potential 
skills gaps. They should then use that information to drive recruitment, and hire 
candidates who have skills that best match the force’s requirements. 

The force is good at recruiting new officers and staff. It has reacted quickly to the 
increase in officer numbers. It rapidly processed and inducted enough new recruits to 
fulfil the pledge it made to the public when funding was increased for policing through 
the council tax precept. 

The force makes good use of the different entry routes for new officers. In September 
2018, it adopted the police-based entry scheme (the police constable degree 
apprenticeship). The force works closely with the University of Derby to maximise 
development opportunities for students who take the course. It also makes use of the 

https://www.college.police.uk/What-we-do/Learning/Policing-Education-Qualifications-Framework/Entry-routes-for-police-constables/Police-Constable-Degree-Apprenticeship/Pages/police-constable-degree-apprenticeship.aspx
https://www.college.police.uk/What-we-do/Learning/Policing-Education-Qualifications-Framework/Entry-routes-for-police-constables/Police-Constable-Degree-Apprenticeship/Pages/police-constable-degree-apprenticeship.aspx
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College of Policing’s direct entry programme to recruit senior leaders. One officer 
currently holds a middle management rank and is following a well-planned  
career path. In August 2019, the force planned to use the Police Now scheme for the 
first time, with ten graduates joining. The force advertises all police officer promotion 
processes and vacancies for specialist posts to attract external candidates. This is a 
welcome change: it means that the force can consider the best range of candidates 
with a view to enriching the workforce. 

Finance plans 

Following its 2010 consultation about revaluing public sector pensions, in both 2016 
and 2018, the government announced reductions in the discount rate it uses to set 
contribution rates for the unfunded public service pension schemes. These include the 
police service pension scheme. A lower discount rate will result in higher contribution 
rates for employers. The official notification of a lower rate in September 2018 didn’t 
give PCCs time to include the effect of this in their financial planning. In December 
2018, the Home Office published the provisional police funding settlement for 2019/20. 
The settlement provided £7.8 billion in 2019 in government grants. This is £161m 
more than the previous year. The settlement also provided £143m of pension  
funding to assist PCCs to meet additional costs associated with increased  
pension contributions. Moreover, the settlement enabled PCCs in England to increase 
their police precept level for a typical (band D) household by a monthly maximum  
of £2. Before the funding announcement, Derbyshire Constabulary had calculated that 
in 2019/20 pension contributions would increase by £2.4m. After the settlement, the 
force calculated that the pension support grant would provide £1.9m, and that the 
increase in the core grant would provide £1.4m. The precept increase for 2019/20 for 
a band D property is £24. This provides additional revenue of £3.2m. 

There is clear alignment between the force’s financial plans, workforce planning, and 
the police and crime plan. Notably, in 2019/20, the force has invested £3.2m into 
priority areas of neighbourhood policing, rural crime teams, prevention, response and 
roads policing. 

The force’s medium-term financial plans are built on prudent assumptions about 
known cost pressures. It tests assumptions across the East Midlands region, attending 
quarterly meetings of finance officers. At these meetings, comparative data in respect 
of precept, funding, pay and inflation assumptions are shared. The force assumes that 
the pension support grant of £1.9m won’t increase throughout the four years of the 
medium-term financial strategy, and that the core grant will remain the same as  
in 2019/20. The force has noted changes to this grant as a specific risk that senior 
leaders will monitor closely. 

The force will use reserves to support revenue spending in the next three  
financial years. Chief officers recognise that the force can’t continue to support the 
revenue budget through the use of reserves in the long term. It is sensible for the force 
to use reserves that it has already built up. And it can afford to use them without 
breaching tolerances that the Chartered Institute of Public Finance and Accountancy 
consider to be prudent. The force’s plans to use reserves in future financial years 
amount to £2.93m (2020/21) and £2.59m (2021/22), which will deplete  
usable reserves. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/college-of-policing/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/direct-entry-scheme/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-now/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/medium-term-financial-plan/
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Over that same period, the force is forecasting a budget gap. Therefore, it needs to 
plan for financial savings. The size of that gap ranges between £3.9m and £6.3m, 
depending on how cost pressures actually arise compared with the assumptions that 
the force makes. Given the force’s history for prudence, it is feasible that the gap will 
settle at the lower end of this range. 

The force doesn’t have detailed savings plans in place to cover the budget shortfall. 
The budget for the current financial year (2019/20) is balanced. However, the force 
must act quickly to devise robust plans for the future. We recognise that it has taken 
steps to better understand organisational performance, including managing costs, by 
recruiting specialist staff and making better use of data analysis. We look forward to 
seeing how that investment takes the force forward. 

The force is developing plans for increased borrowing. Initially, this borrowing is set at 
£23m, to be used primarily for remedial and development work to the estate. The force 
is predicting that, in total, it may need £100m to bring the current estate up to an 
acceptable standard, and so that it is fit for purpose. The force will continue its work 
with Derbyshire Fire & Rescue Service and other public bodies to make judgments 
about its estate strategy. 

Leadership and workforce development 

Derbyshire Constabulary uses succession planning for senior leaders of chief 
inspector rank and above, and it has annual career development reviews in place.  
It isn’t clear how planning for future leadership and workforce requirements features in 
these reviews. Generally, it is left to heads of departments to consider succession 
planning and potential skills gaps. But this can cause isolated and  
inconsistent approaches. 

The force has replaced its professional development review process and introduced a 
more conversational approach, known as ‘check ins’. These are intended to be 
frequent, meaningful conversations between managers and their staff, with a focus on 
continuous development (rather than a single, retrospective, performance 
assessment). Surveys among the workforce have shown this new approach to  
be popular. But the force hasn’t captured all evidence as to the effect of the new 
approach on workforce performance. All officers and staff still complete an annual 
development needs document. This gives the force some information about future 
training needs and, to some degree, people’s career aspirations. 

The force’s refreshed approach to recruitment at all levels means that it can more 
accurately benchmark the talent of its existing workforce. It can also attract the best 
external candidates, including those who are likely to become senior leaders. 

The force is increasing talent management and career development opportunities for 
the whole workforce. For some years, programmes have existed. The force has now 
refreshed them to be more flexible and sensitive to people’s skills, rather than 
according to role or rank. We spoke to people who were taking part in short-term work 
placements that used their skills well. Often, they work alongside interns, apprentices 
and graduates. The force brings these in to add fresh perspective and innovation as it 
seeks to improve. 
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Ambition to improve 

Senior leaders are ambitious about how they want to improve the force. During our 
inspection fieldwork, a wide range of necessary changes were starting to take effect. 
These should lead to improvements in how the force offers police services to  
the public. 

In the past, the force has proved responsive to meeting challenges. It has made bold 
changes when necessary. For example: 

• it met savings requirements quickly during times of austerity, which allowed it to 
make necessary significant capital investments; 

• it forged a close working relationship with Derbyshire Fire & Rescue Service, 
taking advantage of opportunities to share estate and staff; and 

• it reacted swiftly to the unintended consequences of a workforce reorganisation in 
2018. 

Recently, the force created a design board. This board manages change programmes. 
A chief officer chairs the board, and is supported by business change specialists.  
The board has commissioned a detailed timetable and associated plans to bring an 
ideal operating model into effect by 2025. The force intends to pursue better use of 
cloud-based IT systems; to make faster and more accurate diagnoses of demand 
patterns; and to maximise the advantages of working with other organisations. 

The force’s plans appear to be realistic, given the scale of investment towards its 
business intelligence and analytics functions. It is introducing expertise to measure the 
efficiency of how work flows through the force, and to develop new software to help 
improve that. Other new staff have experience in optimising organisational design and 
workforce culture. Overall, this shows the force’s comprehensive approach to 
determining what changes are needed; how to achieve them successfully; and, most 
significantly of all, how to make them last.
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Legitimacy 
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Force in context 
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How legitimately does the force treat the 
public and its workforce? 

 

Good 

Summary 

Derbyshire Constabulary is good at treating the public and its workforce legitimately.  
It continues to work well, and closely, with local communities. They help to set 
operational priorities for the force. The force encourages people from all backgrounds 
to join its well-organised volunteer programmes. 

Derbyshire Constabulary has significantly improved its scrutiny of the use of force.  
It now has better data analysis, and an independent advisory group (IAG) aids 
transparency. The force also scrutinises its exercise of stop and search powers well. 
Supervisors and senior leaders check records, as do IAG members. Chief officers  
can monitor trends in the force’s use of stop and search, and its connection to  
force priorities. 

Officers’ training about stop and search has been well received. The force needs to 
improve knowledge of unconscious bias across the workforce. It also needs to 
improve how frontline staff receive annual safety training: a significant minority are 
waiting more than 12 months for updates. 

Senior leaders are driving a positive ethical culture, and take organisational  
learning seriously. All staff are encouraged to make decisions based on values, and in 
a spirit of ‘doing the right thing’. The force shares the results of misconduct cases with 
the workforce in a way that promotes awareness about why judgments have  
been reached. 

The force has kept its high standards in vetting and in dealing with corruption.  
The workforce is clear about what constitute professional boundaries, especially in 
terms of abuse of authority for sexual purposes. The force manages intelligence about 
potential corruption well. Officers and staff know about their responsibilities to register 
business interests and notifiable associations. 

In 2017, we judged the force as good at its treatment of the workforce. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/independent-advisory-group/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/stop-and-search-powers/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/unconscious-bias/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/abuse-of-position-for-a-sexual-purpose/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-staff/
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Treating the public fairly 

 

Good 

Derbyshire Constabulary is good at treating the public fairly. This is consistent with our 
last inspection of this area in 2017. The force has a long-standing commitment to 
neighbourhood policing, and it works closely with local communities. It regularly seeks 
feedback about its services from all sections of the community. And it consults the 
public about local and force-level priorities. 

The force has a large, well-established and effective volunteer programme. 
Participants feel valued by the force. Many are prepared to offer more support, but the 
force doesn’t have a way of capturing all its volunteers’ relevant skills. 

Since early 2019, Derbyshire Constabulary has considerably improved the way it 
scrutinises use of force. It now has a consistent depth of scrutiny for all instances 
when force is used. This includes assessments by members of the IAG, who review a 
sample of incidents monthly. 

Nearly one third of the force’s frontline officers and staff haven’t received safety 
training in the past year. This is a situation that the force must remedy soon. It must 
also take action to improve the understanding of unconscious bias across the 
workforce. There was considerable disparity among the staff we spoke to. 

Officers’ line managers scrutinise use of stop and search. Senior leaders also carry 
out dip-samples, as does a sub-group of the IAG. The force generates extensive data 
every month so that chief officers can monitor trends or signs of inappropriate use. 
Officers praised recent training events for their innovation and realism. These events 
also raised their awareness of unconscious bias. The force is now compliant with the 
Best Use of Stop and Search Scheme (BUSS). 

 

We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area.  

Areas for improvement 

• The force should ensure that all relevant officers and staff have in-date officer 
safety training. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/best-use-of-stop-and-search-scheme/
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Treating people fairly and respectfully  

Derbyshire Constabulary is good at treating the public fairly, and with respect.  
The force’s senior leaders work hard to foster a culture that encourages close co-
operation with the community. This leads the force to be good at understanding public 
perspectives of fairness and respect. The PCC consults widely with the public  
through surveys. It also often takes part in community events, to hear in person how 
the public views the police. Chief officers routinely take part in discussions, meetings 
and media events (specifically, those that are held for minority communities, and to 
discuss how officers use their stop and search powers). 

The force benefits from feedback and scrutiny from its well-established IAG. 

The force makes good use of its safer neighbourhood teams. These carry out 
community policing duties. They also gain insight into public perceptions and attitudes 
towards the force through surveys, and by hosting forums for local people. The teams 
gather information that is collated from across the force. The force uses this to 
determine themes, and to identify the best methods to communicate with the public. 

The force has identified six high-profile events (including minority community carnivals 
and Derby Pride) where it carries out more extensive research among participants. 
This complements the approach of the safer neighbourhood teams, which are 
encouraged to attend local fairs and seasonal events, not only to be visible but also to 
actively seek opinions. 

Derbyshire Alert is an online community messaging system. It is closely linked to 
Neighbourhood Watch. It is a free service that supplies local news, details of appeals 
for help from the force, local crime information and prevention advice. It is an agile 
way for the force to share information quickly and in a more localised way, rather than 
relying on traditional media. The public can react to, or share, content through social 
media, and directly reply to appeals through the Derbyshire Alert website. 

Within the workforce, networks exist to support people from protected  
characteristic groups. During our inspection fieldwork, we met representatives from 
several networks. We received a consistent message that they feel included and 
listened to by senior leaders. They are often asked to contribute to plans for change, 
to identify any risks of unfairness. They also meet senior leaders often, which gives 
them the chance to share any concerns. When issues have arisen about the force’s 
treatment of the workforce, senior leaders have acted quickly and in co-operation with 
the networks. Members of the networks did suggest that junior managers could 
access their expertise sooner, in order to resolve issues more promptly. 

The force has a long-standing and effective commitment to encouraging people from 
all backgrounds to contribute to policing. It supports and manages its Citizens in 
Policing programme well. This encompasses the special constabulary, the cadets and 
police support volunteers. There is rich diversity and representation within the 
volunteer workforce, which is an asset to the force. We spoke to volunteers in  
different roles. Each volunteer felt welcomed and valued by the force. We can see  
that the force is at the early stages of tailoring the recruitment of volunteers on the 
basis of their skills. Similarly, it could have a more coherent approach to using other 
skills of the volunteer workforce (such as languages, professional accreditation or 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-and-crime-commissioner/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/protected-characteristics/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/protected-characteristics/
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relevant experience). This would enable the volunteers to make a greater contribution 
to the force, and it would help the force to meet current and future demand. 

Recently, the force has given the frontline teams some training about  
unconscious bias. But the workforce’s understanding of this subject varies.  
Some officers have received the training, whether as part of stop and search or officer 
safety training, or during new recruits’ initial training courses. They have a good 
working knowledge of unconscious bias. They can also describe how it applies in their 
approach to dealing with incidents. However, that isn’t the case among call handlers, 
or the officers and staff in specialist teams. The force should raise awareness of 
unconscious bias, and the effects of it, among all officers and staff. 

Using force 

Derbyshire Constabulary is rapidly improving its understanding about when and how 
force is used. In early 2019, it reconstituted an oversight group to achieve more 
thorough and meaningful insight into how it uses force. The group meets monthly and 
a senior officer leads it. Its activities are as follows: 

• It considers detailed analysis of data about instances of use of force. 

• It checks that recording and audit processes are adhered to. 

• It identifies and reacts to any aspect of use of force that might undermine the 
public’s trust or confidence in the force. 

• It determines whether there are any learning points from incidents. 

• It makes sure that best practices, or recommendations from public bodies, are 
swiftly adopted. 

The group includes leaders and a wide range of subject specialists from across  
the workforce. Representatives from both the Office of the Police and Crime 
Commissioner (OPCC) and the IAG bring some external perspective. There is a 
further IAG use of force scrutiny group, described below. 

All police forces must keep accurate data about their use of force. They do this to help 
identify disparities when force is used, and to make sure that force is used lawfully. 
The data used by the oversight group reflects: 

• in how many instances force was used; 

• the type of force that was used; 

• the characteristic traits of the person on whom force was used; 

• the nature of the incident and any aggravating factors (such as alcohol, drugs or 
weapons); 

• the location of the incident; 

• the reason(s) why force was used; and 

• whether the officer who used force was working alone. 

During our inspection fieldwork, we spoke to officers and staff. Their knowledge about 
when to submit information about use of force was acceptable. But some were 
uncertain about recording the use of handcuffs on detainees who are compliant.  
This gap in knowledge could be linked to a backlog in training for frontline teams, and 
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particularly our concern that a significant proportion of frontline staff haven’t received 
recent safety training. This training prepares officers and staff to deal with 
circumstances where physical restraint or defensive techniques will be needed. 

Force figures indicate that up to 28 percent of officers’ authorised training has expired. 
This means that their skills haven’t been refreshed or updated in the past 12 months. 
If officers and frontline staff aren’t regularly trained in protective equipment and 
techniques, they are less likely to be able to protect the public, or themselves, in 
violent situations. The force is developing plans to improve this situation. In any case, 
it should make sure that all frontline officers and staff receive up-to-date training as 
soon as possible. 

Derbyshire Constabulary benefits from the advice and guidance of an effective IAG. 
The IAG offers external scrutiny in relation to how force is used by officers. It does this 
through a specific sub-group: the use of force scrutiny group. Members of this group 
have received training about relevant legislation and best practice. 

The group meets every other month and reviews two randomly selected instances 
each of Taser deployments; use of a baton; incapacitant spray; physical restraint;  
and handcuffs. The group views accompanying body-worn video footage when an 
event has been captured on camera. It also sees the officer’s statement about  
the incident. A police officer who wasn’t involved in the selected incidents attends 
each meeting to give further information if it is requested. The group also receives 
statistical information about use of force from across the workforce. This helps the 
group to understand how often incidents occur; the nature of force used; and the 
characteristic traits of those involved. The group can then give feedback and opinion 
to senior leaders, on behalf of the public, if it sees fit. 

Derbyshire Constabulary monitors public complaints about use of force.  
Such complaints are infrequent. We are confident that the extensive surveying and 
frequent contact between the public and neighbourhood teams give the force good 
opportunities to detect community concerns. 

Using stop and search powers 

Derbyshire Constabulary understands well how to use stop and search powers. It is 
making a significant effort to improve how officers record use of their powers. 

We last inspected the force’s use of powers to stop and search during our PEEL: 
police legitimacy inspection. We published this in December 2017. Then, we reported 
that the force wasn’t part of the BUSS. It has since met all the criteria necessary to 
comply with this scheme. 

When we spoke to officers across the force, the vast majority had received highly 
effective training and the further supplementary guidance for using their powers to 
stop and search. Several officers mentioned the high quality of the training; its 
relevance to their role; and how the information was presented in different ways to 
accommodate different learning styles. They felt that the training addressed ambiguity 
in relation to guidance about how to deal with situations involving the smell of 
cannabis as grounds for carrying out a search. Officers described the training as 
having a positive influence on their confidence to use their powers. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/conducted-energy-device/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/incapacitant-spray/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/body-worn-video/
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/peel-police-legitimacy-2017-derbyshire/
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/peel-police-legitimacy-2017-derbyshire/
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The force’s monitoring and analysis of stop and searches is very good. The force 
prepares a presentation for every stop and search internal scrutiny group meeting.  
A chief officer leads this group. Representatives from the OPCC and IAG are invited  
to attend. The force has improved the quality and depth of analysis it carries out for 
use of stop and search powers. This forms the basis for discussion and challenge 
during the meetings. The data accommodates a wide range of indicators and cross-
references, including ethnicity; age; location; purpose; outcome; intrusiveness; and the 
officer involved. This allows for a detailed insight into patterns and trends. The force 
has a plan for its stop and search data to be available to supervisors in real time.  
The aim is to improve their understanding about how officers who are under their 
supervision use stop and search powers. The data will also include the people, 
purpose and location of those searches. In turn, this will help leaders to identify 
patterns early, as well as how many stop and searches match local crime prevention 
and other operational priorities. 

In our 2017 legitimacy report, we recommended that all forces should: 

• monitor and analyse comprehensive stop and search data to understand reasons 
for disparities; 

• take action on those; and 

• publish the analysis and the action by July 2018. 

We found that the force has complied with some of this recommendation.  
However, the latest data pack published on the website and accurate to October 2018 
indicates that, although the force identifies the extent to which find rates differ across 
different types of searches, it doesn’t look at how these differ between people from 
different ethnicities, nor does it separate drug possession and supply type searches. 
Additionally, it isn’t clear that it monitors enough data to identify the prevalence of 
possession-only drug searches or the extent to which these align with local or force-
level priorities. 

Furthermore, no analysis in relation to disparities or actions taken to reduce them are 
published on the force’s website. 

In advance of our inspection fieldwork, we reviewed a representative sample of 322 
stop and search records to assess the reasonableness of the recorded grounds.  
Of these records, 83 percent had reasonable grounds recorded. Our assessment is 
based on the grounds recorded on the record by the searching officer, and not the 
grounds that existed at the time of the search. 

The force has a comprehensive structure in place to scrutinise stop and  
search records. It has produced a video to guide sergeants as to how to carry out 
effective reviews of stop and search records. This is an obligatory stage in the 
reporting process, and the first step in scrutinising the exercise of powers. It is positive 
that the force has highlighted this influential part of the process with a focused, easy-
to-follow video guide. There are subsequent layers of scrutiny: every month, police 
inspectors dip-sample a random selection of ten forms that have been completed by 
officers under their supervision. 

The force randomly selects a further ten searches for referral to the IAG, which has a 
specific group of trained volunteers who review the stop and search records.  

https://www.justiceinspectorates.gov.uk/hmicfrs/publications/peel-police-legitimacy-2017/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/find-rate/
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They judge whether reasonable grounds have been recorded, and view body-worn 
video footage of the incidents. The group meets monthly. It is led by an experienced 
member of the IAG, who also chairs the meeting. All group members have received 
training about the legal powers of the police that are relevant to stop and search.  
They have also seen officers training, to gain an understanding of how officers should 
carry out stop and search interactions. For each case, the force shares fundamental 
information about the reason for the stop and search, and the person involved. 
A police officer is present to research further details, on request. The IAG gives 
feedback to the officers involved in all cases that it reviews. This feedback is well 
received by the officers. 

The work of this group offers a good level of scrutiny of the incidents that it reviews, to 
determine if reasonable grounds existed for each stop and search. The force would 
benefit from expanding the group’s role by sharing more data (such as that from the 
internal security group). It would then hear members’ feedback about general trends, 
disparities and the impact on the community of how the force is using stop and  
search powers. 

Every quarter, the force also holds a legitimacy board meeting. The deputy chief 
constable leads this meeting. It brings together all aspects of workforce behaviour that 
affects how the public perceives the force. At the meetings, detailed analysis of the 
force’s use of stop and search is presented, including trends and significant disparities 
in its use. A representative of the IAG is invited to attend and share their perspectives, 
as drawn from their monthly IAG meetings. 

We spoke to members of the workforce who work closely with minority groups in  
the community. They advised us that there is good representation within the IAG of 
people from a range of backgrounds. Efforts are also underway to attract more 
volunteers to the IAG, so that the views of young people can be included. 

The force asks members of the public who have been searched to give an  
email address. This is so they can receive an online link to a survey, where they can 
share their experience and give feedback. Those who decline to give an email 
address are given a card with details of how to access a record of their search and the 
force’s website address, so they can give feedback that way. The senior officer 
responsible for stop and search reads all the public’s feedback. The feedback also 
features in the agenda of the internal scrutiny group meetings. When negative 
feedback or a weak practice is identified, the force seeks to learn from it. 

Ethical and lawful workforce behaviour 

 

Good 

Derbyshire Constabulary is good at making sure that its workforce operates in an 
ethical and lawful way. This is consistent with our last inspection of this area in 2017. 
Chief officers are developing a values-driven culture within the force. They encourage 
the workforce to make all decisions on an individual ethical basis. To support this, they 
emphasise organisational learning and a shift away from allocating blame when 
mistakes happen. 
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The force publishes outcomes from misconduct cases on its intranet in a way that 
stimulates discussion. The workforce can add comments on the webpage.  
Case summaries explain the shortfall in standards, and the basis for the  
sanction applied. 

Senior officers and some representatives attend a meeting that discusses ethical 
dilemmas encountered by the workforce. The force could better publicise the results of 
these discussions. 

The force has sustained its high standards with regards to vetting and dealing with 
risks relating to corruption. Backlogs for vetting are rare. Effective processes help to 
mitigate potential unfairness in outcomes between people from different  
ethnic backgrounds. The workforce understands its responsibilities in relation to 
business interests and notifiable associations. There is also clarity about professional 
boundaries, especially in terms of abuse of authority for sexual purposes. 

The force manages well intelligence about potential corruption. Specialist investigators 
can monitor all ICT systems and devices. The force has a well-structured approach to 
preventing and investigating corruption. 

We set out our detailed findings below. These are the basis for our judgment of the 
force’s performance in this area. 

Maintaining an ethical culture 

Derbyshire Constabulary is good at maintaining an ethical culture within its workforce. 
Chief officers have been progressive in developing an open, inclusive and values-
driven environment within the force. This environment has three principles: do the right 
thing; make a difference; and shape the future. The force has set the first principle to 
encourage the workforce to make judgments that are ethically sound and the best for 
the circumstances. This is a move away from the tradition of using policy to drive 
decision making. While the principles are new, they are underpinned by the 
Code of Ethics. The workforce has received a guide to show the clear correlation 
between the two. 

The workforce perceives senior leaders as role models. We consistently heard that 
each senior leader was perceived as accessible, friendly and considerate, and as 
having the best interests of the workforce at heart. There is a truly co-operative 
atmosphere within the force, with a strong sense of community and a desire to give 
the best service to the public. 

The force is good at handling ethical implications that arise from its operations and 
dilemmas that officers and staff discuss. A chief officer leads an ethics and  
culture group. This receives and discusses dilemmas that the workforce has referred. 
During our inspection fieldwork, we reviewed the notes from several recent meetings 
of this group. The subjects reflected a wide range of concerns based on actual events. 
We did find that awareness of the group’s activity was variable, and that supervisor-
led ethical discussions within teams weren’t common. However, the force does run an 
intranet-based ‘dilemma of the day’, which is well known to the workforce. The force 
could build on that success by clearly promoting and linking to the activity of the ethics 
and culture group on the intranet. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/code-of-ethics/
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The force has made a demonstrable shift towards learning, and away from blame, 
when standards haven’t been met. It is more than symbolic that the professional 
standards department has been retitled ‘organisational culture, learning and ethics’, 
and that it has a broadened responsibility to drive all opportunities for the force to 
learn and improve. It still deals with public complaints, misconduct and corruption.  
But it also has a new and explicit role in making lasting changes following the outcome 
of such cases, to help the workforce sustain high standards. 

It is understandable to us that cultural change takes time. This is especially so when 
supervisors are expected to take a more subjective approach when making a 
judgment against values, when standards haven’t been met. Broadly, the workforce 
understands this transition and has received it well. We did find signs of some 
unintended consequences. For instance, there were a few examples of supervisors 
reaching different decisions in ostensibly similar situations. This could give grounds for 
feelings of unfairness. The force might consider how to avoid potential unfairness, 
while giving supervisors confidence to challenge shortfalls in standards. 

The force has improved how it shares outcomes from misconduct cases (and their 
basis) with the workforce. A new intranet site lists recent cases. It describes the 
circumstances of a case; the shortfall in performance; the implications; and the action 
that was taken towards the person responsible. The examples we saw were written in 
plain language. They had enough details to give full context, and a comments section 
on the webpage allowed people to add their opinions. The intranet site increases 
transparency regarding how the force deals with misconduct. And chief officers  
gain an immediate indication through the online comments as to how the outcome  
is perceived. This is a positive step, given that some members of the workforce in 
junior roles told us that they felt officers in more senior positions were more likely to be 
dealt with leniently. 

The force is in a strong position in terms of workforce vetting. It complies with the 
national Vetting Code of Practice and Authorised Professional Practice in relation to 
recruiting, which includes contractors and volunteers. It supports these standards by 
effective vetting of health checks and renewals. The force rarely has any backlogs in 
any aspect of vetting. It has achieved our 2016 recommendation that, within two 
years, all members of the police workforce should have received at least the lowest 
level of vetting clearance for their roles. 

The force can adapt its capacity to carry out vetting, according to demand. In early 
2018, it successfully accommodated increased demand from the rapid recruitment of 
new officers, linked to the extra investments that followed the increase in the council 
tax precept. 

The force displays a pragmatic and logical approach towards vetting rejections that 
could lead to disparities or unfairness among different minority groups. A senior 
member of staff reviews any cases of potential rejection that involve a candidate from 
a black, Asian and minority ethnic (BAME) background. Such cases are discussed 
with colleagues who are equality specialists. They are also taken to a senior officer for 
consideration and assurance that a fair outcome is reached.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/professional-standards-department/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/professional-standards-department/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/code-of-practice/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/authorised-professional-practice/
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The force complies with its obligations to provide details to the College of Policing for 
the barred and advisory lists. These prevent people who have left the service under 
investigation, or whom the service has dismissed, from rejoining or from working in 
law enforcement. 

Tackling corruption 

Derbyshire Constabulary has a good understanding of the risk it faces from corruption, 
and it can tackle it. It has an effective counter-corruption strategic assessment 
procedure and control strategy. It updates both regularly. Both cover a wide range of 
the potential causes of corruption, along with designated operations that are underway 
to prevent and investigate potential cases. 

The force makes good, ethical use of the information it holds about the workforce to 
help manage the risk of people becoming susceptible to corruption. The force 
considers this information (and any other intelligence it receives) during quarterly 
meetings between human resources and vetting staff. 

The force manages well its integrity registers for gifts and hospitality, disclosable 
associations and business interests. The workforce’s knowledge about these registers 
does vary according to whether people have had first-hand experience of making  
a registration. But we are confident that the force would react swiftly to any concerns 
or changes in circumstance. 

Specialist investigators can carry out corruption investigations, and there is always 
some proactive counter-corruption activity underway. The force always alerts those 
investigators immediately when police officers or staff are considered to be suspects 
of crime, to determine whether corruption is a factor. The force does monitor ICT 
systems, including mobile devices, for misuse. 

The force is good at identifying and tackling the problem of abuse of position for a 
sexual purpose. It recognises this as serious corruption, and the main corruption 
threat that it faces. It has fully implemented its plan to address our national 
recommendation regarding the abuse of position for a sexual purpose. It has  
well-established links with other organisations that support vulnerable people, to 
encourage reporting of suspicious behaviour by police officers and staff. 

From our contact with the force, it was clear that professional boundaries are 
understood at all levels. To this end, the force has used posters, presentations during 
training courses, and a video depicting a victim’s account from a local case. 

Treating the workforce fairly 

 

Good 

This question was not subject to detailed inspection in 2018/19 and our judgment from 
the 2017 legitimacy inspection has been carried over.

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/college-of-policing/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
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Annex A – About the data 

Data in this report is from a range of sources, including: 

• Home Office; 

• Office for National Statistics (ONS); 

• our inspection fieldwork; and 

• data we collected directly from all 43 police forces in England and Wales. 

When we collected data directly from police forces, we took reasonable steps to agree 
the design of the data collection with forces and with other interested parties such as 
the Home Office. We gave forces several opportunities to quality assure and validate 
the data they gave us, to make sure it was accurate. For instance: 

• We shared the submitted data with forces, so they could review their own and 
other forces’ data. This allowed them to analyse where data was notably different 
from other forces or internally inconsistent. 

• We asked all forces to check the final data used in the report and correct any 
errors. 

We set out the source of this report’s data below. 

Methodology 

Data in the report 

British Transport Police was outside the scope of inspection. Any aggregated totals for 
England and Wales exclude British Transport Police data, so will differ from those 
published by the Home Office. 

When other forces were unable to supply data, we mention this under the relevant 
sections below. 

Most similar groups 

We compare each force’s crime rate with the average rate for forces in its most similar 
group (MSG). MSGs are groups of similar police forces, based on analysis of 
demographic, social and economic factors which relate to crime. We could not identify 
any forces similar to City of London Police. Every other force has its own group of up 
to seven other forces which it is most similar to. 

An MSG’s crime rate is the sum of the recorded crimes in all the group’s forces 
divided by its total population. All of the most similar forces (including the force being 
compared) are included in calculating the MSG average. 
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More information about MSGs can be found on our website.  

Population 

For all uses of population as a denominator in our calculations, unless otherwise 
noted, we use ONS mid-2018 population estimates. 

Survey of police workforce 

We surveyed the police workforce across England and Wales, to understand their 
views on workloads, redeployment and how suitable their assigned tasks were.  
This survey was a non-statistical, voluntary sample so the results may not be 
representative of the workforce population. The number of responses per force varied 
between 0 and 372. So we treated results with caution and didn’t use them to assess 
individual force performance. Instead, we identified themes that we could explore 
further during fieldwork. 

BMG survey of public attitudes towards policing (2018) 

We commissioned BMG to survey public attitudes towards policing in 2018.  
Ipsos MORI conducted a similar version of the survey in 2015–2017. 

The survey consisted of about 400 respondents for each of the 43 forces.  
Most surveys were completed online, by members of online research panels. 
However, a minority of the surveys (around 750) were conducted face-to-face.  
These face-to-face surveys were specifically targeted to groups that are traditionally 
under-represented on online panels. This aimed to make sure the survey respondents 
were as representative as possible of the total adult population of England and Wales. 
A small number of respondents were also surveyed online via postal invites to  
the survey. 

Results were weighted by age, gender, ethnicity and indices of multiple deprivation to 
match population profiles. The sampling method used is not a statistical random 
sample and the sample size was small, which may be more problematic for larger 
force areas compared to small ones. So any results provided are only an indication of 
satisfaction rather than an absolute. 

The findings of this survey, and previous surveys, are available on our website. 

Review of crime files 

We reviewed police case files for these crime types: 

• theft from person; 

• rape (including attempts); 

• stalking; 

• harassment; 

• common assault; 

• grievous bodily harm (wounding); and 

• actual bodily harm.  

https://www.justiceinspectorates.gov.uk/hmicfrs/police-forces/data/#msg
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/public-perceptions-of-policing-in-england-and-wales-2018/
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Our file review was designed to provide a broad overview of how well the police: 

• identify vulnerability; 

• conduct investigations; and  

• treat victims. 

We randomly selected files from crimes recorded between 1 June and 31 August 2019 
and assessed them against several criteria. We reviewed 60 case files in each force, 
except for West Yorkshire Police where we reviewed 90. 

For our file review, we only selected a small sample size of cases per force. So we 
didn’t use results from as the only basis for assessing individual force performance, 
but alongside other evidence. 

Force in context 

999 calls 

We collected this data directly from all 43 police forces in England and Wales. 

Recorded crime and crime outcomes 

We took this data from the October 2019 release of the Home Office police recorded 
crime and outcomes data tables. 

Total police-recorded crime includes all crime (except fraud) recorded by all forces in 
England and Wales (except BTP). Home Office publications on the overall volumes 
and rates of recorded crime and outcomes include British Transport Police, which is 
outside the scope of this HMICFRS inspection. Therefore, England and Wales rates in 
this report will differ from those published by the Home Office. 

Police-recorded crime data should be treated with care. Recent increases may be due 
to forces’ renewed focus on accurate crime recording since our 2014 national crime 
data inspection. 

Other notable points to consider when interpreting outcomes data are listed below. 

• Crime outcome proportions show the percentage of crimes recorded in the  
12 months ending 31 March 2019 that have been assigned each outcome.  
This means that each crime is tracked or linked to its outcome. So this data is 
subject to change, as more crimes are assigned outcomes over time. 

• Under the new framework, 37 police forces in England and Wales provide 
outcomes data through the HODH every month. All other forces provide this data 
via a monthly manual return. 

• Leicestershire, Staffordshire and West Yorkshire forces participated in the Ministry 
of Justice’s out of court disposals pilot. As part of the pilot, they stopped issuing 
simple cautions or cannabis/khat warnings and restricted their use of penalty 
notices for disorder for adult offenders. These three forces continued to follow 
these procedures since the pilot ended in November 2015. Later, other forces also 
limited their use of some out of court disposals. So the outcomes data should be 
viewed with this in mind. 

http://www.gov.uk/government/statistics/police-recorded-crime-open-data-tables
http://www.gov.uk/government/statistics/police-recorded-crime-open-data-tables
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For a full commentary and explanation of outcome types please see the Home Office 
statistics, Crime outcomes in England and Wales: year ending March 2019. 

Domestic abuse outcomes 

In England and Wales, 29 police forces provide domestic abuse outcomes data 
through the Home Office data hub (HODH) every month. We collected this data 
directly from the remaining 14 forces. 

Domestic abuse outcome proportions show the percentage of crimes recorded  
in the 12 months ending 31 March 2018 that have been assigned each outcome.  
This means that each crime is tracked or linked to its outcome. So this data is subject 
to change, as more crimes are assigned outcomes over time. 

Workforce figures (including ethnicity and gender) 

This data was obtained from the Home Office annual data return 502. The data is 
available from the Home Office’s published police workforce England and Wales 
statistics or the police workforce open data tables. The Home Office may have 
updated these figures since we obtained them for this report. 

The data gives the full-time equivalent workforce figures as at 31 March. The figures 
include section 38-designated investigation, detention or escort officers, but not 
section 39-designated detention or escort staff. They include officers on career breaks 
and other types of long-term absence but exclude those seconded to other forces. 

Spend per head of population 

We took this data from the HMICFRS value for money profiles. 

These profiles are based on data collected by the Chartered Institute of Public 
Finance and Accountancy, through the Police Objective Analysis. The spend over time 
figures are adjusted for inflation. The population figures are ONS mid-year estimates, 
with the 2019/20 value calculated by assessing the trend for the last five years.  
More details on this data can be found on our website. 

Stop and search 

We took this data from the Home Office publication, Police powers and procedures, 
England and Wales year ending 31 March 2019. Stop and search totals exclude 
vehicle only searches and searches where the subject’s ethnicity was not stated.

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/817769/crime-outcomes-hosb1219.pdf?_ga=2.51158123.316752685.1566551537-206902550.1526054996
http://www.gov.uk/government/collections/police-workforce-england-and-wales
http://www.gov.uk/government/collections/police-workforce-england-and-wales
http://www.gov.uk/government/statistics/police-workforce-open-data-tables
https://www.justiceinspectorates.gov.uk/hmicfrs/our-work/article/value-for-money-inspections/value-for-money-profiles/value-for-money-dashboards/
https://www.justiceinspectorates.gov.uk/hmicfrs/our-work/article/value-for-money-inspections/value-for-money-profiles/value-for-money-dashboards/understanding-vfm-dashboards/
https://www.gov.uk/government/statistics/police-powers-and-procedures-england-and-wales-year-ending-31-march-2019
https://www.gov.uk/government/statistics/police-powers-and-procedures-england-and-wales-year-ending-31-march-2019
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