
 

 
An inspection of vetting, misconduct, and misogyny in the police service 
 
This report on vetting, misconduct, and misogyny in the police service was published on 2nd 
November 2022 and a response due by 28th December 2022.   

 
1.0 Summary of key findings 
 
This is an extensive report with a large number of recommendations for chief constables and 
other organisations. In brief, the report focuses on the following areas: 
 
Failure to learn lessons: forces repeatedly failing to implement recommendations which 
highlighted problems around the prevention and investigation of misogynistic and predatory 
behaviour. 

 
The recruitment process: Some forces have stopped carrying out checks on an applicant’s 
employment history and obtaining employment and character references. HMICFRS heard 
anecdotal evidence of unsuitable applicants managing to join following untruthful application. 
 
The initial vetting stage: Many examples found of poor decision making, insufficient 
rationale and lack of risk mitigation measures. Some forces were not considering the impact 
of this on public safety or the force’s reputation. Numerous other issues around vetting 
including a lack of understanding of disproportionality in vetting decisions, incorrect decisions 
at vetting appeals, not enough use of vetting interviews, lack of reviews of vetting after 
misconduct hearings and capacity and training in vetting units were also highlighted.  
 
Vetting of police officers and staff transferring between forces: Re-vetting, PSD history 
and corruption related intelligence is not always use effectively in vetting decisions. Some 
forces granted clearance for police officers who had outstanding complaint or conduct 
investigations. 
 
Detecting and dealing with misogynistic and predatory behaviour: Numerous examples, 
mainly from female police officers and staff, of prejudicial and improper behaviour much of 
which goes unreported and unchallenged. This includes female officers and staff alleging 
sexual assault by male colleagues in the workplace and at social events. There is too much 
tolerance of prejudicial and improper behaviour and improvements were needed to the 
standards of some investigations. 
 
Discharging unsuitable student officers: Some forces are reluctant to use Regulation 13 
of the Police Regulations 2003 to discharge an officer while they are within their probationary 
period. 
 
Managing corruption-related intelligence: Some improvement in the management of the 
risk of AoPSP (the sexual abuse, or attempted sexual abuse, of members of the public by 
police officers or staff) is needed. Forces should also do more to search for corruption-related 
intelligence and more proactively monitor IT and mobile devices. Opportunities are being 
missed to identify officers and staff who pose a corruption risk. 
 



 

 
 
 
Counter-corruption policies: Most forces counter-corruption policies were inline with 
guidance however not all hold integrity reviews, which allow supervisors to discuss with 
members of their teams risks such as: AoPSP, notifiable associations, business interests, 
gifts and hospitality, and changes in circumstances. 
 
Devon and Cornwall Police are cited in the report and the force’s understanding about the 
nature and scale of gender-based discrimination within the workplace as a result of the 
cultural audit, and senior leader’s acceptance of the audit’s findings, were highlighted as 
good practice, with other forces encouraged to take a similar approach. 
 
2.0 Recommendations 
 
The report makes 43 recommendations in total, 29 of which are directed at police forces. The 
recommendations fall into the following categories: 

• updating minimum standards for pre-employment checks; (see recommendation 1); 

• establishing better processes for assessing, analysing, and managing risks relating to 
vetting decisions, corruption investigations and information security; (see 
recommendations 2, 3, 11, 13, 15, 16, 29, 31, 36, 37, 38, 39, 41, 42 and 43); 

• improving the quality and consistency of vetting decision-making, and improving the 
recording of the rationale for some decisions; (see recommendations 4, 7 and 8); 

• extending the scope of the law relating to police complaint and misconduct 
procedures; (see recommendations 19 and 30); 

• strengthening guidance for forces in respect of vetting processes, relationships, and 
behaviours in the workplace; (see recommendations 5, 6, 9, 10, 12, 14, 17 and 21); 

• understanding and defining what constitutes misogynistic and predatory behaviour in a 
policing context; (see recommendations 20, 22, 23 and 24); 

• improving the way the police collect corruption-related intelligence; (see 
recommendations 32, 33, 34 and 35); and 

• improving the way police assess and investigate allegations of misconduct; (see 
recommendations 18, 25, 26, 27, 28 and 40). 

 
The report also sets out 5 Areas for Improvement (AFIs) which are in summary: 
 
1) Forces use of vetting interviews 
2) Automated links between force vetting and HR IT systems 
3) Forces’ understanding of the scale of misogynistic and improper behaviour towards female 
officers and staff (Devon and Cornwall Police sited here as good practice) 
4) Forces data quality, particularly around the categorisation of sexual misconduct cases 
5) Workforce awareness of corruption-related threats  
 
The full report, recommendations and AFIs can be viewed here:  
https://www.justiceinspectorates.gov.uk/hmicfrs/publications/an-inspection-of-vetting-
misconduct-and-misogyny-in-the-police-service/ 
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3.0 Chief Constable’s comments 
 

This is a particularly large report containing a total of 29 recommendations and five 

areas for improvement for police forces. I am pleased to report work is already 

underway against these, however, whilst I want to offer reassurance of our progress, 

due to the number of recommendations fine detail against each will not be contained 

within this response.  

 

Recommendation 1 – asks forces by 31 October 2023, to ensure it complies with the 

guidance issued by the College of Policing on pre-employment checks. Our Alliance 

Human Resources (HR) department complete these checks as part of the recruitment 

process. New applicants are required to provide references as well as details of 

previous employers and qualifications held.  

 

Recommendation 2 – asks forces by 30 April 2023 to establish a process to identify, 

within their vetting IT systems, vetting clearance records. 

 

Details of prior convictions are held within the Counter Corruption Unit (CCU) and our 
police professional standards database Centurion, which are readily available to the 
Vetting Unit. The providers of our internal vetting system, Core Vet, will be asked about 
the feasibility of adding a marker for previous cautions and convictions to allow for 
better monitoring. Guidance will be sought from HMIC and the College of Policing (CoP) 
to establish an exact definition of what constitutes Adverse Information. This is a very 
broad and subjective text, and we believe it is important that a consistent approach is 
adopted across all forces and with the HMIC. In the meantime, the Vetting Unit will 
produce their own definition to ensure consistency across the Alliance. 
 
Recommendation 3- asks forces by 30 April 2023 for robust oversight when granting 

vetting clearance to applicants with concerning adverse information about them. 

 

Our Alliance Professional Standards Department (PSD) consists of Vetting, Complaints, 

Misconduct and Counter Corruption Units all working under a single Senior 

Management Team (SMT). Good working relationships exist within the Alliance PSD 

which helps to facilitate effective joint working, including database sharing and 

combined risk assessment measures. HR, whilst not told specifics, will be requested to 

assist on occasion. For instance, specific geographic postings or particular areas that 

may conflict with an officer’s family, associates or previous employment. PSD has 

internal SMT tasking and performance meetings which are held every five weeks. This 

provides a regular forum for information to be shared and problems to be discussed with 

each department area providing Head of Department oversight. There has been recent 

uplift in staff within the Vetting Unit and a business case is being submitted for a further 

increase in staff across PSD.  

 



 

 
Recommendation 4- asks forces by 30 April 2023 to make sure that, when concerning 

adverse information has been identified during the vetting process, all decisions are 

supported with a sufficiently detailed rationale.  

 

I am pleased to report that since this publication, records have been expanded to 

include more comprehensive rationales for refusals or clearances of those with adverse 

information, bringing us in line with this recommendation. 

 

Recommendation 7- asks forces by 31 October 2023 to introduce an effective quality 

assurance process to review vetting decisions, to include routine dip sampling. 

Force vetting managers deal with the majority of Vetting Appeals, this includes weekly 

reviews of refusals and decision making. Applicants with adverse information are 

routinely discussed with managers and vetting officers (VOs) as the VOs will seek 

confirmation or advice on a case-by-case basis. This process is occasionally escalated 

to the Head of PSD if appropriate.    

 

Recommendation 8- asks forces by 30 April 2023 to ensure they comply with the 

Vetting Authorised Professional Practice to identify, understand and respond to any 

disproportionality. 

 

The introduction of the Core Vet system earlier this year provides the force with a 

significantly increased audit capability for the vetting process.  Applicants enter their 

own protected characteristics into the system as part of this process. A range of reports 

can then be generated including one specifically on protected characteristics. This can 

be produced in Excel to aide analysis and onward reporting.  The Vetting Unit holds a 

bi-monthly meeting to monitor, identify and act upon anything relevant. It has also been 

arranged for a diversity officer to join the 8-week reviews to assist with understanding 

and interpretation of these figures. 

 

Recommendation 11- asks forces by 30 April 2023 to establish a policy requiring at the 

conclusion of misconduct proceedings, that an individual’s vetting status is reviewed. 

The PSD has a dedicated coordinator for misconduct meetings and hearings.  As part of 

their post, they will update the Vetting Unit of the outcome along with other stakeholders 

such as Force Legal and Media. The PSD tasking meetings which occur every five 

weeks, also act as a safety net to ensure this happens. From these regular meetings 

the Vetting Unit are informed about all upcoming meetings and hearings, alongside 

those held within the last period. This also forewarns Vetting of the need to re-vet 

individuals and plan their resources appropriately. 

 

Recommendation 13- asks forces by 31 October 2023 to establish a process to 

identify the required vetting level for all posts and determine the vetting status of all 

police officers and staff in designated posts.  



 

 
I am pleased to report that a review of designated posts was conducted in 2022 and the 

new database allows for audit and identification of vetting levels. Any role which has not 

been designated will therefore be Recruitment Vetting (RV) or Non-Police Personnel 

Vetting (NPPV) level dependent upon the status of the applicant, officer, staff or non-

police.  

 

Recommendation 15- asks forces by 30 April 2023 to ensure all police officers and 

staff are made aware of the requirement to report any change in circumstance, and that 

the force vetting unit are always made aware of this information. Where a change 

creates additional risks, these are then fully assessed. 

 

PSD have recently rolled out an annual integrity health check across the Alliance. This 
acts as a quick guide and reference document for officers and staff, reminding them of 
the various requirements, including the need to report any changes in personal 
circumstances to Vetting. This will also be a required topic of conversation between staff 
and line managers during the annual Professional Development Review (PDR). The 
Integrity Health Check provides hyperlinks to additional guidance, policies, and forms to 
make it easier for officers to gain access to the relevant information.  
 
The prospect of an automatic update from HR’s computer system, Agresso, to the 

vetting system is being discussed but is not available to the force at this time.  

 

Recommendation 16- asks forces by 31 December 2023 to make routine use of the 

Police National Database (PND) as a tool for revealing any unreported adverse 

information about officers and staff. 

 

Within Devon and Cornwall PND is used during the vetting process to identify any 

information held on applicants that has not been disclosed in their application or 

revealed by the Police National Computer (PNC) and local system checks.  We would 

be willing to work with the College of Policing to review and widen the use of PND, 

including the use of bulk list checking of serving officers and staff at regular intervals.   

 

Recommendation 18- asks forces by 30 April 2023 to ensure there is a robust 

response to any criminal allegation made by one member of their force against another.  

The majority of criminal investigations relating to police officers are undertaken by the 

appropriate investigation team in Devon and Cornwall Police with generally only 

corruption related offences being investigated within PSD. All investigations must 

adhere to the force’s investigations standards. All investigations will have the oversight 

of a Sergeant, and where appropriate a Detective Inspector. This will ensure that any 

crimes are recorded in accordance with Home Office Crime Recording Standards, and 

that all reasonable enquiries are pursued thoroughly and diligently. 

 

Recommendation 20- asks forces by 30 April 2023 to adopt the National Police Chiefs’ 

Council sexual harassment policy. 



 

 
As a force we acknowledge receipt of the NPCC’s sexual harassment policy sent to us 

in August. We are actively looking to adopt this policy pending a review by our HR 

Department.  

 

Recommendation 24- asks forces by 31 October 2023 to ensure their professional 

standards departments attach a prejudicial and improper behaviour flag to all newly 

recorded cases. 

 

Clue is a new system that will replace our existing counter corruption databases across 

the Alliance which will be rolled out in the new year. A marker will be included in this 

new system to flag concerns of this nature. This will enhance our ability to monitor and 

maintain management plans for officers of concern. Guidance will be sought from 

HMICFRS and CoP to gain the exact definitions of “prejudicial and improper” to ensure 

consistency between all forces.  

 

Recommendation 25- asks forces by 30 April 2023 to ensure their professional 

standards departments and counter-corruption units routinely carry out all reasonable 

inquiries when dealing with reports of prejudicial and improper behaviour.  

 

Any investigation within PSD and CCU will consider a wide range of reasonable 

enquiries, including misconduct history and other intelligence held within the CCU 

system. The introduction of a software for monitoring IT activity, CISTL, provides an 

enhanced auditing of IT systems as well as being an automated system to base around 

key word searches. Lawful business monitoring applications are also used to obtain 

data from police systems including emails and mobile phones. Radio location and 

vehicle telematics are routinely used to either identify possible concerns and to prove or 

disprove allegations.  Dip-sampling checks of body worn video (BWV) are conducted on 

an intelligence led basis or on high-risk subjects, referred to as SPHERE, as part of 

their management plans. 

 

Recommendation 26- asks forces by 30 April 2023 to ensure their professional 

standards departments produce and follow an investigation plan for all misconduct 

investigations. 

 

All investigations within PSD have the oversight of both an experienced Detective 

Sergeant (DS) or Detective Inspector (DI). An investigation plan will be formed at the 

instigation of any investigation and a review will be conducted prior to the finalisation to 

ensure that all reasonable enquiries have been sufficiently explored. Depending on the 

level of the investigation this will either be completed by an experienced DS or DI. 

 

Recommendation 28- asks forces by 30 April 2023 to review all allegations relating to 

prejudicial and improper behaviour from the last three years, where the alleged 

perpetrator was a serving police officer or member of staff.  



 

 
Fieldwork was not carried out in the Devon and Cornwall side of the Alliance and this 

recommendation has a much wider remit than the previous review carried out under the 

Violence Against Woman and Girls (VAWG) programme. This recommendation requires 

the majority of investigations conducted, and intelligence received by PSD in the last 

three years to be subject to a thorough review. The exact scale of this task needs to be 

understood but it is likely to require resources to be dedicated to this role. Given the 

sensitive nature of PSD, and particularly CCU, the potential for an experienced CCU DI 

from Dorset being seconded to undertake this role is currently being explored. The 

template used during HMICFRS’s field work has been secured for use in Devon and 

Cornwall to ensure HMICFRS’s expectations are met.  

 

Recommendation 29- asks forces with immediate effect to use Regulation 13 of the 

Police Regulations 2003 for underperforming officers during their probationary period. 

The Regulation 13 Process is managed by HR who are the lead on officer development 

and training. Regulation 13 is included in the Student Officer Policy and is used where 

appropriate to remove student officers who are unable to meet the appropriate 

performance standards.  

 

Recommendation 32- asks forces by 30 April 2023 to ensure all intelligence 

concerning possible sexual misconduct by officers or staff is subject to a risk 

assessment and additional oversight is in place to monitor the behaviour of officers 

subject to that risk assessment. 

 

The CCU has the SPHERE system to manage the risk of sexual misconduct by officers.  
Any relevant intelligence is included within the SPHERE matrix and individuals are 
scored.  The additional intelligence generated by CITSL will now be added to SPHERE 
increasing its effectiveness. All high-risk SPHERE subjects have an action plan where 
tactical options are considered and instigated to develop the intelligence. Individual 
investigations are reviewed on a monthly basis and the entire SPHERE matrix is 
reviewed on a quarterly basis. Peer reviews have been conducted by Dorset CCU to 
ensure that no investigative opportunities have been missed and to share techniques 
and knowledge. All intelligence submitted to the CCU is reviewed and risk assessed 
regardless of whether it relates to sexual misconduct or not. 
 
Recommendation 33-asks forces by 31 March 2023 to ensure that counter-corruption 

units have established relationships with external bodies that support vulnerable people 

who may be at risk of abuse of position for a sexual purpose. 

 

The Counter Corruption Unit has identified key agencies and organisations that support 
vulnerable members of the community who are at risk of APSP (Abuse of position for 
sexual purpose) or similar behaviours. Initial meetings have been held to provide 
information on the reporting mechanisms, and to raise concerns or intelligence about 
any police officers or members of staff. These meetings have been used to explain the 
role of the CCU and how their information will be used. This helps to raise both 



 

 
awareness and confidence of the systems. An engagement management spreadsheet 
has also been created and each of the organisations are revisited on an annual basis. 
This will ensure partners are kept up-to-date and to ensure that new staff are also fully 
aware of the potential indicators and processes. 
 
Recommendation 34- asks forces by 30 April 2023 to ensure their counter-corruption 

units actively seek corruption-related intelligence as a matter of routine. 

 

The CCU routinely seeks corruption related intelligence from a wide range of sources. 
The CCU actively works with partners and organisations who may come into contact 
with the victims of APSP or other police misconduct. Information is provided about the 
different reporting routes and the process itself. CITSL is now live and automatically 
conducts keyword searches across Niche - our Records Management System (RMS), 
emails, Microsoft Teams and work issued mobiles. Information is also provided by the 
Finance Department on significant overtime and expense claims. Regular training inputs 
are provided to staff to explain the role and priorities of the CCU, the reporting 
mechanisms into CCU and the confidential reporting system, Bad Apple. 
 
Recommendation 35- asks forces by 31 March 2023 to protect the information 

contained within police systems and help identify potentially corrupt officers and staff. 

As previously detailed, CITSL has now been rolled out across the Alliance. This 

provides automated key word searching across Niche RMS, emails, Microsoft Teams, 

and text messages on force issued mobile phones. This complements the auditing 

facility within Niche RMS and other systems. The information generated by CITSL will 

be treated as any other piece of intelligence received by the CCU. It will be assessed 

and developed as appropriate. Where the intel concerns sexual misconduct, the intel 

will also be included in the SPHERE system. 

 

Recommendation 36- asks forces by 30 April 2023 to establish an improved system of 

mobile device management. 

 

The vast majority of mobile phones issued across the Alliance have been issued to an 
identified officer. There remain in service a very small number of old mobile phones. 
These are not internet enabled and are a legacy from various on-call rotas and are 
being phased out. The new mobile phones have similar level of security as force issued 
laptops. They are also subject to the automatic monitoring provided by CITSL.  
 
Recommendation 37- asks forces by 30 April 2023 to hold regular people intelligence 

meetings. 

 

Work is well advanced on the introduction of People Intelligence Meetings, after being 
adversely impacted by the migration of data to Niche RMS in Devon and Cornwall.  A 
matrix has been developed to collate and assess data on individuals providing a scoring 
system. This data is drawn from different sources from across the organisation including 



 

 
HR, Finance, complaints, misconduct and counter corruption, we hope to begin trials 
early in the new year across the Alliance.  
 
Recommendation 38- asks forces by 30 April 2023 to ensure all corruption-related 

intelligence is categorised in accordance with the National Police Chiefs’ Council 

counter-corruption categories. 

 

The Alliance PSD have already moved to the new NPCC Categorisations as of January 

2022. If, and when, these are revised by the NPCC they will be implemented 

appropriately. 

 

Recommendation 39- asks forces by 30 April 2023 to make sure they have a counter-

corruption strategic threat assessment, in accordance with the Counter-Corruption 

(Intelligence) Authorised Professional Practice. 

 

Devon and Cornwall Police have a Strategic Threat Assessment (STA) which is 

produced annually and in accordance with the APP. The STA for 2023 is currently being 

produced by Analysts within CCU and will be completed by the end of December. 

 

Recommendation 40- asks forces by 30 April 2023 to ensure their counter-corruption 

units produce and follow an investigation plan and check all reasonable lines of inquiry 

in the investigation plan have been concluded before finalising. 

 

As per recommendation 15, all investigations within CCU have the oversight of both an 

experienced DS or DI. Investigation plans are formed at the instigation of any 

investigation with a review conducted prior to finalisation to ensure that all reasonable 

enquiries have been sufficiently explored, this is completed by either an experienced DS 

or DI.  

 

Recommendation 41- asks forces by 30 April 2023 to strengthen their business 

interest monitoring procedures. 

 

Business Interests are managed by the Vetting Unit. All requests are reviewed and if 

authorised an appropriate management plan is agreed with the applicant. This helps to 

ensure that only realistic and well considered applications are submitted to the Vetting 

Unit. Records are kept in relation to granted and refused applications and reviews. First 

line managers are required to sign off on any application before being submitted, 

ensuring the applicant has fully complied with the Business Interest Policy, and the line 

manager is fully aware of the nature of the business and the impact that it will have on 

the applicant. The newly appointed Vetting Supervisor in Devon and Cornwall conducts 

reviews of existing business interests going forward. Any business interest applications 

which are refused will be subject to monitoring by CCU. Work is also ongoing to ensure 



 

 
that when staff move posts, either the applicant, line managers, or all relevant parties 

are informed of the business interests and the requirements.  

 

Recommendation 42- asks forces by 30 April 2023 to strengthen their notifiable 

association procedures. 

 

Our policy and procedure documents are in line with the CCU APP. The integrity health 

check process is designed to be incorporated into individual PDR and 121 meetings. 

This will reinforce the requirement for the member of staff to be aware of the policy and 

procedure. All notifiable associations are recorded with a notification to review every 12 

months.  This triggers an e-mail to be sent to the individual reminding them to advise 

the CCU of any change in circumstances since the initial notifiable association 

document was completed.  A further health check is completed at this point on force 

systems to ensure no further concerns are raised. Looking to the future, we are looking 

to bring in a process to advise line managers of associations that the CCU hold in 

relation to their staff, as long as this is relevant. 

 

Recommendation 43- asks forces by 30 April 2023 to ensure a process is in place for 

completing annual integrity reviews for all officers and staff. 

 

As mentioned above, the Integrity Health Check has recently been rolled out across the 

Alliance. This will be a mandatory part of the 2022/2023 PDR process. Compliance will 

be monitored as part of the wider PDR management. 

 

Area for improvement 1- details the forces’ use of vetting interviews as an area for 

improvement.  

 

The vetting unit use vetting interviews when appropriate in line with the Vetting APP. 

Copies of interview notes are not routinely given out but can be provided if requested. 

Microsoft Teams will be trialled in interviews with persons joining from outside the force 

with an aim to improve the interviewers’ conclusions particularly with nonverbal 

observations. This facility allows for live recordings if appropriate. 

 

Area for improvement 2- details automated links between force vetting and HR IT 

systems as an area for improvement.  

 

HR have been approached to resolve IT issues, in particular the posting of staff after full 

liaison with vetting to ensure correct vetting levels are in place prior to posting. 

 

Area for improvement 3- details forces’ understanding of the scale of misogynistic and 

improper behaviour towards female officers and staff is an area for improvement. 

 



 

 
I am very passionate about our Senseia cultural audit completed in Devon and 
Cornwall. The results of the audit points to a culture where a sense of overwhelm has 
resulted in a whole array of behaviours and outcomes that are not aligned with our core 
purpose - to prevent crime and protect the public.  As a result of the findings, a three-
day programme, being delivered by Senseia, has been put in place with an aim to 
provide new insights and understanding. Increased psychological safety and a renewed 
perspective on potential solutions. 150 officers of the Chief Inspectors rank and above 
and police staff senior leaders have attended this programme so far. This is now being 
rolled out force wide to all sergeants, Inspectors, and police staff equivalent from 
January 2023 following a pilot in December 2022. 
 
Area for improvement 4- details forces’ data quality is an area for improvement 

All intelligence received by the CCU is recorded correctly against the latest NPCC 
categories. This is subject to review and oversight by the CCU DI. 
 
Area for improvement 5- details workforce awareness of corruption-related threats is 

an area for improvement. 

 

PSD proactively provides training to officers and staff through training days and other 
leadership courses. Not only does this raise the profile of the department and 
encourages reporting, but it also includes information on the current CCU priorities, 
local themes and trends. There is regular messaging on SharePoint covering pertinent 
topics relating to corruption and misconduct. These have recently included workplace 
relationships and the use of social media. 
 
As a force we take misconduct of any kind very seriously. We have already made great 

strides to improve the ways in which we identify, investigate and prevent these 

behaviours. Our Senseia work displays our commitment to be better.  I am pleased to 

report that HMICFRS have already acknowledged and recognised our commitment in 

some of these areas, with some of the above recommendations already being 

considered completed. Whilst this may be the case, we are always looking for new ways 

to improve and we will continue to grow and advance, as a force and as an Alliance.  

 

4.0 Commissioner’s response 

 

Many of the findings of this report from HMICFRS into vetting, misconduct and 

misogyny in policing are extremely concerning and I thank His Majesty’s Inspectorate 

for undertaking this timely and important investigation and producing such a detailed 

and helpful report.  

 

There is no room for sex discrimination or any other kind of improper or prejudicial 

behaviour in policing and it is right that all Chief Constables now take the time to 

understand the depth and breadth of the problems within their own force and take the 

necessary steps to address these issues. This work is essential, not only to protect 

police officers and staff from experiencing sex-based discrimination at work, but also to 



 

 
protect the public, and to ensure that we are delivering the kind of police service that the 

public deserves. 

 

I am proud that Devon and Cornwall Police have been national leaders in undertaking 

work to better understand issues around sex-based discrimination, racism and 

homophobia within our force through their cultural audit. As recognised by HMICFRS in 

their report, the response from senior leaders to the findings of the cultural audit has 

been exemplary, and I congratulate Temporary Chief Constable Colwell and his team 

on their openness to challenge and willingness to learn. 

 

I am assured by the Temporary Chief Constable’s comments above and from my 

conversations with senior leaders that this HMICFRS report and the issues raised within 

it are being taken very seriously by Devon and Cornwall Police. 

 

A number of the recommendations ask that forces take some practical steps around 

recruitment and vetting and I am pleased to see that pre-employment checks are 

already standard within our force, and that the force has taken steps to address issues 

in vetting processes and policies, for both new officers and staff, and those already 

employed. 

 

There are also a number of recommendations aimed at ensuring that the police assess 

and investigate allegations of misconduct in a robust way, and it is clear that the force is 

working hard to ensure that allegation recording and investigations are of a good 

standard. In cases of criminal allegations, I will also expect to see evidence that the 

force is providing sufficient support for police victims, and compliance with the Victims’ 

Code of Practice. 

 

The recommendations also address the need for improvements to counter-corruption 

intelligence gathering and the way that this intelligence is held by police. I am pleased to 

see that the force has already taken a number of steps to improve in this area, and I 

look forward to seeing further progress on the implementation of People Intelligence 

Meetings in the New Year. 

 

The HMICFRS report also sets out five AFIs for police forces and I am satisfied that 

Devon and Cornwall Police are responding appropriately to these, which align with the 

force’s overall approach to tackling sex-based discrimination and corruption, and I very 

much welcome the force’s commitment to rolling out the Senseia programme force 

wide. 

 

Whilst the Chief Constable’s comments are clear that the force has already made good 

progress against the recommendations and AFIs contained in this report, I will continue 

to monitor and scrutinise the force’s continued response through my Policing and Crime 

Joint Executive, and I look forward to discussing further plans to improve transparency, 



 

 
processes, policy and culture in the force with the incoming Chief Constable Kerr in the 

New Year. 


