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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 North Yorkshire Police against.  

https://www.justiceinspectorates.gov.uk/hmicfrs/police-forces/integrated-peel-assessments/
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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 No 

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 



 

 3 

Force in context 
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Overall summary 

 
Effectiveness  

Good 

Last 
inspected 

Preventing crime and tackling 
anti-social behaviour  

Good 

2016 

Investigating crime   
Good 

2017 

Protecting vulnerable people  
Good 

2018/19 

Tackling serious and organised 
crime  

Good 

2017 

Armed response capability Ungraded 2018/19 

 

 
Efficiency  

Good 

Last 
inspected 

Meeting current demands and 
using resources  

Good 

2018/19 

Planning for the future  
Requires improvement 

2018/19 
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Legitimacy  

Requires improvement 

Last 
inspected 

Fair treatment of the public  
Requires improvement 

2018/19 

Ethical and lawful workforce 
behaviour  

Requires improvement 

2018/19 

Fair treatment of the workforce  
Good 

2017 
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How does the force compare with similar forces? 

We compare North Yorkshire Police’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. 

North Yorkshire Police’s MSG forces are West Mercia Police, Norfolk Constabulary, 
Gloucestershire Constabulary, Lincolnshire Police, Suffolk Constabulary, North Wales 
Police and Devon and Cornwall Police. We haven’t yet inspected Lincolnshire Police, 
North Wales Police and Devon and Cornwall Police as part of IPA 2018/19, so use 
their graded judgments from our previous PEEL assessment for comparison. 

Figure 1: Pillar judgments for North Yorkshire Police, 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 am satisfied with most aspects of the performance of North Yorkshire Police, but the 
force needs to improve in its legitimacy to provide a consistently good service. 

The force is good at preventing crime and anti-social behaviour. It is good at 
investigating crime and has continued to improve how it identifies and protects 
vulnerable people. It now has better systems to identify and support vulnerable people 
and makes greater use of protective powers. 

The force understands current demand well and seeks to use its resources efficiently. 
However, it needs to improve its understanding of future demand, so it can make good 
financial and workforce plans. 

I am disappointed that it doesn’t yet have the systems it needs to reassure the public it 
uses powers such as stop and search legitimately. It also needs greater capacity and 
capability to root out corruption. 

I commend the progress that North Yorkshire Police has made in some areas since 
last year. I will continue to monitor the force’s progress in areas where it still needs  
to improve. 

 

Phil Gormley 

HM Inspector of Constabulary

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
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? 

 

Good 

Summary 

North Yorkshire Police is good at looking after vulnerable people who are victims  
of crime. From the first contact with a victim, the force recognises when people need 
support and help. Those who handle calls in the control room can see the records  
and other information they need to judge how best to work with vulnerable victims. 
Officers were able to explain to inspectors how they assess risk. But the force should 
make sure that those risk judgments are properly recorded using the tools available. 
This would mean the force could be sure that it is offering a consistently good service 
to vulnerable victims. Officers and staff have recently been trained to recognise signs 
of vulnerability. 

The control room also has good ways of quickly assessing people’s mental health 
needs at peak times, with plans to offer this service 24 hours a day every day.  
Street teams in some areas also have the skills to recognise people with mental  
ill health. However, officers and staff are concerned about the extra pressures 
resulting from some mental health suites closing. 

In some places, daily meetings talk about the ‘most vulnerable, most demanding, most 
dangerous and most wanted’ people. The force should think about applying this way 
of working across North Yorkshire so that vulnerability is identified consistently. 

The force has improved its data collection on domestic abuse since our last inspection 
in 2017. It has also introduced an additional post so that court applications in domestic 
abuse cases are improved and achieve positive results to protect vulnerable victims, 
with the vast majority of applications succeeding. This is a positive step. However, the 
force needs to understand why not all high-level domestic abuse cases are being 
properly referred for multi-agency support. 

In 2017, we judged that North Yorkshire Police was good at preventing and tackling 
anti-social behaviour, investigating crime, and tackling serious and organised crime. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-staff/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
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 

 

Good 

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

Protecting vulnerable people 

 

Good 

Officers and staff working for North Yorkshire Police have the information, training and 
leadership they need to understand how to treat vulnerable victims of crime well. 
Caring for the vulnerable is a priority at all levels of the force. We were pleased to  
find that many officers and staff were able to speak to us clearly about vulnerability. 
They had been trained recently to support broader understanding, including how to 
identify hidden harm. 

The force’s call handling system helps staff to quickly identify vulnerable victims when 
they contact the control room. Staff were able to tell us how they assess risk, but we 
found that they don’t always record the reasons for the decisions they make using the 
THRIVE risk assessment tool. The force should make sure that the rationale behind 
these decisions is recorded so that all vulnerable victims are protected from harm. 

Following the area for improvement identified in our 2017 inspection, the force now 
collects accurate data to protect victims, enabling comparison with other forces  
and supporting a consistent service. North Yorkshire Police co-operates well with 
partner organisations. This helps to keep people safe. The force is aware that it has 
work to do to make sure that the way multi-agency risk assessment conference 
(MARAC) referral processes are used means that all high-risk victims of domestic 
abuse are protected. 

There is also mostly good partnership working in mental health services. And the  
force is working with its partner agencies to strengthen the services available across 
the county. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/thrive/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/multi-agency-risk-assessment-conference/
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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 

North Yorkshire Police uses the National Police Chiefs’ Council (NPCC) definition  
of vulnerability. Caring for the vulnerable is identified as a priority in the police, fire  
and crime commissioner’s (PFCC) police and crime plan. The force’s control strategy 
has a focus on vulnerable victims. There is a senior strategic lead for vulnerability,  
and it is overseen at the force vulnerability board and the force operations board. 
Operational leads are accountable for control strategy delivery and action plans, which 
are also monitored at force level. Two police analysts are embedded within local 
authorities and they use MoRile, Mosaic, information from partner agencies and 
community profiling to understand risk and vulnerability. As a result, the force is well 
placed to understand vulnerability and protect vulnerable people. 

Most officers and staff we spoke to during our inspection had received recent 
vulnerability training, including in dealing with child sexual exploitation, modern slavery 
and female genital mutilation. They understood and could explain vulnerability, 
including hidden harm. The force refreshed its domestic abuse, stalking and 
harassment policies and procedures in January 2019. It has procedures for identifying 
and dealing with hidden harm, including female genital mutilation and forced marriage, 
and uses a range of safeguarding toolkits to support officers. 

We observed differences in the way daily management meetings run across the force. 
These meetings are vital in ensuring that vulnerable victims at high risk of harm  
are protected. In York, a comprehensive daily meeting included vulnerability and 
discussed those people who were ‘most vulnerable, most demanding, most dangerous 
and most wanted’. The meeting also discussed the application and management  
of current domestic violence protection orders and notices (DVPOs and DVPNs)  
and multi-agency tasking and co-ordinating-related incidents. In Scarborough, the 
daily meeting focused more on resourcing, crime recording and other business, 
including intelligence. This means that important issues affecting vulnerable people 
may not be identified at an early stage and they may not be properly protected.  
The force should consider adopting a consistent approach to these meetings, 
prioritising vulnerability, to make sure that vulnerable victims are protected from harm 
across North Yorkshire. 

In the control room, the force uses a call handling system called Aspire. Repeat and 
vulnerable victims are identified through caller details and the addition of specific 
comments to show vulnerability. Control room staff have access to the force’s 
intelligence system. They can research information about the caller or situation that 

Areas for improvement 

• The force should assure itself that risk assessment processes are being 
appropriately recorded when dealing with calls from the public to manage risk 
for all vulnerable victims. 

• The force should review its MARAC referral processes to ensure that all  
high-risk victims of domestic abuse are protected. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/national-police-chiefs-council/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-and-crime-commissioner/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-and-crime-commissioner/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/morile/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/mosaic-experian-data/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/safeguarding/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/domestic-violence-protection-notice-or-order/
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can be added directly to the incident log as it is created, improving the quality of the 
initial response. The call handler can add further manual flags to highlight the 
vulnerable nature of the caller or incident, including domestic abuse incidents and 
mental health concerns. Control room supervisors and operational sergeants are  
told about domestic abuse incidents, providing further scrutiny and management  
of these calls to make sure that appropriate help is provided to vulnerable callers.  
Our inspection found that domestic abuse is a priority both for operational officers and 
the control room staff. 

We reviewed a sample of crime files and spent time in the control room examining 
calls for service and incident logs. All the control room staff we spoke to had been 
trained to use the force’s risk assessment tool THRIVE and understood how to  
apply it. However, force policy makes it discretionary for call handlers as to whether to 
record their THRIVE assessment on the incident log. We found that most incident logs 
and crime files didn’t formally document a risk assessment. While staff could explain 
to our inspectors how they assess risk, if a sound rationale isn’t documented, the  
force can’t be confident that all vulnerability is being identified in a consistent manner. 
The force should assure itself that risk assessment processes are being  
appropriately recorded when dealing with calls from the public to manage risk for  
all vulnerable victims. 

Responding to incidents 

North Yorkshire Police has generally effective call handling arrangements, with most 
incidents graded appropriately. Incidents receive a prompt response most of the time. 
Where we saw a delay in responding to priority calls, there was no apparent adverse 
effect and victims were kept safe. But the risk for victims wasn’t consistently 
reassessed if those delays continued or became protracted. The force should make 
sure that, where there is a delayed response, incidents are regularly reassessed for 
risk and that it is properly recorded. 

The force is generally working well with its partners in the complex area of  
mental health. The control room uses a mental health triage service, with approved 
mental health professionals with access to health records as well as force systems. 
The force wants to extend this service beyond its current availability of 12 hours a day, 
seven days a week. Mental health is also assessed using street triage services in the 
Vale of York, Scarborough, Whitby and Ryedale. The workforce believes that the 
support works well, where it is offered. But the closure of some suites where 
vulnerable people are taken for mental health support (under section 136 of the 
Mental Health Act) has led to officers reporting delays at the suites and increased 
travel times. North Yorkshire Police recognises that the provision and availability of 
mental health services vary across the different geographical areas of the force. It is 
working with partners to introduce mental health co-ordinators to deal with demand 
more effectively and consistently. The aim is to bring a preventative and early 
intervention approach to mental health support work. 

Domestic abuse, stalking and harassment (DASH) risk assessments are  
completed satisfactorily in most cases, with immediate safeguarding arrangements 
being identified. Specialist domestic abuse officers review all incidents, including the 
completion of DASH and police protection notices. In each case, they check the initial 
safeguarding actions taken and determine what further safeguarding arrangements 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/street-triage/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/section-136-of-the-mental-health-act-1983/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/section-136-of-the-mental-health-act-1983/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/dash/
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are required. The force monitors the quality of these assessments and provides 
feedback to officers. This helps to improve future referrals and further protection for 
vulnerable people. 

In 2017 we found that, because the force wasn’t accurately collecting data  
about domestic abuse cases, it couldn’t provide assurance that it was providing a 
consistent and appropriate level of service to all victims. We assessed this as an area 
for improvement. We are pleased to see that it has now fully addressed this issue and 
is collecting accurate data to protect victims. This means its work can be compared 
with other forces. By referring to this data during this inspection, we were able to 
determine that North Yorkshire Police protects most victims of domestic abuse 
through the appropriate use of arrest powers. Its domestic abuse arrest rate is higher 
than the England and Wales rate for 2017/18. The force also refreshed its domestic 
abuse procedure in January 2019, giving confidence that positive action to keep 
victims safe remains a priority. 

Data provided by the force shows that it makes positive use of pre-charge bail in 
domestic abuse cases compared to the England and Wales rate. However, it has a 
backlog in finalising crime records and so it can’t be clear how many domestic abuse 
cases result in charges or summons. The force is acting to reduce this backlog and 
monitoring its performance through its crime data integrity improvement board, chaired 
by the deputy chief constable. It also conducts surveys to receive feedback from 
domestic abuse victims, to learn and improve its service for other victims. 

Supporting vulnerable victims 

North Yorkshire Police supports vulnerable victims well. Neighbourhood teams help to 
keep vulnerable victims safe in their area. Police community support officers (PCSOs) 
are trained in dealing with domestic abuse and given guidance on safety planning  
and how to carry out effective safeguarding visits. Most officers and staff we spoke  
to understood where responsibility for safeguarding lies in domestic abuse cases.  
This enables clear support to be given, reducing the potential for further harm. 

In our 2017 inspection, we observed that the number of DVPOs and DVPNs applied 
for and granted had reduced. We are pleased to see that the force now has good 
processes for dealing with DVPOs and DVPNs. Superintendents are trained to  
assess applications. It has appointed a domestic abuse court presentation officer to 
make sure that applications are consistent. The presentation officer works closely  
with domestic abuse co-ordinators and legal services to present applications and 
breaches at court. Since the role started in December 2018, the force has secured  
35 of its 36 applications for orders and notices and proven 13 of the 14 breaches that 
it reported. It monitors all applications made and informs its workforce when new 
orders are granted. This supports vulnerable people living within the force’s area. 

Clare’s Law applications are made through the control room, with disclosures being 
considered and made, where appropriate, through domestic abuse co-ordinators.  
Data collected by the force shows the number of requests made each month  
is increasing. The force received 145 right to know and 90 right to ask applications in 
2017/18 and it acknowledges that it could make better use of this process. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/bail/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/domestic-violence-disclosure-scheme/
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Through the multi-agency safeguarding team and vulnerability assessment team,  
the force works closely with partner organisations to keep people safe from harm.  
It participates in monthly vulnerable, exploited, missing and trafficking meetings and 
undertakes multi-agency problem-solving initiatives. It shares information about cases 
with other forces and agencies, where appropriate. It also contributes to MARAC 
processes, but our inspection found that not all high-risk domestic abuse cases are 
referred to MARAC. The force is aware of this issue and has commissioned further 
work to establish if this is due to demand or because the risk has been thoroughly 
assessed, negating the need for further referral. 

Registered sex offenders (RSOs) are well managed. The force uses both the Risk 
Matrix 2000 and the active risk management system to systematically understand the 
risks posed by offenders. At the time of our inspection, there were no backlogs in the 
assessment or management of cases. The force had the resources needed to 
manage current demands and workloads appeared reasonable. The force has also 
invested in technology to support officers making visits to offenders. The offender 
management unit (OMU) uses prevention and detection software to monitor those who 
pose a risk online. This is supported by triage and route detection technology. 

Electronic monitoring is used to tag some RSOs who are subject to a sexual harm 
prevention order (SHPO). It is also used on a voluntary basis for some offenders who 
are managed by the OMU on a case by case basis. This helps to proactively manage 
the risk they pose. Local officers are briefed when RSOs are released from custody or 
move into their area. All RSOs are given a ‘notify’ and ViSOR flag on Niche which 
allows any officer to check who has moved into the area they police. Public protection 
officers can also work from local neighbourhood stations. We found evidence that this 
supported neighbourhood officers’ knowledge. The force has appointed a dedicated 
criminal and civil orders officer in its OMU. The officer assesses those offenders who 
present a risk of further harm and applies for civil orders contained within the 
legislation – SHPOs and sexual risk orders. 

Tackling serious and organised crime 

 

Good 

This question was not subject to detailed inspection in 2018/19, and our judgment 
from the 2017 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 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/risk-matrix-2000/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/risk-matrix-2000/
vhttps://www.justiceinspectorates.gov.uk/hmicfrs/glossary/active-risk-management/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/sexual-harm-offences-protection-order/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/sexual-harm-offences-protection-order/
http://webarchive.nationalarchives.gov.uk/20081023095807/http:/police.homeoffice.gov.uk/publications/operational-policing/useoffirearms.pdf
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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). 

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 is accompanied by a register of 
risks and other observations. The designated chief officer reviews the register 
frequently to maintain the right levels of armed capability and capacity. 

There are two areas where the APSTRA could be improved: 

• it would benefit from stronger analysis and intelligence regarding armed criminals 
who present risks in North Yorkshire and neighbouring forces; and 

• it does not include details of how rapidly armed response vehicles (ARVs) respond 
to incidents. This is important to determine whether the force has sufficient armed 
officers to meet operational demands. 

Last year, we identified an additional area where the force’s APSTRA could  
be improved. The force had not published its own APSTRA and was reliant on an 
assessment of threats and risks affecting several forces in the region. This has now 
been rectified. 

All armed officers in England and Wales are trained to national standards. There are 
different standards for each role that armed officers perform. The majority of armed 
incidents in North Yorkshire are attended by officers trained to an ARV standard. 
However, incidents sometimes occur that require the skills and specialist capabilities 
of more highly trained officers. 

We found North Yorkshire Police has good arrangements in place to mobilise 
specialist officers should their skills be required. On these occasions, agreements are 
in place for the capabilities to be provided by the regional counter-terrorist unit. 

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. 

North Yorkshire Police has effective arrangements with forces in Yorkshire and the 
Humber region to provide armed policing. This means that the standards of training, 
armed deployment and command of armed operations are assured in all forces in  
the region. It also brings certainty that armed officers can deploy flexibly and rapidly 
into neighbouring police force areas. 

http://webarchive.nationalarchives.gov.uk/20081023095807/http:/police.homeoffice.gov.uk/publications/operational-policing/useoffirearms.pdf
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/armed-policing-strategic-threat-and-risk-assessment/
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/
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We also examined how well prepared forces are to respond to threats and risks. 
Armed officers in North Yorkshire Police are trained in tactics that take account of  
the types of recent terrorist attacks. Also, North Yorkshire Police 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 are made for the future. 

In addition to debriefing training exercises, we also found that North Yorkshire Police 
reviews the outcome of all firearms incidents that officers attend. This helps ensure 
that best practice or areas for improvement are identified. We also found that this 
knowledge is used to improve training and operational procedures.
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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? 

 

Good 

Summary 

North Yorkshire Police understands the demands it faces well. Calls are being 
answered quickly in the control room and the force is tackling problems that the 
community is concerned about. For example, it has responded positively to worries 
that rural crime wasn’t being fully reported. As it plans for the future, the force should 
consider all options for providing services, so that its work is tailored to fit local needs. 

Plans are in place for the force to work more closely with partner organisations.  
North Yorkshire Police already co-operates with other forces in the region.  
The Transform 2020 programme aims to see police working much closer with fire 
service colleagues. The force should understand the wider benefits that can result 
from change. It should be clear how the changes being made are making a difference 
to the public. 

The force knows that new skills will be needed to meet future demand, so it is 
changing the way it recruits people. It is also investing in technology. Officers have 
mobile devices that allow them to work more effectively when they are away from  
the police station. We would like to see clear plans for developing the next generation 
of leaders.  



 

 22 

Meeting current demands and using resources 

 

Good 

The force has made changes to the way it works to understand and adapt to the 
demands it faces and, overall, has made good progress since our 2017 inspection. 
Technology is being used to help officers to work more efficiently. They have mobile 
devices that let them stay in contact and work more effectively when responding to  
an incident. Support services are also changing through greater use of technology. 
The force has also taken steps to understand the skills its people will need to meet its 
current demand and is building those into its recruitment and training. It has clearly 
identified plans to fill these gaps and is working towards achieving them. 

The Transform 2020 change programme aims to find significant savings that can be 
reinvested into policing priorities as well as developing much closer working with 
colleagues in the fire and rescue service. It is important that the force is clear about 
what can be achieved and that it makes sure that it reaps the full benefits from  
these changes. 

As the force manages its priorities, the public’s voice is being heard. Tackling rural 
crime was given high priority, following a consultation that highlighted public concern. 
This improved the response to crime and incidents for rural communities. 

However, as the force develops its plans to meet the demand it faces, it should 
consider what can be delivered with different levels of budget, so its services can be 
properly tailored to the particular demands of the community. 

 

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

Assessing current demand 

North Yorkshire Police has a good understanding of the current demand it faces.  
This is supported by data and information from a variety of sources, including 
partnership data. At a strategic level, the force has clear priorities agreed through  
the neighbourhood survey and community engagement carried out by the PFCC. 
Funds from the increase in the 2019 council tax precept are pledged to enhance 
visible community policing. This was highlighted as a need by the public response to 
the PFCC’s consultation. 

Areas for improvement 

• The force should improve its benefits realisation processes across all its 
change programmes. 

• The force should ensure that it understands the level of service that can be 
provided at different levels of costs, so it can identify the optimum level of 
service provision. 
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The force has adjusted resources as a result of several initiatives to better understand 
its current demand. Mapping of its workforce’s time led to further development of the 
performance scorecard software. Performance information can now be accessed 
more quickly, freeing up time for the performance team to focus on other priorities. 
These performance dashboards provide detailed information across most crime areas. 
Managers have instant information to help them manage the service effectively. 

Local and force-wide priorities are generally well balanced. Neighbourhood priorities 
are agreed and managed locally, with information gathered at local meetings  
and surgeries. Strategically, the force engages with partners to understand pressure 
on resources from concerns such as county lines and cuckooing of vulnerable people. 
The force conducted a survey and visited more than 3,000 addresses to try to 
understand rural concerns. This included a focus on why people in rural communities 
under-report crime, including domestic abuse. By offering crime prevention advice and 
developing new links through social media and the rural task force, North Yorkshire 
Police has successfully re-engaged the rural community. It is working well with trading 
standards to combat hidden rural crime. It also works with partner agencies to 
understand hidden harm and has established a broader understanding of female 
genital mutilation through engaging with local midwives and charities, and reviewing 
national research. 

In our 2017 efficiency inspection, we judged that the force should develop its 
understanding of demand, ensuring that it has analysed appropriate information and 
intelligence from wider sources. It has taken positive steps since then that have 
helped it to improve in this area. 

Understanding factors that influence demand 

The force understands that efficient working practices can reduce demand.  
Through analysis of workforce time and effort, it identified that a considerable number 
of its staff were involved in data processing and analysis. By changing working 
practices, it freed up resources for other priorities and improved the management of 
access to force data. 

In the summer of 2017, the Home Office highlighted North Yorkshire Police as being 
among forces that failed to answer emergency calls quickly enough. After a service 
review, the control room now answers all 999 calls in an average time of less than  
ten seconds. For 101 calls, the average answering time is 90 seconds, with 48 percent 
being answered in under 30 seconds. The time taken for the police to respond to 
incidents has also improved since 2017. In the final quarter of 2018, police attended 
76 percent of immediate-grade urban calls within the target time of 15 minutes.  
For rural immediate-grade calls, the response rate was 75 percent within the target 
time of 20 minutes. Police attended 81 percent of priority calls within the target 
response time of 60 minutes. 

The leadership team is working hard to effect change through its Transform 2020 
programme, and leading reviews into other business areas such as the drive to  
reduce overtime. The proposed changes have been comprehensively reviewed 
against good practice, analysing cost and demand with the aim of ensuring a  
modern workforce. Our inspection coincided with the formal staff consultation and we 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/county-lines/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/cuckooing/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
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noted that the workforce is actively involved in discussing the changes with the 
consultants being used by the force. 

An operations board, chaired by an assistant chief constable, examines concerns 
which are identified about operational performance. Measures are put in place to 
address problems that are identified. 

Working with others to meet demand 

The force works well locally with external organisations. It is one of seven forces 
collaborating in the North East Transformation, Innovation and Collaboration  
(NETIC) group. It has plans to share further premises with North Yorkshire Fire and 
Rescue Service and works jointly with its support services. It shares resources for 
investigating serious crime with Cleveland Police. It also works with other Yorkshire 
and Humber forces on regional scientific support and firearms collaboration. The force 
is reviewing some of these collaborations as they don’t always demonstrate value  
for money. 

Positively, this collaborative approach extends beyond the emergency services.  
The force has analysts based in local councils who use partner information to better 
understand crime reduction. There are productive partnerships in mental health, within 
the control room and as street-based triage. This is improving the response to 
vulnerable people with mental health concerns. The force’s commitment to joint 
working means that it can manage current demand by improving efficiency. 

The force challenges partner agencies when changes to their services adversely 
affect demand on the police. It has responded positively to the impact of plans by the 
Ministry of Justice to close local court buildings. It is exploring developing virtual court 
attendance as an idea to reduce the adverse effect on witnesses and officers 
attending court to give evidence. It has challenged external partner organisations over 
the closure of mental health suites, using data showing the increased demands on 
officers. This data also helped to direct the force’s own activity towards early 
intervention and prevention to reduce future demand. 

In our 2017 efficiency inspection, we commented on the effect that the inability of 
partner agencies, particularly the Yorkshire Ambulance Service, to meet demand  
was having on North Yorkshire Police. The force has since liaised closely with the 
service to reduce demand on the police, which is positive, and enables it to focus on 
its own demands. 

Innovation and new opportunities 

The force knows that it needs expert help to develop a new model to transform  
its enabling services. An external provider reviewed the principal types of  
change needed. It identified the need to advance the force’s use of digital technology 
and move towards self-service where the workforce can directly access the 
information it needs to improve efficiency. As a result, the force brought in a strategic 
partner to help develop the Transform 2020 change programme. The force looks 
beyond policing for innovation and business processes that could improve its service 
to the public. It is seeking ways to enhance its versatility and effective communications 
management with telecommunications companies. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/netic
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/street-triage/
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The force has looked externally for fresh ideas. Its intent-based leadership model is an 
approach where the workforce is trusted, supported and empowered to take 
responsibility for their decision making and actions. It looks for new talent through 
local universities and the regional N8 Research Partnership. It has been proactive in 
appointing seven short-term (12 weeks) and seven long-term (12 months) interns to 
date, building strong relationships with the data analysis strand of N8 to support its 
own analysis function. The force has also worked with the University of York, setting 
research questions for students to bring new ideas to policing and encourage wider 
and innovative thinking. 

Investment and benefits 

North Yorkshire Police is still developing its approach to project management. 
Business cases are being approved and projects are prioritised. Business cases are 
structured to show what the force wants to achieve and at what cost, to demonstrate 
the value of any change and to support decision making. However, the force needs to 
better understand the effect of its change programmes to make sure that it can identify 
and realise benefits from the changes it makes. 

We know that the force has taken steps to rationalise its IT developments.  
This reflects previous concerns that the delivery of these projects was delayed  
and the benefits were felt only slowly. The force has now agreed at a corporate level 
which projects will be prioritised and when they will be delivered. It has recognised 
that savings projections haven’t been met, because of slow or late delivery of 
investment projects. It is working with consultants to improve its approach, but 
changes in implementation are in the early stages. There has already been some 
slippage in the overall programme due to longer than anticipated consultation periods. 
This means that the approach is not yet embedded and delivering benefits. The force 
needs a better understanding of the benefits available when it makes changes to 
enhance efficient working. 

Prioritising different types of demand 

The force is good at prioritising demand and has a clear understanding of the 
resources needed. Its control strategy sets the longer-term approach supporting 
service priorities and using the MoRile assessment tool to understand risk.  
Day-to-day risks are managed through daily management meetings, enabling  
the force to move resources to meet its needs. To gain a more in-depth view  
of priorities, the operations board reviews the use of resources and undertakes 
detailed evaluations to make sure that all units and departments have the  
resources they need and work efficiently. Recent examples include PIP 1 and PIP 2 
detective resource levels, investigation hubs, professional standards and the force 
vulnerability assessment. Financial, workforce, recruitment and retention plans are 
also reviewed to make sure that they remain appropriate. 

The force has carried out work to understand the demand for different types of calls 
for service and the response required. This led to a review of resources and has made 
significant savings by reducing the number of shifts from five to four. This enables 
investment in other priority areas, including an increase in the number of armed 
policing resources, forensic services and detectives dealing with organised crime.  
The provision of a neighbourhood service desk enables the force to operate more 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/morile/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/professionalising-investigations-programme/
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efficiently by providing telephone resolution of approximately 60 percent of crimes and 
other occurrences. This means that it can match response resources to those calls 
that need an officer to attend. 

The force reacts well to short-term changes in demand. When faced with protesters at 
the Kirby Misperton fracking site, it had a flexible approach to dealing with the 
significant daily demand. It also shifted resources in response to an increase in 
burglary and the potential harm posed to victims. These examples illustrate the force’s 
ability to flex resource to meet changing demand. 

Assigning resources to demand and understanding their costs 

Transform 2020 is a programme to modernise how enabling services are provided.  
It is on track to achieve £3.5m savings in its first year. The force states that Transform 
2020 proposes a more robust process to manage benefits, but this is yet to be  
rolled out. This means the force is yet to fully understand and realise the benefits of its 
investment in change. The force’s medium-term financial plan identifies that previous 
projects weren’t always governed appropriately: the benefits were unclear, and they 
often failed to produce the savings identified. We also found the force hasn’t yet 
formally evaluated its £8m investment in digital mobile working. 

In 2018/19, a clear leadership focus reduced overtime spend from £3m to £2m for the 
financial year. Individual reviews of operational and corporate areas provide detailed 
analysis of the service. However, the force can’t yet fully understand how investing or 
spending less in those areas can help it determine the right service level to provide. 

The force re-evaluates demand to use available resources more efficiently  
and effectively. Where it has seen increases in operational demand, it has used  
its specialist resources to support frontline policing and provide service delivery to  
the public. 

Workforce capabilities 

The force understands the skills gap it faces in providing services and has a realistic 
plan to address this. It has undertaken a skills audit for all roles and an assessment of 
leadership strengths to identify gaps to be filled by recruitment and training. This has 
informed its annual training and recruitment plans, and its workforce personal 
development plans. The force has identified gaps including child sexual exploitation 
prevention, detectives and digital specialists. These areas are identified in its human 
resources (HR) strategy and form part of Transform 2020. The force is also seeking  
to fill skills gaps through recruiting PCSOs and apprentices. It has developed a 
dashboard identifying those qualities needed for future officers to be effective.  
A strength-based leadership model is used to identify the skills of people in the senior 
leadership teams to make sure that these are secured through recruitment. 

North Yorkshire Police’s Workforce 2025 strategy sets out a clear vision of police 
officers and staff being co-located with other public sector organisations. The strategy 
addresses existing and predicted needs for digital and general investigations, 
leadership, safeguarding and mental health. The aim is to develop a workforce that 
equips North Yorkshire Police to meet its future requirements. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/medium-term-financial-plan/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/police-staff/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/safeguarding/


 

 27 

More efficient ways of working 

As well as Transform 2020, the force uses formal reviews to identify when service 
areas can operate more efficiently and effectively. These reviews consider demand, 
effort and technological advancements to challenge the force’s ways of working.  
One particular review produced improvements to the way the digital forensics unit 
provides services. 

The force has reinvested the savings it generated through reducing the number of 
shifts towards forensic services, organised crime and armed policing resources. 
However, we found that most savings to date have been made to balance budgets 
rather than to reinvest into priority areas. 

Working with others 

The force works in collaboration with others to provide better services and  
achieve efficiencies. However, there is limited evaluation to show success.  
Some collaborations, such as NETIC, have more formalised governance 
arrangements and processes for identifying and reporting on the benefits of 
partnership working. The force also makes good use of peer review to establish  
the best way forward when partnerships are becoming problematic. 

We found good examples of collaborative arrangements, including mental health  
and street triage, the multi-agency safeguarding team and the vulnerability 
assessment team. North Yorkshire Police also led a complex multi-agency 
investigation into an individual who posed as a child to gain and share  
indecent images. This resulted in a conviction and a long prison sentence for the 
principal offender, and the ability to disseminate intelligence to support further  
arrests both in England and Wales and internationally. A subsequent review of this 
case by the children’s safeguarding board concluded that the force’s approach  
was outstanding. 

We found that the force doesn’t consistently plan for or evaluate the benefits of its 
partnership working. In some cases, the rationale for collaboration may not be  
fully understood. The force can’t be certain that some collaborative ventures are 
providing either better value for money or more resilience. For example, we found that 
the identified benefits of its major crime collaboration are no longer being delivered. 
Timescales haven’t been set for evaluating existing arrangements, although the force 
has commissioned a peer review of its major investigation team by another force. 
Because benefits aren’t subject to periodic review or evaluation, North Yorkshire 
Police can’t be confident that it always derives the best value from such 
collaborations. 

Using technology 

The force is proactive in its use of technology to fight crime. It is effective in its 
approach to identifying those sharing indecent images of children online and 
demonstrates a proactive approach to reducing this threat. 

The digital forensics unit has been subject to recent review and has a clear way 
forward to address both current and future demand. Information has also been used to 
inform future plans, including a shift in resources to more prevention activity. 
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The force has a draft digital transformation strategy in the final stages of approval. 
This aims to achieve changes including better mobile working for police officers, a new 
integrated digital platform and the workforce starting to use self-service applications. 
The force has reassessed its IT projects to make sure those intended to produce the 
most efficiencies are prioritised. We welcome this approach. 

New technology is enabling more efficient working. Digital mobile arrangements help 
officers and staff to work away from police stations. Despite some initial problems, 
officers with a laptop or mobile phone can now remotely access the force crime 
recording system, submit witness statements, and complete stop and search records. 
Victim contact agreements, the crime recording system and digital evidence storage 
are all accessible through these mobile devices. We understand that future 
developments will allow domestic abuse, missing-from-home cases and road traffic 
collisions to be recorded directly on to force systems. 

The force has adopted several other digital initiatives such as body-worn video  
and MAUDS (mobile asset utilisation and deployment system), a tool that tracks 
officer, vehicle and incident locations in real-time, allowing resources to be  
deployed effectively. However, as its approach to benefits realisation hasn’t been 
robust enough, is yet to demonstrate improved outcomes. 

Planning for the future 

 

Requires improvement 

North Yorkshire Police needs to improve its preparations to meet policing challenges 
of the future. This should include planning to understand all policing activity, including 
crime, that it will face in the future and may need extra resources. And the force 
should make sure it can make the savings it needs to meet the funding gaps forecast 
for the coming years. Long-term strategic plans are needed to encourage the force to 
look beyond the next couple of years, so it can provide a service that meets the 
challenges of the next decade. 

The police and crime plan sets out clear priorities for the force. And there is a plan to 
invest in these priorities and to reinforce frontline policing through recruiting additional 
officers and PCSOs. 

Promotion processes have improved following staff feedback to the force. But North 
Yorkshire Police doesn’t yet have clear plans for talent management or creating a pool 
of talented officers who will become future leaders. It also needs to have plans for 
developing its senior leaders to be able to meet future needs. 

The force understands that it must do more to attract recruits from black, Asian and 
minority ethnic (BAME) communities and is working to increase its diversity to better 
reflect the communities it serves. It also knows that it has potential skills gaps in some 
specialist areas, such as cyber crime, and is looking to build this expertise. 

The force has financial plans in place to meet its priorities. But it needs to make sure 
that it plans more broadly to meet the predicted funding gap. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/body-worn-video/
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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. 

Assessing future demand for services 

North Yorkshire Police has only a short-term view of future changes in demand. 
Nexus, the force’s service improvement arm within its organisational development 
department, reviews specific functional areas to better understand their complexity 
and effect on demand. This is intended to manage demand more effectively.  
But these reviews are limited mainly to a 12 to 18-month prediction of future demand. 
For example, the crime resourcing proposal put forward in August 2018  
includes predicted demand to 2020 in its work to determine allocation of PIP 2 
detective constables. The Transform 2020 change programme includes plans  
to improve predictive analysis to better understand future demand, but this isn’t  
yet embedded. The force can’t plan effectively without a long-term understanding 
of its future demand. 

The force can deal with increasing demand, as shown in its control room, where 
investment has realised significant improvements – as referenced earlier in this report. 
This has created a stable platform to allow it the opportunity to consider further 
improvements within Transform 2020. 

The force has conducted some trend forecasting for crime types such as rape, serious 
sexual assault and cyber crime. As a result, it has increased its investigative 
resources. Its work to improve compliance with the national crime recording standard 
has seen more reported incidents being recorded as crimes. North Yorkshire  
Police also asked another force to complete a peer review to seek further crime 
recording improvement. The deputy chief constable leads on crime data integrity for 
the force, reporting to the PFCC’s public accountability meeting. But the force can’t 
currently tell how much of the rise in recorded crime is due to an initial spike as its 
reporting processes improve, and how much is a genuine increase in crime. The force 
has also identified areas of under-reporting of crimes. These include rural crime, as 
was revealed by its work with the National Farmers Union. Overall, the force should 
improve its understanding of demand so that it can plan well for the future.  

Areas for improvement 

• The force should continue to develop its understanding of potential future 
demand including crime types and other police activity to enable it to  
plan effectively. 

• The force should ensure that it has plans to address forecasted gaps in 
funding including the emergency services network implementation programme. 

• The force should develop a talent management and leadership succession 
plan to support future workforce development and continuity. 
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Improved technology is helping North Yorkshire Police prepare for future demand.  
As well as its investment in the control room, it now equips frontline officers and staff 
with mobile devices. These allow them to access a wide range of data remotely and 
perform important tasks online. They can work smarter and faster, and increase the 
visible policing presence in neighbourhoods. This is a positive step. 

Understanding public expectations 

Annual surveys, priority-setting arrangements, local neighbourhood engagement  
and theme specific surveys are all used to help the force to understand 
public expectations. More than 3,000 households answered a survey aimed at 
addressing concern over rural crime. The public expects to see the police in  
their neighbourhood. The PFCC has made “reinforcing local policing” one of the four 
priorities of the police and crime plan. Results from a 2018 neighbourhood policing 
survey commissioned by the PFCC suggested that the public would continue to 
support those four priorities. But the survey, which involved 1,410 participants across 
the county, also identified some dissatisfaction with policing, particularly with crime 
prevention and the speed of response. The force responded by reviewing and revising 
its shift patterns to increase effectiveness and efficiencies and improve neighbourhood 
policing and service to communities. 

The PFCC decided to increase the council tax for 2019/20, following  
public consultation. There was a pledge to fund 51 additional officers and 23.5  
PCSOs within neighbourhood teams, with specific responsibilities for crime 
prevention, anti-social behaviour and multi-agency working. The force also wants to 
make it easier for the public to get in touch. It will be adopting the national ‘single 
online home’ approach on its website and is looking to develop web chat and “report 
my crime” functions online. The force shares information and updates through more 
than 100 Twitter accounts and 20 Facebook pages managed locally by safer 
neighbourhood teams and specialist departments. 

Prioritising 

The priorities set by the PFCC for the force in the 2017-21 police and crime plan are 
clear: caring for the vulnerable, ambitious collaboration, reinforcing local policing and 
enhancing the public experience. They have identified links to the force’s strategic 
direction – for example, within the people strategy. The PFCC is clear that investment 
and resources follow these priorities. She has committed to investing the additional 
police funding generated by the precept increase for 2019/20, and any future 
increases, in two distinct areas: policing priorities and investments, and reinforcing  
the frontline. This investment, mainly in recruiting additional officers and PCSOs, 
known as the PFCC’s policing priorities fund, is projected to amount to £2.7m in 
2019/20 and grow to £7.6m by 2021/22.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/anti-social-behaviour/
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Future workforce 

The force isn’t clear about how many people it will need to meet future demand, and 
what skills they will need. It does carry out horizon scanning and knows that its 
workforce must adapt as communities change. Working more closely with North 
Yorkshire Fire and Rescue Service is at the heart of Transform 2020. This will 
inevitably mean a smaller workforce. The force has been holding vacancies until its 
future workforce requirements are clearly defined. 

North Yorkshire Police is planning to use recruitment to fill known skills gaps, for 
example in cyber crime. Senior managers have been asked what skills will be needed 
to prepare for future recruitment campaigns. But this isn’t enough in itself to 
demonstrate a comprehensive understanding of the capabilities required to meet 
future demand. The force has a medium-term people plan for the next two to three 
years and a more detailed local workforce plan covering the next 12 months.  
The medium-term people plan is based on meeting the priorities of the police and 
crime plan. It covers core roles as well as the extended police family and volunteers. 
Two recruiters manage officer and staff recruitment. A third role is being created to 
lead the recruitment of volunteers. This role is also intended to support the closing of 
future skills gaps. 

Monthly management data tracks actual workforce numbers against budgeted 
establishment levels. This includes forecasts for starters and leavers. At the end of 
March 2019, there were 86 vacancies against its budgeted full-time equivalent 
workforce of 2,723.5. The force knows the number of officers due to leave, mainly due 
to retirement, over the next three years. Recruiting an extra 51 officers and 23.5 
PCSOs in 2019/20 will present a challenge. The force will also have to manage filling 
current vacancies and deal with the forecasted number of leavers at the same time. 

Recruitment is being used to enable the force to better reflect the communities  
it serves. In particular, the force wants more BAME employees. It has invested in 
supporting individuals, engaging with communities, familiarisation and use of a 
positive action co-ordinator. The force is producing a delivery plan for the next six 
months and is working with universities to identify suitable candidates. We know the 
next recruitment process will look for candidates with strengths and behaviours that 
complement the needs of the force, rather than selecting based on an assessment 
of skills. Applicants will be helped with a workshop and interview preparation sessions. 
The force currently has one direct-entry superintendent and is participating in the 
direct entry to inspector scheme.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/direct-entry-scheme/
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Finance plans 

Financial and workforce planning clearly align with the priorities of the police and 
crime plan. This is shown by recent investment in areas such as the control room. 
Senior leaders know about the changes planned through Transform 2020 and the 
associated financial planning. Transform 2020 plans seek to save around £13m over 
the life of the medium-term financial plan (at around £2.5 to £3m savings each year), 
which will enable the force to balance its budget. Investment in additional police 
officers and PCSOs is provided by an increase in the precept in 2019/20, in line with 
the PFCC’s priorities. The force also received an increase in its central government 
grant of £1.6m. In addition, it received a one-off special government grant of £1.5m in 
2019/20 to help pay for increased contributions to police pensions required from 
2019/20 onwards. The force has calculated that its increased pension contributions 
amount to around £4m each year. Even with the core grant increase and the special 
grant, it still has a shortfall in funding its additional pension costs of £0.9m, which will 
be funded from the PFCC’s policing priorities fund. The force assumes it will receive 
this special pension grant each year. However, there can be no certainty of this,  
which means that it may be underestimating the scale of savings needed to balance 
its budgets. 

The force tests its assumptions through the bi-monthly Police and Crime 
Commissioners Treasurers’ Society meeting and by taking account of advice from the 
NPCC finance leads. 

The PFCC maintains a reserves strategy up to 2021/22, comprising a general reserve 
of £5.97m and other specific funding for issues including general contingencies and 
major incidents. The earmarked reserves include a general contingency and a major 
incident reserve to meet identified needs. Transform 2020 aims to achieve £13m of 
efficiency savings, mainly from sharing enabling services with North Yorkshire Fire 
and Rescue Service through renegotiation of contracts, procurement savings and 
workforce reductions. 

There is little flexibility in the use of the PFCC’s reserves. Estate disposals – that  
is, the sale of police buildings – may offer some opportunities to release funds. 
However, the force is only beginning to identify further co-location opportunities.  
We know that it has identified risks associated with the costs of implementing the 
national Emergency Services Network. No specific funding for replacing the police 
radio network appears to have been allocated in the capital programme within the 
recently revised medium-term financial plan. Therefore, these costs will have to be 
met from revenue savings or borrowing. There are currently no plans in place to find 
this funding.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/national-police-chiefs-council/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/reserves/
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Leadership and workforce development 

Succession planning for senior leaders within North Yorkshire Police is unclear. 
Officers are being prepared for the senior police national assessment centre, but HR 
and workforce leads are unable to articulate formal succession planning processes. 
The force should take steps to clarify these processes so that future leadership needs 
can be addressed. The deputy chief constable leads on intent-based leadership, 
which is looking to develop leaders and enable effective and ethical decision making. 
The force’s people strategy includes specific aims for leadership development and 
talent management. 

The force is improving its promotion processes. It has listened to concerns from the 
workforce about the fairness and impartiality of the previous promotion process.  
The previous process was based on professional development reviews, line manager 
and local senior management reviews, and a competency-based interview. It has also 
learnt from the outcome of a recent employment tribunal. Processes are advertised 
externally as well as internally. Candidates are tested through the assessment centre, 
interviews focusing on strengths that meet the force’s needs, situational tests and 
virtual reality testing. This is a positive change. To date, the process has been used 
for chief officer, superintendent and chief inspector selection processes. There are 
plans to extend this across all ranks. Evaluation is currently taking place, so the full 
effect isn’t yet fully understood. 

The force is changing staff development processes. It is moving away from formal 
annual professional development reviews in favour of continuing engagement and 
dialogue between managers and staff. It is training 500 officers over the next 18 
months to enable these discussions with the workforce to take place. This will be 
supported with management workshops led by HR advisers. The focus will be on 
regular conversations, rather than procedure and process. The force believes that  
this approach will identify talent and support talent management, succession planning 
and wellbeing. 

The HR team supports development for officers and staff. There is a specific talent 
officer, but the force doesn’t have a formal talent management scheme. We were told 
that talent identification rests locally with area superintendents. Development is 
currently recorded in professional development reviews and agreed by line managers. 
Line managers know their team members, but an independent and identified  
process for managing talent may improve openness and support broader  
development opportunities. With the move towards ongoing engagement and dialogue 
between line managers and their team, this would make sure that there is a formal 
way of recording development and managing talent. We also found that local 
development opportunities aren’t recorded or retained corporately. The force should 
consider having a formal talent management process.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
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Ambition to improve 

As it strives to meet its £13m savings target under Transform 2020, North Yorkshire 
Police has identified that previous change programmes weren’t managed well.  
The force has secured expertise, through a private sector strategic partner 
organisation, to help produce the changes required. A new post of managing director 
will be responsible to the deputy chief constable and chief fire officer to drive the 
collaboration between the force and North Yorkshire Fire and Rescue Service. 
Payments to the transformation partner are directly linked to delivery of the savings. 
During our inspection, a temporary managing director was appointed to start this work. 

Transform 2020 is also designed to make continuous improvement an integral part of 
how the force operates. Business cases that have been agreed in principle are now 
subject to both union and staff consultation. However, at the time of our inspection, 
there was limited understanding of future force demands. And it is unclear where any 
efficiency savings will be invested. This future understanding may improve through the 
intended enhancement of predictive analysis techniques within nexus. However, this 
approach isn’t yet embedded. 

At the time of our inspection, operational functions within the remit of Transform 2020 
were limited to the control room and the roll-out of the public safety service (PSS) – an 
initiative that will seek to co-locate police, fire, local authority and NHS. Much 
operational activity remains outside this remit, however. As a result, Transform 2020 
may be limited in the scale of its ambition. The force told us that previous change 
activity was often driven by heads of department commissioning reviews and then 
implementing change. This left limited IT resources being drawn into too many  
change projects. As a result, project delivery timescales slipped. The force has made 
changes to try to avoid this happening again. 

In our 2017 efficiency inspection, we identified a need for the force to develop a better 
understanding of the benefits of investing in and using IT, and to update its IT strategy 
to improve its ability to meet current and future demand. The force has now addressed 
this area for improvement. It has created a digital services group with six areas 
identified where IT services will be prioritised. A superintendent has been appointed  
to make sure that the programme delivers operationally, and it has introduced  
three governance boards (people, change and risk) to monitor and drive activity. 
Transform 2020 seeks to change how the force delivers projects. It intends to make 
sure that past mistakes aren’t repeated – for example, overestimating the benefits of 
mobile working. 
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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? 

 

 

Requires improvement 

Summary 

The force needs to improve its understanding of how fairly its officers treat the public. 
A complete picture is needed of how both use of force and stop and search powers 
are being used in the community. The force needs a better understanding of how 
officers are using force. Officers electronically record when force has been used, but 
their actions aren’t being reviewed often enough by supervisors. 

It is a similar picture for stop and search powers. Training needs to be delivered 
consistently, and supervisors should fulfil their role so that the public can be confident 
about the way the force is operating. 

It is positive that four external community review groups are being set up. However, it 
is too soon to know what influence these groups may have, as only one of them had 
met when we inspected the force and independent chairs hadn’t been appointed. 

Ethics are important and well understood in the culture of working within the force. 
However, officers and staff should have the option of speaking to someone 
independent of their day-to-day work if they want to raise a concern about  
unethical behaviour. 

The force needs to make sure that those tackling counter-corruption can monitor all 
computer data so that any potential problems are brought to light and investigated. 
More training is needed so that all officers and staff fully understand the issue of 
abuse of position for a sexual purpose.  

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

 

Requires improvement 

Officers treat the public fairly and with respect. North Yorkshire Police uses the 
national policing Code of Ethics and we found this is understood and followed by  
the workforce. The force recognises the importance of understanding its communities’ 
concerns and fosters close links with neighbourhoods, both in person and, 
increasingly, online. And it uses social media to support that engagement. 

It is important that the use of police powers is legitimate and appropriate in the  
public’s eyes. Providing external scrutiny of these powers is critical. In North 
Yorkshire, external monitoring groups are being set up to provide an independent view 
of how use of force and stop and search powers are used by officers. But at the time 
of our inspection, only one of the four new scrutiny groups had met and independent 
chairs had yet to be appointed. This means that effective, independent understanding 
of the legitimacy of the use of powers isn’t yet in place. 

There is also a need for effective internal monitoring. Supervisors aren’t routinely sent 
forms submitted by officers when they have used force. As a result, supervisors aren’t 
making use of their powers to review the use of force, and North Yorkshire Police 
misses opportunities to identify trends and learn lessons. 

For stop and search powers, we found that not all officers have received the refresher 
training they need. The identification of correct reasonable grounds within stop and 
search records was lower than necessary to give confidence that these powers are 
being used fairly and appropriately. Once again, supervisors should be doing more to 
review the use of this power on each occasion so that feedback can be given 
immediately to make sure that it is used properly. 

 

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 

• In respect of the use of force, North Yorkshire Police should: 

• ensure there is effective supervision and proper external scrutiny. 

• In respect of the use of stop and search powers, the force should: 

• ensure officers who use stop and search powers understand what 
constitutes reasonable grounds and supervisors understand their 
responsibilities to supervise the use of these powers; 

• ensure effective internal monitoring of a comprehensive dataset on stop 
and search; and 

• ensure effective external scrutiny of stop and search. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/code-of-ethics/
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Treating people fairly and respectfully 

North Yorkshire Police fosters a culture that values engagement with communities and 
fair treatment. Members of the workforce we spoke to understood and applied the 
Code of Ethics in their work. They understand the issue of unconscious bias, and the 
majority had completed mandatory training on this subject. We found good examples 
of fair and respectful treatment of the public. These included objectives, given to all 
staff working in custody, that emphasise a professional approach to detainees and 
others attending custody suites. Operation Kingfisher, which is North Yorkshire 
Police’s response to anti-fracking protests, demonstrated a focus on procedural justice 
to make sure affected communities are treated fairly. 

The force website clearly directs the public to its social media pages. There is local 
ownership of more than 100 neighbourhood pages. The force has recently changed its 
messaging system to improve community contact and conducts force surveys to 
gather views about policing. The impending launch of digital PCSO roles will build the 
potential to work with virtual communities and increase the confidence of those 
accessing online policing services. These roles provide online groups with 
reassurance and a form of ‘virtual patrol’ on the internet. 

We found an excellent example of a PCSO who developed a scheme with partner 
agencies to help people with learning difficulties. The PCSO received the NPCC 
PCSO of the Year award for this work, and this approach will be extended across  
the force. We also found that the force is engaging those communities who are less 
likely to contact the police, including rural communities and rough sleepers. 

The force website contains some details of neighbourhood priorities and subsequent 
action taken to address them. However, the process for deciding and agreeing these 
priorities isn’t clear. And it isn’t possible to understand when they were agreed nor 
how long any response has taken. Some neighbourhood surgeries are advertised 
locally, but this isn’t consistent across all neighbourhoods. The force may wish to 
consider how it publicises its priorities and activity so that the public can clearly see 
how community concerns are being addressed. 

Some feedback to communities is delivered by attending community events,  
including neighbourhood and local council meetings. Following the PFCC’s rural  
crime survey, North Yorkshire Police has established a rural crime task force, 
providing rural communities with the opportunity to raise concerns. This team uses a 
WhatsApp group to improve communication and staff told us that communities view 
this positively. 

The force actively uses volunteers to support local activity. There are 327 volunteers 
in roles across the organisation, including police cadets and providing front-counter 
advice services and on-line support for victims. With plans to take on a volunteer 
recruitment officer, the force will be well placed to recognise and use volunteers’ skills 
in its problem-solving activity.  

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/unconscious-bias/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/procedural-justice/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/national-police-chiefs-council/
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Using force 

We found that North Yorkshire Police gives training in the fair and appropriate use of 
force to those officers and staff who need it. It also complies with NPCC national 
recording requirements. The force told us that supervisors are expected to review use 
of force forms submitted by their staff. But the electronic form that is completed after 
an incident involving the use of force is submitted directly to force systems, rather than 
via a supervisor. This means that supervisors may not always know how force has 
been applied by their team. As a result, early intervention and learning can’t be 
provided consistently. North Yorkshire Police should consider providing guidance to 
line managers about how to effectively supervise the use of force. Identified staff 
across the force dip-sample the use of force forms and custody records. The force  
is currently developing a use of force information dashboard, but this isn’t yet active. 
We understand that the dashboard will record data that can drill down to individual 
level, but it may not be able to identify themes or trends. 

A quarterly working group carries out further internal monitoring and considers use of 
force data. This includes analysis of potential disparities or difference in treatment. 
However, we were informed that officers from the professional standards department, 
although present at the meeting, don’t discuss complaint cases or necessarily make 
links between complaints and the use of force. Ensuring that these matters are  
raised within the internal working group would support better understanding of trends 
or concerns. Positively, we found that some organisational learning has been 
identified, including how close-contact use of force results in more injuries for officers 
and subjects. As a result, the force is highlighting effective tactical communications 
through its operational safety training programme. 

External scrutiny processes for the use of force aren’t yet embedded or driving  
service improvement. The force has recently created four community review groups, 
which will meet quarterly. They will provide independent scrutiny when officers and 
staff report the use of force and will provide feedback to help improve the service the 
force provides in the future. The intention is for these groups to be independently 
chaired and to be fully representative of communities. However, the chairs haven’t yet 
been appointed, and the deputy police and crime commissioner is currently acting as 
the temporary chair. Only one group had met at the time of our inspection, so it is too 
early to judge what effect they will have. We will be interested to follow the 
development of this approach during future inspections. 

Some use of force data is published on the force website. However, this doesn’t 
provide analysis of the data or identify any trends or disparities. Minutes from internal 
working groups and the community review group aren’t published on the website. 
North Yorkshire Police may wish to review the information displayed on its website to 
make sure it is open about the use of force. 

Using stop and search powers 

Most officers and staff we spoke to had received some refresher training in stop and 
search powers and procedures as part of the operational safety training programme. 
However, we found that this isn’t being delivered consistently, as the training depends 
on stop and search champions being available. Some of the workforce we spoke to 
hadn’t received the training at their last refresher session. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/professional-standards-department/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/tactical-communications/
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We reviewed a representative sample of 294 stop and search records to assess the 
reasonableness of the recorded grounds. We found that only 63 percent of those 
records contained reasonable grounds. Our assessment is based on the grounds 
recorded by the searching officer and not the grounds that existed at the time of  
the search. This is far lower than necessary to have confidence that stop and  
search powers are being used fairly and respectfully. The force needs to satisfy  
itself that training is being delivered consistently to make sure that recorded grounds 
are reasonable. 

Some operational supervisors told us that they don’t review all stop and search  
forms submitted by officers. This misses a vital opportunity to provide immediate 
feedback and learning. Processes for wider internal scrutiny vary across the force. 
In Scarborough and York, it is expected that all stop and search forms are quality 
assured by supervisors, but this isn’t consistent across other areas. We examined 
more stop and search forms within Niche, the force records management system, 
during our fieldwork. Again, we found limited evidence of supervisor quality assurance. 
We do know that the force has locally appointed single points of contact who  
dip-sample submitted forms, but this shouldn’t remove the need for appropriate  
local supervision. The force may wish to clarify responsibilities with respect to 
monitoring and quality assuring the use of stop and search powers. 

Internal monitoring at force level is established through the stop and search working 
group, which meets quarterly. A stop and search dashboard allows the force to spot 
trends and disparities – for example, an increase in BAME stop and searches, which 
was being further explored. Currently, this working group doesn’t review body-worn 
video footage. We understand that this will be implemented in the future, but it wasn’t 
clear when this would happen. 

In our 2017 legitimacy report, North Yorkshire Police was subject to a cause of 
concern and a recommendation relating to having a structure in place for appropriate 
external scrutiny of stop and search. This year, we found these haven’t been fully 
addressed, and improvements still need to be made. 

The force is working with the PFCC to develop its approach to external scrutiny.  
It does have a ride-along scheme for people to observe police patrols, encouraging 
public involvement and challenge. But wider external scrutiny is only just beginning, 
with the creation of four independent community review groups to make sure the force 
uses its powers fairly. At the time of our inspection, only one group had met, and the 
approach isn’t yet contributing to organisational learning. The force should make sure 
that it swiftly progresses these groups to improve in this area. 

The minutes of both the internal scrutiny working group and the external community 
review group aren’t published. Doing so would improve openness about the use of 
stop and search powers. The force may wish to consider what data and information is 
available on its website. 

The force doesn’t display detailed stop and search data on its website, instead 
providing a link to www.police.uk. Only raw data is displayed and, where there is a 
disparity in the use of stop and search powers, no explanation or context is given.  
This means that the force hasn’t addressed our 2017 recommendation to explain the 
reasons behind such disparities. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/body-worn-video/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/body-worn-video/
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/peel-police-legitimacy-2017/
http://www.police.uk/
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Ethical and lawful workforce behaviour 

 

Requires improvement 

Chief officers are positive ethical role models. However, there is no independent route 
for officers and staff to raise any ethical concerns within the force. More could be done 
to tell the workforce how to raise such issues and make sure that officers and staff 
discuss such concerns with their line managers. 

The force carries out checks on employees to identify those who might be at risk of 
corruption and has sound arrangements in place to adequately vet the workforce. 
However, it has gaps in its ability to monitor all of its IT equipment and this means  
that potential corruption may not always be identified. This needs to be addressed by 
the force. 

While some work has been done to build relationships with agencies that work  
with vulnerable victims of crime, there is room for further improvement in this area. 
The force should make sure that victims are properly informed, engaged and 
protected from the potential for inappropriate behaviour by officers and staff. 

The abuse of position for a sexual purpose is seen as a serious concern by the force. 
But it needs to take steps to enhance training and improve workforce understanding in 
this area, as we found little understanding of this critical issue during our inspection. 
The force should also give guidance to supervisors so that they can spot the warning 
signs and take early action to prevent harm. 

 

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 take steps to make sure that officers and staff are aware of 
how to raise ethical issues. 

• The force should ensure that its counter-corruption unit: 

• can fully monitor all of its computer systems, including mobile data, to 
proactively identify data breaches, protect the force’s data and identify 
computer misuse; and 

• builds effective relationships with individuals and organisations that 
support and work with vulnerable people. 

• The force should improve its workforce’s knowledge and understanding of the 
abuse of position for a sexual purpose. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/chief-officer/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/vulnerable-people/
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Maintaining an ethical culture 

The workforce understands and applies the Code of Ethics in their work. Chief officers 
act as role models, fostering a learning culture in which staff feel able to challenge and 
learn from mistakes. The force is implementing a leadership approach across the 
organisation that is designed to empower the workforce, enable effective ethical 
decision making and support the use of discretion. This is a positive initiative to 
encourage an ethical organisational culture. 

The force doesn’t have an established process that enables its workforce to  
raise ethical issues. Staff told us they would discuss matters with a line manager. 
However, we found little evidence that the workforce regularly discusses ethical 
concerns with their line managers. The force should consider developing an 
independent mechanism for reporting ethical matters affecting the workforce to enable 
these to be properly addressed. 

The force uses its partnership hub diversity specialist as a ‘critical friend’ to make  
sure that its policies are ethical and meet its equality responsibilities. Agreed policies 
and procedures are available on the force intranet, for the workforce to view  
and understand. 

The force complies with the Vetting Code of Practice and Authorised Professional 
Practice (APP) for recruitment, including for contractors and volunteers. It fulfils its 
requirements to check whether anyone it intends to employ is on either of the barred 
or advisory lists held by the College of Policing, ensuring that the potential for corrupt 
former personnel to re-enter policing is reduced. 

We found that the force has addressed our 2016 recommendation to make sure that 
all members of the workforce have at least the basic level of vetting. The force 
maintains effective vetting health checks and renewals, with minimal backlogs, 
supporting its need to ensure only appropriate candidates are employed or placed in 
designated roles. It has increased the capacity of the vetting team and the vetting  
co-ordinator plans to enable vetting processes to be renewed. The co-ordinator  
sits on the force’s positive action board and works closely with recruitment. The vetting 
team has attended recruitment events to make sure that applicants understand  
vetting requirements early in the application process, reducing the potential for 
problems later. The force also monitors vetting decisions for inequalities and 
conducted an internal review in September 2018 to examine vetting decisions  
against known protected characteristics. A previous anonymised review has  
provided reassurance about decision making where there may be concerns about 
different treatment. 

The force seeks to develop organisational learning by publishing the outcome of 
misconduct cases on the intranet. The bulletin gives details of misconduct outcomes 
and relevant Independent Office for Police Conduct recommendations. However, we 
received feedback that the items were hard to find on the intranet. This may limit the 
reach of this information. The force may wish to consider how these important 
messages can be better shared to enhance awareness of acceptable and 
unacceptable behaviour. 

https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/authorised-professional-practice/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/authorised-professional-practice/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/college-of-policing/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/protected-characteristics/
https://www.justiceinspectorates.gov.uk/hmicfrs/glossary/independent-office-for-police-conduct/
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Tackling corruption 

The force has a local strategic counter-corruption threat assessment and  
control strategy. These were refreshed in January 2019 and identify national as well 
as local priorities, including the abuse of position for a sexual purpose. The force 
checks the information it holds on its employees to identify those who may be at risk of 
corruption because of their individual circumstances. Early intervention is provided in 
the form of practical support from the welfare department and through signposting to 
other services, such as counselling and debt management. However, the force doesn’t 
then monitor and evaluate the effectiveness of its interventions. It may not, therefore, 
fully understand their effect. 

The force could be more proactive in its monitoring of compliance with notifiable 
associations and business interest decisions. This would help to identify future 
corruption risks. Some information published on the force website needs to  
be refreshed. The force publishes data on business interests and gifts and hospitality 
on the internet. But the most recent entries relate to April 2017 for business interests 
and December 2018 for gifts and hospitality. Updating this information may build 
further confidence in the service. 

Most officers and staff we spoke to had some understanding of the force’s  
procedures for business interests and gifts and hospitality or would speak with a 
supervisor for guidance. 

The force operates a confidential online messaging system to allow officers and  
staff to report concerns about misconduct or corruption. This can be readily accessed 
via the force’s intranet homepage and is well used by the workforce. But we found  
that the initial grading and assessment of intelligence doesn’t consistently follow  
APP guidance. This makes it more difficult for the force and colleagues elsewhere in 
law enforcement to analyse corruption trends and patterns. We examined a sample of 
cases during our inspection. We generally found that appropriate enquiries were 
carried out to confirm or refute intelligence. In a small number of cases, however, 
obvious lines of enquiry weren’t pursued, with not enough rationale being recorded. 
Although the professional standards integrity unit personnel are fully aware of covert 
techniques, we found no evidence of the force using covert tactics such as 
surveillance to develop corruption intelligence. This may limit the force’s ability to 
identify corrupt behaviour. 

The force doesn’t have the capability to monitor all IT systems and the data contained 
within them. As a result, there are gaps in coverage. Recent extra capacity in the 
professional standards integrity unit is enabling the force to develop proactive 
processes to look for corruption linked to abuse of position for a sexual purpose by 
analysing data. But this is in its initial stages. The force should take steps to make 
sure that data is protected and effective monitoring of technology can take place. 

In addition, the force hasn’t yet fully developed effective links with external agencies 
who support vulnerable victims of crime. It has started to work with some agencies 
such as domestic abuse support groups and mental health workers. However, it hasn’t 
yet forged any links with drugs or alcohol support workers, sex worker support groups 
or gyms. This means that, although the force recognises the abuse of position for a 
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sexual purpose as serious corruption, its plan to address our 2016 national 
recommendation in this area hasn’t yet been fully implemented. 

The force provides information to its employees that is intended to increase their 
awareness of the abuse of position for a sexual purpose. However, our inspection 
found that few officers and staff can demonstrate an appropriate level of 
understanding. Training to identify the warning signs isn’t given to all supervisors.  
So far, information has been provided only to newly promoted sergeants  
and inspectors. The force needs to take steps to enhance training, improve  
workforce understanding of the abuse of position for a sexual purpose and provide 
guidance to all supervisors about the warning signs. 

Positively, we found that when the force uncovers cases of this nature, it adopts a 
proactive media approach. This includes reassuring the public that it is taking steps  
to prevent such actions from recurring and encouraging the public to report 
inappropriate behaviour. We saw evidence of cases documented on the force website 
for public information and confidence. 

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.
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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 920. 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 May and 31 July 2018 
and assessed them against several criteria. We reviewed 60 case files in each force, 
except for the Metropolitan Police Service 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 July 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 30 September 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. 

• 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 2018/19 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 2018. Stop and search totals exclude 
vehicle only searches and searches where the subject’s ethnicity was not stated. 

Vetting data (workforce without up-to-date security clearance) 

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

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-2018
https://www.gov.uk/government/statistics/police-powers-and-procedures-england-and-wales-year-ending-31-march-2018
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