
Appendix A- HMICFRS PEEL Legitimacy 2017 Inspection outcome 
 
Detailed findings against question sets for both Force Report and National 
Report. 
 

 

FORCE REPORT 
 
Findings against each question set is as follows. 

 
To what extent does the force treat all of the people it services with 
fairness and respect?  
 
 Needs to improve some aspects of how it treats people.  
 Some officers not effectively recording grounds for Stop & Search. 
 Force is failing to adequately supervise officers’ recording of these 

grounds, in part due to lack of understanding of what constitutes 
reasonable grounds by both officers and supervisors. 

 Working Group needs to monitor reasonableness of grounds of 
stop and search more closely.   

 Has not completed stop & search training for all frontline officers. 
 Has not provided enough training on unconscious bias for its 

workforce  
 Use of performance dashboards (for stop & search and use of 

force) not fully developed (scrutiny and understanding of data) so 
cannot be confident force is able to identify unfair or good practice.   

 Force needs to carry out research as to how influx of daytime 
visitors changes the profile if it’s resident population.   

 Workforce has good communication skills including showing 
empathy and listening.   

 External scrutiny (of stop and search) has improved considerably, 
but could be further developed if independent chair appointed to 
Community Scrutiny Group. 

 Force could do more to attract external scrutiny and challenge from 
people who may have less trust and confidence in police, eg, 
recent immigrants, black and ethnic (BAME) minority communities, 
visitors and people who work but do not live in City.   

 
How well does the force ensure that its workforce behaves ethically 
and lawfully? 

 
 Could do more to ensure its workforce behaves ethically and 

lawfully. 
 File review found force failing to consistently update complainants 

on progress of investigation, but at time of full inspection processes 
had been revised to address.   

 Outstanding practice from force’s leadership in building a strong 
base in ethical decision making including training entire workforce 
has received. 



 Above not reflected in how force investigates allegations of 
discrimination and the service that all parties receive during 
investigations of discrimination is unsatisfactory.   

 Force should review (proposed) changes to handling of 
discrimination allegations to reassure itself that investigations are 
carried out satisfactorily.  

 Force has managed to reduce vetting backlog considerably. 
 

To what extent does the force treat its workforce with fairness and 
respect? 

 
 Leaders actively seek feedback and challenge from workforce and 

make changes as a result 
 Values wellbeing and provides good support to workforce. 
 Still to put Wellbeing Strategy fully into practice and could do more 

to more clearly understand risks and threats to personnel and 
prioritise services provided accordingly rather than trying to 
address all aspects at once. 

 Needs to better understand effect on health and welfare of 
workplace issues eg, workload, and monitor the use/take up of 
existing support provisions made available.   

 Needs to develop its system for assessing performance (PDR) and 
link this to career aspirations of individuals and the offer of 
development opportunities.  

 Force has used external recruitment effectively to address gaps in 
capability.   

 In general approach to grievances appears effective but all cases 
should record arrangements put in place to support employee or 
witnesses throughout process.   

 Force is aware that workforce is not representative of local 
population and has a plan to address, including a BME 2018 
Progression Plan.   

 
NATIONAL REPORT 
 
Findings against each question set is as follows. 
 

To what extent does the force treat all of the people it services with 
fairness and respect?  
 
 Findings continue to be largely positive but there are still significant 

areas requiring improvement 
 Increased training by forces in unconscious bias and 

communication skills occurring, but at a varied level across forces.  
 Need to do more work to ensure entire workforce equipped to 

make fair decisions and treat public and colleagues in a way that 
does not lead to unfair treatment of particular individuals or groups.   

 Communications skills training tends to focus on conflict 
management and de-escalation (as part of PST), but should also 
include other skill sets including active listening, showing empathy, 



building rapport, using positive and supportive language and 
explaining actions and decisions.   

 Understanding of how to use coercive powers fairly and with 
respect generally good.   

 Effective recording, monitoring and using external scrutiny to 
understand use of Stop & Search powers is variable and in some 
cases must improve.   

 Concerned at over-representation of black people in Stop & Search 
figures still and extent of forces’ ability to explain disparity.   

 Use of Stop & Search powers not always being targeted effectively 
in response to force priorities (eg, street level drug searches for 
possession feature highly but this crime not usually a force priority) 

 Further consideration of efficacy, safety, and legitimacy of use of 
spit guards (with a view to producing guidance on safe and 
proportionate use) necessary by national groups. 

 
Included within the report are a number of ‘positive expectation’ statements 
from HMICFRS as well as areas of best practice being cited. 

 
 HMICFRS encourage forces to guide officers to using strong 

multiple grounds including behavioural factors rather than 
situational factors when deciding to stop & search.   

 HMICFRS supports forces mandating use of Body worn cameras 
for specific activities, eg, when using force and for Stop & Search 
to enable more effective scrutiny.   

 Forces should monitor a series of comprehensive data sets from a 
variety of sources to aid understanding (but few have adopted all): 

o Data on use of powers on young people and BAME people 
(including volume, outcomes, item found rate, and 
connection between outcome and object searched for. 

o Data on frequency of use of powers 
o Data and information on the effectiveness of the use of 

powers (rate at which items searched for are found 
alongside find rates for different types of Stop & Search).  

o Scrutiny of body-worn video camera footage to understand 
extent to which people stopped and searched are treated 
fairly and with respect 

o Feedback and challenge from public, including complaints, 
surveys, social media, independent scrutiny groups and 
those taking part in schemes in which members of public 
patrol with and observe the police.  

 Northamptonshire Police has introduced an independent panel 
which regularly reviews Stop and Search records including 
reasonable grounds, force takes appropriate action on feedback.  
This has led to force achieving 199/200 records having reasonable 
grounds recorded during inspection review of records.  

 Bedfordshire Police encourages all people who have been stopped 
and searched to joint their external scrutiny panel which has led to 
it having good young BAME representation.   
 



 
How well does the force ensure that its workforce behaves ethically 
and lawfully?  

 
 Consideration of ethics as part of decision making processes 

becoming more widespread. 
 Compliance with national Vetting Policy (as found in 2016) still not 

remedied in some forces. 
 Force handling of complaints mixed, particularly in providing 

appropriate follow up to complainants. 
 Some forces need to do more to inspire public confidence in 

complaints system.   
 Improvements in publication of complaints processes within 

communities necessary including diverse language material in 
public places, non police premises and police enquiry and custody 
units.   

 CoLP was unable to provide data on ‘in datedness’ of level of 
vetting / security clearance for workforce.  
 

As above included within the report are a number of ‘positive expectation’ 
statements from HMICFRS as well as areas of best practice being cited. 
 

 Forces should review their templates for initial letters to 
complainants to ensure that when completed they will contain the 
required information, including a copy of the complaint record. 

 Using investigating officers who have not been trained to apply 
discrimination guidelines mean forces are less likely to conduct 
thorough investigations or to maintain the confidence of 
complainants. 

 Forces could significantly improve the quality of (complaint and 
discrimination) investigations by tackling reasons for investigative 
failures (as identified by HMICFRS): 

o Failure to understand allegations 
o Failure to conduct research into background of officer 
o Failure to obtain and probe officer’s account properly 
o Failure to gather all of available evidence 
o Failure to evaluate all of evidence properly  

 Cheshire Constabulary one of 23 forces who handled all 
complaints reviewed satisfactorily.  They provide local supervisors 
with a comprehensive severity assessment explaining nature of 
discrimination alleged and reason it is suitable for local resolution.  
They provide comment or assessment of any issues that would 
lead to community tensions and points of contact in PSD and copy 
of IPCC guidelines for handling complaints.   

 
To what extent does the force treat its workforce with fairness and 
respect?  

 
 Overall forces good at treating officers and staff with fairness and 

respect, but improvements still required in over a 1/3 of forces.   



 Forces continuing to see seek feedback from and monitor 
workforce data and information to identify workforce concerns, with 
better performing forces having effective forums for drawing 
together workforce feedback and wider management information to 
identify organisational and individual issues. 

 Forces could do more to demonstrate to workforce that effective 
action is taken to address concerns and improve fairness. 

 Provision of and access to wellbeing support remains variable. 
 Most forces could do more to demonstrate that support for 

wellbeing is targeted at individuals or groups who are most in need.   
 Many forces relying on supervisors to identify, understand and 

support wellbeing needs of individuals often as a result of reduced 
human resource and occupational health provision.  

 Many supervisors lack confidence in identifying and supporting 
people with Wellbeing concerns.   

 Still progress to be made before police workforces, at all levels, 
reflect the communities they serve.   

 Minimal evidence of improvement in the frequency and quality of 
performance conversations between individuals and supervisors.   

 
Again included within the report are a number of ‘positive expectation’ 
statements from HMICFRS as well as areas of best practice being cited. 
 
 CoLP has developed a BAME 2018 plan in addition to its existing 

People Strategy {to help it understand and address under 
representation in its workforce}.  

 CoLP has a percentage figure for officers on sickness absence (as at 
31.03.17) of 1.3 (the lowest of all 43 forces, with the highest being 6.1% 
in Cleveland Police).  

 HMICFRS pleased to see an increasing number of forces making more 
diverse recruitment a priority.   

 


