	[bookmark: _Hlk125105853]Joint Independent Audit Committee Meeting
Actions arising from previous meetings and progress against action tracker

	
	ACTION
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FOR UPDATES
	UPDATE

	067
	Chair to circulate revised ToR and Rules of Procedure
	OPCC CFO
	20.07.23
	ToR to be published

	069
	Invite HMICFRS to a JIAC meeting
	A Froggatt
	
	HMICFRS are attending Novembers meeting

	070
	Force to consider whether the Committee can have sight of the summary of the Force Management Statements
	Force
	
	To check with AF as to if this has been actioned


FMS is not to be circulated outside meeting attendees without written permission from DCC Cooper.

	072
	CFO’s to arrange a meeting to highlight the issues and/or statements on accounts
	Force CFO
	
	To arrange once accounts are finalised – in progress – will be a separate meeting

	074
	Force to add a due by date on their Internal Audit Implementation Progress Report
	Force
	
	A Froggatt – completed

	075
	DH to examine annual report and decide if amendments to it are needed.
	Mazars
	
	In progress

	076
	JIAC to advise of any further changes required to the implementation progress report 
	Committee
	
	

	077
	ChSupt to send list of meetings via AF to EL for distributing to the Committee
	Force
	
	


	078
	Committee to consider if they want a briefing from a Superintendent from a particular department.
	Committee
	
	Under review

	079
	Force to add in what the test was and the outcome of the test.
	Force
	
	Report drafted will be included on agenda
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· Networks Council Chief Inspector

· Safety Board inc H&S and Officer Safety - ACC Local Policing 

· Strategic Workforce Planning inc Training Priorities and Recruitment and retention -Head of People Services 

· STRA’s ACC Crime & Ops

· Uniform Working Group Chief Superintendent Corporate Services

· Strategic Wellbeing Board Head of People Services

· Learning, Ethics and Integrity ACC Local Policing

· Sustainability Board Chief Finance Officer



· OPR ACC Local Policing 

· [bookmark: _Hlk140060496]Strategic Vulnerability Board ACC Crime & Ops

· Tasking and Coordination ACC Crime & Ops

· Criminal Justice ACC Crime & Ops
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· Data Quality Superintendent Corporate Services

· Improving Investigations Chief Superintendent Crime and Operational Support

· Strategic Risk DCC
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Chief Constable Kate Meynell


The Nottinghamshire Police Force Management Statement (FMS) provides a 
comprehensive assessment of the current status of the force and details the challenges 
that face us now, and over the foreseeable future. The document provides the opportunity 
to set out both our strategic intent and proactive approach to improve and sustain the 
force’s efficiency and effectiveness. Our unstinting duty is to deliver the very best policing 
service we can on behalf of the public of Nottinghamshire, while balancing our local and 
national responsibilities.


Having been appointed as Chief Constable of Nottinghamshire Police at the end of 2022, 
I have spent time meeting staff and teams across the organisation as well as external 
partners and members of our communities. While policing, both locally and nationally, 
has been confronted with several unanticipated challenges over the last few years 
which continue to impact on service delivery and our relationships with the public, I have 
been left in no doubt that ours is an organisation filled with committed, professional and 
talented individuals motivated by serving the communities of Nottinghamshire. 


We also benefit from a supportive relationship with our Police and Crime Commissioner 
(PCC), Caroline Henry, who shares my clear and optimistic vision for the future of 
Nottinghamshire Police. We have been among the most successful forces in meeting 
our Uplift targets and have installed much of that extra resource working from local 
police bases embedded across the county.  The FMS demonstrates the work we have 
undertaken across Nottinghamshire including work to engage with our communities 
in order to better understand local issues and concerns, and the proportionate action 
taken to tackle them. We will continue to prioritise preventative approaches that divert 
people of all ages away from crime, with a particular focus on children and young 


Tackling serious and organised crime
Knife Crime
Firearms
Drugs
Gangs
County Lines
Fraud and Economic Crime
Bribery and Corruption
Money Laundering
Cybercrime
Organised Acquisitive Crime
Child Sexual Abuse and Exploitation


Major events 
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Roads Policing
Civil Emergencies
Terrorism


Knowledge and ICT management
Information Systems
Performance Management and Management Information


Force-wide functions
People Services and Organisation Development
Citizen in Policing Department
Professional Standards Directorate
Corporate Communications
Corporate Development
Information Management Unit
Archives and Exhibits
Estates and Facilities
Fleet
Protecting the Environment
EMSOU Legal Services
EMSOU Serious and Organised Crime and Major Crime
EMSOU Forensic Service


Focus On: Race Action Plan


Focus On: Violence Against Women and Girls


The road ahead


Glossary


Further data
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people.  While there is pride in progress made, we are not complacent and continue 
to strive to achieve our vision of delivering an outstanding police service we can all be 
proud of.


Policing continues to encounter ever more diverse and profound demand growth and we 
have invested in innovative methods to understand, and better deal with, those increases. 
I am committed to building on our ability to manage demand pro-actively, rather than 
relying solely on unsustainable and inefficient reactive approaches, using evidence-
based, problem-oriented policing to provide long-term solutions to the issues that matter 
to our communities. The nature and complexity of the crimes that we deal with continues 
to change, which is why we have invested in more specialist posts to tackle online crime. 
We continue to balance addressing the visible impact of crime such as anti-social 
behaviour and burglary with tackling the often hidden impact of organised crime or 
crimes committed behind closed doors, such as domestic and sexual abuse, which can 
lead to great harm and vulnerability.


At the core of our policing service is a clear focus on catching criminals – with prevention 
and deterrence at the heart. By building our enforcement capability and working 
collaboratively with other forces and agencies, we are better equipped to successfully 
disrupt and tackle serious and organised crime.


The production of this FMS coincides with the culmination of my 100-day consolidation 
exercise and I have been determined to ensure the document provides an honest 
reflection of the force entering this reporting period. There are many areas across the 
organisation within which I have much confidence in our current performance and ability 
to sustain delivery. However, the FMS has articulated parts of the business that are likely 
to require thoughtful investment over the next four years. I am committed to ensuring 
this document becomes an integral part of the organisational decision making process 
under my tenure.


Over the next four years, we will only meet the challenges facing policing by building trust 
and confidence within our communities. By serving the public with pride, compassion 
and integrity as we relentlessly fight crime, ceaselessly protect vulnerable people and 
participate in meaningful engagement with our communities to ensure they feel safe and 
listened to, I have every confidence we can deliver an outstanding service all can 
be rightly proud of.


Chief Constable  
Kate Meynell


This is the Force Management Statement Executive Summary for Nottinghamshire Police. Except where 
stated otherwise, the information in this statement is complete and accurate in all material aspects.


Our Vision
To deliver an 
outstanding 
service we can  
all be proud of


Our Duty
To fight crime, protect 
vulnerable people, ensure 
our communities feel safe 
and listened to


Our Commitment
To serve with pride, 
compassion and  
integrity


Declaration


About the county we are 
proud to serve


Our organisation serves the county of Nottinghamshire; an area of 834 square miles 
with a residential population of 1.15 million people. Nottinghamshire Police is made up 
of 2,406 police officers and 1,607 members of police staff, including police community 
support officers (PCSOs). We are also fortunate to be assisted by special constables, 
police support volunteers and cadets, whose public-spirited contribution is impossible to 
overestimate.


Geographically, Nottinghamshire is a land-locked county bordering South Yorkshire to the 
north-west, Derbyshire to the west, Leicestershire to the south and Lincolnshire to the east. 
We also share a short border with Humberside to the north. Like Derbyshire and South 
Yorkshire, the county sits on extensive coal reserves, the mining of which formed a major 
source of employment within Nottinghamshire for most of the last century.


The population of the county is primarily based around the city of Nottingham and 
the towns of Mansfield, Worksop, and Newark-on-Trent. Nottingham is a major sporting 
centre and is home to several global companies and two universities. Our population is 
ethnically diverse with 12% identifying as coming from Black, Asian, and other minority 
ethnic communities which, coupled with our student groups, creates a vibrant place 
to live, work and visit. We work closely with established and emerging communities to 
robustly tackle issues such as hate crime, to form relationships and build reassurance, 
and ensure our organisation better represents the population we serve. 


Alongside some affluence, the county does have high levels of deprivation and poverty, 
which pose challenges for policing and other public services. Pro rata demand levels are 
some of the highest in the country. We received 230,362 emergency calls in 2022 (a 13.2% 
increase on 2021), and we anticipate the impact of the developing cost-of-living crisis will 
have a fundamental effect on policing demand.


The county is home to Sherwood Forest, known for its association with the legend of Robin 
Hood, and was the ancestral home of the poet Lord Byron and the acclaimed author D.H. 
Lawrence. Nottinghamshire hosts first-class county and international cricket at Trent Bridge 
and has professional football teams in Nottingham Forest, Mansfield Town, and Notts 
County, playing in the Premier League, League Two and the National League, respectively. 
Other notable sporting teams include Nottingham Rugby Club and the Nottingham 
Panthers ice hockey team. Nottingham is twinned with the Polish city of Poznan. 


1.15m population 
(8% increase in 10 years)


1 police officer per 478 
members of the public


51p per person cost of 
Nottinghamshire Police’s 
service (59p nationally)


49: 51 male: female 
population


18.3% Children 
(0 - 15yrs)


63.5% working 
age (16 - 64yrs)


8.2% older 
people (65+)
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A day in the life


On an average day during the last year, Nottinghamshire Police:


Average daily recorded cases


Our direction


Police and Crime Commissioner’s objectives


2,671


Recieved calls Created IncidentsReceived call per 
head of population


1 call per 451 
people per day


402


Attended Incidents


801


14


Burglaries


98


Violent Crimes


10


Sexual Offences Cases of Fraud Reported


17


50


Arrests


42


Positive Outcomes


8


Community Resolutions


PNNs


99   
18


Supported DA 
Victims Victims


3


Supported Child 
Protection Plans


1


Detained and 
Supported Vulnerable 


People


14


Stop and Searches
 Positive Outcomne Rate


35%


Stop and Searches 
per day


Overall Crimes


288


September 2022-April 2023


Our Vision
To deliver an outstanding 
service we can  
all be proud of


Our Duty
To fight crime, protect vulnerable 
people, ensure our communities feel 
safe and listened to


Our Commitment
To serve with pride, 
compassion and integrity


Charges


27


• Preventing crime and protecting people from harm – investing in prevention and 
early intervention activities that deal with the causes, rather than the consequences, of 
crime and ASB.


•Responding efficiently and effectively to local needs – ensuring that we are efficient 
and effective at responding to the needs of communities and have the people, skills, 
and resources to do so.


•Supporting victims, survivors, witnesses, and communities – improving services for 
victims of crime, safeguarding vulnerable people, and supporting communities to be 
safe and feel safe.


Chief Constable’s Core Vision
•Our Vision – to deliver an outstanding service we can all be proud of.


•Our Duty – to fight crime, protect vulnerable people, ensure our communities feel safe 
and listened to.


•Our Commitment – to serve with pride, compassion, and integrity.


PROUD principles


•Professional – having pride in what we do and inspiring confidence by delivering 
clear standards of service.


•Respect for all – valuing people as individuals and treating people as they want to 
be treated.


•One team – working together, rather than in silos, and valuing the contributions 
others can make.


•Utmost integrity, trust, and honesty – being accountable, and doing what we say 
we’ll do.


•Doing it differently – being prepared to challenge the status quo and never being 
afraid to try something new.
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MoRiLE risk rating


To provide an accurate, honest and well-rounded reflection of the current and future 
risk within the force for the FMS, we have undertaken a management of risk in law 
enforcement (MoRiLE) organisational risk assessment (ORA) process. The tailored 
questions, based around the HMICFRS’ four steps, have been designed to present a 
comprehensive evaluation underpinning this document. Experts from each business 
area have provided responses to a 17-question self-assessment survey, which has then 
undergone a centrally controlled, weighted scoring process. This process assessed 
responses on current and future demand against those relating to workforces and 
assets, while also considering the public and organisational harm resulting from any 
potential service shortfall. From the dashboard this created, we were then able to plot 
each department reporting within the FMS on a four quadrant matrix (FQM), with the 
confidence of projection represented by the size of the bubble within it.


This has identified 13 immediate areas for concern (above right), which are positioned 
within the red or high in the amber areas of the FQM. These findings will form a key 
element of our decision-making process over the forthcoming period. We will incorporate 
regular re-evaluations of the MoRiLE ORA to monitor our progress in mitigating the risks 
articulated and identifying emerging threats.


Individual departmental MoRiLE assessments are located within their respective chapters 
accompanied by an element of the dashboard that demonstrates the initial and residual 
demand gap. 


Departmental 
breakdown
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1. Finance


Given the relatively unpredictable environment within which the police service is 
operating, we consider ourselves to be in a sound financial position. Through prudent 
decisions made over the last decade, coupled with the balanced and mature 
approach to the next four years articulated in our MTFP, we are robustly positioned to 
navigate the current cost-of-living crisis.


The latest Police Effectiveness, Efficiency and Legitimacy (PEEL) inspection report (April 
2022) identified that Nottinghamshire Police makes the best use of the finance we have 
available, and our plans are both ambitious and sustainable. The report placed particular 
focus on the coordination between our corporate policies, referring to how well-aligned 
our financial plan was with other key business areas including our workforce strategy.


Since the PEEL report we have continued to build on these foundations within finance 
and further developed the intrinsic links to the operational activities of the force, to ensure 
value for money is achieved and financial sustainability is maintained. 


In April 2022 we transitioned away from the arrangement with the Multi-Force Shared 
Services (MFSS) to bring back the transactional elements of finance, learning and 
development, payroll, and human resource management. This change allowed far 
greater autonomy over our systems and processes, facilitating enhanced working 
practices, and realising financial benefits and efficiencies.


Our Finance department now manages all processes in-house through a dedicated set 
of suitably qualified and experienced professionals. There is a clear developmental focus 
on ensuring we are equipped with the right skills to be able to discharge our duties in the 
most effective way.


While we have embedded our new in-house model, we constantly strive to find further 
improvements, thereby ensuring the function develops to provide optimal support to the 
organisation. Key progression areas include financial training for budget-holders with 
limited previous experience of managing public money, and further streamlining of our 
internal processes which could lead to cashable and non-cashable efficiencies.


Key points of note:


•Officer numbers are maintained at the level recruited through the Police Uplift 
Programme.


•Projections regarding officer leavers are based on existing knowledge and previous 
data to aid effective planning of recruitment via the identified routes. This is aligned to our 
Strategic Workforce Plan.


•Staff and PCSO numbers are projected to remain static in medium-term planning based 
on current assumptions.


•The net revenue expenditure is based on detailed planning and calculated in 
conjunction with all departments, as detailed later in this chapter.


•Through a mixture of demand and inflationary pressures, other non-pay budgets, such 
as overtime, training, and estates, are projected to increase.


2023/24 2024/25 2025/26 2026/27
Net Revenue 
Expenditure £m


261 272 280 283


Officers 2337 2337 2337 2337
Staff 1485 1485 1485 1485
PCSOs 150 150 150 150


Current demand


A balanced and robust budget has been set and approved for 2023/24 with a net 
revenue expenditure of £261.3m. This includes £24.8m in specific income and £4.7m in 
efficiencies and savings found from exiting the MFSS; contract provisions and license 
usage within information technology (IT); reductions in premises and transport; and 
savings in uniform, recruitment, and overtime costs.


It is worth noting, ‘pay and allowances’ has seen a £12.6m growth in costs generated 
from the assumed pay award, increments to officers and staff, and pension contribution 
rate changes. These pressures continue in the medium-term plan as we look to sustain our 
employee levels across officers, staff, and police community support officers (PCSOs).


Future demand and the financial impact


The below table shows our projected financial expenditure over the next four years 
alongside the full time equivalent (FTE) resources planned for that period:


Medium Term Financial Plan (MTFP)


The below table provides an overall summary of our MTFP revenue position:


Budget heading 2023/24 £m 2024/25 £m 2025/26 £m 2026/27 £m


Pay 208.3 215.2 220.5 226.0
Non-Pay 79.4 81.5 83.3 85.2
Income (24.8) (25.4) (25.9) (26.4)
Use of Asset 
Reserve


(1.6) (0.3) (1.7) (1.9)


Net Revenue 
Expenditure


261.3 271.6 279.6 282.9


Funded By
Grant 170.7 171.6 174.8 176.8
Council Tax 89.7 94.1 98.4 102.8
Use of Reserves 1.5 0.4 0.4 0.5
Total Funding 261.9 266.1 273.6 280.1
Direct Revenue 
Financing


(0.6) 0.0 0.0 0.0


Deficit 0.0 5.5 6.0 2.8
Cumulative 
Deficit


0.0 5.5 11.5 14.3
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Key points of note:


•The cumulative deficit to 2026/27 is £14.3m, with savings and efficiencies required to 
maintain current activity.


•Alongside any income generation, a continuous programme of savings identification 
will be required. Of note, however, we have already pinpointed £5.4m in savings to help 
bridge the deficit as shown in the table below.


•There is an assumption that we will benefit from the funding formula review, and this 
is factored in from 2025/26. However, this element, alongside other grant funding, is 
projected conservatively within our estimates.


•Internal audit reviewed our medium-term planning and budget setting processes in 
August 2022. It awarded us the highest level of assurance - ‘Significant’ – while providing 
some minor housekeeping advice which is currently being implemented.


•Reasonable assumptions are made with pay awards at 2% in 2023/24 and then at 2.5% 
for each subsequent year. We have also adopted a cautious view in respect of inflation. 
Precept increases are £10 in 2023/24 and then estimated at 3% for each subsequent 
year.


After a couple of years with higher capital investment for the new custody suite and a 
joint force headquarters building, we have a future medium-term plan for capital that 
reduces to a sustainable level, while still being able to deliver on the force priorities and 
objectives:


Future efficiencies 2024/25
£m


2025/26
£m


2026/27
£m


Core efficiencies 1.5 0.8 0.4
Stretch efficiencies 1.6 0.6 0.5
Total efficiencies 3.1 1.4 0.9
In year deficit 2.4 4.6 1.9
Cumulative deficit 2.4 7.0 8.9


Budget Heading 2023/24
£m


2024/25
£m


2025/26
£m


2026/27
£m


Expenditure
Estates and Facilities 2.4 2.1 2.2 2.2
Information Services 2.1 0.3 0.3 0.1
Fleet 2.6 2.8 2.7 2.5
Operations 0.2 0.0 0.0 0.0
Total 7.3 5.2 5.2 4.8
Funding
Capital Receipts/
Grants


0.5 0.3 0.3 0.3


Direct Revenue 
Financing


0.6 0.0 0.0 0.0


Capital Reserves 0.2 0.0 0.0 0.0
Loans 6.0 4.9 4.9 4.5
Total 7.3 5.2 5.2 4.8


Key points of note:


•Over the past few years, we have migrated more information and communications 
technology (ICT) spend to go through the accounts as revenue, especially considering 
the short life of the assets in this area.


•We have assumed capital grants are no longer received from the government.


•The projections include ongoing replacement of our fleet vehicles, as well as provision 
for replacing written-off stock.


•With the building condition survey due to be refreshed in 2023/24, the projections 
assume that Estates and Facilities work continues in line with the last iteration of that 
document.


External auditors report of 2019/20


The last set of fully audited accounts from 2019/20 showed the auditor’s opinion that:


•The financial statements gave a true and fair view of the financial position.


•No issues to report in respect of being a going concern.


•When the reports were prepared that there was a lack of sufficiently qualified and 
experienced staff leading to weaknesses in the financial statements (It is worth noting 
that this has since been addressed with suitably qualified resources aligned to the 
production of the annual accounts).


•Aside from the above point the external auditors were satisfied that, in all significant 
respects, we put in place proper arrangements to secure economy, efficiency and 
effectiveness in our use of resources.


Procurement and Commercial


Procurement and Commercial Services fall within the Finance Department following 
the provision being carried out fully in-house after previously forming part of a shared 
arrangement with Northamptonshire and then, subsequently, a third-party prison via MINT 
LLP.


Procurement has a targeted focus on efficiencies, savings and delivering value for money, 
and identifies this through the commercial lifecycle process and embedding effective 
planning and scrutiny. The department plays a key role in ensuring the PCC continues to 
deliver high quality services, working in collaboration with partners to realise joint benefits, 
supporting the local economy and providing opportunities for businesses to engage with 
the force.


Cumulative deficit 2023/24 to 
2026/27


2023/24 £m


0.0


2024/25 £m


5.5


2025/26 £m


11.5


2026/27 £m


14.3
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Initial Demand Gap Residual Demand Gap


2. Wellbeing


We are committed to a proactive approach and are actively committed to the 
positive promotion of wellbeing and building resilience within our officers and 
staff. We are determined to develop and maintain a culture that promotes our 
people’s physical, financial, and mental health, which will enable them to realise 
their potential, be resilient and provide a productive contribution to policing in 
Nottinghamshire.


Nottinghamshire Police’s Wellbeing Strategy aims to deliver a highly engaged workforce 
within which people are valued, motivated, and engaged in their work to serve the public. 
We are committed to providing the support our workforce would rightly expect, to enable 
them to prioritise their mental, physical, and financial wellbeing.


Wellbeing remains one of the prominent elements of the force’s intranet site, and 
our wellbeing team is committed to ensuring the most up-to-date information and 
signposting is available to all. In recent months this has included guidance on sleep 
management, maintaining a healthy heart, and initiatives based on exercise and 
nutrition. 


We monitor our performance through our strategic and tactical wellbeing groups and 
have several indicators that we utilise to monitor the wellbeing of our workforce. These 
gauges include absence rates and the reasons for absence, employment tribunal and 
dispute resolution data, and general staff turnover figures. We also undertake evaluations 
of the various wellbeing initiatives within the strategic board and assess their impact on 
organisational performance. Through monthly wellbeing ambassador meetings, we share 
information, identify best practice, and ensure we can adapt our product based upon 
the needs of our workforce. Our network of wellbeing ambassadors and champions, 
positioned throughout the organisation, receive continuous professional development 
(CPD), around key areas within the context of policing such as trauma. 


Over the last year we have continued to publish initiatives linked to our quarterly 
wellbeing campaign theme. We have invested in external speakers and subject matter 
experts to ensure our managers and staff have the skills, abilities, and knowledge to 
support their colleagues. Our quarterly thematic calendar is at the heart of our planning 
process and focuses on physical, financial, mental health and stigma. Within each 
thematic area we identify a clear campaign, objectives and topics that require coverage. 
An example is detailed below:
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Wellbeing Dogs


Mental Wellbeing
Focus on mental health support


Campaign: BE KIND TO YOUR MIND


Objectives: 
1.	 Provide staff and officers with the right tools and resources to be resilient 
2.	 To inform and educate regarding best practices 
3.	 To enable the workforce to spot the signs and have the confidence to help              
           colleagues
Topics to cover: 
•	 Coping and resilience 
•	 Mindfulness
•	 Stress, anxiety, and depression  


Activities identified: 
•	 TRiM activities 
•	 Mental Health First Aid
•	 Remploy activities
•	 EAP 
•	 Advice workshops


In addition to our key campaigns, we tailor our approach to the needs of our staff and 
track emerging issues. We have, for example, introduced a long-coronavirus disease 
(covid) support group in response to some of our staff struggling to manage the long-term 
effects of having contracted the virus. Over the last year we have built on existing elements 
of our provision with Mummy MOTs, menopause awareness events and our ever-popular 
wellbeing dogs. We have delivered over 600 health checks across 19 locations over the 
last year, supporting our staff in understanding their health and how they can maintain 
or enhance their own fitness and wellbeing. We also delivered 400 flu vaccinations to our 
staff at five onsite clinics as the winter approached. We have finessed our agile working 
policy to increase both the number of roles and range of days a staff member can work 
remotely. We anticipate this will assist with retention, reduce absenteeism and we reduce 
the force’s estate footprint. We continue to maintain a focus on employing family friendly 
working practices where able, and ensuring we are ahead of national recommendations 
and legislative changes.


Emerging demand


As the cost-of-living crisis has developed during the last year, we have created a 
dedicated financial wellbeing page on our intranet site which provides extensive advice 
supplemented by a monthly update called ‘Money Matters’. We continue to work with 
several police-aligned services, who provide a range of products, to support our staff 
through this period of financial uncertainty.


Research has shown that policing exposes those employed within the service to far more 
trauma than that encountered by people in other roles. Police employees are nearly five 
times more likely to suffer from post-traumatic stress disorder (PTSD) than other members 
of the public. Policing, in its essence, is unlikely to change but we have invested in several 
trainers within Learning and Development to provide first aid mental health training. We 
have targeted this training at wellbeing ambassadors and champions in the first instance, 
and this adds another skill to help our wider team to spot the signs of colleagues who may 
be struggling with mental ill-health, providing initial support, and allowing signposting to 
appropriate services. We have introduced volunteer trainee counsellors within our public 
protection (PP) and custody units, allowing us to provide low-level support and signposting 
to more bespoke mechanisms for those employed in so of the more inherently stressful 
roles within the organisation. 


The ‘anxiety, depression, stress or other psychological disorder’ banner is our number one 
sickness absence reason, which reinforces the need for greater provision in this regard. 
We have introduced an anxiety support group, driven by our existing ambassadors and 
champions, to offer a forum for people to provide peer support.


In October 2022, we introduced our new Employee Assistance Programme (EAP) – Life 
and Progress. Life and Progress offers 24/7 counselling and access to face-to-face 
counselling support where this is deemed necessary. Alongside the launch of the EAP, we 
also introduced a general practitioner (GP) helpline. This service allows our officers and 
staff access to a GP swiftly, at a time when appointments have been hard to come by. 


The importance of neurodiversity in the workplace is becoming increasingly apparent. 
We have adapted our recruitment and promotion process in the last year to ensure those 
who have neurodiverse conditions are not inhibited from joining us and, once employed, 
are retained, and provided with an understanding and nurturing environment within 
which they are able to thrive. A neurodiversity training package has been delivered at 
events across the organisation and we will continue to build on this in the coming years.


The Future


It was our intention to run a further police staff survey to track our progress however 
the National Wellbeing Survey aligned to Durham University has been delayed and will 
now be launched on 15 May 15 2023. We will encourage completion of the survey to 
ensure we collate the most information possible about the needs of our workforce. We 
will align this to our new Wellbeing Strategy which will, in turn, will be aligned to our new 
Chief Constable’s triple statement – outlining our Vision, Duty and Commitment, and our 
organisational priorities.


At the end of the 2022/23 fiscal year our regional occupational health collaboration 
ended. We will develop and deliver an in-house service, initially based on the regional 
offer, but will strengthen the links between occupational health, wellbeing, health and 
safety, and health surveillance. A key focus during the next 12 months will be establishing 
how we can better prevent some of the service’s wellbeing issues, rather than merely treat 
them. 
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Demand upon the police service, both in terms of volume and complexity, continues 
to increase. We have developed innovative means by which we can be accessed by 
the public and have a CM centre that performs well in comparison to other forces. 
Within a relatively volatile societal context, predicting the rate our demand will 
increase is challenging and will require careful monitoring and assessment over the 
coming years.


1. Assessment of demand


•In 2022 we encountered a significant increase in calls from members of the public. 999 
call demand rose by 13.2% (203,262 in 2021 v 230,032 in 2022) and 101 calls increased 
by 12% (310,532 in 2021 v 347,932 in 2022). Additionally, we received 403,484 switchboard 
calls, which equates to a 33.1% increase on 2021 figures (303,045).


•Those calls equated to a 1.5% decrease in police incidents during 2022 (314,615 
incidents in 2021 v 309,853 incidents in 2022) and generated a 10.4% increase in crimes 
recorded (94,425 in 2021 v 104,217 in 2022).


•Call volume is projected to increase over the next four years, particularly given the 
increasing demand around vulnerability issues, most notably mental health crisis, 
domestic abuse (DA) and missing person reports.


•We are diversifying how the public can contact us, mindful that communication 
methods are changing and some of our communities prefer alternatives to the 
telephone. We have launched facilities such as Live Chat, Big Word, Sign Video and Single 
Online Home (SOH), as well as making further improvements to our intelligent voice 
recognition system (IVR).


•Combined contacts through Live Chat and SOH are approaching 24,000 per annum 
(double our initial projection). These figures are illustrative of a broader increase in 
demand for our service, rather than these routes reducing traditional telephone calls. 
However, we are noting an increasing appetite from the public for digital contact.


•These diversified methods of communication are proving an important reporting route 
for some of our communities, particularly those isolated by age or disability. While this 
work has increased demand, it has been vital in developing a full demand picture and 
serving victims who might not have otherwise contacted us.


•We are reflecting a national increase in demand for the police and ambulance services. 
Over the weekend of 9 and 10 July 2022, BT recorded its highest number of emergency 
calls since records began. Much of this has been attributed to a combination of political, 
economic, and social unrest, extreme elevated temperatures, and the re-emergence of 
the night-time economy (NTE) following the pandemic.
assist with call taking and dispatch.


3a.  Responding to the Public – 
Requests for Service


2. Assessment of workforce and assets


•Contact Management (CM) has recently moved into a new state of the art Contact 
Management Centre with all call handlers, dispatchers, switchboard operators, 
Vulnerability Hub officers, business systems and Contact Resolution Incident Management 
(CRIM) personnel located together. The floor also hosts a bespoke silver suite and 
casualty bureau for public order events, and major and critical incidents.


•Daily performance reports allow for monitoring of CM by senior leaders. Quantitative 
data sets ensure that binary performance measures are in place to identify reliable 
performance and areas for improvement. Qualitative assessment tools also allow us to 
understand the customer experience.


•999 handling performance remains high, with 92% of calls answered within the target of 
10 seconds or less in 2022, placing us as one of the top performing forces nationally.


•101 handling performance remains over and above the service level agreement (SLA) 
target of 80% of calls being answered within 60 seconds. We routinely exceed 90% against 
this metric and compare favourably with similar sized forces across the country.


•Since the beginning of 2022, we have seen a sharp increase in hate reporting within 
the county. Having received 2,715 reports during the year (1,483 being race-related), we 
predict this trend to continue through 2023 in the wake of the Black Lives Matter (BLM) 
campaign, Brexit and the covid pandemic.


•CM supports the force in respect of managing all vehicle recovery, abnormal loads, and 
foreign national registration.


•In 2022 a fully refurbished Force Control Room (FCR) dark site was established in the 
north of the county as a fall-back option in the event of a catastrophic failure within the 
core FCR. Doubling as a modern training environment, the dark site provides a reliable 
contingency and flexible piece of estate to step up in the event an additional top desk, to 
assist with call taking and dispatch.


3. How workforce and assets will meet anticipated demand


•A shift review of CM working patterns has been commissioned in recognition of the 
increase in complexity and volume of demand balanced with current working practices. 
Placing people at the forefront of the process, the shift review will identify opportunities 
to consider the welfare and wellbeing of staff aligned with a modernised approach to 
contacting the police.


•The existing workforce structure is currently being bolstered through additional measures 
in response to the increase in demand for service. This has included a programme to 
enhance business continuity (BC) resilience through the training of non-FCR staff and 
police officers as call takers. By providing additional capacity in the event of workforce 
displacement, as seen during the covid pandemic, we have established an additional 
pool of trained call takers as a contingency. 


•A rapid video response (RVR) trial was introduced into CM in March 2023. Deployed 
across over 20 forces nationally, RVR has demonstrated the potential to increase customer 
satisfaction and performance in essential key performance indicators (KPI), namely, 
incident resourcing, early evidence gathering and positive outcomes for victims. The trial 
will allow for assessment of the technology and will form the basis of a fully realised future 
business case.
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Area
Contact Management


Established Actual Deployable %deploy Vacancy


Dispatch Total 110.00 99.60 93.70 85.18 10.40
PECH Total 115.50 111.10 99.64 86.26 4.40


13.2%


2022 999 call demand


203,262


2021


230,032


2022


Police Incidents 


1.5%


12%


2022 101 calls


310,532


2021


347,932


2022


314,615


2021


309,853


2022


Switchboard calls


33.1%


303,045


2021


403,484


2022


4. Gaps in meeting anticipated demand


•Workload is continually assessed, and our current resources are sufficient to meet the 
demand we currently anticipate over the medium term. However increasingly complex 
crime types, improved understanding of vulnerabilities linked to incidents such as mental 
health crisis and hate crime, and external pressures on policing mean that continued, 
detailed assessment is required to ensure current and future demands can be met on a 
consistent basis.


•Our assessment is that displaced calls for service from partners are likely to increase, 
placing further pressures on the FCR’s ability to appropriately allocate the correct 
resourcing option for the caller. Any further reduction in resource by partners is likely to 
exacerbate this challenge. 


Initial Demand Gap Residual Demand Gap
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3b.  Responding to the public – 
Incident Response


While the increase in officers facilitated through uplift is welcome, supervision of 
officers with such widespread inexperience presents challenges. Demand has 
returned to pre-pandemic levels, although the proportion of that workload which 
has not traditionally fallen to policing increases exponentially. Nevertheless, our 
performance in responding to calls for assistance remains good.


1. Assessment of demand


•Incidents attended by our response teams are graded based on threat, harm, and risk. 
Incidents requiring immediate response are ‘Grade 1’, urgent incidents are ‘Grade 2’, and 
standard incidents are ‘Grade 3’.


•The teams manage incoming demand with existing workloads to mitigate the risks 
posed to victims and the wider public through the swift detention of outstanding 
offenders, and their progression through the criminal justice system.


•An increasing proportion of our response teams’ time is taken up in the management 
and safeguarding of the vulnerable, including dealing with those in mental health crisis 
or engaging in missing from home enquiries.


•Incident demand has largely returned to, and in some cases exceeded, pre-pandemic 
levels. It appears while some characteristics of public life have altered (we have noted 
a reduction, for example, in the NTE) this has been superseded by a disproportionate 
increase in demand in other areas (mental health crisis, acquisitive crime).


•Nationally, there is a prediction that some acquisitive crimes, particularly shoplifting, may 
increase. Likewise, we perceive the enhanced pressure caused by fuel and food poverty is 
liable to see further increases in people suffering mental ill-health.


•Recent reports suggest an increase in protest activity over the next 12 months within 
the United Kingdom, driven by national and international events, which could have a 
fundamental impact on demand within the county.


2. Assessment of workforce and assets


•Our response function is split into ‘City’ and ‘County.’ City Response consists of five 
inspectors, 35 sergeants and 303 constables. County Response is made up of five 
inspectors, 35 sergeants and 374 constables.


•There are currently 185 officers who have completed a standard response driving course, 
86 Taser trained staff and 124 tutor constables.


•We have recently agreed an uplift of five additional response inspectors in recognition of 
the demands and lack of resilience at this rank.


•Approximately 50% of response constables are within two years’ service, which places 
significant demands on supervisors to maintain working and professional standards, and 
offer the requisite support to staff.


•The response teams are allocated 55 (County) and 44 (City) fleet vehicles, of which a 
substantial proportion have high mileage and, therefore, frequently require repairs and 
maintenance. Given global shortages within the supply chain, vehicles remain off the 
road for longer than previously expected.


•Increasing officer numbers through the uplift programme has not been replicated by 
enhanced vehicle numbers, meaning frequent double crewing which, in turn, inhibits our 
ability to manage incoming demand.


•However, agile working through the personal issue of laptops and mobile phones has 
improved efficiency in meeting demand.


•The closure of Newark custody suite means officers working in that area must travel more 
than 30 minutes to reach their closest site (Mansfield custody suite).


•We have introduced a Response Working Group to improve engagement with 
frontline staff and created a force-wide MS Teams channel to allow chief inspectors to 
communicate, and shares updates, with all response officers.


3. How workforce and assets will meet anticipated demand


•The introduction of an additional five response inspectors will mean a more 
manageable supervisory ratio (one inspector to approximately 40 constables) and allow 
each to focus on two talk-groups rather than three. This will enable the response policing 
inspectors (RPIs) to better manage emerging risk, provide more visible leaderships, and 
become more intrusive around performance and personnel issues.


•We have commissioned Project Evolution to review our existing processes and 
procedures in dealing with demand. Supervisory ratios, staffing numbers at each base 
station and our overall operating structure will also form part of this review.


•The geographical scale of the County division presents challenges. We are introducing a 
prisoner transport facility for areas of the district with elongated travel times to a custody 
suite.


•To mitigate the risk associated with an inexperienced workforce, we are introducing a 
programme of attachments for staff at the conclusion of their probationary period.


Call Handler







26 27


County wide response 
numbers


Inspectors


15


Sergeants


70


Constables


677


Standard response drivers


185


Taser trained officers


86


Tutor constables


124


OS resources assigned 
to incidents


23


County


15


City


4. Gaps in meeting anticipated demand 


•The Project Evolution review may address what is perceived to be a challenging ratio of 
constables to sergeants. Particularly given the inexperience within response policing, it is 
widely acknowledged an increase in sergeant levels would prove beneficial.


•If the increase in non-traditional demand continues at the rate seen over the last 
decade, exacerbated by other agencies offering diminished levels of service which 
leaves policing to pick up the slack, frontline delivery will become increasingly stretched 
over the next few years. This coupled with an inexperienced workforce could create a 
challenging period for the service nationally. 


Initial Demand Gap Residual Demand Gap
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4. Neighbourhood Policing - 
Prevention and Deterrence


While it seems inevitable that demand in neighbourhood policing will gradually 
increase post-pandemic, we feel in a strong position to cope with this over the next 
few years. It is not possible to control external factors that impact negatively upon 
the police service, but by building increasingly robust links, we are determined to 
ensure our communities feel safe and listened to.


1. Assessment of demand


•Overall, we have seen a reduction in crime from 2019/20. Some areas of the force have 
experienced particularly sharp falls, notably Nottingham city centre, where crime has 
reduced by 21.5%.


•We have noted a change in offending behaviour post-pandemic, both in terms of the 
location and type of crimes being committed. With the cost-of-living crisis occupying 
much of the national media narrative, we have seen an increase in shoplifting offences 
throughout the force. We are cognisant that this may impact on confidence levels within 
business communities.


•We consider it likely that the next four years will see an increase in anti-social behaviour 
(ASB) related calls, having seen numbers fall during lockdown and immediately post-
pandemic.


•While completely out of our immediate sphere of influence, the impact of reputational 
damage upon the UK police service has a knock-on to our interactions with communities 
in Nottinghamshire. Therefore, our fundamental neighbourhood policing activity around 
engaging with the community to build trust and confidence will require focus and form a 
key part of our Neighbourhood Policing Team (NPT) demand profile. 


•Predicting overall societal trends and how national and international events might 
impact on policing is challenging.


Neighbourhood Policing 


2. Assessment of workforce and assets


•We have invested in our neighbourhood policing offer over a number of years, which has 
been supplemented by a number of Operation Uplift constables.


•Our neighbourhood policing teams work alongside geographically located ‘Operation 
Reacher’ units who operate as an enhanced proactive element within our 
community-based work.


•Post-pandemic, and with the trend away from city centre socialising toward more 
local drinking, we have tailored our NTE policing to engage in more proactive and 
preventative work. Partners and members of the public have received this positively, and 
it has provided greater opportunities for inexperienced staff to gain experience within the 
public order arena.


•We are aware that, given an inexperienced workforce, the breadth of knowledge 
regarding long-term problem solving is limited. Our Neighbourhood Policing Hub has two 
trainers who are tasked with increasing problem-solving knowledge and disseminating 
best practice through the ‘What Works’ Board.


•It is recognised there are benefits to the NPT shift pattern being aligned to the PCSO 
pattern. This is currently being considered as part of the wider Neighbourhood Policing 
Review.


•Our neighbourhood teams do have access to vehicles, albeit some training including 
standard driving courses and Taser training of response officers has taken priority latterly.
•The force is an active and influential member of the National Rural Crime Unit. We 
recently secured funding for a Rural Crime Prevention Officer who is engaged in target 
hardening activity to prevent repeat victimisation.


•In June 2022, the Office of the Police and Crime Commissioner (OPCC) secured 
£3million from the Safer Streets 4 initiative to be distributed across five areas of the county. 
To date, interventions include mobile and fixed automatic number plate recognition 
(ANPR) cameras, the investment of a City PCSO dedicated to delivering target hardening 
work as part of burglary reduction activity, structural environmental improvements to 
prevent crime, hot-spot patrolling, targeting of prolific offenders, the creation of 
closed-circuit television (CCTV) help points, and handheld mobile devices for PCSOs to 
maximise their time on patrol. 
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3. How workforce and assets will meet anticipated demand


•We are currently developing a Prevention and Engagement Hub. This will bring together 
preventative activity from across the force and embed the elements together under 
one command structure. It will also review all the engagement functions to promote 
and embed prevention, problem solving and engagement as central functions running 
through our business.


•While we do not anticipate the hub’s impact on demand to be immediate, it is expected 
this will provide integral support to neighbourhood teams, and the wider force, to prevent 
offending and support repeat victims.


•This hub concept will ensure the national Prevention Strategy is at the heart of our 
activity.


•We are undertaking a review of our neighbourhood policing, which will link into the 
broad demand management review taking place within the force. We will examine the 
range of functions currently undertaken within neighbourhood policing which will help 
inform a force neighbourhood strategy, a shift pattern, and key areas of activity over the 
next few years.


4. Gaps in meeting anticipated demand


•While an increase in demand is expected, current resourcing levels and existing 
relationships with partners are considered sufficient to maintain service delivery levels.


•The cost-of-living crisis and any government budgetary decisions may impact on 
communities. For example, if youth commissioned service provision is reduced, this is 
likely to impact on street ASB. We continue to collaborate closely with partners to mitigate 
foreseeable risks.


All 
responses


Nottinghamshire 
Police


2022 2021 2022 2021


Base n: 326 298 60 53
Sum of % rating for ‘somewhat confident’ (score 3) to ‘very confident’ (score 5)


That a ‘phone call to 999 would be answered in a 
reasonable amount of time?


63% 69% 78% 74%


That a ‘phone call to 101 would be answered in a 
reasonable amount of time?


39% 47% 60% 57%


That the Police would attend your premises whilst the 
burglary ws happening when you called 999.


27% 29% 42% 38%


That the police would offer you support, advice or 
answer any questions you may have about the crime.


59% 56% 60% 37%


(NFU research report, Rural Crime in East Midlands – November 2022)


Initial Demand Gap Residual Demand Gap
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5a. Volume Crime


While the recruitment, and retention, of detectives in investigative roles remains a 
national challenge, we have taken measures to supplement vacancies by providing 
developmental opportunities for inexperienced officers. This diversification of skills 
has allowed us to post sustained decreases in burglary and robbery offences over the 
last four years. The cost-of-living crisis appears to be bringing increases in acquisitive 
crime, specifically shoplifting offending, and we are aware rises in this type of 
offending may continue in the short-term. However, we are confident our investment in 
prevention and engagement work will make a difference in the long-term. 


1.  Assessment of demand


•In 2022 we saw a 33.3% decrease in residential burglaries compared with 2019 (5,359 
offences in 2019 v 3573 in 2022). We will continue to monitor the impact of the recent 
NCRS-driven division into residential burglary of a home and that of an unconnected 
building. We also saw a 20.9% reduction in personal robberies.


•The cost-of-living increases seen over the last year is likely to disproportionately affect 
Nottinghamshire households (Office of National Statistics sub-national indicators) and, 
therefore, have a consequent effect on offending in the county.


•New methods of keyless automobile theft are becoming prevalent and may cause 
increases in motor vehicle offences over coming years.


•We anticipate our current burglary and robbery hot-spot areas will be retained over the 
coming years. Bassetlaw, Mansfield, and Ashfield are areas particularly subject to cross-
border crime. City South and City Central tend to be heavily populated with students, and 
spikes in offending tend to centre around the academic year.


•We remain cognisant of the large South Asian communities within Nottinghamshire and 
the impact of targeted crime, such as family gold burglaries during religious festivals, 
upon those groups.


•Over the last year we have noted a significant increase in shoplifting, particularly in 
Nottingham city centre. We consider this increase is partly due to the cost-of-living crisis.


2.  Assessment of workforce and assets


•40% of Nottinghamshire Police resources are employed in investigative roles. Our local 
response and prisoner handling teams (PHT) take primacy for the investigation of some of 
our volume crime (vehicle crime, shoplifting, non-residential burglary, minor assaults, and 
public order offences).


•Our Criminal Investigation Department (CID) teams investigate and lead on most 
investigations into burglaries and robberies.


•Operation Consolidation (a short-term initiative to bolster officer numbers in hard-to-fill 
investigative roles) allowed us to upskill response officers, with many choosing to remain in 
CID at the conclusion of the process. Our PHTs remain well-staffed with a mixture of long-
term post-holders and secondees.


•We currently carry a 16% vacancy rate within CID, and approximately 33% of our officers 
within these departments are Professionalising Investigation Programme (PIP) level 2 
trained.


•The introduction of an Evidential Review Unit, with officers embedded within our File 
Preparation Department, has reduced rejection rates by the Crown Prosecution Service 
(CPS) and enhanced file quality.


3. How workforce and assets will meet anticipated demand


•We are increasing PHT attachments during officer’s probationary period to three months. 
We are currently developing an enhanced attachment rotation system that ensures 
Operation Uplift benefits are felt in investigative departments, which will be beneficial for 
both the investigative teams and individuals.


•We have streamlined our processes and improved our standards via the CRIM, who are 
recording and finalising volume crime, and Op Shrinkage, which is designed to enhance 
evidential packages.


•Nottinghamshire is seeing the effect of the national shortage of detectives and the 
difficulty in recruiting them to the teams. Our graduate investigator programme has 
worked well with many candidates going on to successfully enrol on the fast track to 
detective programme taking their two years’ worth of experience with them. Our fast track 
to detective scheme sees success with most candidates qualifying around 18 months 
into their two-year probation.


•Work is on-going to recruit more detectives to the teams, both locally and on a national 
level.


•There are many new and trainee detectives within the department who are all working 
towards their PIP2 accreditation. They all require tutoring and mentoring by more 
experienced detectives and the CID has made a huge investment in them. We are 
providing regular in-house training for our trainees to supplement the external Initial Crime 
Investigators Development Programme (ICICP) provisions and have re-instituted CPD via 
divisional training days with specialisms such as telecommunication liaison officers (TLOs) 
receiving bespoke training products.


•Over the next two to three years, we anticipate most of these officers will gain their PIP2 
accreditation, helping to bolster numbers of qualified detectives.
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4. Gaps in meeting anticipated demand


•Through continued investment in our CID and PHT teams in terms of staffing and training 
we anticipate being able to meet the projected demand.


•While we recognise there may be some changes in the profile of offending as the cost-
of-living crisis continues and technology-enabled offending develops, we feel our current 
structure and resources are sufficient to respond.


•We recognise that burglary is a crime type that residents are most worried about, and 
we continue to commit to visit every victim of residential burglary.


•We have recently re-scored our serious acquisitive crime (SAC) portfolio. Our risk score 
for burglary is 21.25 with an organisational risk indictor of 2. Our risk score for robbery is 30 
with an organisational risk indicator of 1. SAC remains on the control strategy.


•We are undergoing a business case review for a new Prevention and Engagement Hub, 
with the focus on critical preventative strategies to remove the requirement for reactive 
policing investigations. We believe, the more time and effort we place into prevention and 
engagement work, the more we can eradicate unnecessary demand and thus effort – 
allowing us to better support victims and bring offenders to justice. 


Residential burglaries 
2019 v 2022 


Personal robberies 
2019 v 2022


33.3% Reduction 20.9% Reduction


Initial Demand Gap Residual Demand Gap
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5b.  Digital Crime


There are few areas of policing as complex and swiftly evolving as digital and online 
crime. However, it is now attracting widespread support, not only internally, but from 
external governmental partnerships such as the Forensic Capability Network (FCN) 
and PDS. While we have a stable workforce in this area, it is prudent to note that 
private industry offers better renumeration than the police service can provide. We 
anticipate an increase in the volume and complexity of digital and online crime in 
the future and, while the direction in which this may develop is difficult to predict, 
we have an increasingly well supported base from which to react over the next four 
years.


1.  Assessment of demand


•The Serious and Organised Crime Unit (SOCU) retains ownership of our specialist digital 
capability.


•The Digital Forensic Unit (DFU) focuses predominantly on data derived from seized 
devices, such as mobile telephones and personal computers.


•The Digital Multimedia Evidence Unit (DMEU) has ownership of media from CCTV 
systems while also taking responsibility for several internal platforms, including video 
recorded interview (VRI), body-worn video (BWV) and dashcam footage and associated 
data from our marked vehicle fleet.


•SOC also retains essential frontline capabilities of digital media investigation (DMI) and 
the Police and Criminal Evidence (PACE) identification unit (IDU).


•While internal demand data records cases managed across the portfolio, it does not 
consider refused work requests or the complexity and size of investigations undertaken. 
It is perceived that, over the next four years, demand is expected to rise, both in terms of 
volume and complexity.


2.  Assessment of workforce and assets


•Our digital capabilities are led by a detective inspector (DI), who has responsibility for 
cybercrime. Across DFU, DMEU, DMI and IDU we have an array of detective sergeants (DS’), 
managers, technicians, examiners investigators, interns, and identification officers. These 
roles are occupied by a blending workforce.


•There is a natural flux of staff within these teams, but these teams are well resourced, and 
vacancies are pursued promptly.


•As a result of His Majesty’s Revenue and Customs (HMRC) recently centralising its 
resource in Nottingham, our DFU operates under the constant threat that talent will be 
drawn toward better paid roles within that sector.


•DMEU is considered to have a stable staff base.


•Our DMIs have struggled to retain skilled staff, primarily due to the challenging nature of 
the role.


•The IDU is stable and provides a safe repository for the rehabilitation of ill and injured 
officers.


•These teams operate from a shared digital case submission and management 
system called Digital Hub. This has proved an impressive platform created by the force’s 
Information Services (IS) department to allow the control of work within the units, and 
allow service users to monitor case progression.


•We have benefitted from significant investment, through the Rape Review Response 
Project (RRRP), in two digi-vans which provide a mobile forensic platform, complete with 
associated computers and licensed software. Having transitioned to the Police Digital 
Service (PDS) we have a future commitment from RRRP2 for further hardware investment 
with software, due in August 2023, which we will coordinate for deployment into our PP 
department.


•Many organisations have struggled to obtain computer equipment in sufficient volume 
and of sufficient quality to service their best-case requirement in the post-covid world. 
Unfortunately, we have been unable to refresh our hardware infrastructure, which is 
periodically breaking down and not being replaced. Our IS team are working to find a 
sustainable resolution.


•We have successfully adopted the Amazon Cloud which is allowing us to reduce 
pressure on our on-site data storage. However, we are required to undertake the physical 
transfer and recording of data moved. We are hopeful of an automated solution to review, 
retention, and disposal (RRD) soon which will allow the force’s record management 
system, Niche, to notify our digital hub of material which can be deleted.


•We continue to support our teams with healthy training budgets and can boast 
ownership of the highest quality vendor solutions for the examination of devices and 
extraction of data in pursuit of crime and criminals in Nottinghamshire.


•It is worthy of note, however, that specialist software and solutions are increasingly costly 
to procure and renew.
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3. How workforce and assets will meet anticipated demand


•Our digital infrastructure is under review and the IS team is considering our future 
solution. We have learned, post-pandemic, that a front-end solution with the smallest 
number of parts and lowest degree of complexity better supports our function in the long-
term.


•We are continuing to press ahead with International Standards Organisation (ISO) 
accreditation which will formalise a quality regime over most of these business areas, 
providing reassurance to the wider criminal justice (CJ) community of the security of our 
working product.


•We have introduced a new Digital Evidence Board which will allow us to identify 
and prioritise issues with sufficient command oversight to allow proper consideration 
cognisant of risk and necessity.


•We continue to promptly recruit into our vacancies and pre-emptively book training 
courses based on natural turnover forecasting.


•Through developing a new apprenticeship programme, we are working to identify a 
suitable academic provider to support the College of Policing’s (CoP) new digital role 
profile at levels four and seven.


•We have expanded our outreach for intern placements into more local universities to 
improve the quality of recruits and ensure we can maintain a steady flow into our digital 
teams.


4. Gaps in meeting anticipated demand


•We are yet to accurately capture the ‘data volume’ being extracted, processed, and 
analysed by our cybercrime teams.


•Attempting to predict our ability to meet demand is complex because a whole myriad 
of variables need to be considered, many of which of out of our control. These include the 
development of innovative technologies, increasingly complex encryption which might 
render data inaccessible and the availability of in-demand training.


•Nevertheless, we expect to be able to meet the challenges in demand in the short-to-
medium term.


Initial Demand Gap Residual Demand Gap
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5c. Custody


While demand within our custody suites continues to increase, through careful estate 
and staff management, we are in a sustainable position if the current trajectory is 
maintained. Nevertheless, staff retention, management of bail and the increasingly 
complex vulnerabilities exhibited by our customers mean prevention and 
intervention is critical in maintaining a manageable long-term position.


1.  Assessment of demand


•We anticipate a steady increase in demand over the coming years. Our demand levels 
have returned to that of before the pandemic, with an increase in total arrivals of 8% in 
2022 when compared to 2019 (15,473 in 2019 v 16,817 in 2022).


•On average we see 46 people entering our custody per day. We have an operational 
capacity of 80 cells with an additional 13 cells available to maintain business continuity. 
Scenario modelling, supported by Project Evolution, shows that both our custody estate 
and establishment are resilient to increases in demand over the coming year assuming 
the current trajectory is maintained.


•We are seeing an increase in the complexity of cases, an improved and enhanced risk 
assessment process, and additional intervention and care options available within our 
suites. These factors combine to create an increase in demand on our resources and 
necessitate upskilling of our staff.


•The bail legislation changes in 2022 created a shift in demand and an increase in 
administrative function. We anticipate this demand will steadily increase over the coming 
12 months while the changes are embedded.


•On August 31, 2022, our regional collaboration for custody and criminal justice 
ceased. Business continuity has been maintained and we have introduced a Custody 
Governance Board, chaired by the assistant chief constable (ACC) to monitor, and drive 
performance.


2.  Assessment of workforce and assets


•Our current establishment equates to one chief inspector, seven inspectors, 41 sergeants 
and 60 detention officers. This area is supplemented by one inspector as a temporary 
uplift from April 2023, two custody support officers as part of a pilot scheme, and two bail 
administrators from March 2023.


•Attraction and retention of staff has been, and we anticipate will continue to be, 
challenging. Our baseline establishment is resilient against increases in demand, but 
it is essential for the wellbeing of our staff that we maintain our levels. Operation Uplift 
increased the attrition rate of detention officers, but we are proud to have supported their 
progression through the organisation.


•The establishment ratio reflects force demand and remains broadly 60:40, with the 
majority going to our main Nottingham suite and the remainder attending Mansfield. This 
is consistent with our cell capacity and staffing levels.


•The role of Custody Support Detention Officer was piloted following our most recent 
His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services (HMICFRS) 
inspection. This role has become an integral part of our progressive and ever-developing 
department and will be established as ‘Custody Development Managers’ in 2023 to drive 
compliance and improvements in working practices.


•The recruitment of two bail administrators has allowed us to enhance our service 
delivery with a strong focus on a victim-centred approach.


•The wellbeing of our staff is critical. We have made significant improvements to our 
estate to improve the working environment of our staff. We continue to focus on wellbeing 
in custody suites, with the introduction of wellbeing champions.


•We have a well-established, in-house training team who are equipped to deliver all 
training and CPD to an elevated level.


•Work will commence in the spring of 2023 at Mansfield custody suite, followed by 
Nottingham custody suite, in readiness for ISO accreditation for forensic sampling. 


Custody
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3.  How workforce and assets will meet anticipated demand


•Scenario modelling, through the Process Evolution custody review, demonstrated our 
estate and establishment are resilient against increases in demand, whether in terms of 
footfall or complexity.


•We continue to adapt our processes to improve the care and intervention opportunities 
within our custody estate. These changes represent a sound investment to appropriately 
identify and manage risk, and maximise diversionary prospects.


•We have introduced an app that enables detention officers to quickly populate custody 
records with low-risk checks and actions.


•We have embedded processes to allow for succession planning, with scheduled 
recruitment campaigns to highlight the value added by our custody team.


•To maximise retention, we now allocate all recruits a mentor to support their transition 
into role. We have introduced an online staff feedback portal, allowing for identification of 
good practice, and offer one-to-one sessions with the head of department.


•In partnership with our healthcare provider, we are identifying our most frequent and/
or vulnerable customers and encouraging them toward a multi-agency intervention and 
diversion approach.


•We have negotiated a new contract with our healthcare provider that provides a more 
robust staffing model, allowing for enhanced work within the community focusing on 
prevention and intervention.


4.  Gaps in meeting anticipated demand


•As social vulnerabilities increase and priorities shift, we anticipate a significant increase 
in the complexity of those we encounter.


•Retention of staff will remain a challenge. We can offer no career progression within the 
detention officer role and the custody sergeant position is not widely viewed as desirable. 
We are committed to developing our staff within role, but this only makes them more 
desirable to external postings. We are looking at specific promotion opportunities for the 
custody sergeant role that would enhance its appeal.


•Management of bail and those released under investigation continues to require 
scrutiny to ensure processes are applied and victims’ needs are met. We initially projected 
to bail management function could be provided by a sergeant and two administrative 
support officers, however current demands suggest we may need greater resilience while 
these processes are embedded.


•Recent uplift in demand to support Operation Safeguard is sustainable in the short-
term. The long-term solution sits with His Majesty’s Prison and Probation Service (HMPPS) 
in providing additional estate and infrastructure to meet their demand. While we have 
supported HMPPS through supplying staff on overtime, this is not a sustainable, long-term 
solution.


Custody arrivals


15,473


2019


16,817


2022


Custody arrivals
per day
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5d.  Criminal Justice


We forecast continued demand growth within our Criminal Justice portfolio during 
the FMS5 reporting period. While there are challenges ahead over the coming year, 
by investing in ensuring our uplift staff are trained now, we are confident this will 
reduce pressure on CJ in the longer-term. 


1. Assessment of demand


•CJ was subject to a full departmental review in 2020 during the initial stages of the 
pandemic. We are currently undertaking a post implementation review (PIR) to monitor 
the impact of those changes made at a time when activities and performance across 
the CJ System were affected by the lockdown restrictions.


•We continue to deliver training to all officers and staff involved in file building.


•Roll-out of the His Majesty’s Courts and Tribunal Service (HMCTS) Common Platform 
System has generated some challenges for us but is now embedded in some parts of our 
procedures. We will be subject to further changes when single justice procedure (SJP) 
traffic cases are included in the process.


•We continue to have the highest regional demand for pre-charge, Magistrate, and CPS 
cases. We submitted on average 26-28% of all cases across the five East Midlands forces.


•CJ continue to support officers by managing and improving the submission of 
documentation and media such as BWV and CCTV via our Niche Records Management 
System, two-way interface (TWIF) and Digital Evidence Management System (DEMS) 
solutions. As increasing numbers of officers enter the force and become skilled at 
investigations and file build, we expect to see increased workloads. We currently manage 
over 80 tasks per day generated by the CPS and officers.


•The Evidential Review Officer (ERO) team, consisting of six sergeants, has significantly 
improved the no further action (NFA) rates of files submitted to CPS for charge decision.


•Our CJ pre-charge team has been instrumental in improving initial file submission quality. 
Our performance against the Director’s Guidance Assessment continues to improve and 
currently stands at a 77% compliance rate.


•Our Summary Process Unit has diversified outside of the traffic area and currently 
undertakes drunk and disorderly, begging, poaching and minor public order offences.


•We recently introduced a digital traffic offence report which, we anticipate, will generate 
increased activity once embedded.


•Firearms Licensing now falls within our CJ department. We have increased resources 
in this area to ensure the force is able to manage the demand and implement new 
processes. There are currently 7,417 shotgun licenses and 1,855 firearms licenses held 
within the county.


•Crown Court backlogs, which started during the pandemic and have been added to 
through recent industrial action, persist and this impacts on our Victim Care team. The 
team are currently overseeing 8,229 civilian witnesses and 17,283 non-civilian witness.


•The Witness Care Unit Administrative function is pursuing a new role administering the 
Criminal Injuries Compensations Authority (CICA) applications. Our turnaround times for 
CICA applications is currently sitting at 0.36 days for initial triage and action. Requests for 
up-to-date conviction checks are replied to within an average of 0.83 days.


2.  Assessment of workforce and assets


•During 2022, the regional East Midlands Criminal Justice Service (EMCJS) was 
disaggregated, and the function returned to force. Our CJ department includes the 
Witness Care Unit, Summary Process Unit, Firearms Licensing, Evidential Review Unit, 
Business Development and File Preparations Unit.


•Since the pandemic, our CJ staff have benefited from agile working availability. This has 
improved absence rates within the department and, consequently, productivity.


•Recruitment and retention of staff within CJ is a constant challenge. The department 
routinely runs at a 7% vacancy rate.


Nottingham Crown Court
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3. How workforce and assets will meet anticipated demand


•We anticipate demand will continue to grow across all CJ units over the FMS5 period. We 
continue to operate flexibly utilising staff across departments to meet emerging demand.


•While we are currently experiencing an increase in demand around training of 
Operation Uplift staff, we hope this investment in the short-term will pay dividends in the 
form of improved file quality and better CJ performance in the longer-term.


4. Gaps in meeting anticipated demand


•We continue to monitor demands against our resourcing model and adapt within the 
confines of existing budgets. Any challenges which cannot be resourced from within CJ 
are presented via structured business processes on a monthly or annual basis.


•We have several challenges in the coming months and years which are yet to be fully 
analysed in terms of demand on our current model. These include Firearms Licensing 
review findings and recommendations, the full impact of changes to the Bail Act, the 
impending changes associated with the Stage 1 Charging (Red and Green) and the 
development of our records management system, Niche. 


Regional demand from 
Nottinghamshire Police


26-28% 
(including Derbyshire, 


Leicestershire, Lincolnshire, and 
Northamptonshire)


Shotgun licenses in 
Nottinghamshire


7,417


Firearms licenses in 
Nottinghamshire


1,855


Initial Demand Gap Residual Demand Gap
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5e.  Intelligence


While we have seen an increase in workload across our intelligence departments, 
and expect this trend to continue, our 2021 review and consequent adaptions have 
left us in a strong position to meet predicted demand across the portfolio.


1. Assessment of demand


•We saw an increase in Crimestoppers intelligence submissions of 6.12% over the last 
year, building on a 10% growth in the prior 12 months. This increase is attributed to the 
promotion of Crimestoppers and the boost in proactive teams within the force. This 
demand is being resourced within the Intelligence Submissions Unit (ISU).


•Our Dedicated Source Handling Unit (DSHU) recorded a 30% increase in submissions 
between early 2022 and early 2023. While we anticipate intelligence submitted through 
our DSHU will continue to increase, we do not foresee it continuing at this accelerated 
rate. Gang and drug-related tensions, coupled with firearms intelligence, are the primary 
source of this increase. The reporting has resulted in several notable seizures. This demand 
is resourced within the ISU.


•Single Point of Contact (SPOC) applications have increased by 8.2% over last year’s 
figures. We anticipate this demand will continue to rise. This demand is currently being 
managed within the SPOC department.


•Radio Frequency (RF) requests have remained stable in comparison to last year, 
although we anticipate this will be an area of growth in the coming years, so have 
increased the team from two to three members of staff. The demand is being managed 
within the RF team at this stage.


•We have invested in our force wide ANPR network, recruited a full-time ANPR manager 
and five additional real-time intelligence (RTI) staff to ensure the system is fully exploited. 
We have seen a 50% increase in investigations requiring ANPR evidence over the last year. 
This enhanced demand is likely to be sustained but we are currently able to meet that 
demand.


•We have also seen an anecdotal increase in threat briefing for tactical firearms 
commanders (TFCs), and in international work. Requests from Interpol, for example, 
increased from 124 in 2021 to 151 in 2022.


•Following release from custody, our force and local intelligence officers (FIOs/LIOs) 
conduct pro-active, intervention visits to those arrested for knife-related offences.


•Our Internet Investigations and Intelligence (3i) team are increasingly tasked with 
reviewing social media around individuals and potential gang or protest activity. We 
fully anticipate this demand to rise over the next few years as protest activity becomes 
increasingly prevalent.


•The restructure of Force Intelligence (FI) in October 2021 has ensured that high/medium 
high intelligence is reviewed and actioned upon dynamically through the RTI. Thus, 
ensuring any threat risk, harm is acted upon swiftly and mitigated promptly.


2. Assessment of workforce and assets


•Our Intelligence department provides a unified and interoperable capability supporting 
all areas of criminal investigation, enforcement, and prevention.


•Across our intelligence department we have a limited number of vacancies, with plans 
in place to fill those gaps.


•Requests for sensitive intelligence disclosures are being met internally but, with 
anticipated demand increase over the coming years, this will not be sustainable, and 
options are currently being explored.


•Force Intelligence has primacy over several IT systems including Cycomms, BATS and 
Pegasus. The replacement for the current BATS system is being developed, with Phase 
One due for imminent release. Cycomms is being actively managed by the Director of 
Intelligence (DoI) due to concerns regarding the contractual position.


3. How workforce and assets will meet current demand


•Through increased Crimestoppers, DSHU, partnership and police reporting, intelligence 
submissions are projected to continue to rise. To ensure the demand is met all staff 
within the RTI and Intelligence Development Unit (IDU) have been trained to provide a 
contingency if demand outstrips current staffing levels. The RTI is part of the new triage 
model for high and medium/high risk intelligence.


•We are exploring the benefit of employing an intelligence resource within the DSU. This 
post would research DSU submissions and liaise with other force teams to ensure potential 
covert human intelligence sources (CHIS’) are identified and tasked sooner.


•To date, the anticipated increase in intelligence submission because of Operation Uplift 
staffing has not materialised. This is despite force FI conducting several training events 
and publishing articles on the force intranet site.


•The appointment of a first-line civilian supervisor within the ISU has ensured standards, 
training and performance are enforced and maintained.


4. Gaps in meeting anticipated demand


•Following the restructure in 2021, we consider FI is in a strong position to meet current, 
and predicted, demand.


•We perceived all departments have the resilience to adapt to foreseeable increases in 
workload over the FMS5 period.


Crimestoppers 
intelligence submissions 


6.12%


Interpol requests
2021 v 2022
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Initial Demand Gap Residual Demand Gap 6a. Hate Crime


While we are not always able to affect the drivers of hate, given this is often 
dictated by national and international events, we have developed strong strategic 
partnerships to ensure improved victim care, better data quality and increased 
reporting.


1.  Assessment of demand


•In years 2021 and 2022 we have seen a significant increase in hate crime, and 
non-crime, occurrences. In the years 2018-2020 inclusive we saw an average of 781 hate 
crimes and 794 non-crimes recorded in the county. Across 2021 and 2022 this figure 
stood at 1,329 hate crimes and 1,272 non-crimes per year. While we have seen a small 
decrease in reported incidents across 2022 compared to 2021, we do not anticipate 
demand will fall to levels witnessed pre-2020.


•Our renewed strategy focuses on increasing reporting, increasing victim satisfaction, 
improving data quality, and building strong strategic partnerships. Our workload has 
increased as we have actively sought to drive improvements across these areas.


•Performance is managed through monthly meetings chaired by our strategic lead.


•Hate crime demand strongly reflects political and social events. We experienced 
increased reporting following events such as the BLM movement linked to the murder 
of George Floyd and the death of Sarah Everard. It is, therefore, difficult to predict and 
influence demand.


Hate Crime Champions
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2. Assessment of workforce and assets


•Our Hate Team consists of two dedicated staff members managed by a chief inspector 
and strategically led by a superintendent. We recruited new staff into the team in 2022. A 
sergeant, working 20 hours a week, will soon be joining the unit.


•In line with victims’ wishes we have placed greater emphasis on out-of-court disposals, 
resulting in a 6.7% increase in positive outcomes (currently at 20%) and an 83% victim 
satisfaction rate, which marks a 4% improvement on 2021.


•Through partnerships with the county’s three professional football clubs and third sector 
organisations such as the majority Black-led churches (MBLC) we have increased our 
community outreach.


•Working with the MBLC we are developing a pilot scheme tailored to support Black 
victims of hate crime. Our work supporting victims of hate links to the Race Action Plan 
Pillar 4.


•We have created and launched ‘Take Aim at Hate,’ which is our campaign to raise 
awareness and understanding of hate, increasing our presence across social media 
channels.


•We have introduced greater transparency and community governance through working 
with the Police and Crime Commissioner’s (PCC’s) Independent Community Scrutiny 
Panel, feedback from which has been very positive.


3. How workforce and other assets will meet anticipated demand


•We are looking to increase the number of force hate crime champions to 25 and upskill 
them through regular training and communication to improve awareness of frontline 
officers. We anticipate this will, in turn, improve data quality, reducing the audit demand 
upon the core team.


•We are seeking to recruit a volunteer to manage victim welfare calls, to allow the team to 
continue to build partnerships and seek new strategic engagement opportunities.


•We will continue to embed our approach toward out of court disposals considering the 
victim’s view and seek to build on the high positive outcome rate.


4. Gaps in meeting anticipated demand


•The uplift of a sergeant for 20 hours a week, coupled with the proposed support of a 
volunteer, ensures we can meet current demand in this area of business.


•While we recognise there may be some changes in the profile of hate crime in response 
to local, national, and international events, we feel our current leadership and resources 
are sufficient to respond to, and continue to deliver an effective and improving service for, 
victims of hate.


•Through our strategic lead, governance, and partnership arrangements we will continue 
to monitor emerging issues and support the public in tackling hate.


Hate crime 
victim satisfaction 2021 v 2022
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6b. Missing Persons


Through our Vulnerability Hub and MPT, we have a dedicated resource who have 
developed expertise, and demonstrable results, in the locating and safeguarding of 
missing people. While we anticipate demand will gradually increase during the FMS5 
period, we consider ourselves able to meet that rise providing partner agencies also 
maintain their commitment to this area of work.
1. Assessment of demand


•The Missing Persons Team (MPT), together with the Mental Health Street Triage and Hate 
teams’, form part of the Vulnerability Hub and are based within our Contact Management 
unit.


•The MPT coordinate and oversee our response to missing persons through the activities 
of our Locate Investigation and Safeguarding and Prevention functions.


•Our response is proportionate to the assessed risk of each case, with those assessed as 
high requiring significant resources to manage the perceived threat posed. 


•Cases deemed as medium or high risk are recorded on our missing persons 
management system, Compact. Those determined to be low risk are not generally 
recorded on Compact and are managed within our control room.


•We undertake a review of low-risk cases recorded within our control room to identify any 
safeguarding or other additional risk.


•There were 5,868 missing incidents reported during 2022, resulting in 3,360 (57.3%) cases 
being recorded on Compact. Of the total number, 787 (23.4%) of those deemed to be 
high risk cases.


•In 2020 and 2021 demand was reduced, due to the pandemic. Respectively, we 
received 4,781 and 4,631 reports, resulting in 2,425 and 2,864 cases being recorded on 
Compact. 


•Current demand is in line with pre-pandemic figures. In 2019 we recorded 5,871 missing 
incidents. While we anticipate an increase in demand over the next few years, we do not 
expect this to be significant.


2. Assessment of workforce and assets


•The MPT consists of a Locate Team and Safeguarding and Prevention Team. The Locate 
Team consists of a sergeant and six constables, and the Safeguarding Team is comprised 
of a sergeant and five missing person coordinators.


•We supplement this team with officers on attachment. Local agreements see five 
response team officers based with the team on a rolling three-month attachment. This 
often includes the utilisation of staff on restricted duties.


•We provide the team with an unmarked vehicle with which to conduct enquiries.


•In 2022 the average time to locate a missing person was 9.21 hours. While this represents 
an increase of 17% from 2021, only three forces locate missing people more quickly 
according to National Police Chiefs’ Council (NPCC) data.


•An increase in mental health incidents and a lack of suitable local authority placements 
are issues being seen more frequently. This results in more complex cases and increased 
reporting.


•Through working with partners our safeguarding team reduces repeat missing episodes 
and ensures mitigation plans are in place to reduce the risk of harm. Only three other 
forces have reported less harm suffered by missing persons based on the most up to date 
NPCC data.


3. How workforce and other assets will meet demand
•We have built some resilience within the Vulnerability Hub through the uplift of two 
officers who are split between the MPT and the Street Triage team. 


•The two officers allow additional support and expertise to be provided to frontline officers 
working non-office hours shifts.


•We will continue to employ Hotspots meetings as a solution for regular high-risk missing 
youths, utilising the force’s youth outreach team for coaching and support, which has 
been shown to positively impact the frequency of subsequent missing episodes.  


•While continually assessed, our current resources are sufficient to manage the 
anticipated demand. Where demand exceeds our resourcing level, investigations are 
undertaken by staff within local policing. 


•The MPT are heavily reliant upon the rolling response team attachments to fully 
service demand. We are exploring opportunities to formalise this local agreement and 
permanently increase MPT establishment.


Officers Searching


4. Gaps in meeting anticipated demand


•Our assessment of future demand, particularly regarding the safeguarding of vulnerable 
people, is predicated on continued service delivery from partner agencies. Any reduction 
in partners’ provision will negatively impact our ability to cover anticipated demand.
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Missing incidents reports
2022


5,686


Missing cases created 
2022


3,360


Missing cases categorised 
as ‘high risk’ 2022


787 / 23.4%


Average time to locate a 
missing person


9.21 Hours


4th quickest force in England and Wales


Initial Demand Gap Residual Demand Gap


6c. People with Mental Ill-Health


Policing has found itself increasingly drawn into the management of those in mental 
health crisis. External societal pressures are only increasing demand in this area, 
and we are having to think creatively to successfully manage the risks associated 
with people suffering mental ill-health. While the structures we have put in place are 
helping people to access the help they need, the sustainability of this position for the 
police service nationally remains a topic of debate. 


1. Assessment of demand


•Our primary response to mental health demand is through a jointly commissioned Street 
Triage Team (STT), which sees a constable and a community psychiatric nurse utilised to 
provide a force-wide response to mental health related incidents. This service operates 
from 0800-0100hrs.


•The STT is responsible for aiming to reduce the number of inappropriate S.136 detentions 
in hospitals and custody suites, and helping to limit the number of repeat calls into the 
force control room. We also hope the provision will mitigate risk within our custody suites 
and reduce the costs associated with S.136 detentions.


•Monthly demand since the STT’s inception has seen a small but sustained fall in 
demand, bucking the national trend. In 2020 we created an average of 1,455 incidents 
per month, which reduced to 1,350 in 2021 and 1,303 in 2022. This represents a 10.4% 
reduction over the period. Demand, however, remains higher than pre-pandemic levels.


•We believe this reduction in demand is due, in part, to our introduction of the Most 
Appropriate Agency Policy, the introduction of the High Intensity Team, the joint sharing of 
public protection notices (PPNs) and the introduction of crisis response plans.


•Earlier indications, however, show mental health crisis incidents have increased during 
the early months of 2023. This increase may be partly attributable to the current cost-of-
living crisis. It is difficult to predict whether this trend will continue and, if so, the rate of 
this growth. We are also cognisant that mental ill-health is often incorporated into other 
incident types, so the demand level is likely to be greater than that reflected in our data.
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2. Assessment of workforce and assets


•The STT has reactive and proactive elements, overseen by a sergeant with six constables 
and nine full-time registered mental health nurses (RMNs).


•We recently provided an additional two officers to the Vulnerability Hub, who provide 
resilience by splitting their working hours between supporting the STT and the MPT.


•Our STT remain focused on reducing repeat demand to allow officers to be deployed to 
other areas of business.


•We continue to see increasingly complex demand around mental health incidents 
and calls for service for people in crisis. This has seen an increase in S.136 detentions 
compared to 2021.


3. How workforce and other assets will meet anticipated demand


•We consider the recent deployment of two additional staff into the Vulnerability Hub is 
sufficient to satisfy the short-to-medium term demand we currently anticipate.


4. Gaps in meeting anticipated demand


•Mental health demand can be subject to significant change based upon regional, 
national, and international factors. We have seen an increase in complexity of demand 
due to austerity and the cost-of-living concerns. It is fair to assume we will continue to 
witness increases in mental health crisis until the current situation abates.
 
•If the nursing provision were to be withdrawn from the STT this would significantly impact 
on our ability to manage the volume and complexity of mental health incidents without it 
detrimentally affecting other area of policing business.


Initial Demand Gap Residual Demand Gap


Mental Health
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6d. Domestic Abuse


The risks associated with domestic abuse are well documented. We continue to 
see considerable growth in the DA world. While we have expanded the size of, and 
coverage provided by, our DAITs, our forecasts suggest the current staffing levels 
will not be able to cope with the anticipated increase in demand over the FMS5 
reporting period. We have limited capability to conduct proactive preventative work 
within DA that would help mitigate repeat demand.


1. Assessment of demand


•DA crime and non-crime increased by 5.8% in 2022. We anticipated this is the result of 
a rise in reporting following the pandemic, in addition to the increasing awareness of 
coercive and controlling behaviour within society. It can be anticipated these increases 
will continue at a similar rate. 


•Further amendments to DA legislation through the Domestic Abuse Act 2021, throughout 
2022, while significant, are only anticipated to have a marginal impact upon any increase 
in crime recording.  
   
•The Domestic Abuse Support Unit (DASU) conduct a daily review of all medium and 
high-risk domestic abuse public protection notices (DA-PPNs) to ensure the assessment 
grading is correct and refer onto partner agencies for further support. Between March 
2022 and March 2023, a total of 18,726 risk assessments have been processed through 
the DASU, which is made up of 10 members of staff. We anticipate the team will be able to 
manage the long-term demand we anticipate.


•The DASU also identifies additional safeguarding opportunities and those cases relevant 
under the domestic violence disclosure scheme (DVDS). During the March 2022 to March 
2023 period, the two DVD officers reviewed 518 ‘Right to Ask’ and 836 ‘Right to Know’ 
applications, commonly known as Clare’s Law. We made relevant disclosures in 273 and 
150 cases respectively.


•Demand within the Multi-Agency Risk Assessment Conference (MARAC) continues to 
rise. Measures were agreed and implemented across the partnership to better manage 
repeat cases heard at MARAC. While it is assessed this had some initial positive impact, 
the benefits of this change have been offset by the continuing increase of case numbers. 
If this rate of growth continues, further changes will have to be implemented for all 
MARAC partners to meet this demand. 
  
•Recent and historic data reflects high-risk DA is a continuing issue within society and will 
continue to demand significant policing resources. Due to the volume of demand versus 
capacity, the PP department is operating a reactive investigation model and is limited in 
its ability to take proactive actions to reduce overall offending in this area. The PP team is 
in the process of forming an Orders Team to amalgamate the processing of civil orders to 
provide an enhanced supportive function.  


•The introduction of the new DA Bill, and the non-fatal strangulation offence, has seen 
high-risk DA rise both locally and nationally. As awareness of this offence increases and 
the VAWG agenda develops, it is likely this demand will rise. 


2. Assessment of workforce and assets


•The expanded Domestic Abuse Investigation Teams (DAITs) are expected to meet the 
current high-risk DA demand. However, this expansion does not protect against any 
significant increases in demand.


•MARAC demand in the FMS5 reporting period is unlikely to be met without significant 
changes to the MARAC framework itself, or growth in terms of our research and MARAC 
Chair capability.


•Our workforce has the skills and ability to meet demand. A review carried out of high-risk 
DA investigations over three years in Nottinghamshire revealed PIP1 investigators focusing 
on DA, with PIP2 supervision, get more positive outcomes than PIP2s who also carry RASSO 
workloads. 


•In the last 12 months there have been 20 PIP1 investigators (police constables (PCs)) 
moved into PP on a temporary one-year basis as part of Op Consolidation. This created 
two DA teams working a Monday to Friday shift pattern in both our city and county 
districts to meet high-risk DA demand. With these teams only working weekday shifts, any 
demand in evenings or over weekends is absorbed and managed by other PP teams. 
Overall, we have serviced high-risk DA investigation demand well, but it has impacted on 
other areas of PP.


•Despite the level of demand seen, we are performing well in meeting this challenge and 
providing a proficient level of service to the public in terms of high-risk DA. 


•Additionally, to assist with the new teams and the newly appointed PIP1 workforce, 
we have advertised for six super detective constables (DCs) to provide mentoring and 
training to support across these newly formed teams. To date, there have been three 
applicants, all of whom are DCs currently within the RASSO teams


Domestic Abuse
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3. How workforce and other assets will meet anticipated demand


•DAITs were doubled from two to four teams in April 2023. This equates to four teams of 
a DS and 10 PIP1 investigators. The shift pattern of these teams will be amended to meet 
demand during evenings and weekends. It is anticipated that this will allow the DAITs to 
investigate most of the high-risk DA, decreasing the demand on PP Adults teams. 


•The investigation of high-risk DA is an area of high volume, with a considerable number 
of intensive custody-based investigations resulting in overtime for staff. Due to the nature 
and volume of this work, it is recognised these types of investigations have the capacity 
to impact negatively on the wellbeing of staff. The new shift pattern will provide DAIT staff a 
greater number of rest days and longer periods of time between shifts. 


•High-risk DA demand is expected to increase. Nevertheless, it is expected the expanded 
teams will be able to meet current demand, with some capacity for any future increase.
•DAITs will also work an identical shift pattern to the wider PP teams (Adults and Child) 
and will increase resilience across the department during non-office hours.


•While stalking is managed by divisional staff, any high-risk stalking offences are 
managed within PP. To support the management of this future demand our stalking 
clinics have evolved. Future demand is likely to be subsumed into the newly formed 
DAIT, as opposed to the adults,’ teams. To meet this challenge, all new officers to the 
DAIT are being given a week-long training course into PP investigations, safeguarding, 
and partnership working. Part of this training includes stalking awareness and how to 
investigate such incidents. 


•All officers within the department receive specific training. New joiners to the department 
partake in a PP induction week. Staff within PP receive two annual CPD days.  
•The implementation of the new DAIT will assist in meeting demand. Overall, there is 
a staffing shortfall in the PP department. Should this be rectified then demand could 
be better managed in the longer-term and additional work around prevention will be 
prioritised. 
 
•Of note the DAIT teams will consist of PIP1 volunteers and a full cohort of graduate 
investigators. As of April 2024, the graduate investigators will leave PP to join the new Direct 
Entry to DC scheme. This will leave the DAIT teams under-resourced. The long-term plan is 
to replace the Op Consolidate model with a mandated process for officers to work within 
DA for a period, like that which is in place for our PHTs. We are undertaking a review of 
resources across the frontline teams. 


4. Gaps in meeting anticipated demand


•The expanded DAITs are expected to meet the current high-risk DA workloads. However, 
this expansion does not protect against any future increases in demand, nor is there a 
current substantiated process for long-term recruitment into this role.


•The review into the partnership MARAC process together with efficiencies made in our 
MARAC data collection has enabled the force to meet current demand. However, the 
referrals into MARAC across the partnership are increasing and with double MARAC 
meetings across all three Nottingham MARACs to manage this demand, there is a lack 
of dedicated resource (i.e., an inspector) to provide resilience with the shared chairing of 
these meetings. 


DA crime and non-crime 
in 2022, compared to 2021


5.8%


DA risk assessments undertaken within 
DASU between March 2022 


and March 2023


18,726 


Right to Ask and Right to Know 
applications made under ‘Clare’s Law’ 
between March 2022 and March 2023


‘Right to Ask’
518


‘Right to Know’
836


Right to Ask and Right to Know 
disclosures made during 


the same period


‘Right to Ask’
273


‘Right to Know’
150







64 65


Initial Demand Gap Residual Demand Gap 6e. Child and Adult Safeguarding


The way policing works in partnership with other agencies to manage safeguarding 
and mitigate threat has improved markedly over recent years. However, the volume 
of safeguarding work required is substantial and is only likely to increase over the 
FMS5 reporting period. Staffing is in place to cover existing demand, but any growth 
is likely to necessitate a review of, and subsequent uplift in, staffing levels.


1. Assessment of demand


•Both the City and County Multi-Agency Safeguarding Hubs (MASH) continue to perform 
well despite high demand. We assess all PPNs against a new red, amber, green (RAG) 
assessment, which allows prioritisation of risk. This triage is undertaken by a DS utilising the 
threat, harm, risk, investigation, vulnerability, engagement (THRIVE) model in conjunction 
with the national decision model (NDM). The City MASH was recently reviewed by the 
Office of Standards in Education (OFSTED) and the inspection results are awaited.


•There were 728 S47 strategy discussions in the City MASH during 2022. 150 of these 
culminated in joint investigation between the police and children’s social care.


•Within the County MASH there were 1,197 S47 strategy discussions in 2022. A joint 
investigation between the police and children’s social care was agreed in 252 cases.


•The volume of PPNs (highlighting vulnerabilities for children and adults) has risen but 
appears stable. Nevertheless, given the level of social need emerging from the cost-of-
living crisis, we plan to undertake training for frontline staff around PPN necessity and 
quality over the next six months.


•During 2022 we continued to refer safeguarding concerns involving children exposed 
to DA using the Op Encompass information sharing platform. In the county, a total of 
1,474 notifications were shared across education establishments: 901 related to primary 
schools, 480 secondary schools and the remaining relating to alternative provisions. 
Based on the first quarter of 2023 we forecast there will be approximately 2,000 
notifications across the county during the calendar year. Within the city, 949 notifications 
were shared with schools during 2022.


•From June 2023, national referral mechanism (NRM) contacts will be processed within 
the MASH. It is expected this will equate to approximately 200 referrals of further demand 
every year. 


•The cases undertaken within the MASH process grow more complex, and multiagency 
support frameworks are now commonplace. With the government’s intention to introduce 
education as a statutory partner, we anticipate we will be forced to consume more 
demand within the MASHs.
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2. Assessment of workforce and assets


•The City MASH is now returned to pre-pandemic operations, with all partner agencies 
back within the office workspace. The proportion of County MASH representatives 
within the workplace continues to rise. MASH police teams have remained in the office 
throughout. 


•Following a recent HMICFRS inspection, processes, and procedures within both 
MASHs have been subject to review. Safeguarding referral officers are now taking on 
greater responsibility, which allows the detectives to have strategy discussions reducing 
intervention delay.


•Both MASH sites (city and county) will be at full establishment as of 1 June 2023, with two 
incoming new safeguarding referral officers currently subject to vetting procedures.


3. How workforce and other assets will meet anticipated demand


•We will roll-out training to improve the quality of PPN submissions across the force in 
the next six months. All PPNs are quality assured before referral and training will assist in 
minimising the oversight demand within the MASH.


•We have been involved in the implementation of a PPN Development Group. MASH 
partners will discuss learning, themes, and best practise to support timely referrals and 
reduce unnecessary repeat demand.


•The Working Together Team (WTT) attend initial Child Protection Conferences, fulfilling our 
statutory obligations. 


•Our MASH establishment includes detectives and police staff, allowing for workload to 
be completed by the most appropriately trained staff. Detectives are PIP2 accredited and 
attend CPD training within the force.


4. Gaps in meeting anticipated demand


•With demand ‘as is’ we are confident the full establishment of staff across both MASH 
hubs can manage current demand.


•However, with the whole MASH process under national review, and recommendations 
from ‘Stable Homes Built on Love’ setting six pillars for reform, future demand is relatively 
unpredictable.


•The significant increase we forecast in safeguarding concern referrals, coupled with the 
increasingly complex nature of MASH cases mean that demand is likely to continue to 
grow across the next four years. While we are currently in a stable position to manage 
existing demand, we need to maintain a keen overview of workloads if, as we expect, 
pressure grows in the safeguarding world.


Strategy discussions in City and County 
MASHs in 2022


Strategy 
discussions 


1925


Joint 
investigations


402


Initial Demand Gap Residual Demand Gap


Safeguarding
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6f. Child Abuse


Child abuse remains an area of policing which carries substantial risk of long-term 
harm, and requires careful, time-consuming investigation. We have seen rises in 
demand since the pandemic. With demand forecast to increase again over the FMS5 
reporting period, we will need to carefully monitor workloads to ensure we remain 
able to protect some of the most vulnerable in society.


1. Assessment of demand


•Reporting of child sexual abuse reduced significantly during the pandemic, but we have 
recorded a sharp increase since the easing of restrictions. We attribute this, in part, to the 
return of children to educational establishments and partner agencies being able to 
engage with them outside the family home.


•Peer-on-peer sexual offences (where the victim is under-16 and the offender under-18) 
continues to be a significant area of work within the Child Abuse Investigation Unit (CAIU). 
In 2022 we undertook 147 investigations, which is a broadly similar level of demand to 
that seen elsewhere in the region. This figure reflects a 42.7% increase from 2020 to 2022.


•Grievous bodily harm (GBH) investigations committed against children under the age 
of one have seen a minor increase over recent months. In October 2022, the unit was 
investigating 21 cases, which rose to 26 by March 2023.


•All unexpected or unexplained child (28-364 days old) death cases are investigated. 
During 2019 these deaths equated to 47 cases which has risen to 56 investigations in 
2022 (a 19% increase). These cases tend to be time-intensive but annual demand has 
proven unpredictable.


•Our CAIU operational teams receive work from several sources. Demand generated via 
the MASH process continues to increase. Cases are also referred from our response teams 
and direct from partnership forums.


•On balance, we expect the post-pandemic surge in demand to continue which will 
present staffing challenges.


2.  Assessment of workforce and assets


•Our CAIU teams have a small vacancy factor which we envisage filling in the coming 
year. This will allow us to maintain a high standard of service to victims. All officers within 
these teams are either working toward PIP2 accreditation, or are already accredited. Staff 
are also either undertaking or have completed the specialist child abuse investigation 
development programme (SCAIDP).


•Furthermore, our CAIU officers maintain CPD by completing at least three 
Nottinghamshire Children’s Safeguarding Partnership training inputs per year. Our DS’ and 
PIP2 qualified staff have also attended the CoP ‘Investigating Serious Injury and Death in 
Children’ course. 


3. How workforce and other assets will meet anticipated demand


•Given recent increases in demand, we will continue to monitor workloads within the CAIU 
and are prepared to review staff levels and/or team remits if we deem it necessary in the 
coming years.


•Child death investigations are prolonged and intense. To facilitate the management of 
this, demand resources are utilised across the PP portfolio.


•Op Amber teams, who are sometimes relied on for infant death investigations, take 
primacy for stranger rapes, stranger serious sexual assaults, high-risk domestic GBH and 
domestic homicides. They are also responsible for large cases involving care homes.


•To provide further resilience, SCAIDP-trained officers have been allocated onto our Op 
Amber teams to provide knowledge, support, and management of these investigations.


4. Gaps in meeting anticipated demand


•We believe our CAIU can sustain performance based on current demand levels, 
although we are mindful of the stresses this nature of work can place on those 
investigating it. We consider further increases in workload would necessitate staffing level 
changes to maintain their service levels.


•Child death investigations require long-term oversight and progression. We have 
worked to mitigate that risk with the Op Amber teams. However, the gradual increase 
in child death and child abuse investigations presents challenges for us. Child abuse 
investigation can be pressured, traumatic and stressful for our staff, which renders it a 
difficult department to recruit into. 


Safeguarding concerns raised with 
schools in the county 


Concerns 
raised 


1474


Primary 
Schools


901


Secondary
Schools


480


Alternative 
provisions


95
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Child abuse investigations
 commenced in 2022


147


Child abuse investigations
2020 v 2022


42.7%


Unexpected or unexplained 
child death investigations 


2021 v 2022


19%


Initial Demand Gap Residual Demand Gap


6g. Sexual Offences


It is testament to the success of the national and local VAWG strategies that 
reporting of sexual offences to our service has increased so markedly. While it 
demonstrates the endemic nature of sexual offences within society, it is encouraging 
to see the increasing willingness of people to report these crimes. However, matching 
that heightened demand with suitably trained detectives is challenging and we 
expect this to become more acute in the coming years. 


1. Assessment of demand


•Rape and serious sexual assaults (RASSO) have risen again in the last year and 
continue to be a national issue. Recorded rape offences saw a 13.4% increase (between 
March 2022 and February 2023, compared to previous 12 months) and we predict growth 
in demand will continue. The national VAWG strategy is raising public awareness of 
serious sexual offending. The intended message is having the desired effect as reporting 
has increased exponentially. 


•Demand in the Adult PIP2 teams has increased however the introduction of the new DA 
teams has provided some assistance managing this demand and allowing a focus on 
RASSO offences. The implementation and introduction of RASSO scrutiny panels, robust 
audit schedules, and an increased delivery of PIP2 courses has provided further resilience.


•Longer-term, the management of RASSO demand is unclear. Direction from Op Soteria 
Bluestone and the forthcoming operating model (due June 2023) leave a degree 
of uncertainty. Although we are an adopter force and have implemented some key 
elements of the best practice, including the CoP’s early advice protocol and the RASSO 
joint operating improvement teams (JOIMs), the full impact of future changes is not 
known.


•A significant factor impacting on our capability is the number and quality of specialist 
investigators. In common with other forces, we have a shortage of PIP2 investigators. The 
national focus on VAWG, increased awareness of offences and improved partnership 
working may promote more confidence in the public reporting RASSO offences in the 
future, but our ability to successfully investigate those offences is questionable. 
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2. Assessment of workforce and assets


•The investigation of future RASSO offences will be influenced by both Op Soteria 
Bluestone recommendations and our ability to recruit and retain PIP2 investigators. We are 
exploring a range of investigator recruitment options, including direct entry to DCs (fast-
track to detective), regular recruitment opportunities to PP, and the use of Op Consolidate 
to introduce PCs to complex investigations.


•We are working closely with partners to better support victims and achieve more positive 
outcomes. This includes the co-location of independent sexual violence advocates 
(ISVAs) within police buildings to provide a joined-up response. ISVAs are now co-located 
with police at Oxclose Lane and Mansfield police stations, and at our new Sexual Abuse 
Referral Centre (SARC). We believe the immediate victim support the ISVAs provide will 
contribute to more successful prosecutions.


•Enhancing the service, we provide to victims of RASSO crimes has also been supported 
through the recruitment and retention of specially trained officers (STOs), rising from circa 
30 in 2021 to 150 in this year. The increase in our STO provision has assisted in ensuring 
early disclosures and evidence is obtained appropriately alongside immediate support to 
the victims.


•The end of 2022 saw the opening of the adult SARC in new premises, which includes the 
provision of two equipped treatment and assessment pods. 


•To build a more collaborative approach to RASSO, we have joined the Consent Collation 
to improve services to RASSO victims. The Consent Collation is a collaboration of twenty 
Nottinghamshire-based organisations including the National Health Service (NHS), 
CPS, and a range of charities and businesses, with the aim of raising awareness, and 
challenging the myths of rapes. We also work within the collation to identify themes and 
trends that could see increases in sexual assaults and rapes. 


3. How workforce and other assets will meet anticipated demand


•To support future development of RASSO investigators we schedule a comprehensive 
officer CPD training day twice a year within PP. This supports the development of all PIP2 
officers and hones their skills. The force now has several Professional Development Officers 
(PDOs) that are aligned to help develop and support PIP2 officers completing their 
portfolios. 


•The forthcoming RASSO operating model will provide a training package dedicated to 
officers working within the RASSO policing environment.


Recorded rape allegations 
2021/22 v 2022/23


13.4%


4. Gaps in meeting anticipated demand


•We would expect to meet demand if it, and our RASSO staffing levels, remained. However, 
we confidently predict a significant increase in demand levels over the next four years. 
New national policies or processes will affect this. The impact of the new RASSO operating 
model, the forthcoming CJ joint national action plan for DA and the continuing success 
of the national and local VAWG strategies are all likely to enhance incoming demand. 


•Without an increase in PIP2 officers our ability to deal with complex or serious sexual 
offences will become increasingly restricted. We have a robust process to train and 
develop officers into PIP 2 investigators, but this is only possible if there are officers 
interested in the role. The current establishment of PIP2 (including officers who are training 
towards the qualification) only allows us to react to incoming demand. It does not 
incorporate any flexibility for proactive work in this area.


Initial Demand Gap Residual Demand Gap
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6h. Honour-Based Abuse, Forced Marriage, 
and Female Genital Mutilation


The area of honour-based violence, forced marriage and female genital mutilation is 
complex but, having returned to pre-pandemic levels, is now relatively stable. We are 
confident our small but specialised provision is well placed to manage expected 
demand during the FMS5 reporting period.


1. Assessment of demand


•Demand in this area of policing has remained broadly stable over the last year. We 
anticipate little change in demand over the longer-term.  


•During the pandemic demand in this business area dramatically reduced and, although 
we are now seeing demand increasing, it has only returned to pre-covid levels.


•There remains confusion around what constitutes honour-based abuse (HBA) and, as 
such, a proportion of HBA-tagged incidents are not deemed to fit the criteria following 
review by the safeguarding officers.


•HBA primarily features within DA investigations and, depending on the risk level of that 
DA incident, will be investigated as per our DA policy. High-risk cases are investigated by 
our DAIT teams in PP.


•Reports of female genital mutilation (FGM) are rare and tend to come to our attention 
via referrals from health partners. They are investigated by our Child Abuse teams. Within 
this area allegations of forced marriage (FM) have been the source of primary demand 
over the last 12 months. 


2. Assessment of workforce and assets


•We currently have two officers who manage the safeguarding for HBA and FM cases, 
and obtain relevant orders in FM and FGM investigations. Consideration is being given 
to adding the HBA/FM safeguarding officers to the newly formed Prevention and 
Engagement Hub. 


•To support their development and prevent silo working, we have recently co-located the 
safeguarding officers to work alongside the DAIT investigation teams, providing relevant 
safeguarding advice and support for those investigations featuring HBA/FM.


3. How workforce and other assets will meet anticipated demand


•To support their ongoing development, officers are both PIP1 trained and attend national 
seminars and local training in this business area.


•Through working alongside DAIT colleagues, their specific knowledge of HBA/FM 
safeguarding will be disseminated and allow for wider development of our staff.


4. Gaps in meeting anticipated demand


•We believe the maintenance of current demand levels is likely. While our current provision 
does not allow for a great deal of resilience, we consider it appropriate to meet our 
forecasts.


Initial Demand Gap Residual Demand Gap
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6i. Harassment and stalking 


The increasingly established link identifying stalking as a trigger for more serious 
offences means our ability to tackle offending in this area is critical to public safety. 
We are confident our staff are well-placed to identify stalking, but our ability to 
safeguard victims and disrupt offending behaviour is stretched. We would expect 
demand in this area to increase over the next four years, which will exacerbate our 
current position. 


1. Assessment of demand


•Following the increased policing and public awareness, stalking offences have risen by 
36% in the past 12 months. This is due, in part, to a better understanding of the stalking 
offence by our officers, who are now better equipped to identify stalking from harassment.


•There is an increasing bank of evidence suggesting unchecked stalking behaviour can 
progress to more serious offending.


•A sizeable proportion of stalking offences are managed on division, however those DA 
investigations graded high risk are investigated within PP, via the DAIT.
•We received an average of 110 stalking crimes per month during the last year – 80% of 
these crimes were DA-related.


•These investigations are frequently complex and require single ownership to fully 
understand the stalking behaviour. Our force stalking officer will review and assist with 
linking incidents together.


2.  Assessment of workforce and assets


•To assist in the management of stalking offences, we work closely with partners to 
support the victims and challenge perpetrator behaviours. This was supplemented by the 
introduction of the stalking clinic in 2021/22, which has continued to develop and evolve 
over the last 12 months.


•A proposal to create an orders team will support our efforts to manage increasing 
demand and safeguarding the public.


•The biggest challenge with our current approach is one of capacity. With 110 new 
stalking crimes being recorded per month and the stalking clinic only having capacity for 
five cases per month, investigations are triaged to ensure the highest risk cases are given 
priority in the clinics. 


3. How workforce and other assets will meet anticipated demand


•The stalking screening tool has been utilised across the force to better assess risk from 
perpetrators. This has allowed a more robust response to prioritising cases deemed to 
contain significant risk.


•The stalking clinic has allowed us to provide investigative direction to officers managing 
stalking incidents, and provided some detective oversight for some more complex cases.


•On-going work, alongside divisional chief inspectors, will look to provide a more robust 
process to oversee stalking investigative quality and an opportunity to raise cases which 
would benefit from PIP2 input early.


4. Gaps in meeting anticipated demand


•We would expect the 36% increase in demand over the last year to be sustained over 
the FMS5 reporting period. As the public become more aware of stalking, and our staff 
become increasingly adept at identifying it, it is very unlikely demand will reduce or 
remain static.


•Given the excess demand currently upon our limited PIP2 resource, our ability to furnish 
any additional high-risk demand is extremely limited.


Recorded stalking offences 
2021/22 v 2022/23


36%


New stalking crimes recorded 
each month in Nottinghamshire


110
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6j.  Modern Slavery, Human Trafficking and 
Organised Immigration Crime


Immigration has been high on the political agenda for several years, but the crimes 
associated with it are only now truly penetrating the public consciousness. We 
anticipate a significant increase in demand in this field during the FMS5 reporting 
period which would necessitate an increase in staffing to maintain the current 
service level. 


1. Assessment of demand


•We have seen a slight reduction in Modern Slavery, Human Trafficking and Organised 
Immigration Crime recorded in 2022 (117 v 121 in 2021). However, the number of NRM 
contacts we received has increased from 173 in 2021 compared to 225 in 2022.


•The increase in NRMs against a decrease in crimes is likely to be explained by referrals 
being submitted in relation to offences occurring outside the UK.


•Current demand is managed based on the highest threat, harm, and risk (THR) cases 
being adopted by the dedicated Modern Slavery and Human Trafficking / Organised 
Immigration Crime (MSHT/OIC) team. Daily search strings ensure any new intelligence 
and offences are assessed correctly and allocated via the force daily management 
meeting (DMM) process to the most appropriate resource.


•This process has led to the identification of three newly mapped OCGs.


•Despite the slight decrease in recorded crimes in the short-term, we fully expect demand 
in MSHT/OIC will increase in the future. With continued small boat crossings, we anticipate 
an increase in potential victims of trafficking (PVOT) either reporting to the police or other 
agencies.


•With greater national media focus on OIC, combined with planned weeks of action, the 
increase in awareness is likely to drive up reporting in this area.


•Enduring conflict in areas of the world, is likely to continue to displace communities and 
increase the exploitation of vulnerable people via HT offences.


Initial Demand Gap Residual Demand Gap
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2. Assessment of workforce and assets


•The MSHT/OIC team has an establishment of one DS and six DCs. Due to a combination 
of vacancies and sickness, the team has been under-staffed but have focussed their 
attention on safeguarding and investigating the highest threat, harm, and risk (THR) 
cases. Shortcomings in staffing have been mitigated by the temporary movement of 
officers from other departments to compensate.


•They have access to the optimum systems to perform their role.


•Demand levels have been managed by carefully managing the number of cases taken 
into the team. The team performs an advisory role for more straightforward cases.


•The MSHT/OIC work closely with the city council’s Slavery and Exploitation Team (SET) 
and attend partnership-led sexual exploitation risk assessment conference (SERAC) 
meetings.


3. How workforce and other assets will meet anticipated demand


•The MSHT/OIC is going through a period of recruitment to reach establishment level. 
Simultaneously, a review into how we manage vulnerability and exploitation is being 
undertaken. This may result in the adoption of a centralised, consistent process of 
recording and triaging cases. 


•We anticipate the review will ensure the most appropriate resource is allocated to any 
given case, at the earliest opportunity, thereby ensuring the quality of service received by 
the victim remains central to our investigations.


•Training around MSHT/OIC continues to be delivered to all frontline, control room and 
PIP2 resources. These inputs aim to increase the awareness of our staff to ensure MSHT/
OIC offending is identified and dealt with appropriately.


4. Gaps in meeting anticipated demand


•We anticipate a significant increase in reporting of MSHT/OIC created by a combination 
of continuing community displacement and enhanced public awareness. The scale of 
this increase is difficult to predict.


•The nature of MSHT/OIC is complex and can involve global investigations. Even a minor 
increase in demand levels would necessitate a review of the current staffing levels within 
our current MSHT/OIC provision because the small team would be unable to service 
enhanced workloads.


Initial Demand Gap Residual Demand Gap
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6k.  MOSOVO and IOM


Managing offenders, particularly those who pose significant risk to the public, is 
crucial in safeguarding the public and enhancing their confidence in our service. 
Within the MOSOVO arena we have seen particularly substantial growth but have 
sanctioned the recruitment PIP1-trained staff to supplement our detectives, which 
should assist our teams in meeting current and future demand, and mitigating the 
risk posed.


1. Assessment of demand


Management of Sexual Offenders and Violent Offenders (MOSOVO)
•The demands of managing registered sex offenders (RSOs) continue to rise. We saw 
6% growth in this area last year. As a force, we currently managing 1,480 RSOs and have 
recently seen a number released from prison, adding to overall levels.


•Currently the average offender manager (OM) in MOSOVO handles more than 70 
RSOs, above the national recommendation of 50 nominals. However, this is not unusual 
among forces within England and Wales and the majority of those managed are low-risk 
nominals.


•The numbers of RSOs in Nottinghamshire has increased by approximately 300 over the 
last four years. If we adhered to authorised professional practice (APP) we would need 
to add six officers to our MOSOVO teams immediately to maintain the 50:1 ratio. If the 
numbers of RSOs continue to rise at the same rate as recent years (approximately 4% per 
annum) there will be 1,732 RSOs in the community by 2026, requiring a further five officers 
to manage this increase.


•Following the HMICFRS inspection we have adapted our processes to more effectively 
manage low-risk RSOs that are the subject of an order.
•The management and enforcement of Stalking Protection Orders is an area of business 
which is not managed elsewhere at present and is increasingly being picked up by 
MOSOVO.


•There are 10 PDPs managed by MOSOVO. These are individuals who present a risk of 
serious harm to the public but do not have a lead agency to manage them, nor do they 
have civil orders or licence conditions with which they must comply.


Integrated Offender Management (IOM)


•Our IOM department currently manage 221 offenders living within the communities of 
Nottinghamshire. A further 92 offenders are monitored and appropriately managed while 
serving medium to long-term prison sentences.


•Our IOM cohorts are defined as fixed, flex and free cohorts as per national IOM 
guidelines. The cohorts are split as follows:


  - Fixed – neighbourhood (SAC) criminals at high-risk of reoffending
  - Flex – a mixture of high-risk of harm, organised crime, weapons, and violent offenders
  - Free – the 40 highest-risk repeated DA perpetrators


•IOM standards require a minimum of four community-based offender contacts per week. 
These comprise a balance of office-based appointments and statutory home visits.


•Demand generated varies per offender, with high-risk of harm and DA perpetrators 
tending to be the most resource intensive nominals. 


•Effective offender management is dependent on partnership resources commitment to 
deliver IOM.


•IOM is now focussed on SAC offenders and the reduction of reoffending among this 
group.


•Nottinghamshire has the Multi-Agency Intelligence Team (MAIT), which provides 
administrative support as well as analytical and performance data.


•Given current prison population levels, we anticipate growing pressure upon the CJ 
system to increase the use of electronic tagging and monitoring.


•Nottinghamshire is a pilot force for the Acquisitive Crime Electronic Monitoring project 
which sees some acquisitive crime offenders subject to GPS monitoring on release. All 
these offenders are managed between the Flex and Free IOM cohorts.


•Nottinghamshire is to lead on a regional expansion of our voluntary sobriety tagging 
project. This will bring additional demand that can be managed within the IOM MAIT.
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2. Assessment of workforce and assets


MOSOVO


•We estimate the impact of the additional demand created by the new guidance on 
MOSOVO teams will equate to 800 additional active risk management system (ARMS) 
assessments per annum. Although these will be low-risk offenders, assessments normally 
take one day to complete.


•With our estimates over the next four years, we anticipate filling the vacancy gaps within 
the department will provide some resilience within the portfolio.


•We have already agreed to change eight DC vacancies by opening these opportunities 
up to PCs, to assist with recruiting into gaps.


•This will reduce workloads to approximately 55 RSOs per officer and brings us closer to 
the recommended ratio of offenders to managers.


IOM


•IOM performance is monitored and reported via the national intelligence-driven 
integrated offender management (ID-IOM) system which draws information from the 
police national computer (PNC) and reports on reoffending across pre-defined cohorts.


•We are currently demonstrating a quarterly desistance rate across the three cohorts of 
over 90%. The cost of crime analysis, based on offenders removed from IOM, shows a 65% 
decrease in community cost of offending.


•We regard the ECINS case management tool used by partners involved in IOM 
Management as fit for purpose.


•The IOM department currently have 16 Buddi tags, applied on a voluntary basis, and 
seven sobriety voluntary tags. The latter will increase to 10 during 2023/24.


•Analytical skills within our IOM team were assessed as a potential gap following the 
introduction of ID-IOM. However, we have adapted working practices and a programme 
of on-going training is being undertaken.


3. How workforce and other assets will meet anticipated demand


MOSOVO


•We will be recruiting eight additional PCs into unfilled DC roles within MOSOVO. This has 
allowed the department to advertise beyond PIP2 trained staff.


•Having reviewed MOSOVO provision both nationally and regionally, this move is in line 
with other forces. The low-level RSO management would appear appropriate for PCs 
within the teams, allowing the higher risk management to be investigating by PIP2 officers.


•This change has allowed the department to fill vacancies under their establishment and 
reduce the number of RSOs carried by each offender manager.


IOM


•Our IOM is staffed to satisfy current caseloads and incorporates a projected cohort 
increase to 250. Demand is monitored through the local governance system. The free 
cohort (DA offenders) depends on embedded IDVA resources and supports a substantial 
number of DA survivors. Maintaining a ‘hard ceiling’ of 40 is essential for preserving the 
effectiveness of this work.


•It is anticipated extra demand is likely to come from the analytical requirements 
associated with tagging, although we are confident this can be incorporated within the 
existing team. The introduction of ID-IOM and national IOM guidance have been planned 
for. 


•Due to the increased requirements for information sharing, police and probation teams 
are reviewing processes and staffing to minimise the impact on service delivery.


4. Gaps in meeting anticipated demand


MOSOVO


•We are cognisant that demand will increase within the MOSOVO teams with the 
introduction of low-risk ARMS assessments. We were carrying eight DC vacancies and 
have calculated, by adapting these to PC roles, we can resource the department to 
establishment.


•We are in the process of advertising the eight PC posts and are hopeful that this will 
ensure the department has the resilience needed to manage an increase in demand.


IOM


•Due to the ability to tailor the cohort size in line with available resources, there are no 
anticipated gaps in meeting future demand within IOM.
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Registered sex offenders being 
managed to our MOSOVO 


teams


1,480


Registered sex offenders forecasted 
to be managed by them in 2026 if 


current increases are sustained


1,732


Initial Demand Gap Residual Demand Gap


6l. Social Vulnerabilities


While dealing with the impact of social vulnerability has long been the preserve 
of policing, the management of those in deprivation has become an increasingly 
central role undertaken by the service in recent years. The challenge, particularly 
during a cost-of-living crisis, is significant but we are engaged with partners to 
identify long-term solutions to safeguard the vulnerable and provide support to those 
living with deprivation. 


1. Assessment of demand


•Social vulnerabilities, including alcohol and substance misuse, deprivation and 
homelessness have a direct impact on our demand. We recognise we have a significant 
role to play in the identification of social vulnerabilities, and the subsequent safeguarding 
and investigation of relevant offending.


•We work collaboratively with a variety of partners to address complex societal matters 
in line with the national agenda ‘From Harm to Hope.’ Partnership, third sector and 
commercial data provides us with useful indicators about key vulnerabilities within the 
county.


•ONS data shows our highest concentrations of deprivations are located within the city of 
Nottingham, and the Mansfield and Ashfield area. There is far less deprivation within the 
southern and eastern parts of Nottinghamshire.


•The correlation between alcohol and drug misuse and deprivation is strong and well-
established.


•We are represented on a range of city and county statutory and voluntary strategic 
partnership boards designed to intervene with vulnerable families and individuals.


•We are represented on the City Substance Misuse and Strategic Oversight Group, and 
the County Substance Misuse Criminal Justice Meeting. These meetings take a holistic, 
public health approach to combatting drug and substance misuse, and developing 
opportunities to address the core issues.


•The city and county meetings are aligned to the ‘From Harm to Hope’ strands, with 
policing focus on the first strand: breaking drug supply chains, disrupting drug supply and 
bringing perpetrators to justice.


•Our city district commander sits on the public health-led Changing Futures Board. The 
board aims to improve outcomes for adults experiencing multiple disadvantages via 
a joined-up, person-centred approach in local areas and across government. Multiple 
disadvantages are defined as homelessness, substance misuse, mental health issues, 
domestic abuse and contact with the criminal justice system.


•We undertake reviews of all drug-related deaths to establish any learning or underlying 
trends. The results of these reviews are shared with partner agencies.
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•Internally, vulnerability is managed within the Safeguarding Adult Scrutiny Board and the 
Child-Centred Policing Board.


•There has been a significant increase in the number of recorded rough sleepers within 
Nottingham during the cost-of-living crisis. We are part of the Rough Sleepers Action 
Group, chaired by Nottinghamshire County Council (NCC).


•PPNs are created by our staff for vulnerable adults and children. PPNs are shared within 
the MASH for assessment by social care and an agreed intervention strategy. Between 
25,000-30,000 PPNs are submitted annually within the county.


•The current cost-of-living crisis makes predicting future demand difficult, given it is having 
such a fundamental effect on deprivation levels within society. The longer the crisis 
continues, the larger the numbers drawn into deprivation will become. We have already 
noted an increase in rough sleeping. We would anticipate this trend will continue.


2. Assessment of workforce and assets


•Key policing departments including custody, our control room and NPTs have specific 
structures in place to identify, risk assess and support people exhibiting signs of social 
vulnerability.


•We were one of the first forces in the country to offer a voluntary sobriety tagging 
scheme. This is primarily focused on offenders whose risk of reoffending is linked to alcohol 
use. The scheme has seen 2,500 monitored days in the last four years with a ‘sober day’ 
rate of over 90%. In the last 12 months that rate stands at 94.5%.


•Our officers have received Vulnerability training and, when joining, receive PP inputs.


3. How workforce and other assets will meet anticipated demand


•In 2023, we are seeking funding to expand our use of the voluntary alcohol tagging 
scheme and to pilot a ‘step down’ option of smart remote breathalysers which, if 
successful, will be the first of its kind in Europe.


•Partnership work is in the initial stages of developing Safe Space, which seeks to 
commission St. John’s Ambulance to provide a place for people vulnerable through 
circumstances (generally alcohol or drugs), where they are offered basic first aid, the 
chance to phone a guardian or friend, charge their mobile phone and seek support. We 
intend to provide a police presence within this space to encourage crime reporting and 
provide general support.


4. Gaps in meeting anticipated demand


•Social vulnerability is a societal issue which requires a long-term partnership approach 
in tackling. We have seen vulnerabilities grow within society over a prolonged period, but 
issues have been exacerbated significantly by the current cost-of-living crisis. The length 
and depth of this crisis will dictate the implications for social deprivation, which impacts 
upon policing in a wide variety of ways. The management of social vulnerability is, sadly, 
daily business for policing but our enhanced frontline staffing levels leave us well placed 
to cope with emerging demand, although this is dependent on its scale over the next 
four years.


Public protection notices submitted 
annually to raise concerns about 


vulnerable adults or children


25,000 - 30,000 


‘Sober days’ for those convicted offenders 
who are using our voluntary sobriety tags 


to help turn their lives around


94.5%
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7a. Firearms 


We have made great strides in disrupting OCG activity over the last 20 years, and 
our focus remains on ensuring Nottinghamshire is a hostile environment within which 
to commit offences with firearms. While we have recorded reductions in firearm 
discharges, the use of non-viable weapons such as BB guns and air weapons among 
those under the age of 18 is a concern. Via our bespoke education packages, we 
aim to address this offending behaviour.


1. Assessment of demand


•We have seen a small decrease in firearms discharges during 2022/23 in comparison 
to 2021/22 figures. Between April and March, we recorded 66 discharges 2021/22 and 65 
discharges over 2022/23.


•Most discharges involved BB guns and air weapons, accounting for 42, or 65%, of all 
incidents during 2022/23.


•A third of the non-viable discharges were committed by people under the age of 18.


•Given the profile of those committing offences with non-viable firearms, we plan a 
continuation and expansion of a bespoke firearms package we have presented at key 
schools within the county. This is designed to ensure as many children are aware of the 
consequences of firing non-viable firearms as possible.


•We expect the number of viable firearm offences will continue to reduce, but non-viable 
firearm discharges may increase.


•We are confident this sustained reduction in viable firearm discharges over several 
years is due, in part, to the bespoke problem profiles and quarterly threat assessments 
targeting organised crime groups (OCGs) and priority individuals who present a risk. Our 
force intelligence operating model, which changed in September 2021, ensures that all 
firearms intelligence is immediately assessed by the Real-Time Intelligence Unit (RTIU) for 
dissemination and action. This has led to robust OCG disruption and significant firearms 
seizures.


•We have therefore mitigated previous predictions of an increase in viable firearm 
offences with our largest reductions being seen in OCG-related discharges.


•Firearms intelligence has reduced by nearly 30% since 2020. It was anticipated firearms 
intelligence would increase as covid restrictions eased and drug supply related tensions 
increased. However, in Nottinghamshire this has not been the case.


•Armed Policing Strategic Threat and Risk Assessments (APSTRAs) are being used to 
complete proportionate threat briefings rather than reliance upon full subject profiles, 
which has relieved the demand on firearms commanders.


•We have tightened our National Ballistics Intelligence Service (NaBIS) submissions 
process, ensuring ballistics are submitted in a timely manner and any series of linked 
offences is expeditiously identified.


2. Assessment of workforce and assets


•We have digitalised firearms licensing, which has provided considerable time savings 
and auditing reassurance.


•We have a dedicated firearms expert within force, who provides timely statements for 
court cases to ensure we assist the judicial process. 


•The force does have limited capability to tackle firearms criminality and relies on the 
support of East Midlands Special Operations Unit (EMSOU).
 
3. How workforce and other assets will meet anticipated demand


•With the ongoing support provided by EMSOU in disruptive OCGs linked to firearm-
related criminality, we are confident we have the structures and resources in place to 
deal with current and anticipated demand over the next four years.


•The impact of sustained disruption tactics has significantly impacted on OCGs ability 
to conduct criminality within the county. We plan to continue our efforts to make 
Nottinghamshire an increasingly hostile place within which to discharge or otherwise 
offend with firearms.


4. Gaps in meeting anticipated demand


•Courtesy of EMSOU’s continued emphasis on OCG disruption from a regional 
perspective to complement our own efforts within force area, we are in a positive position 
heading into the FMS5 reporting period.


Viable firearm 
discharges 


2021/22 to 2022/23


66


2021/22


65


2022/23


Discharges in 2022/23 were 
BB, air, and toy weapons


65%
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Initial Demand Gap Residual Demand Gap


7b. Knife Crime


We have established strategies and structures, aided by a mature multi-agency 
approach, which has allowed us to manage knife crime over recent years. 
Supplemented by Home Office Grip funding we have worked extensively during the 
last 12 months to disrupt knife-enabled crime and will continue to do so over the 
FMS5 period.


1. Assessment of demand


•The forecasting data predicts we will see a small decline in weapon-enabled knife crime 
to 2024 but then stabilising to 2026. We have recorded an 8% reduction from 2019/20. 


•The forecasting data for possession of all weapons predicts a slight increase in recorded 
offences from 2019 to 2024 and then stabilising to 2026.


•Demand relating to knife possession saw a significant increase in recorded crime year-
on-year. Ignoring the pandemic lockdown period, between March 2019 and February 
2020 we recorded 547 knife possession offences, rising to 569 in 2021/22 and 702 in 
2022/23. This equates to a 23% increase over the last 12 months.


•We undertake a significant amount of proactive work focussing on knife crime and 
drugs offences through proactive local policing. While this proactivity has probably 
contributed to the year-to-date increase, we are conducting further analysis to establish 
any underlying trends.   
 
•Changes to the Offensive Weapon Act 2019, and the creation of an offence relating 
to possession of certain weapons in private, has resulted in circa 100 new crimes being 
recorded in 2022/23. This additional demand is manageable, but we will continue to 
monitor use of this new offence until its usage stabilises. 


•We are yet to fully establish the impact of the cost-of-living crisis upon knife crime. People 
who live in areas of deprivation are more likely to be exposed to higher levels of serious 
violence, therefore it is reasonable to assume, with more widespread deprivation, the risk 
of knife crime may also increase.
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2. Assessment of workforce and assets


•We have a Knife Crime Strategy, a Knife Crime Communications Strategy and a Knife 
Crime Delivery Plan focussing on Prevent, Prepare, Protect and Pursue strands.


•The Violence Reduction Partnership (VRP) strategically manages activity across partner 
agencies and the third sector to reduce serious violence. The VRP Board is chaired by 
the PCC, with our Chief Constable as a sitting member. This ensures full integration at a 
strategic level and complements our increasing commitment to proactivity by focussing 
on prevention and early intervention. A superintendent works within the VRP team to 
provide the strategic co-ordination of activity. The VRP attend the knife crime strategic and 
delivery meetings to ensure a shared understanding of risks and tensions and facilitate 
good relationships between Youth Outreach and local policing teams.


•We have two well established KCTs based in Nottingham (St Ann’s) and Mansfield. They 
are deployed to hot spot areas based on analysis of knife crime data and intelligence. 
From March 2023 a dedicated Knife Crime and Operations Inspector will supervise both 
teams and ensure joint working and sharing of best practice. 


•We have two proactive DIs with PIP2 teams on our City and County districts to focus on 
robbery offences and ensure that we are quickly identifying offending trends, making 
early arrests to disrupt criminal activity, and conducting focused high-visibility patrols.


•We have a dedicated researcher who produces daily, fortnightly, quarterly, and annual 
analysis of knife crime and possession, assists with the identification of cohort members, 
and assesses Grip activity. This allows us to deploy resources and work with partners 
based on emerging trends.


•Our 12 geographically based Operation Reacher teams tailor activity toward their 
neighbourhood priorities which include tackling serious violence and drugs in the 
community.


•We have successfully secured Home Office Grip Funding (£1.8m over three years) from 
2022/23. The funding is split, with 80% being focussed on high visibility patrols in key 
locations of serious violence, and 20% allocated to adopt problem-orientated policing 
(POP) principles to address the underlying causes of these societal issues. There is a well-
established structure to bid for activity and report back on results.


•Over the 2022/23 fiscal year, Grip has resulted in an additional 17,920 hours in high-
visibility patrols being conducted within our communities.


•In addition to the high visibility patrols there has been a significant investment in problem 
solving activity aimed at disrupting violence within our communities. This represents 4,150 
additional patrol hours funded through the Grip funds.


•These Grip hours have included youth engagement and robbery patrols, licensing 
activity, education and prevention activity focussing on VAWG, evidence gathering and 
enforcement around premises closures, and proactivity including the use of police dogs 
and knife arches within the NTE.


•The most significant knife incidents, and all knife-point robberies, are investigated by 
CID, or PP in the case of high-risk domestic abuse. Other crimes, including possession, are 
investigated by response officers, with our PHTs picking up a proportion of any prisoners.


•The daily knife crime document allows us to see all intelligence, incidents, crimes, and 
arrests for knife crime, as well as identifying anyone outstanding for failing to appear (FTA) 
at court for a knife-related crime. This clarity of focus ensures a strong grip on knife crime 
at a force-wide and neighbourhood level.


•The monthly Violence Silver meeting chaired by the City and County detective chief 
inspectors (DCIs) reviews all knife crime to ensure expeditious progression by the most 
appropriate resource.


•On a quarterly basis, the knife crime researcher uses crime information and intelligence 
to identify a cohort of individuals believed to be at highest risk of possessing a knife or 
committing crime using one. Many of these are already under the supervision of IOM, 
with the remainder routinely being managed by the relevant neighbourhood policing 
inspector (NPI) using enforcement and engagement tactics where appropriate. Details 
of young people within the cohort are shared with the Child Criminal Exploitation Panel 
(CCEP) for appropriate partnership intervention.


•The force lead for knife crime continues to provide training to the workforce and check 
compliance with the knife crime policy, as well as setting expectations around maximising 
investigative opportunities.


3. How workforce and other assets will meet anticipated demand


•The Serious Violence Duty will provide additional opportunities to work effectively in 
partnership and share data to maximise the impact of our resources.


•We now use qualifiers on Niche, rather than maintaining a spreadsheet of knife crimes, 
to ensure the opportunities within Power BI for police and key partners are maximised. This 
should provide further opportunities to analyse data at a local level.


•We are exploring the opportunity to move the knife crime flowchart onto 
Nottinghamshire Applications (NAPPS), so officers have quick access to the policy, 
forensic considerations, and the Offensive Weapons Act.


•We are reviewing our knife crime inputs to young people in educational settings with 
partners and educational experts so we can ensure the product delivered is high quality 
and delivers key messages synchronised with other providers.


•We have worked with city partners to review the CCEP and have created a 
Neighbourhood Safeguarding and Disruption meeting to feed into this, chaired by an 
NPI. This will allow partnership case management of young people at risk of criminal 
exploitation, violence and weapon carrying at a local level. The CCEP panel will also 
link in with the VRP’s ‘Another Way’ programme which provides a focussed deterrence 
approach to reducing serious violence. Ensuring that these interventions are joined up 
will maximise the impact of this programme.
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4. Gaps in meeting anticipated demand


•With continued Home Office Grip and VRP funding, combined with our proactive 
resource, we do not anticipate any unmet demand during the FMS5 period. We have 
both the capability and capacity to continue to positively drive performance and reduce 
public risk from knife crime.  


•Our high-visibility patrols in hot spot areas and our partnership working through the 
VRP does, of course, depend on future funding arrangements, but irrespective of this we 
will seek to prioritise this area of our policing response due to level of harm it causes to 
individuals, families, and our wider communities.


Knife crime reduction 
2019/20 v 2022/23


8%


Grip funding in 2022/23 
Additional patrol hours


17,920 


Initial Demand Gap Residual Demand Gap


7c. Drugs


We have invested heavily in the proactive disruption and reactive detection of drugs-
related offending. While we have noted the same increase in drug offending that has 
been recorded nationally, we remain in a strong position going into the FMS5 period. 
Challenges exist, in terms of staff retention, the volume of work for a relatively small 
number of specialist staff and the maintenance of our proactive units in the face of 
competing demands, but we have confidence our previous investment places us in a 
sustainable position.


1. Assessment of demand


•The number of recorded drugs offences has remained stable in the fiscal years 2021/22 
and 2022/23.


•Within these figures, however, we note drug possession has reduced by 5.2%, while drug 
trafficking offences have increased by 15.7%. 


•While we have noted possession of synthetic cannabinoid receptor agonists (known as 
spice or mamba) appears to be declining, overall, demand for controlled drugs remains 
broadly like previous years. The number of recorded drug possession offences is usually 
an indication of our proactive policing capacity and capability. Over the last 12 months 
our proactive teams have experienced occasional diversion into other roles, including 
local football operations and national events. 


•We have noted an increase in the quantity of cannabis recovered over 2022/23. 
We now dismantle three to four cannabis grows a week where more than 300 plants 
are recovered. This is consistent with the national trend in Western Balkan criminality 
experienced in the UK. Our FI takes a threat, harm, and risk approach to cannabis 
cultivation intelligence to disrupt organised criminality, safeguard those exploited and 
mitigate the risk of serious violence associated with ‘cannabis invasion’ offences. Due 
to sheer volume not all drugs intelligence can be met with positive action, however all 
intelligence is disseminated appropriately.


•Our drug store receives between 150-300 controlled drug items per week, 85% of which 
is cannabis related. We have implemented a robust process of crime recording Border 
Force seizures destined for Nottinghamshire. Border Force seizures show an increase in 
large scale vacuum packed Californian cannabis destined for Nottinghamshire.


•Our proactive teams including Operation Reacher, KCTs, the County Lines Team, SOC 
task force and Intelligence Unit continue to develop and act on drugs intelligence 
leading to more seizures relating to higher-level possession with intent to supply offences. 
We utilise intelligence and our extensive ANPR network to disrupt the upstream drug 
supply entering the networks operating within Nottinghamshire.
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•Our proactive teams including Operation Reacher, KCTs, the County Lines Team, SOC 
task force and Intelligence Unit continue to develop and act on drugs intelligence 
leading to more seizures relating to higher-level possession with intent to supply offences. 
We utilise intelligence and our extensive ANPR network to disrupt the upstream drug 
supply entering the networks operating within Nottinghamshire.


•It is expected demand will remain broadly stable for the FMS5 period.


•We now have seven full-time drug expert witnesses (DEWs). Demand for their services 
remains high. Each statement provided requires considerable time investment, usually 
involving phone data and drug analysis, followed by the potential for protracted time 
spent at crown or magistrate’s court.


•Annually, the DEWs complete circa 800 statements, which equates to 20-30 appearances 
per year and an average of three days in court per case. There are currently 379 cases 
pending.


•We anticipate this demand is likely to slightly increase over the FMS5 reporting period as 
regional forces continue to prioritise the fight against drugs and organised crime.


•There are also demands placed on the DEWs and their team supervisor, who is 
also the Controlled Drug Liaison Officer for the force, by clinical agencies under the 
Pharmaceutical Act. Drug strategy and monitoring, accompanied by information sharing 
around drug-related deaths are all routed via this team.


Cannabis Plant


2. Assessment of workforce and assets


•Our proactive capability and capacity to tackle drugs offending remains good in 
terms of responding to incidents, acting on intelligence, recovering commodity and 
apprehending suspects. 


•The exception, in terms of capability and capacity, is our ability to tackle County Lines 
offending which is discussed in greater detail in the relevant chapter. 


•The time it takes to charge, and consequently prosecute, drugs trafficking cases remains 
a challenge. This investment in drugs analysis, a drugs expert, communications, and 
analytical evidence to meet the evidential standard is substantial, particularly given our 
limited resources in these specialisms.


•We have a limited number of analysts who can be allocated this work, and staff turnover 
and inexperience is high. Our analysts suffer extended abstraction when called to give 
evidence at court, specifically in drug trafficking cases. 


•A 75% workload increase is being reported in crown courts since the pandemic’s 
emergence in February 2020. Consequently, the CPS adhere to the Better Case 
Management Revival Handbook to have more effective plea and trail preparation 
hearings (PTPHs). The challenge this process places on pre-charge case building for drug 
trafficking offences is significant.


•Our DEW service is a high performing unit which receives repeated praise from 
operational investigators and the judiciary.


•Staffing resilience, due to previous investment and with cognisance of current workloads, 
leaves us in a manageable position. However emerging and complex drug types 
necessitate CPD. 


•The staff remain at the forefront of drug expert knowledge with one member of the team 
holding a seat on the national Drugs’ Expert Witness and Valuation Association (DEWVA) 
panel.
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3. How workforce and other assets will meet anticipated demand


•We are training staff across the force to improve the quality of forensic submission 
requests. This will ensure forensic work is requested correctly at initial submission stage 
and reduce delays caused by reworking submissions.


•We continue to work with our forensic service to ensure priority and standard forensic 
drug submissions are managed according to court timescales. Our ability to turn-around 
in-house drugs evidence improved in 2022/23 in comparison to previous years.


•We are taking measures to improve the retention of analysts. We anticipate the effect of 
greater retention will be enhanced capacity and capability to support drug trafficking 
investigations.


•We will review analytical software, such as Chorus, to find cost effective ways of issuing 
a greater number of licences to officers and staff we have upskilled in communications 
data analysis.


•We have purchased a spectral library to complement our drugs spectrometer. It is 
expected this will improve timeliness of in-house drugs analysis.


•There are no plans to reduce the staffing levels of the DEWs.


•The establishment can meet current and anticipated demand. We do experience 
repeated issues with court warnings and a lack of coordination from Witness Care, 
however. DEWs frequently find themselves double booked with court cases and non-
availability information is often ignored. Dialogue with CPS continues to address this.


•Our challenge, in meeting current demand, is ensuring our DEWs are not abstracted into 
other policing duties and are afforded the time to manage the requirements of the role.


4. Gaps in meeting anticipated demand


•Given the backlog of cases across the court system, it is highly likely that clashes in trial 
coordination will continue to occur. However, through on-going dialogue with judges and 
the CPS, we will seek to ensure our DEW service is available when required.


Drug possession
2021/22 v 2022/23


5.7%


Drug trafficking
2021/22 v 2022/23


15.7%


Initial Demand Gap Residual Demand Gap
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7d. Gangs


The number of active OCGs within the force area has remained stable, albeit we 
are noting changes in the crime types that generate their power. We are making 
changes in our management processes, following a recent PEEL inspection, to ensure 
we are in the best position to meet demand as OCG activity diverges further in the 
future.


1. Assessment of demand


•We currently have 34 OCGs mapped. We have recently mapped an OCG involved in 
international organised immigration crime which accounts for the highest scoring group.


•The primary and secondary threat areas that feature within these groups are drug 
supply and money laundering. However, we are starting to see an increasing number of 
groups being mapped with links to organised immigration crime and modern slavery. A 
further trend sees foreign national offender involvement in local OCGs.


•The number of groups mapped in Nottinghamshire has remained fairly consistent, 
with groups dismantled through our pursue activity being archived and replaced by 
emerging OCGs.


Gangs


2. Assessment of workforce and assets


•The recent PEEL inspection of SOC rated the force as adequate with the following areas 
for improvement:


-The force should make sure that its serious and organised crime (SOC) task force has 
enough staff to meet SOC demand.


-The force should improve how it records disruptions on the national database.


•We recently led a recruitment campaign with more than 50 attendees after a number 
of retirements and promotions left the portfolio 10 staff below establishment. We have 
already added three people to our SOC task force and will be recruiting further staff from 
the latest campaign.


•OCG mapping has recently undergone a review and relaunch. We are trialling a DI who 
manages our tactical approach while the SOC superintendent retains strategic oversight.


•The DI is working closely with Regional Organised Crime Threat Assessment (ROCTA) 
team to drive up our recording of disruptions in APMIS (NCA owned activity and outcome 
tracking software). We have arranged training for all the lead responsible officers (LROs) 
and are working with the Niche team for a technical solution.


•To combat the ever changing threat from OCGs, we have brought the OCG mapping 
process in line with force tasking, enabling LROs to bid for resources dependent on the 
current status of their OCG.


•We are also professionalising the role of the LRO with an easy to understand user guide 
and CPD events throughout the year.


3. How workforce and assets will meet anticipated demand


•We are preparing for the launch of full APMIS by getting our disruptions aligned to the 
ROCTA.


•OCG mapping now features more centrally within the force tasking process.


•We are bringing in a quarterly meeting with partners from the local authority to share 
information and ensure a holistic approach to mapping.


•Urban street gangs (USGs) have traditionally been a significant source of threat and risk 
within Nottinghamshire. As part of the mapping overhaul, these will now be mapped in 
the same way as OCGs. A local owner will be allocated, and this will ensure corporate 
memory and robust management plans are in place.
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4. Gaps in meeting anticipated demand


•We anticipate the number of OCGs will remain stable. Drug supply is likely to remain the 
predominant OCG activity, but we perceive we are likely to see more complex crime types 
emerge, such as crypto-currency and cybercrime offending.


•We expect the changes we are making will make our processes more robust and we will 
move from adequate to good at the next inspection.


OCGM Score:
Band


Active Archived Total


5c 4 78 82
5a 10 10
4a 7 7
5b 5 5
3b 3 3
2a 5 5
4b 2 2
3a 5 5
Total 34 78 122







106 107


Initial Demand Gap Residual Demand Gap


7e. County Lines


The successful mapping of county lines remains a challenge as crime groups cross 
force boundaries to maximise their reach and exploit vulnerable young people. 
We expect to improve our ability to disrupt activity once an ongoing review has 
reported in the coming months. 


1. Assessment of demand


•Nottinghamshire is considered a predominantly exporting area for county lines. We have 
identified Nottinghamshire nominals active within Derbyshire, Leicestershire, Lincolnshire, 
Northamptonshire, and Thames Valley. They have also been located as far away as 
Cornwall and Suffolk.


•Newark, a market town with a swift rail line to London, has historically had county 
lines issues. This problem has receded in the last couple of years, due to focus by our 
Operation Reacher team on Pursue activity relating to county lines in the area.


•We currently have 12 mapped county lines, and 52 individuals are managed via the 
County Lines Vulnerability Tracker. We suspect there are many more than a dozen county 
lines operating within Nottinghamshire, however. 


•We expect demand to rise as we become more proficient at identifying and mapping 
our active county lines.


County Lines
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2. Assessment of workforce and assets


•We have increased supervision around county lines to incorporate a second sergeant 
with responsibility for safeguarding and strategic governance. This is being reviewed as 
part of a wider review into how we manage vulnerability and exploitation by the SOC DCI.


•Although we concede the County Lines team has been under-resourced during 2022, 
this is part of a large issue around detective recruitment and retention. To mitigate this 
the department has undertaken a robust recruitment campaign targeting proactive 
constables who are also willing to undertake their National Investigators Exam (NIE). 
Consequently, we are waiting for five additional staff to be released from their existing 
departments to the join the team.


•The team’s establishment is now two DS,’ nine PCs and two detective constables. Within 
the team there is also an embedded LIO who ensures relevant Intelligence is identified 
and assessed to inform activity. 


•The team have found it challenging to correctly map lines due to shortage of Police 
National Database (PND) courses. This is being mitigated by engaging with our regional 
forces to secure training locally.


•The County Lines team works closely with their SOC colleagues to tackle this crime area. 
This has resulted in several successful combined operations in recent months.


•Senior leaders within SOC attend both the County SOC board and the City 
Vulnerabilities and Commodities Board, at which county lines are discussed with partners. 
SOC representatives also attend Child Criminal Exploitation Panels chaired by partners, 
where individual cases are discussed


3. How workforce and assets will meet anticipated demand


•We are undertaking analysing how we manage county lines as part of the wider review, 
due to report in Spring 2023, into vulnerability and exploitation. We anticipate the review 
may recommend a centralised approach which will allow us to provide a consistent route 
by which partners can report concerns.


•The department is building its relationship with the Regional Organised Crime Unit 
(ROCU) and the County Lines Coordination Centre. This has already yielded benefits 
with us securing £17,000 in funding. This money has been used to target a long-standing 
county lines OCG and Pursue, Prevent, Protect, Prepare activity during County Lines 
Intensification Week.


4. Gaps in meeting anticipated demand


•It is anticipated that demand will continue to increase as the lure of ‘easy money’ 
remains a significant recruiting tool for gang members.


•The close working relationship between our County Lines and Operation Reacher 
enforcement teams allows us to quickly action intelligence.


•The results of the vulnerability and exploitation review are likely to provide an 
opportunity to adopt a streamlined, consistent process for partnership reporting and the 
safeguarding of the vulnerable.


•Ongoing recruitment and retention of staff remains a priority for the department. The 
flexible working relationships developed with our neighbourhood teams and with partners 
through existing structures will continue to mitigate gaps in the short-term.


Initial Demand Gap Residual Demand Gap
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7f. Fraud and Economic Crime


Fraud related offending is a challenging element of modern policing particularly 
given the disparate nature of offences, offenders, and their victims. There is an 
increasing role for prevent and protect teams inhibit victimisation, recognising the 
resource intensive nature of this crime type. As criminals’ sophistication grows within 
an increasingly digitised society, we anticipate growth in this crime type.


1. Assessment of demand


•Fraud remains one of the most prevalent crimes in society and we meet this policing 
challenge through the provision of a dedicated and specialist fraud team which 
compliments the work of our various local policing resources.  


•Our model ensures that our dedicated fraud assets can identify and address the most 
serious, impactive and complex cases of fraud that effect our communities.


•Most of the fraud crime in England and Wales sits with Action Fraud (AF) and the 
National Fraud Intelligence Bureau (NFIB) within The City of London Police (CoLP).


•While most fraud offences are reported directly to AF, there are a range of criteria that 
might see crimes routed straight to us. These primarily relate to the recency of the offence, 
the potential identity of the suspect and the type of fraudulent activity.


•Fraud activity has been steadily rising in Nottinghamshire since we experienced a 
decrease at the start of the Covid-19 pandemic. We expect this trend to continue, 
potentially further exacerbated by the cost-of-living crisis within the UK.


2. Assessment of workforce and assets


•The Fraud Department is led by a DI and separated into Fraud Triage, Prevent and 
Protect, and Fraud Pursue.


•Fraud Triage, Prevent and Protect is made up of a DS, two fraud triage officers, two fraud 
triage assistants and two fraud and cyber protect officers.


•Fraud Pursue consists of two DS,’ 25 detective constables and two PIP2 police support 
investigators (PSIs). 


•Staff levels fluctuate but the department remains well-resourced, although there has 
been a recent loss of experienced staff from the department.


•The supervisory ratio within the Fraud Pursue team is challenging, particularly given the 
complex nature of some of the cases investigated. The introduction of a third sergeant is 
currently being considered as part of our wider review of first-line supervision levels.


•The fraud triage model is well-embedded within the force, and this is central to how we 
manage incoming demand.


•We continue to invest in staff development and have secured significant funding for staff 
training. We continue to train staff as ‘Specialist Fraud Investigators’.


•The Protect officers continue to deliver an enhanced service (Operation Signature) 
to those victims identified as being vulnerable or repeat victims of fraud, aiming to 
mitigating the risk of further offences.


3. How workforce and assets will meet anticipated demand


•We anticipate increased supervisory ratios within this area of business as part of a 
12-month trial which will see the Triage, Prevent and Protect team grow. This initiative 
is designed to establish whether we can positively impact reporting levels. We have 
expanded the team to include two PIP2 police investigation officers (PIOs) which will allow 
us to retain the experience of two fraud investigators who have reached retirement age.


•Our Prevent team has developed relationships with local banks. In partnership we 
deliver training sessions to bank staff ensuring they are aware of fraud warning signs. We 
intended to explore further working opportunities with the private sector to inhibit fraud 
over the FMS5 reporting period.


•Due to the national shortfall of detectives, maximising the use of already trained 
PIOs, and retaining retired detectives as staff is something we plan to expand to meet 
increasing demand.
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4. Gaps in meeting anticipated demand


•Fraud demand is only likely to increase over the next few years as criminals become 
increasingly sophisticated in their criminal behaviour. While we are confident we have the 
expertise in place to manage this growth in the short to medium-term, if fraud offending 
increases in volume and complexity exponentially, maintaining our current position may 
prove challenging. We have confidence in the consistent, auditable decision making 
provided by our current triage model.


Initial Demand Gap Residual Demand Gap


7g.  Bribery and Corruption


Bribery and corruption, and electoral malpractice remains a relatively small area 
of demand, but we are mindful any allegations that might undermine the UK’s 
democracy can have a fundamental impact on public trust. We are confident we 
have the right specialist staff in place to manage current and future demand over 
the FMS5 period.


1. Assessment of demand


•In May 2022, the Electoral Commission published statistics on allegations of electoral 
fraud for the year 2021. The data from 2021 provided that the UK has low levels of proven, 
and no evidence of large-scale, electoral fraud. Recently published 2022 figures reiterated 
this position. Within Nottinghamshire we have only dealt with one complaint of election 
finance corruption in 2022, which currently sits with CPS for charge advice.


•Our Fraud department has commenced a programme of expansion for electoral 
malpractice including bribery and corruption. We now have a team of one DI, one DS, 
and one detective constable trained to investigate this offence type. 


•This team is set to grow in the coming year with a further two constables set to receive 
training. We consider this expansion necessary to manage the changes in the Elections 
Act 2022, facilitate dealing with electoral malpractice, attend candidate and agents’ 
briefings and prepare for the UK General Election in two years’ time.


•As part of local and district elections in May 2023, representatives from our Fraud 
Department have attended all candidate and agent briefing sessions in the county. We 
proactively attend these sessions to explain the police’s role during elections, highlight 
common offences and provide guidance on how candidates and agents can campaign 
within the law. Although this constituted some low-level demand, this undertaking should 
help mitigate the risk of offending during the electioneering. 


•The Fraud department has not experienced any demand from allegations of public 
sector bribery and corruption in the last year under the Representation of the People Act 
1983. We are however developing information into a potential bribery offence under the 
Bribery Act 2010. 


•It is not anticipated that demand will rise significantly as we approach the next UK 
General Election.
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2. Assessment of workforce and assets


•Demand has remained consistent within Nottinghamshire over the last few years. Our 
current resourcing levels provide sufficient investigative provision for allegations of bribery 
and corruption. 


•Our capability has improved with the specialist training delivered to our small team this 
year and will be enhanced further when the additional two officers receive the same 
input during the 2023/24 fiscal year. We are confident the department has the resilience 
to meet any increase in demand. 


•The CoLP Economic Crime Academy offer specialist courses in investigating bribery and 
corruption, and electoral malpractice. We have currently accepted the invitation for our 
staff to receive electoral malpractice training and will review the need for the bribery and 
corruption courses. We will continue to monitor trends, should a need arise for this specific 
training course. At this stage it is not anticipated that this lack of specific training will 
adversely impact our current capability.


3. How workforce and assets will meet anticipated demand


•Demand is expected to remain at a stable level and, with the Fraud department 
having an ever-growing number of officers accrediting in PIP2 and with Specialist Fraud 
Investigator accreditation, there are no current plans to adapt our working practices. 


•Where finances allow, procurement of a proportionate number of CoLP bribery and 
corruption courses may be sought.


•We intend to replicate our successful prepare and prevent approach by continuing to 
provide electoral candidate and election agent briefings prior to the commencement of 
any future election campaigns.


Bribery


4. Gaps in meeting anticipated demand


•Unless unforeseen factors occur to significantly increase reporting, we expect to be able 
to meet all future bribery and corruption demand.


Initial Demand Gap Residual Demand Gap
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7h. Money Laundering


We are becoming increasingly effective at disrupting criminality through money 
laundering, adding a proactive element to our work in this field. While loss of 
experience to the private sector remains a threat and increases in the volume and 
sophistication of demand seem likely, we are taking measures to future-proof our 
investigative ability within this expanding area.


1. Assessment of demand


•Current demands on our Financial Investigation Unit (FIU) tend to be reactive and 
include requests for money laundering enquiries, asset confiscation, review of suspicious 
activity reports (SARs) and defence against money laundering (DaML) reports. This work 
leads to applications to freeze bank accounts, and forfeitures of cash and listed assets. 
We consider these efforts highly effective in disrupting the flow of money laundering.


•Operation Uplift, and proactive work conducted by the Operation Reacher teams, has 
led to a gradual increase in requests into the FIU. We expect overall demand to continue 
to rise as frontline staff become increasingly aware of opportunities to disrupt money 
laundering activities through the FIU.


•We have established a new Money Laundering Team (MLT), who are able to conduct 
a greater number of proactive investigations. We are planning to expand this team to 
provide increased capacity for further proactive work.  


•Since FMS4, the number of FIU live cases has increased, largely due to the increase in 
work generated by enhanced frontline staffing, although a change in process, which 
sees us now separate suspects in complex cases to allow for better investigation and 
disclosure management, is also partly responsible. 


•The number of SARs reports has decreased by 6%, although DaMLs have increased by 
24% in comparison to the previous year. These figures are diametrically opposed to the 
national picture. We will work with the National Crime Agency (NCA) and other forces to 
understand the reasons behind the discrepancy.


•OCGs appear to be diversifying activity after a substantial increase in Bounce Back 
Loan applications in the last reporting period. Crypto currencies are still seen as a viable 
means of moving assets, and we have noted an upturn in the recovery of expensive 
watches and other jewellery in money laundering cases.


•Attempts to work through backlogs in the judicial system, exacerbated during 
pandemic, have seen an increase in court activity over recent months. This has resulted 
in more applications to extend time limits for on-going Restraint Order applications, 
Confiscation Hearings and other court-related activity requiring financial investigation. 


•We anticipate that money laundering will continue to increase over the next four years.


2. Assessment of workforce and assets


•Our assessment of current performance is acceptable. The FIU has a range of workforce 
and infrastructure assets necessary to undertake its duties effectively. We continue to 
balance a high number of SARs and DaMLs, while providing financial investigation 
support to the wider organisation. This wider work includes proactive money laundering 
investigations against serious and organised criminals via our newly formed MLT.


•Our FIU has lost staff to other organisations recently, reflecting the pay gap between 
public and private sector financial investigation departments. This leaves us in the 
position of training and mentoring new and inexperienced staff within a team with a 
diminishing base of experience. 


•The FIU works with a persistent small backlog of enquiries which could become 
problematic if we continue to lose experienced investigators.


•Having established the new MLT it is proving its worth with some impressive early results. 
The team has 14 current investigations and has executed five warrants with many more 
planned. They have seized £250,000 in cash, £750,000 in high value designer clothes and 
jewellery, and secured one restraint on a collection of high value items including cars 
and property.


•Our suspects not only include OCG members and their families, but people within the 
business community. These outcomes will feed directly into Operation Plutus, the national 
drive to stop cash-based money laundering across the UK.


•Our ability to pursue crypto and non-fungible token (NFT) assets is limited currently. 
We find ourselves relying heavily on partnership work with our Cybercrime team and 
established relationships with crypto exchange providers to progress investigations in this 
area.


Money Laundering
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3. How workforce and assets will meet anticipated demand


•Our plans will focus on re-skilling an inexperienced workforce while ensuring efforts to 
recruit across the scope of money laundering (in Financial Investigation and MLT) are 
successful.


•Broadening the knowledge base of our financial experts into the crypto arena is key to 
pursuing the full gambit of assets held by the county’s criminals. We will seek to develop 
our own partnerships with financial exchanges to optimise this work.


•We will remain engaged with Operation Plutus and consider any national best practice 
arising from the holistic effort to reduce money laundering across the UK.


•There is an ongoing review of investigative qualifications and experience of our financial 
specialists. We are keen to develop our staff to PIP1 and/or PIP2 accreditation.


•While opportunities to use the Criminal Finances Act 2017 have proved limited to date, 
we are looking for appropriate opportunities to employ the legislation, particularly where 
it will have significant impacts on serious and organised criminality.


4. Gaps in meeting anticipated demand


•We anticipated that future demand within money laundering is likely to be 
under-estimated by forecasting tools, given the increasing digitalisation of society. In 
response we are increasing our proactive presence in this area of business, but currently 
lack experience to accurately project how much demand we can generate and 
manage.


•We are taking action to improve experience within the MLT and, while we do not 
anticipate a significant issue, remain watchful over headhunting of our staff by the private 
sector.


•We believe our increasingly effective stance against criminal finance and money 
laundering is making our county a tough place within which to operate and conceal 
criminal finances. 


Money Laundering Team


14 current 
investigations


£250,000 in 
cash seized


£750,000 in designer
 clothing jewellery seized


Initial Demand Gap Residual Demand Gap
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7i. Cybercrime


As serious and organised criminals are becoming increasingly adept at using 
technology to defraud victims of crime, we have developed a small but effective 
Cybercrime team who are adding specialist skills to assist in our attempts to protect 
the public. Increased digitisation in society presents organised criminals with the 
skills and opportunity to exploit victims in new and novel ways, extending their 
reach into new areas of crime. The Cybercrime team are adding specialism to our 
organisation and are engaged in preventative action, but we forecast substantial 
growth in this area of policing.


1. Assessment of demand


•While we reported 335 cyber-dependant crimes over the 2022/23 period (a reduction 
from 545 in 2021/22) we consider this fall in largely due to inconsistent recording by AF / 
NFIB. Our own analysis shows over 75% of our cybercrime relates to account hacks. Better 
educating the public around password security is the key means by which to mitigate this 
risk.


•Cybercrime forms part of our SOC unit, alongside other digital capabilities. Our 
Cybercrime team undertakes specialist investigation and is home to a dedicated protect 
and prevent capability. The team also provide support to other investigators where crypto-
currencies or non-fungible tokens (NFTs) are involved. They are engaged in the training 
and education of our workforce as we attempt to improve the baseline knowledge 
among our staff.


•Our team is part-funded by the East Midlands region, both in terms of staffing and 
equipment, which enhances our sphere of influence in exchange for occasional tasking 
outside the force area. 


•Performance is measured against nationally agreed KPIs which are examined through 
quarterly tactical delivery groups held in the region. The two KPIs we pursue are to 
investigate 100% of cyber dependent crime and provide crime prevention advice to 
all victims (we achieve around 94% compliance due to a proportion of victims being 
uncontactable).


•There is increased national recognition of ‘domestic cybercrime’ where we are 
beginning to increase our protect / prevent efforts. We anticipate cybercrime demand 
will increase during the FMS5 reporting period. However, due to what we believe to be 
significant under-reporting by the public, the extent of that increase is difficult to predict.


2. Assessment of workforce and assets


•Our Cybercrime team is led by a DI who also has responsibility for other force digital 
capabilities. The team itself consists of one DS, seven detective constables, one police 
constable, two members of police staff, one apprentice and one university intern.


•We have struggled to identify suitably skilled and motivated staff to join the Cybercrime 
team, exacerbated by a perception the role is too technically complex coupled with 
a national shortage of detectives. Consequently, the unit is running with a substantial 
vacancy factor.


•Our team does, however, meet its minimum staffing requirement and has access to 
a good range of technology to assist its work. Training is primarily provided through 
a nationally awarded training contract, although there are an increasing number of 
courses emerging in the private sector which offer enhanced opportunities to develop 
investigative lines of enquiry.


•Staff who join our Cybercrime team find it to be a rewarding role, although the number 
of enquiries that end up in difficult foreign jurisdictions and result in no meaningful CJ 
outcome can be a source of frustration. The emergence of crypto currency as a theme 
in cyber-enabled investigations is providing a positive opportunity to develop officers and 
staff inside and outside the department.


•The team risks losing two officers to retirement in the next year, one of whom has 
expressed a willingness to return as a member of staff. Retention of this officer forms part 
of a coordinated attempt to ensure we do not lose experience over the coming years.


3. How workforce and assets will meet anticipated demand


•We continue to ensure positive working relationships with regional colleagues within the 
ROCU. Regional funding is in place for the 2023/24 period.


•Operation Modify 2 has been released by the CoP and this is being promoted within the 
force to educate our staff around cybercrime.


•Our relocation of SOC departments to the Joint Headquarters (JHQ) site at Sherwood 
Lodge this summer will site all our digital capabilities in one location, allowing cross-
pollination of knowledge and enhanced support for one another.


•Cybercrime continues to be a force priority and retains its place on the Force Control 
Strategy.
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4. Gaps in meeting anticipated demand


•We consider the existing structures should be able to cope with current demand but 
expect workloads over the FMS5 period to increase significantly. 


•However, to maximise the potential of the department, we will seek to achieve and 
sustain the unit’s optimal staffing level. An increasing proportion of police investigations 
will involve cyber-criminality, and a broader depth of knowledge will put us in a stronger 
position to manage future demand. 


•As our skill level continues to improve, we will be better prepared to use our experienced 
cyber investigators to pursue serious and organised criminals. We have already seen 
significant success in this regard with the identification and restraint of crypto currency in 
a number of cases.


Initial Demand Gap Residual Demand Gap


7j. Organised Acquisitive Crime


Cross-border organised acquisitive crime presents challenges for the national 
police service which we are meeting with increased regional and national work. 
We consider ourselves in a strong position to investigate OAC, although we 
currently have limited resource to proactively target OAC offending and educate 
the public. We have recently established a Prevention and Engagement Hub under 
the leadership of a superintendent and eagerly await the impact of that positive 
investment.


1. Assessment of demand


•There are challenges monitoring organised acquisitive crime (OAC) levels due to 
incidents not being appropriately linked, and modus operandi (MOs) accurately 
recorded, on our crime recording system. 


•Operational names are allocated to crime series to ensure investigations are not 
considered in isolation. This approach facilitates swift identification of suspect groups. 
Bespoke trigger plans are implemented with our control room in response to specific 
crime series.


•OAC is usually undertaken by organised crime groups. This type of crime is often an 
attempt to diversify their offending and frequently driven by economic trends in the UK 
and abroad. 


•OAC crosses force boundaries and is most effectively understood and tracked through 
regional and national intelligence-led approaches. On a monthly basis we submit a 
return to EMSOU detailing our organised acquisitive crime offences. This is then used to 
form a regional picture.


•Asset rich burglary and automated teller machine (ATM) theft offences are investigated 
by our CID teams using PIP2 resources from our complex crime teams or dedicated 
burglary and robbery units. We are confident we have sufficient resources to match 
demand in this area.


•Information provided by the NCA indicates that OAC decreased by 2.7% in 2022, after an 
increase during 2021. We assess OAC demand will remain broadly stable during the FMS5 
reporting period, although we are likely to see types of offending alter as crime groups 
adjust to opportunities and market values.


•In Nottinghamshire we continue to experience the intermittent targeting of heavy goods 
vehicles (HGVs) on the A1 corridor for theft of trailer contents and/or diesel. Cigarettes 
remain a lucrative commodity.
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2. Assessment of workforce and assets


•Coordinated proactive County and City DIs have particular oversight for asset rich 
burglary, robbery, and ATM theft.


•OAC investigations are predominantly led by local policing resources with the support 
of CID. Specialist FI, SOC Task Force and EMSOU resources are allocated, when necessary, 
through our internal and regional tasking processes.


•We are engaged with Operation Opal - a national effort to reduce specific OAC threat 
areas. Crime types targeted through the initiative include theft from solar farms, metal 
theft, tractor GPS thefts, plant theft, ATM theft, high value gold burglaries, and cable and 
catalytic converters thefts.


•We consider the most effective means of reducing OAC offences is via a crime 
prevention and target hardening approach. We would welcome a nationally coordinated 
campaign, with partner agencies, to inhibit OAC offending. This would ensure national 
best practice is shared and crime prevention advice is supplied to the public as part of a 
bespoke media strategy.


3. How workforce and assets meet anticipated demand


•Our DIs responsible for managing OAC investigations make skilful use of the force tasking 
process and submit bids for additional support. This enhanced tasking includes dynamic 
requests for immediate investigative support via greater use of covert commissioning 
meetings.


•The challenge for policing is keeping pace as crime evolves. We have prepared a joint 
response with the OPCC to consultation on changes to SOC legislation which seeks to 
criminalise the making, modification, supply, offer to supply and possession of articles for 
use in serious crime. This might include trackers and jammers used in vehicle theft.


•We are remodelling our force structure to include a Prevention and Engagement Hub 
that would enhance our capacity and capability for crime pattern analysis. This would 
then inform target hardening and crime prevention efforts. 


4. Gaps in meeting anticipated demand


•We predict overall OAC demand will remain broadly stable. We assess that we will 
continue to effectively meet demand, albeit our ability to engage in proactive disruption 
work varies.


Organised Acquisitive Crime 
(2021 v 2022)


reduction of 2.7%


Initial Demand Gap Residual Demand Gap
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7k. Child Sexual Abuse and Exploitation


Child sexual abuse and exploitation remains an area of policing which
carries substantial risk and can impact significantly on public confidence.
We have seen extensive national media coverage of CSAE failings elsewhere
in the UK. With demand only likely to rise over the FMS5 reporting period, it
seems inevitable we will need to increase resilience within our SEIU to
ensure we remain able to protect some of the most vulnerable in society.


1. Assessment of demand


•Reporting of CSAE reduced significantly during the pandemic, but we have recorded 
a sharp increase since the easing of restrictions. We attribute this, in part, to the return of 
children to educational establishments and partner agencies being able to engage with 
them more freely.


•It is difficult to establish future demand within our Sexual Exploitation Investigation Unit 
(SEIU) because the remit of the department constantly adapts to reflect changing 
demand. The team has become involved in online child abuse activist group (OCAG), 
sextortion and sexual communications investigations which would not, historically, have 
been included within their demand.


•Future demand upon the SEIU represents a significant risk for the force, given the team is 
currently unable to fulfil their core role effectively. Caseload levels have proved stubbornly 
high since staffing levels were reduced within the department, and we perceive sexual 
exploitation demand is unlikely to recede over the FMS5 reporting period. We are 
undertaking a review of SEIU which should provide a platform from which to address risk 
within the unit.


•Our Police Online Investigation Team (POLIT) is meeting current demand, but online 
image offending has increased by 66% over the last five years according to a report by 
the National Society for the Prevention of Cruelty to Children (NSPCC). We will closely 
monitor POLIT demand over the coming years and seek to add further resource if 
necessary.


2. Assessment of workforce and assets


•Our SEIU has been reduced from two sergeants and 18 constables to one sergeant and 
six constables. We are cognisant of the pressure upon staff within the department. We 
have instigated a review of the unit and are likely to increase staffing by advertising for 
four PIP1 constable opportunities.


•The POLIT is staffed appropriately and is considered suitably skilled and trained, with 
access to the equipment required to fulfil their role.


3. How workforce and assets will meet anticipated demand


•We are confident recruitment into the SEIU will improve the resilience and workloads 
within that department, but this will need to be led by the on-going review into SEIU and 
other departments within the vulnerability arena - child criminal exploitation (CCE), 
modern slavery and human trafficking. The paper will review our response to exploitation 
and incorporate structure, establishment, workflow allocation, risk assessment and 
demand. It will provide potential options and recommendations for us to better manage 
exploitation longer-term. 


•Funds are in place for future training of staff within our POLIT. 


4. Gaps in meeting anticipated demand


•As explained, the remit of the SEIU has adapted to incorporate a wider variety of 
offences than initially intended. With reductions in their staffing levels, it is important to 
continually monitor workloads to mitigate the risk of increased harm to young people 
within our communities.


•Notwithstanding the outcome of the exploitation paper, current demand within SEIU is 
being managed across the PP departments, reviewed, and resourced daily. This is not a 
sustainable position, however.


Initial Demand Gap Residual Demand Gap
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8a. Public Order


The policing of public order events has become more complex with groups like 
JSO, and Extinction Rebellion employing increasingly elaborate tactics to frustrate 
removal and maximise disruption. Recruitment and retention of public order trained 
officers remains a challenge entering a period we anticipate may see increasing 
protest activity.


1. Assessment of demand


•Nationally public order policing has seen a notable change in complexity over recent 
years, with specialist resources deployed more regularly to manage the dynamic activities 
of protest groups. Just Stop Oil (JSO) and Extinction Rebellion have proved adept at 
causing significant disruption, and revenue loss, on a national scale. This has necessitated 
increased demand for specialist policing resources to deal with the increasingly complex 
tactics employed by innovative protest and pressure groups intend on widespread 
disruption and maximum publicity for their cause. 


•We anticipate climate change will remain a dominant driver for protest activity over the 
FMS5 reporting period. We also perceive a strong likelihood of increasing protests related 
to the cost-of-living crisis in the UK. Government attempts to mitigate the threat of public 
sector industrial action through the Strike Bill may exacerbate the risk of protest activity. 


•High-profile public order operations, particularly the policing of protest activity, is a 
significant driver of trust and confidence in the service. Maintaining legitimacy by 
seeming to be impartial and fair while policing events is critical. 


•Our resources have been involved in a number of national mutual aid deployments 
over the last 18 months, including to the policing operations for the Conference of Parties 
(COP) 26 in Glasgow and the Commonwealth Games in Birmingham. We also deployed 
resources for Operation London Bridge and, simultaneously, to manage disorder on 
the streets of Leicester. Recently we have assisted with the national policing response 
providing mutual aid for the King’s coronation, Operation Golden Orb.


•Football policing places a significant demand on our resources with three clubs across 
the top five tiers of English football. Nottingham Forest’s ascent to the Premier League has 
necessitated a number of large-scale operations during the 2022/23 season. On average 
our football policing demand equates to 35 fixtures per season. Of these five will likely be 
graded high-risk, requiring the deployment of more than 200 staff to safely facilitate the 
fixture. We use a mixture of level 2 and level 3 trained officers for such operations.


•We confidently anticipate the requirement for public order trained, and other specialist, 
officers will increase over the next four years.


•We continue to hold quarterly tactical and strategic forums to manage public order 
threat and risk, ensure we have sufficient resources, accredited commanders, and 
specialist officers to meet our public order strategic threat and risk assessment (STRA). 


2. Assessment of workforce and assets


•Our public order capabilities are informed by the annual public order STRA, which 
outlines the threats faced from intelligence assessments and operational demands. 
An assessment is then made to determine the public order capabilities and capacities 
required for regions and forces. Our current level of capability and capacity is assessed 
on a quarterly basis within the Public Order Governance Review process chaired at ACC 
level.


•We are seeing a deficit in the numbers of level 2 trained constables and inspectors. 
This is reflected on a regional and national basis as forces struggle to recruit and retain 
officers for public order policing.


•We have recently trained all our inspectors in level 3 tactics to mitigate the decline in 
available officers at this rank. In autumn 2023 we will hold further initial level 2 courses to 
increase the number of public order trained officers at all ranks.


•Continual reliance on the same staff to fulfil public order commitments risks having a 
negative effect on their welfare and further exacerbates the recruitment and retention 
issue.


•We maintain a stable number of public order commanders within the force. 


•Our public order and chemical, biological, radiological, nuclear (CBRN) training 
capacity and capability has reduced over recent months due to several part-time trainers 
having less availability due to changes in role. Our training capability is further impacted 
by having a lack of adequate space for public order courses and specialisms such as 
method of entry (MOE) and ‘at height’ protestor removal training. We are reliant on use 
of South Yorkshire Police’s public order training venue. Access to this site is limited which 
poses an ongoing risk around reaccreditation of our public order assets. 


Public order
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3. How workforce and assets will meet anticipated demand


•There is a succession plan in place to identify officers for public order command roles 
and yearly courses are planned to assist in maintaining the required numbers of public 
order officers across the distinct roles and specialisms required.


•A paper has been presented to our Force Executive Board (FEB) outlining the pressures 
on recruitment and retention of public order officers, our lack of trainers and adequate 
training facilities. Within the paper were recommendations in respect of these issues 
together with an increase in establishment in Operational Support (OS) to manage and 
align the Public Order portfolio. 


4. Gaps in meeting anticipated demand


•While we anticipate an increase in the demand for public order trained officers over 
the FMS5 reporting period, we are confident in our ability to meet the requirements these 
deployments will entail, providing we can attract and retain trained staff. Our lack of 
in-house training resource remains a risk for the organisation.


Initial Demand Gap Residual Demand Gap


8b. Armed Policing


While deployments across the county have increased and response times improved, 
we have seen a reduction in firearms discharges in 2022. Taser usage and discharge 
has also reduced over the last year. Mutual aid deployments balanced against 
requirements within the force test our resilience and recruitment into armed policing 
remains challenging. However, assuming we can increase our establishment as 
planned, we are confident in our ability to match anticipated demand.


1. Assessment of demand


•The number of viable firearms discharges within Nottinghamshire decreased from 67 in 
2021 to 57 in the 2022 calendar year. We saw 30 discharges within the County, compared 
to 27 discharges in the City.


•Most discharges involved BB guns and air weapons, accounting for 39, or 68%, of all 
incidents. There have been no discharges but several recoveries of slam guns. 


•We saw 195 armed deployments across the force in 2022. This compares to 150 in 2021, 
representing an increase of 30%. 


•Spontaneous incidents have increased by 15%, equating to 20 more incidents. 
Planned deployments have increased by 135% with an additional 23 more deployments 
compared to 2021.


•Identifying trends in the deployment increase is difficult but appears to be more incident 
driven than crime linked. 


•Our use of Taser reduced in 2022. We reported a 21% (-103) decrease in usage, while 
discharges diminished by 8% (-4).


•We believe future demand is likely to stabilise around current levels.


Armed policing 
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2. Assessment of workforce and assets


•We continue to mature our APSTRA process. We review every armed deployment to 
identify and action any emerging issues. These are reviewed at monthly operational 
and quarterly tactical and strategic meetings that serve to inform the assessment in 
terms of risk identification and mitigation. We are confident that our APSTRA process is 
fit for purpose and enables to us to effectively manage demand, reflected by the fact 
our process has been acknowledged as national best practice during recent work to 
develop a national STRA template. 


•We assess our armed response vehicle (ARV) performance as good. Performance is 
monitored through both tactical and strategic meetings and our wider Operational 
Performance Review (OPR) and FEB oversight structures. 


•ARV response across the force continues to improve; the result of the introduction of the 
ARV patrol strategy which is informed by analysis of discharges, recoveries, incidents, and 
other operational demands.


•It took an average of 9.4 minutes for the first ARV to arrive at incidents across the force 
area in 2022, compared to 10.2 in 2021. 


•ARVs fulfilled a number of mutual aid deployments during 2022, including close 
protection deployments for events like Operation London Bridge, and our staff will be 
utilised for King Charles III’s coronation in May.


•Recruitment for the ARV teams is met by an annual initial firearms course (IFC). 2023 will 
see 10 candidates commence the 18-week course, which has an average pass rate of 
70%. We project six officers will leave our armed policing portfolio in 2023, which presents 
a risk around meeting the establishment numbers required by the STRA. 


•Reduction of numbers risks the wellbeing of officers, with shortfall often met by overtime 
or extended shifts. Sickness levels remain stable and are often related to injury or 
long-term medical issues. Difficulties with recruitment and retention are reflected both 
regionally and nationally and this represents an ongoing challenge for all forces.


•We have recruited a staff member to the armed policing training team to compensate 
for anticipated retirements in 2023. Recruitment for part-time instructors will further 
augment our resilience. The demand on firearms trainers is manageable and we 
continue to operate under a full license, granted by the CoP. 


•We have a robust governance system and review all Taser deployments. We have agreed 
the number (473) of STOs within the force, accompanied by a training plan to meet and 
maintain that number. 


•We have established a chief Taser instructor and newly appointed deputy chief 
Taser instructor who will submit a police service quality management system (PQMS) 
application in April 2023 to acquire a license from the CoP. This new governance has 
provided greater scrutiny over our policies and processes, as well as training and 
deployments.


3. How workforce and assets will meet anticipated demand


•A risk we continue to manage is the resourcing of armed operations and mutual aid 
deployments in a way that has minimal disruption to our ARV teams. While this challenge 
is overcome on a deployment-by-deployment basis it often requires an elevated level 
of flexibility and goodwill from officers and necessitates extension of, or changes to, their 
duties at short notice. Plans to uplift our ARV numbers have been compromised by a lack 
of suitable recruits identified for the IFC course and limited transferee interest. We have 
established a working group to address these issues.
 
•Female and Black, Asian and minority ethnic (BAME) officer levels within the firearms 
teams remain low. Diversity, equality, and inclusion is a standing agenda item on both the 
armed policing tactical and strategic meetings. The recent requirement for CBRN officers 
to be clean shaven may impact on efforts to recruit from some faith groups. 


4. Gaps in meeting anticipated demand


•We have assessed that our current resourcing levels can meet future anticipated 
demand, based upon current capacity and capability levels coupled with intended 
increases in establishment.


Firearm deployments  
(2021 v 2022)


150


2021


195


2022


Drop in Taser usage 
(2021 v 2022)


8%


2021


21%


2022


Average ARV response time
(2021 v 2022)


10.2 mins


2021


9.4 mins


2022
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Initial Demand Gap Residual Demand Gap


8c. Roads Policing


Having invested in roads policing in recent years, we are confident our model, which 
sees educational, preventative work undertaken in partnership with other agencies 
and provides sufficient resilience to allow for rigorous enforcement activity, creates a 
solid base from which to enter the next four years.


1. Assessment of demand


•DfT validated data shows we saw a slight increase in fatal road casualties in 2022 when 
compared to 2021 (24 v. 19) but a decrease in serious injury casualties (246 v. 265). 
We also noted a significant reduction in killed or seriously injured pedal cyclists on the 
county’s roads in 2022 (30 v. 57 in 2021). 


•Motorcyclist casualties were similar in 2022 to 2021 figures (58 v. 59), although these 
numbers are below pre-pandemic levels (81) in 2019. 


•In 2023, we have noticed traffic volumes exceeding pre-pandemic levels. One of the 
reasons for this may include public transport strikes in the early months of the year. We 
anticipate the cost-of-living crisis may lead to reduced volumes of vehicular traffic as 
increasing numbers of people work from home or seek cheaper transport options.


•Decreased disposable income may also impact owners’ ability to maintain vehicles 
appropriately. We consider the risk of collisions will increase if basic vehicle components 
like brakes, tyres and lighting are not maintained.


•We assess collisions in Nottinghamshire would naturally rise before stabilising, but any 
increase will be mitigated by our continued preventative work and enhanced police 
footprint across the road network. 


•From experience in other forensic disciplines, we anticipate a continued increase 
in Forensic Crash Investigators (FCIs) workload, due in part to future ISO compliance 
requirements. 


Roads Policing
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2. Assessment of workforce and assets


•Our Roads Policing Department comprises the Road Policing Unit (RPU), Serious Collision 
Investigation Unit (SCIU) and FCIs together with the Nottinghamshire Camera Safety 
Partnership (NCSP). 


•The specialist team provides an enforcement, education, and casualty reduction 
capability for the county.


•Our enforcement capability is supplemented by ARV teams within the wider OS and 
local policing officers.


•We have recently invested in the formation of a Road Crime Team, aimed at denying 
the use of the county’s road network to organised criminals. The unit provides vehicle 
enforcement tactics for covert operations, in addition to supporting community-based 
policing initiatives. These staff are Taser trained and equipped. 


•Our Operational Support Policy and Compliance Team conducts robust reviews of 
national policy, legislation, and guidance to ensure local compliance via our training 
regime and operational working practices. 


•Having doubled the size of our RPU since 2020, we are able to meet reactive demand 
and proactive force tasking requirements. 


•The Chronicle training system monitors our specialist qualification regime. All RPU and 
ARV officers are advanced and pursuit driver qualified, as are staff controlling and 
advising them from the FCR. Student officers receive safety training on fast roads via 
National Centre for Applied Learning Technologies (NCALT) courses. 


•Our SCIU staff provide a 24-hour scene attendance capability while simultaneously 
providing Family Liaison Officer (FLO) support. Our FCIs are qualified to current standards 
but will require future accreditation to meet ISO 17020 and 17025 levels. 


•The NSCP has adopted the Department of Transport (DfT) software Collision Reporting 
and Sharing (CRaSH). This has provided a more efficient way of data input from the scene 
of a collision and provides enhanced analytical capability to identify risk, increase public 
safety and enable enhanced partnership working. 


•Drink and drug drive enforcement is coordinated within the RPU. 


•Student officers joining response and neighbourhood business areas are trained in 
intoxilyser and drink and drug driving procedures.


•We work closely with our partners who form the NSCP and the Nottinghamshire Road 
Safety Partnerships, coordinated by a dedicated Traffic Management Officer. Together 
the partnerships coordinate enforcement and engagement operations, based on the 
NPCC Roads Policing Enforcement Calendar, which run concurrently with our scalable 
operations. The recent addition of the National Driver Offender Retraining (NDOR) scheme 
has seen the return of speed awareness courses to the force. 


3. How workforce and assets will meet anticipated demand


•Our Roads Policing STRA is monitored and published annually. It identifies areas of high 
harm and provides recommendations to address them. In line with the 2020 HMICFRS 
thematic inspection (Roads Policing: Not Optional) we have developed a Roads Policing 
Strategy linked to the NPCC Policing Our Roads Together equivalent that outlines our 
tactical aims to deliver key objectives and recommendations. 


•Progress toward ISO accreditation for our SCIU continues following recent investment, 
and we will seek to incorporate further requirements from the Forensic Collision 
Investigation Network (FCIN).


•We are addressing the challenges faced by the FCI team by the development of a 
long-term succession plan allowing the department to incorporate ISO training and 
educational requirements.


•The NCSP has been brought under the leadership of our roads policing tactical lead. 
This enables co-ordinated tasking in conjunction with our wider operational support 
capability. The NCSP will continue to progress in harm and demand reduction through 
educational work in partnership with Nottinghamshire Fire and Rescue, the Environment 
Agency, Highways England and the Driver and Vehicle Licensing Agency (DVLA).


4. Gaps in meeting anticipated demand


•We are confident our current roads policing model is sufficiently robust to meet current 
and projected demand over the FMS5 reporting period. Investment since 2020 has left us 
in a strong position, both in terms of education and enforcement.


RTC deaths/serious injury 
(2021 v 2022)


284


2021


270


2022


Pedal cyclist deaths/serious injury 
(2021 v 2022)


57


2021


30


2022







138 139


Initial Demand Gap Residual Demand Gap 8d. Civil emergencies


While we have a developed partnership response to the plethora of potential 
emergency plans tested within the county, and have confidence in our ability to 
deliver them, there remains an obvious risk that our ability to successfully mitigate 
the threat relating to any scenario is dependent upon its scale. 


1. Assessment of demand


•The Emergency Planning Team (EPT) forms part of our OS department and co-ordinates 
force activity and responsibilities under the Civil Contingency Act. Our capabilities, and 
those of our partners, are routinely monitored and assessed through the local resilience 
forum (LRF), chaired by our Chief Constable, with activity managed via a yearly action 
plan by the regional working group. 


•The demand generated by the LRF remains at a consistent level.


•Following the return to business-as-usual post the pandemic, attention has again 
focussed on the work plan that manages 16 sub-groups. These groups work together to 
create and test plans to mitigate the risk posed by civil emergencies as wide ranging as 
a CRBN or Plato incidents, fuel shortages and the management of the spread of disease 
in people and animals.  


•We manage three sub-groups based around mass fatalities, communication, and 
risk-advice. Work is ongoing to bring these contingency plans up to date while actively 
supporting other groups in their planning and testing.


•It is highly likely our EPTs work will be directly impacted by threats identified in the 
National Security Risk Assessment (NSRA). We perceive incidents involving mass fatalities, 
evacuation and shelter, and severe weather are likely to require additional planning time 
and resource investment as the Civil Contingencies Act is updated. 


•We anticipate demand will increase as reviews into the pandemic response identify 
learning that will require incorporating into existing plans. Similarly, the national 
Protect duty and the outcomes of the Manchester Arena Inquiry will likely provide 
recommendations that will necessitate adoption within our local structures. 







140 141


2. Assessment of workforce and assets


•We have recently employed a civil contingencies officer whose primary duty is to ensure 
our responsibilities under the Act are discharged. In addition, a resilience officer has been 
recruited to support and assist the planning and testing of local sub-groups. 


•As a result of these recruitments, we are now working at establishment with the EPT. 
Training of new staff members is ongoing.


•Sickness levels within the department are low, and wellbeing considered high following 
recent recruitment into vacant roles. 


•Feedback from national groups indicates the team are functioning and performing well.


3. How workforce and assets will meet anticipated demand


•The nature of this type of demand is unpredictable and likely to be entirely outside 
our sphere of control. However, by continually reviewing our plans and working closely 
with partner agencies, we have a degree of assurance our response to any emergency 
incident will minimise its impact on the populous.


•Through the LRF, work will continue to ensure the delivery of an effective and coordinated 
partnership approach to discharging our responsibilities under the Civil Contingencies 
Act. We remain focussed on improving awareness of the events that could affect the 
force area. Debriefs relating to recent flooding and pandemic response will generate 
opportunities to finesse our existing plans.


4. Gaps in meeting anticipated demand


•The unpredictable nature of emergency events mean that an accurate projection 
of future demand is difficult. However, we have confidence in the resilience of existing 
plans and partnership structures. A residual risk remains around an emergency incident 
that is so significant in scale that it overwhelms our local capabilities in the short-term 
and prevents the simultaneous continuation of ‘business as usual.’ Such incidents carry 
substantial local and national rep�utation risk, and directly impact the safety of the public.


Initial Demand Gap Residual Demand Gap
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8e. Terrorism


Policing the threat of domestic and international terrorism in an increasingly 
complex technological world remains a challenge for the police service. 
Increasingly devolved regional CT work has assisted with the significant workloads 
within the East Midlands and, with the continued investment of partner agencies, we 
remain confident we will be able to meet current and future demand.


1. Assessment of demand


PURSUE – to stop terrorist attacks: 


•Counter-Terrorism Policing - East Midlands (CTP-EM) saw a 23% reduction in 
investigations across the region over the last 12 months. However, a change in scoring 
and categorisation of investigations, coupled with a focus on the expeditious and 
efficient resolution of casework, make these figures difficult to accurately compare to 
previous years.


•Toward the end of 2022, our region recorded some of the UK’s highest risk investigations, 
placing significant demand on our Special Branch (SB) resources. While a proportion of 
demand continues to relate to Islamist extremism, 29% of regional casework is concerned 
with extreme right-wing terrorism (ERWT). The ERWT trend is now recording the involvement 
of younger people, raising accompanying safeguarding concerns.


•The highest demand is being generated by the risk of self-radicalisation and the 
potential for low sophistication attacks.


•The East Midlands region recorded high levels of counter-terrorism (CT) demand, 
primarily linked to online radicalisation. The region is managing a comparable number of 
leads and priority operations to most other counter-terrorism unit (CTU) areas. 


•Our core local demand takes the form of intelligence gathering aimed at reducing 
threat and vulnerability. The use of a regional Joint Assessment Team (JAT) helps to assess 
threat and risk at the point of intelligence receipt and ensures that a full assessment, 
involving both the police and partners, is undertaken at the earliest possible opportunity. 
Demand is met effectively through the regional structure to mitigate any local issues.


•Our priorities, which largely align with national priorities, are:
- Online Extremism
- Self-Initiated Terrorism
- Extreme Right-Wing Terrorism
- Islamist Terrorism
- Extremism in prisons


•Within the county, the number of priority operations linked to Islamist Extremism have 
reduced (from 58%) over the past year but still accounts for 42% of demand. Despite 
this decrease, the risk and demand remained high due to the management of several 
previously convicted offenders being released from prison. 


•Demand relating to ERWT in Nottinghamshire has remained broadly stable. ERWT made 
up 32% of our investigations over the past year.


•The trend of like-minded individuals interacting online is likely to increase. Such 
occurrences necessitate inter-force, regional and national cooperation, and 
communication.


PREVENT – to safeguard people from becoming terrorists or supporting terrorism


•The number of Prevent referrals fell by 15% over the last year, in comparison to the 
preceding 12 months. 74% of referrals derived from the education and policing sectors.


•Across the region, the most common referral concerns related to ERWT, hate sentiments, 
online extremism, threatening comments, concerning behaviour, and interest in or 
possession of weapons.


•Significant demand also originates from our 17 regional prisons. These institutions 
currently house 16 Terrorism Act (TACT) offenders and others who are of CT interest. 
Nine of these nominals are within Nottinghamshire – an increase on the five previously 
reported.


•The Nominals Management Team currently deals with released TACT offenders and 
demand is expected to rise during 2023 based on planned release dates.


PROTECT – to strengthen our protection against terrorist attacks


•Work continues in anticipation of the legislative Protect Duty (Martyn’s Law) that will 
improve security and organisational preparedness at a wide range of publicly accessible 
locations (PALs). Engagement will take place between the launch of the legislative duty 
and its embedding within force.


•The government’s new Homeland Security Department and the Publicly Accessible 
Places model is separate to the Protect Duty. The new operating model is intended 
to increase CT awareness and build public authority (PA) capability to include CT 
considerations within existing policy and risk assessment frameworks.


•We will encourage PA leads to join the Public Authority Information Exchange – an 
informal forum for discussing ways to better address CT activity. The recommendations 
from the Manchester Arena Inquiry describe the wide-ranging benefits of closer 
stakeholder interaction to form best practice.
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PREPARE – to mitigate the impact of terrorist attacks


•The previous national model has been rebranded as the Terrorism Incident Response 
Plan (TIRP) and this will generate significant awareness building training requirements 
over the next 12 months.


•ERWT remains the highest theme recorded in Prevent referrals, with risk often linked 
to online activity. Researching and monitoring online activity is resource-intensive and 
requires specific skills and training.


•The recently published Shawcross Report may necessitate reform of the whole Prevent 
strategy.


•The ongoing conflict in Ukraine has displaced significant populations, adding to the 
increasing migrant pressure at UK ports. Immigration, and the resulting local impact, is 
placing greater pressure on CT resources to monitor the risks and support local policing 
in managing tensions.


•The threat from Hostile State Actors is increasing, predominately from Russia, China, and 
Iran. It is anticipated this will add to the Pursue workload as the risks expand from the 
current London-centric focus.


•In conclusion, an increase in demand is anticipated and will continue over the next four 
years as the current global issues develop.


2. Assessment of workforce and assets


•CTP-EM manages performance through quarterly senior leadership team (SLT) meetings 
and the national CTP performance framework. We host our own force Contest Board with 
terms of reference designed to help deliver the regional CT Delivery Plan and measure 
the impact of CT policing assets against local threat and risk. 


•During the last 12 months these structures have been augmented by a Regional Contest 
Board chaired by the regional DCC. Performance is scrutinised at the quarterly Regional 
Strategic Tasking meetings and by local force tasking.


•Our SB has recruited to fill vacancies over the last year and is well placed to meet 
expected demand, although there is a shortfall in experience across these resources. 


•The regional structure provides excellent resilience, supplemented by the North-East 
CTU’s investigative and support capacity as our partner area. 


•Risk-based demand has risen, increasing the number of hours worked in the last 
calendar year. This emphasises the importance of resilience within individual SBs to allow 
critical functions to work effectively despite numbers-based demand reducing.


•CTP-EM is collaborating with staff associations through the CTP-EM Equality, Diversity & 
Inclusion Board to encourage a representative workforce. 


•Due to the specialist nature of the role, all staff undergo bespoke training appropriate for 
their roles. Given the elevated levels of demand, there is a regional focus on supporting 
staff through wellbeing initiatives.


3. How workforce and assets will meet anticipated demand


•SB funding was transferred to CT policing in April 2022 which will enhance resourcing 
control and provide a greater ability to align staff with demand hotspots. Staffing for each 
SB is based on demand analysis over a period of years, mitigating the fluctuations seen 
over smaller time periods.


•A region-wide organisational review is considering efficiencies and working towards 
better compliance with national risk management protocols. The review, combined with 
central funding, should provide a structure that is better placed to manage demand. This 
consolidation of resourcing should provide better capability to work across regions and 
move staff internally when we, or one of the other regional forces, experiences resilience 
issues.


•CT resources align to a variety of partners, crucial to effective risk management across 
Nottinghamshire. The 2022 changes to the way risk is graded have provided better focus 
on the complexities within an investigation, allowing resources to be more efficiently and 
dynamically aligned. The changes may help in meeting the anticipated increase in 
demand.


•We will continue to be actively represented on various thematic and capability boards 
across the CT policing network to help to shape the approach to shifting demand. 
Examples include new initiatives to deliver enhanced offender management practices, 
furtherance of our collaborative working practices with the Security Services, and work to 
strengthen our abilities to protect crowded places.


4. Gaps in meeting anticipated demand


•With our existing demand management and prioritisation processes, ability to flex via 
national tasking, planned initiatives and post-review efficiency gains, we anticipate being 
able to meet future demand.


•Meeting demand relies on the continued investment in, and support from, the wider CT 
network and partner agencies.


Nottinghamshire CT investigative 
demand


42%


Islamist extremism


32%


Right-wing extremism
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Initial Demand Gap Residual Demand Gap


9a. Information Services


Information technology is an ever-more central element of modern policing. 
Retaining and rewarding specialist staff within our IS department, and keeping up to 
date with advances in technology, is critical to maintaining service delivery, as we 
experience an anticipated increase in demand over the FMS5 reporting period.


1. Assessment of demand


•IS lies at the heart of most business change initiatives being undertaken, inspired within 
the force, and mandated nationally, including the National Law Enforcement Data 
Service (NLEDS) and the International Law Enforcement Alerts Platform (i-Leap).


•Further work is derived from the maintenance of our technology to ensure it remains 
secure, optimised, and current, along with the retirement of end-of-life systems and the 
introduction and normalisation of other technology products such as Power-BI and M365 
Productivity Tools. 


•Most of our dynamic demand is dealt with by our frontline support teams who receive 
and react to issues reported within the force. 


•Recently, IS proposed and delivered a replacement of our force mobile application. 
This in-house built suite of applications presents officers and staff with a variety of tools 
to perform their duties on handheld mobiles and laptops. Designed with business logic 
and automation, the applications drive officers to interact through a workflow to complete 
submissions right first time.


•Our established five-year placement plan assists in budgeting, and planning, for 
hardware refresh, services, and contract renewals. 


•We expect overall demand upon the IS department to remain relatively high in the 
future. Internal demand will fluctuate but the demand to design, commission and support 
the new technology is something we expect to increase.


Information Services
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2. Assessment of workforce and assets


•Following the pandemic, we lost approximately one-third of our IS team, who left to join 
employers who offered greater working location flexibility and higher salaries. Attracting 
new talent in a buoyant employment market directly impacted our efficacy and morale, 
and created a void between adding new staff to the organisation and training them.


•The number of resignations has slowed recently, providing an opportunity for our IS team 
to stabilise.


•Despite work pressures, the overall health and performance of our IS workforce remains 
good and is improving. Sickness levels remain low within IS, averaging 1% during 2022.


•IS performance is monitored and reported against several SLAs and overseen via a 
weekly departmental management meeting, the monthly Corporate Services review, and 
quarterly Force Performance Board.


•Effective management forward planning, aligned with an overview of product and 
contract expiries, awareness of national programmes and IT market trends, has helped us 
to maintain an edge within a rapidly changing environment. 


•Driven by market-led changes in technology, IS staff require a regular investment in 
training and development, to ensure that staff have the skills and competencies to 
manage, exploit, optimise and administer IT. This is complemented by informal coaching 
and mentoring, and actively pursued development opportunities with enterprise partners.


•Our first five IT apprentices joined the organisation in 2020, completed their learning 
programmes as Customer Service Technicians or IT Service Engineers and have all 
secured permanent employment within the department. The success of this programme 
has seen us recruit six further apprentices in 2023.


Information Services


3. How workforce and assets will meet anticipated demand


•We will continue to exploit the IS service management tool to profile incoming demand 
volumes and trends.


•To reduce repeat internal demand, we will continue to utilise the force’s intranet site and 
our own self-service support portal to provide hints and tips to frontline users.


•The ability of our IS department to meet demand for change programmes while 
servicing internal support requests is delicately balanced. The team has expanded the 
ability to report via a self-service tool on the intranet to a mobile application, now offers 
an appointment service and hosts regular IT clinics at five hub locations across the 
county.


•The continually maturing processes around force governance, collaborative and 
cooperative working with the force Business Change Team is reaping rewards with greater 
control and scrutiny over the portfolio of incoming work alongside the force established 
priorities.


4. Gaps in meeting anticipated demand


•Accurately predicting the nature and volume of demand change upon the IS 
department is challenging due to many factors outside of our control, particularly the 
direction of change programmes being managed nationally. However, we consider that 
overall demand upon our IS team will increase over the next four years.


•The retention of talented staff is critical to meeting the anticipated growth in future 
demand. Pragmatically, other public sector organisations along with private industry offer 
significantly greater financial reward and opportunities but we are exploring creative 
methods of maximising staff retention.


•A stable IT workforce and more effective management of strategic priorities at a force 
level will contribute positively to IS effectiveness and delivery capability.


Sickness levels
2022 


Less than 1%
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Initial Demand Gap Residual Demand Gap


9b.  Performance Management and 
Management Information


As a public body open to the understandable scrutiny of politicians, the media 
and wider society, the demand for performance information remains significant. We 
anticipate workloads within this area of business are likely to increase over the FMS5 
reporting period which may create a degree of resourcing shortfall.


1. Assessment of demand


•Our performance management is delivered by the Performance and Insight Team (P&I) 
which is part of the wider Corporate Development Department (CDD).


•Strategic performance against the Make Notts Safer Plan is overseen by the OPCC 
through our Strategic Resource and Performance (SR&P) meeting attended by the chief 
constable.


•At a force level, strategic performance management is governed through our Force 
Performance Board (FPB) which is chaired by the deputy chief constable on a quarterly 
basis.


•These structures are supported by the monthly OPR and Corporate Performance Review 
(CPR) meetings, chaired respectively by ACC (Crime) and Chief Superintendent (Head of 
Corporate Services).


•In terms of current demand, our P&I team deliver nine regular monthly or quarterly 
performance packs to a variety of departments and governance meetings. Additionally, 
during 2022 the team provided an average of 26 bespoke insight products per month. 
The team has also provided statistics for over 200 Freedom of Information (FOI) requests 
since November 2022 and, in accordance with Home Office requirements, completes 
mandatory weekly, monthly, and annual data returns. 


•We anticipate demand upon the department will increase based on several factors 
including enhanced national performance reporting demands (such as the National 
Crime and Policing Measures (NCPM), Criminal Justice Scorecards and VAWG), 
increased concerns around police legitimacy, new corporate performance information 
requirements (e.g. the Beating Crime Plan and Race Action Plan), expanded national 
requirements (emanating from weekly, monthly and annual data returns) and HMICFRS 
inspection gradings.
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2. Assessment of workforce and assets


•Our P&I operates with lean management structures and low overheads. While offering 
overall satisfactory performance, it has dipped during periods of the last year or so 
primarily due to loss of experienced staff.


•The risk of staff departures may increase during the current cost-of-living crisis during 
which the lure of better salaries being offered by private industry may prove difficult to 
resist.


•The team balances demand through a process of triaging. During periods of peak 
demand, this excess workload has been addressed through the provision of overtime. 
However, this does not present a sustainable solution and has an obvious impact on the 
wellbeing of the team.


•Latterly, a concerted effort has been made to ensure vacancies have been filled and the 
team has been maintained at full complement.


3. How workforce and assets will meet anticipated demand


•We have invested in better analytical products to maintain better control of P&I demand.


•While welcome, the switch from our previous method of reporting (Business Objects) to 
our new software (Power-BI) will create additional demand for the team given the greater 
array of analytics and more advanced products it offers.


•The transition of these products and the development of new skills to fully utilise them has 
been slowed, due to previous capacity within the team. 


•We have also continued to enhance our capabilities in terms of understanding current 
and future demand through continued work with demand experts CREST Advisory.


4. Gaps in meeting anticipated demand


•Following the transition from Business Objects to Power BI, it is anticipated that the P&I 
team may struggle to meet some future demand. There may be some tasks that are not 
prioritised via the established triage process and will not, therefore, be resourced in the 
requested timeframe.


Initial Demand Gap Residual Demand Gap







154 155


10a. People Services


We recognise people are our most valuable asset, and that a motivated, supported, 
and representative workforce is critical to delivering our service to the communities 
of Nottinghamshire. We have been at the forefront of developing innovative 
recruitment routes into the service and have exceeded our uplift targets. We are 
confident our People Services function is positioned to meet future demand.


1. Assessment of demand


•We have delivered our uplift targets and assisted nationally by recruiting an additional 
50 temporary officers to our establishment. We are now focused on maintaining the 
establishment and retaining our workforce. We have evolved our Uplift Gold meeting into 
a Recruitment and Retention board which will develop initiatives to improve attraction 
and retention, and help us to understand our leavers’ profile.


•Workforce transformation continues and we have delivered new entry routes into 
policing including the police constable degree apprenticeship (PCDA), degree-holders’ 
entry programme (DHEP) and professional policing degree (PPD) routes. We are also 
leading policing in the development of a military pathway which commenced in 
November 2022. We will continue to support the CoP in developing and delivering the 
replacement programme to initial police learning and development programme (IPLDP) 
and implement police officer pay reform, first-line leadership standards and the police 
executive leaders programme (PELP).


•While we have an aging workforce in some areas, our police officer profile is broadly 
younger and less experienced. This currently disproportionately impacts on our response 
function who hold the largest number of young-in-service officers. 


•We have developed our Strategic Workforce Plan identifying key areas of work to support 
our recruitment and retention, and ensure our resources are in the right place, at the right 
time, with the right skills to perform their role.


•As our workforce grows it is vitally important that we equip line managers with the 
relevant training and support to manage the workforce effectively. We have maintained 
our commitment to our Proud to Lead programme and our sergeant and inspector 
leadership programmes. We have continued with the roll out of our Attendance Support 
training programme, Respect for All training, Health & Safety (H&S) training and have 
commenced Black History inputs to all major training programmes. With a slight reduction 
in recruitment training anticipated this year we will maximise our training time by focusing 
on coaching and leadership.


•The global pandemic has increased the profile of our H&S team and has embedded 
the need to embrace their practices across the organisation. We have implemented a 
locally developed H&S management system and are currently working on Phase 2 of the 
programme.


•We have returned our Occupational Health Unit (OHU) to force in 2023, following a 
period of regional collaboration, and will gradually develop this resource to meet our 
needs.


•While we have exceeded our uplift targets and new officer recruitment will reduce 
for the near future, we anticipate the management and development of a young-in-
service workforce will see demand maintained, albeit in an adapted form, over the FMS5 
reporting period.


2. Assessment of workforce and assets


•Our People Services department consists of multiple teams all aligned to the People 
Strategy and its thematic delivery plan. Our portfolio consists of core human resources 
(HR) services, transactional services, organisational development, training, Citizens in 
Policing and H&S teams.


•Performance across all areas has been strong this year with key milestones hit in terms of 
recruitment, wellbeing, workforce planning and transition to locally delivered services.


•We have successfully maintained or increased BAME and female representation in both 
appointments and promotion. 


•We have driven an enhanced wellbeing agenda and reduced absence levels of 
sickness across the force. We have supported staff through challenges of the pandemic 
and resulting long-term medical issues.


•The wellbeing of our People Services team is good, with sickness below the force 
average. We have introduced a monthly wellbeing hour where the SLT provide an input to 
the wider team.


•We have returned transactional HR services to the force. We are delivering a new HR, 
Payroll and learning and development (L&D) system and have recruited a small in-house 
transactional function.


•Previous HMICFRS inspections identified an area for improvement (AFI) relating to our 
ability to access and meaningfully use accurate skills data. We have worked relentlessly to 
ensure the data relating to our workforce is now accurate and updated expeditiously. We 
have worked on and delivered our Strategic Workforce Plan identifying how we will collate 
and use our data to improve decision making. 


•Our skill data is now managed via our in-house HR system, iTrent, locally named MyZone. 
We are in the process of identifying skills by role which will be built into the system 
enabling us to better assess the impact of, and mitigate the risks presented by, leavers.
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•Following our success as the first force to implement the PCDA scheme, we delivered the 
first military pathway course in November 2022. We have also added the DHEP and PPD 
routes to our recruitment portfolio.


•We are finding the recruitment market buoyant and are working to ensure the force 
is an attractive and competitive presence within it. We have appointed a Talent and 
Attraction Lead to focus on improving our position in the market and enhancing minority 
representation within our workforce.


•We have continued to address the gender pay gap. Our final report for 2022 shows we 
have reduced the gap, due in part to a higher proportion of women in senior roles within 
the organisation. 


•In 2022 we achieved a completion rate of 89% of our career conversations. We have 
now embedded the career conversation as the first step to promotion processes. We 
have also implemented the pay progression standard (PPS) across officer roles within the 
organisation linked to the career conversation.


•We have, in the main, recovered from the effects of the pandemic and ceased 
monitoring this as a separate item in April 2023. We continue to monitor absence levels, 
which have shown a steady reduction over recent years.


People Services


3. How workforce and assets will meet anticipated demand


•Our People Services Strategy is a plan designed to cover the next five years. Each 
thematic area has a delivery plan which is reviewed on a quarterly basis by senior 
leaders and overseen by our strategic lead, the DCC.


•To enable our strategic leaders to make timely informed decisions about their workforce, 
we will ensure our management information team have the knowledge and skills to 
provide quality, timely data.


•Operation Uplift has seen a significant recruitment of police officers supported by a 
positive action campaign. We have continued to build on the feedback from the NPCC 
diversity tool kit review and Positive Action Practitioners Alliance. We have been identified 
as an example of best practice nationally. We will continue to work toward a truly 
representative, inclusive workforce.


•We will fully commit to the Race Action Plan and have already commenced delivery 
of a local training session on Black History to complement the Respect for All training 
programme.


•We remain committed to providing a policing service that meets the needs of all our 
communities. Through the introduction of a clear and accountable strategy for delivering 
equality, diversity, and inclusion (EDI) and positive action, we will strive to eliminate 
unlawful discrimination, harassment, and victimisation by treating communities, staff, and 
officers fairly, with dignity and respect, while ensuring everyone has access to our services.


•We will continue to review reasons for leaving the organisation to monitor emerging 
trends. We will embed the national work on leaver categories to better understand our 
leavers profile and we will locally track our pathways to understand how we align to the 
national leavers picture.


•We continue to work closely with the Black Police Association (BPA) and our other 
support networks. We have received positive feedback on our approach and initiatives, 
particularly in relation to officer promotions which are now seen as more accessible and 
fairer.


•Leadership training is key to ensuring our officers and staff are managed fairly and 
consistently. We will map our delivery against the CoP First Line leaders’ standards, and 
address skill gaps. We will support this work with coaching and mentoring.


•We are committed to empowering our staff to influence and determine their career 
journey. Through the development of career conversations in 2020 and the Your Force, 
Your Career plan to support development, we have demonstrated this commitment. 
We are determined to identify talented individuals across the organisation and provide 
opportunities to progress to maximise retention. We believe these initiatives address two 
HMICFRS AFIs relating to performance development and talent management.
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4. Gaps in meeting anticipated demand


•Our chief officer lead, the DCC, works closely with People Services to understand and 
ensure we meet demand. While we are confident in our position over the next five years, 
changes such as adaptions in employment law or amendments to the Police Staff 
Handbook remain a risk to this position of stability.


•Through the return of OHU, while welcome, we will lose a degree of the resilience offered 
by the regional model. 


•Our access to Corporate Communications staff is limited, thereby inhibiting our ability to 
fully embed our position in the recruitment market.


•Predicated upon our planned improvements, and subject to planning and staffing, we 
will continue to be able to meet all future demand and to provide an effective support 
function to the force with no foreseen risks to the public. 


Feb - 22 Feb - 23
Grade Male Female % Female Male Female % Female


Sergeant 237 81 25.47% 253 91 26.45%
Inspector 65 29 30.85% 70 26 27.08%


Chief inspector 28 11 28.21% 26 9 25.71%
Superintendent 8 6 42.86% 6 7 53.85%


Chief Superintendent 3 1 25.00% 1 2 66.67%


2022/23 recruitment data:


Joiners New Recruits
Ethnic Group Headcount BME
Asian/Asian British 4 8.79%
Black/Black British 2
Mixed 10
White 164
Prefer not to say 2
Grand Total 182


Sex Headcount Female
Male 111 39.01%
Female 71
Grand Total 182


Leavers in Probation
Ethnic Group Headcount BME
Asian/Asian British 4 19.44%
Black/Black British 1
Mixed 4
White 29


Sex Headcount Female
Male 22 38.89%
Female 14
Grand Total 36


Leavers in Officers
Ethnic Group Headcount BME
Asian/Asian British 10 9.47%
Black/Black British 1
Mixed 5
White 153


Sex Headcount Female
Male 109 39.01%
Female 60
Grand Total 182


Departures
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Officer Rank Asian or 
Asian British


Black or 
Black 
British


Mixed Other 
Ethnic 


Groups


White Prefer 
not to 
say


Chief Officer Team 4
Chief Superintendent 1 2
Superintendent 12
Chief Inspector 3 31
Inspector 5 2 87 1
Sergeant 8 4 7 318 6
Constable 60 21 51 2 1772 9
Grand Total 77 25 60 2 2226 16


Officer Rank Male Female
Chief Officer Team 3 1
Chief Superintendent 1 2
Superintendent 5 7
Chief Inspector 25 9
Inspector 69 26
Sergeant 252 91
Constable 1206 709
Grand Total 1561 845


Officer ranks


Age profile


Age Band Police Officer PCSO Police 
Staff


25 and under 339 13 186
26 - 40 1105 47 473
41 - 55 941 64 491
Over 55 21 24 309


Disability profile


Self - Declared
Disability


Police Officer PCSO Police 
Staff


Yes 144 12 149
No 2245 134 1304
Prefer not to say 17 2 6


Sexual orientation profile


Sexual Orientation Police Officer PCSO Police 
Staff


Bisexual 79 3 35
Gay or Lesbian 74 7 22
Other 10 5
Prefer not to say 122 3 82
Straight/ 
Heterosexual


1645 109 1119


Not stated 476 26 196


Religion profile


Religion Police Officer PCSO Police 
Staff


Any other religion and belief 40 3 18
Buddhist 4 1 6
Christian (incl CofE, Catholic, Protestant and all 
other Christian denominations


696 51 527


Hindu 6 8
Jewish 4 1
Muslim 28 25
No Religion 921 45 567
Pagan 1
Prefer not to say 58 3 34
Sikh 29 1 9
Not Stated 619 44 264
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Initial Demand Gap Residual Demand Gap


10b. Citizens in Policing


We are rightly proud of our Citizens in Policing department, and the positive and 
innovative way it has allowed us to engage with hard-to-reach communities within 
the county. As we adapt our model and move CIPD under the new Prevention and 
Engagement Hub, we are confident in being able to match foreseeable demand over 
the FMS5 reporting period.


1. Assessment of demand


•Our Citizens in Policing Department (CIPD) comprises mini-police, police cadets, youth 
outreach, schools, and early intervention officers (SEIO), police support volunteers (PSV) 
and our Special Constabulary (SC).


•The CIPD engages across a range of platforms to build trust and confidence with 
particular focus on hard to reach and emerging communities, diverting from crime and 
recruitment.


•Significant work has been undertaken this year to ensure our provision is professionally 
presented, trained, and equipped and is completely compliant with all safeguarding 
requirements and checks.


•Having delivered our uplift increase, we will continue to maintain the increased 
establishment. One of our main sources for officer recruitment is special constabulary 
officers.


•The PCC has secured 12 months funding for an additional youth outreach worker via 
the VRP. This will allow us to manage a greater number of referrals and support, and divert, 
more young people away from crime and anti-social behaviour.


Mini Police
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2. Assessment of workforce and assets


•Our Mini-Police and Cadet programmes work at a grass-roots level, engages at an early 
age within some of our most deprived areas. The current demands for expansion within 
our county’s primary schools are high. Schools and head teachers are actively looking for 
our engagement within personal, social, health and economic (PSHE) lessons. We offer 
regular engagement sessions within a classroom environment and complement this with 
partnership working on a long-term basis, endeavouring to promote better communities 
and good citizenship locally.


•Over the last 12 months we have increased the reach of the Mini-Police programme. 
We currently have 26 schools actively engaged in the initiative involving more than 1,100 
students. Currently 47% of our students are from BAME backgrounds. 


•We will seek to further invest in the Mini-Police programme, considering it to add value in 
terms of introducing policing to traditionally harder-to-reach communities from an early 
age and, over the longer term, hope it will inhibit a proportion of criminal and anti-social 
behaviour and enhance recruitment opportunities within BAME communities.


•We now have four Junior (academic years 7 to 11) and Senior Cadet bases (academic 
years 12 and 13) in the county. These are supported by the SEIOs and volunteer leaders.


•We have developed and implemented a Cadet Awards Scheme which rewards progress 
through the programme, in line with the national Volunteer Police Cadet standards. The 
scheme has been recognised as national best practice.


•Cadets are recognised as a potential recruitment pool for policing and, therefore, are 
key to building a representative workforce.


•Our youth outreach officer delivers initiatives to groups who would not engage with a 
more formal, uniformed cadet programme.


•Since the scheme began, our youth outreach worker has worked with 132 young people, 
the majority of whom have been between 8-16 years and vulnerable, socially excluded 
and/or involved in crime.


•The outreach role coordinates the ‘Live Our Best Life’ Awards in conjunction with 
the Stephen Lawrence Day. The awards seek to highlight the resilience and selfless 
achievements of young people over the preceding 12 months. The team have worked 
with the Lawrence family to create and promote the awards to inspire young people and 
raise their aspirations. 


•There are 12 SEIO police officers who work across the county in schools, colleges, and 
alternative provisions (APs) to engage with young people, build trust and confidence 
and provide low-level interventions to deter young people from crime. To promote positive 
engagement and avoid criminalising young people we have adopted the outcome 22 
approach when investigating crime. This will be classed as a positive outcome on closure 
of a crime and will help quantify the intervention work completed with pupils within 
schools.


•Our SEIOs have undertaken, or are working towards, a Level 3 teaching qualification.


•The SEIOs work closely with a not-for-profit community service called Fearless Youth 
Association to promote reporting of crimes within our younger communities. This 
work includes targeted county lines workshops, staff training and a media campaign 
geared at educating young people on reporting routes, available support, and socially 
unacceptable behaviour.


•We have worked alongside careers officers to refresh our resources for delivery within 
schools, working closely with the VRP to ensure our lesson plans deliver desired outcomes. 
We are engaging with the Youth Commission to review the impact of our delivery and are 
engaged with the recently formed Youth Independent Advisory Group.


•We currently have 70 PSVs, including 12 force chaplains, across the force. While the 
number of volunteers has declined from its pandemic peak, the total hours worked within 
the organisation has increased to the highest level since 2019. 


•We are undertaking a volunteers’ skills assessment to ensure they feel valued and that 
we are utilising their skills to support our aims. Currently PSV deployments include within 
DMEU, fraud, PP, firearms licensing and OHU.


•We currently have 99 specials. While this marks a reduction from the previous FMS 
submission, this fall is primarily due to a substantial number joining our regular 
workforce. Over 2022/23 our specials completed 4,781 duties with a total of 37,081 hours 
volunteered. Based on a national agreed figure of £15.50 per hour this equates to a value 
of £574,755. 


•We maintain a specials’ operational planning function, providing force-wide co-
ordination of deployments, including short-notice duties in response to emergencies or 
critical incidents. Our specials support a range of policing duties including response, 
neighbourhoods, community engagement events and targeted operations. We also 
operate several SC specialist units who receive additional training to form the Specials 
Roads Policing, Rural Proactive and Drone Support Teams.


•We continue to work in partnership with Nottingham Trent University and Derby University 
to recruit and appoint students completing pre-join degrees to the SC. 


•We have created a bespoke recruitment process for the transition from SC to regular 
workforce and have an intake of 16 officers who began training in April 2023. 
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3. How workforce and assets will meet anticipated demand


•Our CIPD is an integral part of our engagement provision. Early intervention, education 
and inclusion is shown to be a valuable tool in preventing criminality.


•Alignment to our newly created Prevention and Engagement Hub provides an 
opportunity to improve integration with operational teams and increase supervisory 
oversight. 


•We believe the alignment of CIPD alongside other prevention provisions will enhance 
both the profile and scope of the department. The hub will benefit from a dedicated 
communications cell, which will allow some of the events work to be managed and 
promoted by a dedicated resource.


•We are changing our approach to prevention activity and focusing on problem solving, 
breaking offending cycles, and engaging positively to collaboratively tackle the issues 
that concern our communities. Our CIPD is an integral part of this process.


4. Gaps in meeting anticipated demand


•It is anticipated that the alignment of the CIPD team as part of the Hub will ensure 
sufficient supervisory oversight to ensure our provision is able to meet demand over the 
next four years.


Mini-Police


26


Schools


1,100 +


Pupils


47%


BAME


37,081


Special Constabulary
 hours (2022/23)


Initial Demand Gap Residual Demand Gap
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10c. Professional Standards


In common with other forces, our Professional Standards Directorate has seen a 
significant rise in public and internal complaints over recent years, aligned to 
enhanced scrutiny of police conduct in the wake of the Wayne Couzens and David 
Carrick cases. We anticipate the trend will continue which will create challenges 
for the department with its existing staff levels. However, the public’s confidence 
in our ability to investigate complaints against our staff proportionately, fairly, and 
expeditiously is key to retain their faith in the service.


1. Assessment of demand


•The issue of police accountability and integrity is a matter of public scrutiny in the wake 
of high-profile cases involving police officers like Wayne Couzens and David Carrick. These 
cases have an impact on all areas of Professional Standards Directorate (PSD) work as 
members of the public and staff are more inclined to report concerns, the vetting team 
apply revised thresholds and there is an increase in the frequency and scope of FOI 
requests.


•Public complaints have risen sharply over the past three years from 898 in 2019/20 
to 1,182 in 2021/22 and approaching 1,600 complaints in 2022/23. We consider this is 
largely attributable to changing way in which complaints were recorded from February 
2020 and similar rises have been recorded in other police forces. Most complaints are 
now dealt with in a low-level, proportionate manner without being given formal status 
under the Police Reform Act 2002. We foresee the number of public complaints is likely to 
continue to rise in the coming years.


•The number of conduct cases our PSD investigated has remained stable, between 88 
and 98 cases being recorded per year, since 2020/21. This number may rise as thresholds 
for what is considered ‘serious’ reduce in response to public concern about police 
misconduct.


•The number of death and serious injury matters varies from year to year but has not 
changed significantly.


•The volume of counter-corruption cases has risen sharply from 145 cases in 2020 to a 
projected figure of 444 in 2023. To a large degree, this is probably explained by increasing 
awareness of, and a willingness to report, police misconduct, coupled with more 
sophisticated methods of detecting and recording corruption intelligence.


•It is reasonable to assume demand in terms of complaints and corruption cases will 
grow as public interest in police misconduct develops, and willingness to report issues of 
concern increases.


•We believe that the current level of scrutiny by the public, government and other bodies 
which oversee policing will continue. There will be continued pressure on PSDs to provide 
data about investigations and outcomes and a potential reduction in the threshold for 
what is misconduct. This could lead to a greater number of our officers and staff facing 
formal misconduct proceedings. The historical data wash (HDW) of all officers’ and staff 
details through the PND represents a considerable demand on the vetting unit.


•It is possible in the light of recent high-profile cases there may be changes to the 
regulatory framework around the dismissal of officers for gross misconduct. These cases 
are currently dealt with at a misconduct hearing presided over by a legally qualified 
chair (LQC), but it has been suggested that this power could be handed back to chief 
constables. Any such change would take some time and require a substantial change to 
the current regulations. 


•Demand on the vetting unit has been high due to the Police Uplift Programme. This area 
of demand should reduce in the coming months.


2.Assessment of workforce and assets


•The performance of PSD is acknowledged to be good. The Counter-Corruption Unit 
(CCU) and Vetting Unit were assessed as ‘good’ in an HMICFRS assessment in 2022. 
Data collected by the Independent Office for Police Conduct (IOPC) shows that PSD 
consistently performs better than both the national average and our most similar group 
(MSG) forces in terms of the timeliness of contact with complainants and the length of 
time it takes to investigate complaint and conduct matters. 


•The vetting unit was subject to a quick time inspection in February 2023 and received 
positive feedback about the quality of decisions made in vetting cases. The vetting unit 
has recently adopted a new procedure where a senior PSD officer reviews appeals. This 
ensures appeal decisions are made swiftly and consistently. 


•In 2022 the complaints department was significantly reorganised. Staff and officers 
have been recruited to fill long-standing vacancies, and complaints handlers have been 
empowered to deal with low-level complaints outside of ‘Schedule 3’, meaning that the 
complaints can be resolved quickly and proportionately to the complainant’s satisfaction. 
This reduces the burden on the investigation and complaint handling teams. In previous 
years most complaints were handled formally inside Schedule 3. We are now handling 
around 75% of complaints outside Schedule 3, ensuring greater satisfaction among 
complainants and freeing up investigative resources for the most serious and complex 
cases. 


•There has been a renewed focus on reducing the number of upheld complaint reviews 
by the OPCC. This has involved more thorough scrutiny of complaint investigations and 
resolutions by the appropriate authorities and has led to a significant reduction in the 
number of upheld complaints reviewed.


•Our PSD makes effective use of accelerated case hearings in clear-cut cases of police 
misconduct to ensure that officers are removed from the organisation when there is 
incontrovertible evidence of serious wrongdoing. 


•All PSD teams are currently well staffed, and we can fill vacancies with quality 
candidates. All our new PSD investigators are provided with an initial level of training and 
there are opportunities for additional training and CPD.
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3. How workforce and assets will meet anticipated demand


•Part of CCU’s role is to engage and build relationships with partners and outside 
agencies to educate them on the signs and risks of corruption and provide a conduit 
to report concerns. They also provide training on these issues within the organisation. It 
has been agreed that a full-time prevent officer can be recruited to take responsibility for 
these functions.


•One of the key changes brought in by the 2020 regulations was the shift from dealing 
with low-level conduct issues as disciplinary issues and towards addressing these through 
appropriate performance measures to ensure that officers improved their professional 
practice. The regulations introduced the concept of practice requiring improvement (PRI) 
and the reflective practice review process (RPRP). Although PSD has made improvements, 
it is recognised that the identification of learning and the effective dissemination of this to 
individuals and to the wider workforce could be improved. 


•There has been a national focus on VAWG, and police perpetrated domestic abuse 
(PPDA). We have reviewed a number of cases of PPDA investigated either by, or in 
conjunction with, PSD, and details of these have been provided to HMICFRS. There is a 
need to put in place a clear policy on how allegations of PPDA are responded to and 
investigated in line with the recent HMICFRS report. This would ensure allegations of PPDA 
are dealt with effectively and transparently, and this provides confidence to victims. 


•The use of Regulation 13 to dismiss student officers who perform poorly or behave in 
a way that indicates they may not be suitable to become police officers is underused 
and there is no clear policy on how, and when, to use this in cases of misconduct. There 
is a degree of confusion over when to invoke Regulation 13 in cases of misconduct and 
where it applies to performance. Regulation 13 is a powerful tool and there is scope for us 
to apply it more frequently and with greater confidence. 


4. Gaps in meeting anticipated demand


•It seems capacity of the complaints handling, and investigation teams may be tested by 
the growth in public complaints. It is possible additional investment may be required to 
keep up with demand and provide a proficient level of service to complainants.


•The HDW recently began, and this may result in significant additional work for our CCU. 
The enhanced workload may, then, impact on their ability to work proactively, which is 
a key feature of their effectiveness as a department. If the number of counter-corruption 
cases continues to rise, then it may be necessary to invest further resources in this area to 
keep up with demand and ensure the department has enough capacity to be proactive.


•As demand increases, it may be necessary to consider an additional inspector post 
within PSD. This officer would work as an additional appropriate authority (AA) primarily 
making decisions on complaint cases. This would reduce delays in the investigation of 
complaints, therefore offering a better service to complainants. Interested parties and 
officers/staff under investigation.


Counter-corruption cases
(2020 v projected 2023)


145


2020


444


2023


Initial Demand Gap Residual Demand Gap
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10d. Corporate Communications


Our Corporate Communications team is under-staffed in comparison to our MSG and 
is imbalanced due to a lack of experience. However, the recent introduction of key 
senior staff within the department has stemmed departures and there is renewed 
confidence that, with some personnel investment, there is immense potential for 
tangible improvement over the next four years.


1. Assessment of demand


•To reflect a digital-first society communicating overwhelmingly online, we are seeking 
increasingly to engage creatively with our communities via social media channels. A 
strategy to achieve this aim is already being scoped. 


•Further progress, however, must be balanced against an establishment which is 
significantly smaller than our MSGs. This lack of resilience already impacts on our 
capacity to manage current demand and means we will struggle to meet anticipated 
demand.


•A proposal to transform the digital capability within our existing Corporate 
Communications team is imminent. This new focus will significantly enhance our ability to 
engage with many harder-to-reach communities. We remain cognisant that community 
engagement was identified as an area of concern by HMICFRS in a previous inspection.


•The creation of our new Prevention and Engagement Hub includes a communications 
element that, if agreed, will positively impact on our ability to engage with communities 
within the county to inspire trust and confidence in policing.


•Work is ongoing to bring an enhanced version of ‘Notts Alerts’ to residents of 
Nottinghamshire. This is a positive initiative, in partnership with the OPCC, that will provide 
significantly more capability to increase our community engagement and would be 
supported by a dedicated digital officer if hub communications support is agreed.


•We have developed a positive relationship with the local media, reflected in better 
coverage. We have recently launched a programme of media training for officers which 
we are expanding based on the positive feedback received.


•We have seen a rise in demand, both in terms of media enquiries and FOIs, stemming 
from national issues marked by a fall in trust in policing, making our work to counter with 
positive messages even more pressing. 


•There have been positive discussions between our Corporate Communications and 
People Services teams about the need for a dedicated Marketing and Recruitment 
Officer to sit within Comms and increase the quality of recruitment messaging. This post 
has now been agreed by FEB and will reinvigorate recruitment advertising to better target 
and attract the calibre, and profile, of applicants we seek.


•We are currently within a consultation process regarding our internal communication, 
which has been identified as an area requiring improvement. A refreshed system will allow 
us to better embed our values and engender a culture of pride in the force.


•Our Corporate Communications team lead on county-wide major incident response. 
The outdated county plan for communicating in the event of an emergency event was 
rewritten recently.


•Having consistent branding and messaging guidelines is key for the force but we are 
currently without a graphic designer to allow us to respond with high quality design. This 
gap in provision presents a reputational risk to the force.


2. Assessment of workforce and assets


•The communications team has stabilised significantly over the last year. We have 
recruited a new head and deputy head of department, in addition to a senior media 
officer and a campaigns officer.


•Staff numbers, particularly during holiday periods or time of high sickness levels, mean 
on-call responsibilities are shared among a small number of people. This presents us with 
a reputational risk which could recur without additional recruitment. 


•Compromised wellbeing and low morale has been a significant issue for the team. This 
has led to high sickness levels and an exodus of staff to better-resourced forces. There is a 
palpable legacy, based on a feeling the function has been under-valued, which is taking 
time to address.


•Measures to improve wellbeing and underline the value our Corporate Communications 
team added has stemmed the flow of departing staff and the recent arrival of a deputy 
head of department was well-received.


•As communications have developed, it has necessitated professionals with complex 
skills to succeed in a changing digital landscape. Around one-third of our current team is 
inexperienced and mentoring them adds additional pressure to our small, seasoned core 
team.


•With the move toward an increasingly digital based communications world, our team 
sometimes struggle with IT equipment of sufficient performance capacity to comfortably 
handle the demands of video work.


•We utilise professional software like PRgloo, which is effective in allowing us to track 
our media activity. However, unlike many forces, we do not yet have a formal media 
monitoring service which would aid assessing of our media coverage. 
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3. How workforce and assets will meet anticipated demand


•We are planning to help manage future demand by moving existing staff into a small 
digital team to focus on improving our outputs across all platforms. It will be led by the 
deputy head and comprise four current staff. They will look at how enhanced digital 
communications can lift our media and campaigns work to make it more effective and 
engaging.


•The posts proposed to support the Prevention and Engagement Hub would, if agreed, 
allow us to transform our digital and community engagement, and meet the resulting 
increased demand, for example for engagement events. We also see it as an opportunity 
to enhance our ability to inspire trust and confidence in communities. Alongside our Notts 
Alerts initiative, this will revolutionise our engagement capability and, crucially, mitigate 
the concerns previously expressed by the HMICFRS.


•We are now gathering data relating to our social media accounts via a metrics 
reporting system we devised in-house.


•We will refresh our existing internal communication system to allow for a fresher, more 
relevant means of engaging our workforce. It will allow our Corporate Communications 
team to plan more effectively and manage existing and future demand. 


•Once the current apprentices finish their training in a few months, the team’s headcount 
will drop by three more posts. We aspire to move toward a more balanced team to 
mitigate the current and future lack of experienced and established skills. This change 
would be beneficial for the wider team.


4. Gaps in meeting anticipated demand


•Given community engagement initiatives are central to our Chief Constable’s new force 
value statements, our Corporate Communications team remains under-resourced in 
comparison to our MSG. Lack of recruitment into the department may compromise our 
ability to fully realise her vision for the force.


•Without the introduction of additional and, crucially, experienced communications 
professionals into the existing team, our Corporate Communications department will 
struggle to meet any additional demand over the next four years.


•There remains a risk related to staff burn-out, given a small number of experienced 
professionals are carrying a significant workload and are engaged within the on-call rota.


•While there is a significant reputational risk linked to having an under-staffed and 
inexperienced communications team, we are committed to ensuring identified risk is 
successfully mitigated or managed. If we can increase the number, and experience, of 
our Corporate Communications team there is a great deal of potential for meaningful 
improvement ahead.


Initial Demand Gap Residual Demand Gap
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10e. Corporate Development


With our efforts to continuously improve the service we provide to the communities 
of Nottinghamshire, the Corporate Development team are becoming increasingly 
important. We expect demand for their services to remain high and anticipate some 
potential shortfall in ability to meet workloads over the FMS5 reporting period. 


1. Assessment of demand


•Our Corporate Development unit is responsible for performance management, strategic 
planning, governance, audit and inspection, corporate risk, business continuity, demand 
and improvement and research and insight. The department is separated into the 
Assurance Team and the Demand and Improvement Team.


•Our Assurance Team has dealt with significant demand over the last 12 months due to 
two Mazars audits in Business Continuity and Risk Management. The Business Continuity 
and Risk Management audits both resulted in ‘Significant Assurance’ grading.


•Risk management continues to be embedded within the force, with a new governance 
structure established. The Assurance Team maintain oversight of registers across the 
force via JC Applications Development (JCAD), our risk management system. A clear 
escalation process has been determined should the necessity arise.


•HMICFRS activity generates demand upon the Assurance Team. Our new process of 
signing off AFIs and recommendations will place an additional workload on the unit 
when, in June 2023, we enter the next round of PEEL activity.


•Our small Demand and Improvement Team has assisted multiple force departments 
improve processes and find innovative approaches to managing demand over the last 
year.


•The unit has assisted our Safety Camera Team in addressing a backlog of Notice 
of Intended Prosecutions (NIPs), conducted a PIR of the newly built custody suite in 
Nottingham and identified a number of workstreams to maximise the benefits of that 
investment, and supported the local policing demand review.


•The Demand and Improvement Team is assisted by a business intelligence officer who 
has supported our transition to Power BI as the force’s analytical reporting tool.


•Future demand upon the team is expected to increase as the desire for improvement 
across the force continues to grow.


2. Assessment of workforce and assets


•We assess the overall status of the workforce and other assets within Corporate 
Development as good, resulting in effective levels of performance which is showing 
continued improvement. 


•Our commitment to the introduction of Power BI products will improve our capability to 
understand demand and have real time data at the touch of a button.


•Following previous feedback from HMICFRS, we have continued to improve our capability 
to measure current and future demand. Working with Crest Advisory we have achieved 
the delivery of a Beta version of the modelling tool, undertaken a Child Protection focused 
exercise and can independently run data forecasts. The tool has been developed and 
now contains additional and improved functionality including geo-spatial mapping, 
the ability to assess the accuracy of previous forecasts, performance analytics of crime 
outcomes and scenarios analysis to assess the impact on workloads for changing 
deployment and investigations rates.


•We have established a wellbeing team within the department, and they have delivered 
numerous initiatives such as a regular newsletter, social events, and activities. This has 
helped bring the staff, teams, and management closer, which is supported by a low 
sickness record during the last year.


3. How workforce and assets will meet anticipated demand


•As Corporate Development reaches establishment, we will continue to develop our 
newly recruited staff using a combination of coaching, mentoring and formal training. 


4. Gaps in meeting anticipated demand


•With the unrelenting desire for continuous improvement across the organisation we 
expect demand to remain high. Accurately predicting the nature and volume of demand 
change upon the department is challenging due to many factors outside of the control 
of the organisation. 


•We assess Corporate Development will struggle to deliver the required level of service 
and meet future demand within their existing staffing structure.
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Initial Demand Gap Residual Demand Gap


10f. Information Management 


We expect demand will exceed current levels over the FMS5 reporting period, as we 
move to use increasingly complex technologies to record and retain the data we 
gather. We have invested, and plan to continue to improve, in this area of business to 
ensure we remain able to meet the anticipated demand during the next four years. 


1. Assessment of demand


•The Information Management Unit (IMU) is responsible for data protection, FOI requests, 
records management, the disclosure and barring service, security, audit, and compliance, 
and the sharing and requesting of information.


•The Force Crime Registrar (FCR) also falls under the remit of the IMU and is responsible 
for compliance with the National Crime Recording Standards (NCRS).


•Demand relating to information assurance and governance has remained consistently 
high over the last 12 months. This workload is derived from the need to provide 
professional advice on all areas of information risk management, assurance, and 
governance, particularly in key specialised areas.


•The level of FOI and Subject Access Requests (SARs) over 2022 was consistent with 
previous years. We have noted an increase in respect of child protection requests which 
we believe is due to a backlog of cases following the pandemic.


•We anticipate the current level of FOI requests, which amounts to 20-25 per week, will 
remain broadly consistent.


•The demands upon our Information Security and Compliance (ISC) team have 
significantly increased and evolved during 2022, with security incidents becoming 
business as usual.


•Our Disclosure and Barring Service (DBS) unit has agreed SLAs with the national DBS 
service. We have maintained our ‘Outstanding’ grading from the national DBS Standards 
and Compliance Unit throughout 2022 and into 2023.


•The FCR role continues to ensure our processes around force incident to crime 
conversion are robust, irrespective of reporting route. We consider ourselves in an 
advantageous position to manage any demand increase in 2023.


•The FCR hosted the Crime Data Integrity (CDI) part of the HMICFRS’s Victim Service 
Assessment in September 2021 and has refined force processes to address the areas 
highlighted for improvement.


•Overall, future demand across the IMU is predicted to increase based upon continuing 
trends for our transactional Information Request Team (IRT) and DBS unit, and the 
requirement for enhanced information asset and risk management associated with 
technological developments.
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2. Assessment of workforce and assets


•Since the commissioned review of the status and direction of the IMU, work has been 
ongoing based on the recommendations made. We have made changes to the structure 
of the team, recruited additional staff and numerous accreditation processes have now 
been completed.  


•We continue to improve our knowledge and skill levels to manage the known and 
predictable demand arising from the recently piloted Security Assessment Principles 
(SyAP), which replaces the previous annual Government & Information Risk Return (GIRR) 
to the PDS. This includes the local management and monitoring of the annual IT health 
check remediation plan.


•A new team leader, increased resources, and a change to working practices within our 
IRT have been introduced during 2022 to help manage demand.


•The provision of national and local statistics on FOI and SAR compliance to the NPCC 
and Information Commissioners Office (ICO) has provided regular performance 
information and continues to help us to assess our compliance against other similar sized 
forces. This has created an evidence base to identify potential workforce improvements 
and enhanced our capability to measure future and current demand.


•The recently completed SyAP pilot within the ISC has provided a roadmap and ensured 
progress along the path is assessed in an objective and methodical way, providing us 
with confidence in the continuous improvement in the management of our information. 


•We have maintained an ‘Outstanding’ grading from the national DBS Standards & 
Compliance Unit for seven consecutive years yet continue to refine our performance 
pack to report on and improve monthly, quarterly, and annual compliance.


•In line with recognised national best practice, we have moved our crime recording 
decision making processes closer to the point of call or first contact. This has improved 
the timeliness, consistency, and quality of compliance, with an effective real time audit 
and feedback process to correct errors and improve staff learning. 


3. How workforce and assets will meet anticipated demand


•As we reach establishment numbers, the IMU will continue to educate and develop 
its own staff and the wider force on the importance of information processes, sharing, 
standards, compliance, and risk.


•To further support and improve working practices within the IRT, we will devote time 
and resource into the development of our upgraded disclosure management system, 
Cycfreedom3. We will focus on ensuring that processes and workflows are configured 
efficiently for each information request type. Utilising full visibility over the status of 
all requests will improve performance monitoring and reporting. It will also develop 
enhanced document management and full document redaction functionalities to 
increase timeliness of responses and increase capacity within the team.


•We will continue to develop all information management related processes and 
encourage functions to move away from legacy processes and paper records and 
toward digital information and improved technology. The national pace of change 
in digital policing is fast and will change the way we work, exploit technologies, and 
collaborate with partners. 


•There is a robust performance management framework in place within our DBS team. We 
are aiming to bring individual productivity to a consistently acceptable standard and to 
maintain our outstanding grading in successive years. 


•To bolster and improve resilience levels with our FCR function, we have agreed funding 
for two of the designated decision makers (DDMs), based within the CM department, to 
attend the CoP national accreditation course. One of the DDMs has recently completed 
the course with the second due to attend imminently. 


4. Gaps in meeting anticipated demand


•Demand across the IMU is predicted to increase. New challenges will arise from the 
sheer volume of data and information we generate and retain. The recent investment in 
our IMU assets and plans to continue to improve should mean that we can meet these 
challenges. However, we may need to prioritise our delivery according to strategic need.


Information Management
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Initial Demand Gap Residual Demand Gap


10g. Archives and Exhibits


We seize and retain a disproportionately large amount of property as a force, 
and we anticipate the volume of it coming into our stores will increase over the 
coming years. We are providing training to frontline supervisors and will place 
greater responsibility on officers over retention and disposal to inhibit the need for 
ever larger property stores. We remain confident that we will be able to meet the 
expected increase in demand over the FMS5 reporting period.


1. Assessment of demand


•Archives and Exhibits (A&E) demand data has been consistent since the introduction 
of NICHE in 2016. It shows deposit volumes outweighing disposals and we expect these 
trends to continue, primarily due to the increase in front line policing numbers and 
resultant seizure of property, and our continued investment in proactive policing. We will 
continue to monitor the overall holdings at each location and review capacity levels.


•We are engaged in a process of historic exhibit review which is allowing us to dispose of 
a significant volume of property. Where efforts to identify an owner have proved fruitless 
and the item carries no enduring investigative value, we either seek to generate funds 
that can be ploughed back into policing the county by taking it to auction or we will 
donate it to a local charity or hospitals.


•In the last 12 months we have rationalised the department from three to two sites by 
amalgamating our central and southern store areas.


•The department supports all areas of property management including retaining 
physical items in storage, and the safe holding of sensitive material such as drugs, cash, 
and firearms. Our Cash and Confiscations team supports the handling of cash from initial 
seizure through to banking services. The southern team now manage the handling and 
management of firearms submissions through NaBIS and National Firearms Licensing 
Management System (NFLMS) portals. The Drugs Support Team manages the seizure, 
retention, and waste management of all forms of drugs including cannabis, Class A 
substances and other controlled medicines including pharmaceutical products.


•We have taken steps to reduce our ecological footprint in adapting from carrying drugs 
waste from Nottinghamshire to Birmingham, and now dispose of it within the county. This 
move not only reduces our costs in carrying waste, but the energy generated through the 
disposal process is captured and used to heat council houses in the city.
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2. Assessment of workforce and assets


•It is recognised other Niche forces retain a lower yield of evidential property than we 
currently do. We are planning to introduce a regime of training to ensure frontline staff are 
better able to seize appropriate property and dispose of it when retention is no longer 
required.


•Our A&E workforce is established and experienced in role. While this is beneficial, many 
of these staff are approaching or beyond retirement age and there is a risk a number 
may depart within a short space of time. To mitigate this threat, we recently recruited into 
three vacancies and introduced some younger staff who have been able to learn from 
our most experienced people. This has also improved resilience within the department.


•We are working through a programme of diversifying the skills within the department to 
ensure the absence or departure of a single member of staff will not have a fundamental 
impact on the service we provide. 


•Developments within the department have improved the position of the workforce and 
non-workforce assets and current demand levels are being successfully managed.


3. How workforce and assets will meet anticipated demand


•We are planning to adapt the management of property to return the onus to the seizing 
officer via Niche workflows during 2023. Other Niche forces that implemented this change 
found it generated additional initial demand but once embedded, efficiencies were 
achieved, and the integrity of the process strengthened. We consider the lack of officer 
ownership around the management and disposal of property to be the fundamental 
reason behind the considerable number of items within our stores.


•The Estates rationalisation programme has downsized our physical footprint, displacing 
volumes of records. Practically, this has seen the transfer of approximately 12,000 boxes of 
records previously held offsite by an external contractor. The cessation of the contract has 
saved the force approximately £40k annually and a project to review this archive material 
has commenced to assess options around RRD, storage and digital solutions. Dedicated 
staff are now working with heads of departments to help reduce the volume of archives 
held.


•A recent audit and review process has highlighted the necessity for training for police 
officers in exhibit handling. We are developing bespoke training, specifically for scene 
management and preservation, exhibits and deoxyribonucleic acid (DNA) handling, 
footwear and biometrics addressing sergeants and tutor constables in the first instance. 
Sergeant property SPOCs have been identified geographically to cascade guidance.


4. Gaps in meeting anticipated demand


•Despite an anticipated increase in demand, based on the initiatives being enacted to 
better manage property within the force, we predict being able to meet that increased 
workload.


Initial Demand Gap Residual Demand Gap
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10h.  Fleet


The uplift in frontline resources has necessitated an increase in our fleet. Coupled 
with the global market that has seen demand outstrip supply, access to new vehicles 
has been problematic over the last year or so. We anticipate this will continue in the 
medium-term and are planning accordingly to ensure our Fleet department is able 
to meet demand.


1.Assessment of demand


•The uplift in police officer numbers has increased fleet requirements year-on-year from 
2020.


•We have made a commitment to introduce greener vehicles into the force. Our fleet 
currently includes two electric, 40 hybrid and 15 mild-hybrid vehicles. These figures include 
20 newly built Toyota Corolla hybrid response cars.


•While greener vehicles seem less susceptible to breakdown which may result in lower 
workshop requirements in the medium-to-long term, it is likely to increase workload in the 
short-term.


•We operate in-house workshop and fleet operations across two locations within the 
county – Force Headquarters at Sherwood Lodge and Chilwell. We use these sites flexibly 
to balance workloads and position staff where they are needed.


•UK Telematics is now installed throughout the fleet, enabling reporting of vehicle 
utilisation and, through carbon emissions, their environmental impact. This further allows 
us to ensure vehicles are allocated to the correct area within the force.


•Underused vehicles are redistributed to areas requiring greater resource. Telematics KPIs 
are being developed to ensure reports are relevant and meaningful.


•The gradual increase in fleet creates additional demand within our Fleet department. 
We are seeing areas of aging fleet due to ongoing difficulty procuring new vehicles 
as demand far outstrips production. This, consequently, affects the workload of our 
technicians.


2. Assessment of workforce and assets


•Our vehicle fleet has increased from 512 in 2020, to 530 in 2021, 558 in 2022 and 593 
during the 2023/24 fiscal year. We are budgeting for 620 within the fleet by the conclusion 
of the 2024/25 year.


•Following a successful trial of electric bikes, we now have a 29 within the force to 
accompany our 44 standard bicycles.


•Our Fleet department is running with secondees in two key roles (Head of Transport and 
Workshop Manager) pending a recruitment process.


•BMW has removed itself as a blue light manufacturer exposing the national service to an 
element of risk relating to high performance vehicles.


•High performance vehicles are available through other sources, however those 
manufacturers are not currently part of the Blue Light Commercial (BLC) framework. The 
Crown Commercial Service (CCS) framework has less favourable warranty terms, and 
frequently, a lower level of ongoing commitment from the manufacturer.


3. How workforce and assets will meet anticipated demand


•We will remain committed to purchasing an increasing proportion of green vehicles, 
where the technology does not compromise performance.


•With the increase in fleet, we are currently in the process of assessing the workloads of 
our technicians and administrative assistants. It is possible this assessment will necessitate 
a modest increase in both resources over the coming years to match demand.


•We anticipate the factors affecting the global vehicle market may worsen before easing 
during the FMS5 reporting period. We are incorporating extended lead times into our 
plans.


Fleet
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4. Gaps in meeting anticipated demand


•We are confident our fully costed Fleet plans will meet the demands expected of the 
department.


2
Electric vehicles


Year 2020 2021 2022 2023 2024/25
Vehicles 512 530 558 593 620


40
Hybrid vehicles


15
Mild-hybrid vehicles


29
Electric bikes


29
Pedal cycles


Initial Demand Gap Residual Demand Gap


10i. Estates and Facilities


We are a significant way through a long-term process of rationalising our estate 
to maximise its usage, explore collaborative opportunities and find cost savings, 
while simultaneously building environmental sustainability into new projects. We are 
confident our Estates Strategy 2022-26 puts us in an excellent position from which to 
deal with demand. 


1. Assessment of demand


•Our Estates and Facilities Department is continuing to experience elevated levels of 
demand. This has recently been driven by the volume of moves and changes occurring 
throughout the force which are linked to restructures, adaptions in demand and police 
officer uplift.


•We have completed a number of major building projects in the last year or so. The 
cornerstone of our future working strategy relates to the development of our Force 
Headquarters (FHQ) facility that is shared with our Nottinghamshire Fire and Rescue 
Service (NFRS) colleagues. Our force control room and training department have moved 
into a new building, opened in early 2022, with the old control room being converted into 
training and locker room facilities.


•We have also constructed a state-of-the-art SARC facility to meet the new Forensic 
Regulator Standards and support our efforts to achieve UK Accreditation Service (UKAS) 
accreditation. This project was completed in July 2022 and now provides a much-
improved facility for victims of sexual abuse.


•In June 2021, we completed the construction of a new central custody facility known as 
the Nottingham Custody Centre which has replaced our Bridewell facility. This is a 50-cell 
custody provision located on a brown field site adjacent to Radford Road in the city.


•Our Facilities Team led the initial response to ensure our office environments were covid-
secure environments. The workload for the team increased during the pandemic but has 
continued the trend with numerous essential office relocations and adaptions.


•The team received 4,468 maintenance and other associated service requests during 
2022. Additionally, there were 7,915 requests relating to door access.


•Despite the uplift in officer numbers, we anticipate the need for police buildings will 
continue to steadily decrease. Officers and staff working from different locations, co-
located with partners or, where appropriate, from home means there is less need for a 
large estate, and this will reduce longer-term demand for Estates and Facilities.


•Nevertheless, the demand on the department is expected to remain high. This will be 
driven by the need to provide support to our ongoing development as we seek to realise 
efficiency savings to reinvest in frontline policing and improve service delivery to the 
public. We also anticipate new demand arising from a desire to change and reduce our 
environmental impact in line with local and national requirements over the coming years.
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2. Assessment of workforce and assets


•We have a very flexible Estates and Facilities team, who have proven adaptable and 
remain motivated to provide the wider workforce with a working environment which is 
safe, functional, and comfortable. 


•We monitor and manage performance through the CPR and FPB regimes, measured 
against our existing SLA.


•We have continued to invest in relevant development for the team, including a rolling 
programme of statutory H&S and skills training.


•In March 2022, following public consultation, the PCC opted to retain Newark’s police 
station. This led us to sell a surplus building on the site to the East Midlands Ambulance 
Service (EMAS) and has provided a substantial capital receipt. It also precipitated a 
reduction in running costs and has facilitated a blue light partnership hub, allowing 
closer working relationships.


•Following the completion of the new building, the OPCC moved into the FHQ site as their 
lease for external office premises expired. This has provided a cost saving and facilitated 
closer working relationships with the OPCC.


•We have moved the Nottingham City IOM team to an existing city centre leased building 
at no additional rental cost, following the expiry of their external lease.


3. How workforce and assets will meet anticipated demand


•In 2022 the PCC approved a new Estates Strategy (2022 – 2026). Our aims remain to 
deliver a cost effective and efficient estate that is flexible in responding to developing 
service requirements. This will allow us to maintain high quality services and deliver the 
right balance between operational delivery and affordability.


•One of the main strands of the strategy is to put in place necessary arrangements to 
allow the release of the current Riverside private finance initiative (PFI) site in Nottingham 
when it expires in February 2027. As a PFI facility, Riverside is one of our most expensive 
sites and its release will enable significant financial savings. Alternative accommodation 
has been identified for the teams based at Riverside. This will involve a major 
conversion and refurbishment of a building on the FHQ site to provide additional office 
accommodation and the leasing of space within London Road Fire Station. These plans 
will progress in 2023.


•The strategy also proposes a review of the usage of police sites to identify any surplus 
land for sale and development.


•We will continue to implement a comprehensive planned maintenance programme. 
These schemes are included in a four-year capital programme which sees us investing 
around £2m per year. Capital projects are also being developed to meet strategic need, 
ensure demand is met and improve the quality of the estate.


4. Gaps in meeting anticipated demand


•In the short-to-medium term there is limited capacity for dealing with reactive demand 
while current plans and strategic projects are being completed. However, we are 
confident the team has the skills and abilities to cope with this demand.


•In the longer term we expect to be in a particularly advantageous position to meet 
demand.


Service requests 
2022 


4,468


Initial Demand Gap Residual Demand Gap
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10j. Protecting the environment


It seems inevitable that protection of our environment will become an increasingly 
prevalent issue over the next decade. While the nature of policing means elements 
of our business will always leave an environment footprint, we are working hard 
to mitigate and offset this. We are proud of the progress made but are conscious 
pressure to reduce our environmental footprint will continue to grow. We will actively 
seek opportunities to further reduce the impact we make upon our environment over 
the next four years.


1.Assessment of demand


•We recognise our key role in protecting the environment through our organisational 
activities.


•Our Estates and Facilities Department play a lead role in this endeavour supported 
by other key departments such as Fleet, Finance, and Information Services. These 
departments work to a principle of sustainable procurement when buying assets, supplies 
and services.


•The Estates and Facilities team are an active member of the Nottingham City Council 
Carbon Neutral by 2028 (CN28) partnership. This group includes members from many 
public and private sector organisations working together to assess how carbon can be 
reduced within the city.


•In 2011 we developed a Carbon Management Plan which set a target for a net 
reduction in carbon emissions of 30% from our estate with projects and proposals to 
meet that target. We achieved this by the end of the 2018/19 fiscal year, recording a total 
reduction of 38% from the original baseline.


Environmental Protection


2. Assessment of workforce and assets


•We have utilised light emitting diode (LED) lighting, extended double glazing and roof 
insulation, introduced biomass boilers to replace heating oil consumption, and benefited 
from an air source heat pump within our FHQ site.


•Across the force we have renewed outdated heating systems with boilers to provide 
efficient gas heating and reduce energy consumption over many years. 10 sites have 
benefited from the installation of photovoltaic (PV) panels which allow the generation 
of power, and sites have been fitted with automatically controlled LED lighting, extended 
double glazing and loft insulation. We also installed a biomass boiler at our Ollerton site. 


•The Nottingham Custody Centre and FHQ new builds have been designed with a 
strong focus on environmental credentials to minimise carbon emissions and energy 
consumption.


•The roof area at FHQ has been maximised with PV panels to provide electrical power 
direct to the building or return to the grid when there is a surplus. The building fabric has 
been designed with low heat loss and air infiltration to reduce heating requirements. 
In addition, orientation, glazing and solar shading have been considered to limit solar 
gains and cooling requirements. Heating and cooling are provided by high efficiency air 
source heat pump units and ventilation systems utilising heat recovery to minimise heat 
input. Lighting utilises intelligent occupancy and daylight monitoring to minimise artificial 
lighting where not required. A whole building energy management system monitors and 
modulates to meet load requirements based on occupancy, temperature, and air quality.


•The new Nottingham Custody Centre will use electricity to heat and cool the building. 
30% of this electricity will be provided by the 420 metres squared of PV panels on the 
building. A primary focus has been to minimise energy usage by using highly insulated 
materials on the walls, roof, and floor of the building. The new building systems will control 
the heating, ventilation, air conditioning equipment and lighting in the most energy 
efficient way.


•As part of the FHQ car park, six charging points have been installed to enable us to 
operate fully electric pool cars. Two fully electric Nissan Leaf vehicles were purchased 
within last year’s capital budget but due to the global shortage of semiconductors the 
production of these vehicles has been delayed. Additional charge points will be installed 
to futureproof our site. To mitigate the risk of Benefit in Kind taxations for employees using 
a work charging point, it will be possible for employees to setup their own account for the 
charging point suppliers where they can be billed separately for their usage.


•Trials of electric vehicles for use in frontline policing have taken place utilising a BMW 
i3 within our response portfolio. Further trials will take place, but feedback has been very 
encouraging.


•Given the nature of policing we will always need high-powered vehicles that produce 
elevated levels of CO2 emissions, but we will look to offset this with an increasingly low 
emission fleet as part of the natural vehicle replacement programme.
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•The use of National Enabling Programme (NEP) technology for meetings has reduced 
the need for printing. Coupled with a review this has informed our recent strategy to 
replace the end-of-life multi-functional printers (MFPs) resulting in an overall reduction in 
devices from 235 to 145.


•Virtual conferencing facilities have enabled us to reduce travel needs, thereby reducing 
the emissions provided by our staff travelling between force sites. 


•The digital transfer of material with the CPS has immediately reduced the need for 
physical files being prepared to support court proceedings.


•Our tech refresh programme ensures that we are replacing aged equipment with 
energy efficient newer models.


3. How workforce and assets will meet anticipated demand


•Our Estates and Facilities Department will work with the Carbon Trust and produce 
a roadmap to meeting the government’s target of being carbon neutral by 2050. 
They will look at how our emissions could be reduced further by making adaptions 
to our properties that will cut energy use and carbon emissions. Similarly, our estate 
rationalisation will continue to reduce our environmental impact over the next 18 months 
as our footprint reduces. 


•Our Fleet department is planning to expand our electric vehicles over the coming 
years in line with government targets. To encourage staff to transition we are exploring 
an opportunity to introduce an ultra-low emission vehicle (ULEV) Specific Salary Sacrifice 
Scheme to enable staff to use their ULEV for business use. 


•Our IS department will continue to adopt technologies that deliver efficiencies and 
reduce our energy consumption. Fundamental to this will be our continued transition from 
the use of onsite data servers to the use of purpose built and environmentally friendly 
data centres.


4. Gaps in meeting anticipated demand


•We remain committed to a constant programme of environmentally aware renewal 
decisions as part of achieving government targets around carbon neutrality. We remain 
confident that, with the progress already made within force, our carbon footprint will 
continue to reduce over the FMS5 reporting period within our existing departmental 
structures.


•Nevertheless, the cost of implementing new, greener technologies is constantly pitched 
against efforts to achieve value for the taxpayers’ money.


420m2 PV panels on 
the roof of the new 


Nottingham Custody 
Centre


Providing 30% of the 
heating/cooling for the 


building 


Printers on 
Nottinghamshire Police 
buildings: 235 down to 


145


Initial Demand Gap Residual Demand Gap
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11a. East Midlands Police Legal Services


Our established East Midlands Police Legal Services team have noted a significant 
increase in the force’s use of civil orders to protect the most vulnerable in society. We 
predict this trend will continue. The breadth of experience within the team, coupled 
with the flexible operating model, means it is well-placed to service our current and 
anticipated demand. 


1. Assessment of demand


•Our force legal services are delivered by the East Midlands Police Legal Services (EMPLS) 
which is a collaborative unit that provides and procures on behalf of all regional chief 
constables and PCCs.


•Demand is divided across three teams that provide specialist litigation, operational and 
commercial advice.


•The Litigation Team deals with claims for wrongful arrest, false imprisonment, 
misfeasance, malicious prosecution, accidents at work, occupational stress, and road 
accidents. They also provide employment advice as well as representation before 
Employment Tribunals (ETs). In addition, it represents our chief officers’ interests in the 
Independent Inquiry into Child Sex Abuse and the Undercover Policing Inquiry.


•The Operational Team assists in relation to matters of operational policing including civil 
orders and remedies, cash seizures under the Proceeds of Crime Act (POCA), inquests, 
liquor and public entertainment licensing, firearms legislation, public order policing 
advice on police powers (such as the PACE Act, and the Regulation of Investigatory 
Powers Act [RIPA]), advice in relation to terrorism, civil contingencies and the police use 
of firearms. It also provides advice and representation in respect of police misconduct 
before force misconduct panels and referrals to police appeal tribunals.


•The Commercial Team provides advice in connection with a wide range of contractual 
and commercial issues in relation to PCCs and chief constables arising from the 
procurement of goods and services, together with handling legal work concerning the 
sale, acquisition, and leasing of police premises. They also advise on matters of corporate 
compliance.


•We have seen EMPLS demand increase year-on-year since inception in 2013, recording 
annual rises of approximately 15%. During the pandemic, our force demand rose 
significantly (684 new matters in 2019; 894 new matters in 2020 [up 31%]; and 1,122 new 
matters in 2021 [up 26%]) and while this has stabilised in the last year (2022 providing a 
2% increase to 1,141) demand within EMPLS has not reduced to pre-pandemic levels.


•We attribute, in part, this sustained increase in demand to our continued use of 
proactive civil orders to protect the most vulnerable in society. We have recorded 
increases in domestic violence protection orders (58 in 2019 to 2015 in 2022), sex offender 
orders (30 in 2019 increasing to 72 in 2022), applications for disclosure from family 
court (46 in 2019 increasing to 107 in 2022), and Stalking Prevention Orders (0 in 2019 
increasing to 42 in 2022). 


2. Assessment of workforce and assets


•EMPLS has 41 members of staff, including 35 full-time equivalent (FTE) staff, across the 
three teams that make up the unit.


•The EMPLS collaborative model allows us, and the other East Midlands forces, to draw 
upon a large team of lawyers with specialist knowledge across several areas of the 
law. In doing so, that knowledge is obtained at a competitive cost. However, the model 
does not seek to retain all work in-house and recognises that, due to capacity or the 
need for specialist advice or representation, there will be occasions when it is necessary 
or desirable to outsource work. This flexibility to provide or procure legal advice and 
representation is considered the optimum model to deliver performance and maintain 
capacity, capability, and security of supply.


•EMPLS does experience a large staff turnover with employees leaving to pursue 
opportunities in other organisations within the public and private sector. The delays in the 
recruitment and vetting process combined with the increased training needs of new staff 
does place pressure on existing staff.


•While this can give rise to concerns around the wellbeing of the staff, managers are 
aware of the internal support mechanisms in place, should they or any staff member be 
in need. EMPLS has adapted to remote working and continues to explore opportunities 
to promote staff wellbeing and reduce turnover including part-time working feasibility, 
compressed hours, agile working, and greater use of ICT.


•Performance is reported to the regional deputy chief constable and our FEB. In addition, 
the settlement of any claim or instruction that would require expenditure is done so in 
accordance with our Financial Scheme of Delegation.


3. How workforce and assets will meet anticipated demand


•To support us as we change and develop, EMPLS is aware of the need to re-evaluate 
and redesign the way services are delivered. The flexibility of the working model, whereby 
EMPLS undertakes the work or procures external legal providers, allows the team to flex 
with demand. In addition, while the turnover of staff can prove to be a challenge, it does 
provide enhanced opportunity to review structures and continue to meet our current and 
expected demand and recruit accordingly. 


•EMPLS will continue to utilise technology such as our electronic case management 
system which allows the lawyers equipped with laptops and mobile phones to service our 
needs.


•The practice of recording working time in a manner in keeping with the legal profession 
allows us to monitor workloads, identify trends, maximise performance and ensure that 
force needs are effectively serviced.
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4. Gaps in meeting anticipated demand


•We believe EMPLS is well placed to service our current and longer-term demands. This 
is predicated upon the collaborative model not seeking to have permanent resources 
in place to meet all potential demand but seeking to utilise the external legal market to 
provide additional capacity or specialist advice when required and, thus, ensuring an 
effective value for money approach. 


•As the instruction of external solicitors and counsel still requires support from EMPLS 
in terms of instruction and collating evidence, there is a need to ensure the internal 
capacity of EMPLS can continue to provide the primary legal advice and representation 
together with the necessary support and oversight of external matters. If demand does 
exceed internal capacity, or if service levels start to fall below required standards, the 
mostly likely impact would be a need to increase the use of external solicitors and 
counsel.


New matters
2019 v 2020 v 2021 v 2022


648


2019


894


2020


1122


2021


1141


2022


DVPOs
2019 v 2022


648


2019


894


2020


Sex Offender Orders
2019 v 2022


30


2019


72


2020


Stalking Prevention Orders
2019 v 2022


0


2019


42


2020


Full-time equivalent
(FTE)


35


Initial Demand Gap Residual Demand Gap
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11b. EMSOU Major Crime and ROCU


The EMSOU Major Crime and Regional Organised Crime Unit are a valuable resource 
to assist in tackling cross-border crime within the East Midlands region, while also 
providing the five forces with access to scalable assets during periods of peak 
demand. Demand upon EMSOU continues to increase and the team has diversified 
its capabilities in line with emerging threats. We expect demand to rise over the 
next four years and plans are in place to supplement existing resources to meet that 
increase.


1. Assessment of demand


Major Crime


•The Major Crime (MC) team deal with investigations including murder, kidnap 
and corporate manslaughter as a regional resource covering Nottinghamshire, 
Northamptonshire, Leicestershire, Derbyshire, and Lincolnshire.


•Within 2022/23, MC was engaged in 14 Nottinghamshire homicide investigations. Murder 
charges were brought in 11 of these cases. The other three were ‘no-crimed’ following the 
full post-mortem reports. 


•There has also been a review of 11 open major crime investigations governed by the 
force review panel.


•Over the last five years we have seen an increase in demand of 32.5% within MC.


•Our force area has generated the highest number of homicide investigations within 
the region. Over 2022/23, MC has been involved in 47 cases made up as follows – 
Nottinghamshire 14, Derbyshire 11, Northamptonshire 9, Leicestershire 7, Lincolnshire 6.


Regional Organised Crime Unit (ROCU)


•The Regional Intelligence Unit (RIU) has seen greater demand over the last 12 months, 
due in part to an increase in investigations undertaken by MC. We anticipate demand will 
be enhanced as the Crime (Overseas Production Orders) Act (COPO) becomes more 
widely used. We expect this legislation to have a fundament effect on the ROCU too. 


•With an increase in the regional prison estate, we expect demand on the Regional 
Prisons’ Intelligence Unit (RPIU) to increase over the next two to three years. Two of the 
nation’s six ‘super prisons’ are being built within the East Midlands region.


•We expect to see a gradual increase in demand in Tackling Organised Exploitation 
(TOEX) – a unit that was created last year and can assist regional forces with exploitation 
investigations.


•Demand is likely to continue to increase with the onboarding of new teams over the next 
few years including the Proactive Economic Crime Team (PECT). It is assessed that the 
cost-of-living crisis could lead to an increase in criminal offending, but it is unclear at this 
stage what impact this may have on ROCU.


•Technical Services in line with other regional teams have seen an increase in demand 
and will continue to do so with the greater resilience in digital evidence and intelligence.


2. Assessment of workforce and assets


Major Crime


•We have a full complement of leadership within the MC, with one DCI and three DIs. 
Although not yet fully accredited, each of these SIOs has undertaken their PIP3 courses 
and are at varying stages of assessment. In order to mitigate this short-lived risk, we are 
able to call upon the services of PIP3 SIOs from across the region. 


•The unit comprises of four DS,’ 16 DCs and 10 PSIs. Of those PSIs four perform the role 
of exhibits and disclosure officers. The unit currently carries four PSI, two DS and 2.5 DC 
vacancies.


•All constables in the unit must be PIP2 accredited. In addition, staff are tier 3 and 
5 interviewers, FLOs or telephone liaison officers with specialist training provided to 
the disclosure and exhibits officers. The force has recently recruited into the reader/
receiver role for major incident room standardised administrative procedures (MIRSAP) 
compliance and are recruiting into the DMI vacancy to ensure that demand is not 
pushed to other force departments.


•The Holmes team comprises one Holmes manager, six indexers and two typists. This 
team also provides support for Disaster Victim Identification (DVI) and Casualty Bureau 
incidents.


•A recent major murder investigation, involving 13 charged suspects, taxed our resourcing 
levels. It required the dedicated assignment of a DS and three staff and coincided with 
our force suffering four murders within a month, placing significant strain on the unit.


Environmental Protection
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ROCU


•EMSOU ROCU is in a strong position and has a range of departments to support 
operational activity both from the national agencies who submit referrals and the five 
forces it serves. 


•In many of the EMSOU business areas overtime is being utilised to meet demand, which 
is not a sustainable position. Efforts are ongoing to provide resilience in these areas and 
review workloads and priorities. The unit is carrying several vacancies, with a new hybrid 
working scheme likely to be instrumental in fill those gaps.


•The ROCU comprises both police officers (seconded from all five forces) and staff 
(totalling 476 as of February 2023). Currently we supply into 41 police officer roles, from 
constable up to detective superintendent.


3. How workforce and assets will meet anticipated demand


Major Crime


•The unit has recently increased its statement of expectation to ensure that existing 
officers have sufficient experience to provide the necessary support to staff joining the 
unit. This will mitigate the risk of inexperienced officers dealing with the most serious crime. 
MC has a formal interview process to ensure the department has officers with the relevant 
skills and experience.


•There have been several proposals from the region to increase the number of staff 
in the individual hubs. We will consider this at our next round of annual departmental 
assessments (ADAs) to ensure the unit is staffed sufficiently to meet demand.


•The increased provision of training courses, particularly for digital forensics, has reduced 
the single person dependency for some roles.


ROCU


•Within the introduction of TOEX and PECT, EMSOU should be in a better position to tackle 
some of the higher threats posed by regional organised crime groups.


•As part of the governmental programme to increase police officer numbers, EMSOU is 
looking to increase its police officer posts by 28 over the next 12 months.


•The Workforce Planning meeting discusses areas such as establishment, recruitment, 
sickness, and EDI data in more detail. It identifies gaps and trends and gives a platform to 
discuss methods of tackling the issues highlighted.


4. Gaps in meeting anticipated demand


Major Crime


•It is our assessment that demand upon EMSOU-MC will increase over the next four 
years. We think it is likely the force-specific increase may be higher than elsewhere in the 
region. It is possible that we will need to invest further in MC over the next four years to 
accommodate this increased demand.


ROCU


•The ROCU currently uses APMIS to capture demand for regional SOC resources. Over the 
next 12 months work will continue in capturing unmet demand, this will allow us to plan 
accordingly for the future.


•Work is underway to establish the tools and technology that could assist intelligence 
analysts, and others, in preparing submissions for court, given an increase in volume and 
complexity. 


Major Crime Cases 2022/23
Nottinghamshire 14
Derbyshire 11
Northamptonshire 9
Leicestershire 7
Lincolnshire 6
Overall 47
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Initial Demand Gap Residual Demand Gap


11c. EMSOU Forensic Services


The five force EMSOU-FS collaboration provides us with a critical service. Recent 
demand surges have not been met by workforce increases and, with forecasts 
indicating further workload growth across most EMSOU-FS areas, the service is 
reaching a critical point where significant investment may be required for them to 
maintain their current service.


1.Assessment of demand


•East Midlands Special Operations Unit Forensic Services (EMSOU-FS) is a collaboration 
acting on behalf of the five regional police forces. We undertake crime scene 
investigation by locally appointed investigators (CSIs) who are managed by EMSOU-FS. 
All other forensic analysis services are provided centrally or through our external forensic 
contract with Cellmark.


•EMSOU-FS’ central capabilities include the Forensic Case Management Unit (FCMU), 
Exhibit Handling Unit, Forensic Analytical Laboratory Services (FASLab), Regional 
Fingerprint Bureau Service (RFB), Biometrics Services and Drugs Services.


•During 2022, regional CSIs attended 2,366 crimes, equating to 2.3% of our recorded 
crime. 40% of this demand related to residential burglaries and serious and major crime 
equated for 11%. The latter tends to provide more complex requirements, have higher 
attendance times, require multiple CSIs, and involve increased exhibit recoveries and 
submissions.


•We do not consider the recent national commitment by the NPCC that forces will attend 
100% of residential burglaries will affect CSI demand over the next four years, given that 
has been the position within Nottinghamshire for many years.


•The increase in police officer numbers is likely to lead to more crimes being investigated 
and, by extension, greater demand on our forensic services.


•Over 2023, we are forecasting a 5% increase in demand, which remains 32% below pre-
pandemic levels. This is largely attributable to a decline in serious acquisitive crime since 
2020.


•Between 2022 and 2026 we predict the RFB will see a 9% increase in marks. This increase 
will occur predominantly during 2024 and 2025. We forecast the FASLab will see a 12% 
increase between 2022 and 2025 before falling slightly in 2026. This corresponds to an 
additional 2,591 marks submitted to RFB and a further 1,061 exhibits into the FASLab. 
These increases, if accurate, would require additional staffing.


•Our CSIs recovered fingerprints at 44% of crimes attended in Nottinghamshire during 
2022, which was above the regional average. We also saw the highest DNA conversion 
rate at 42% against the regional average of 34%.







206 207


•EMSOU-FS’ current contract is now coming to the end of year six. The initial contract was 
for seven years, with the opportunity to extend to 10 years on a year-by-year basis. Since 
the commencement of the contract, market prices have increased and an investment of 
30-40% is predicted to maintain the current service once the existing agreement expires.


•Sexual offences are an increasing area of business for EMSOU-FS. Over a two-year period, 
there has been an increase of 27% in authorised exhibits. We anticipate that, over the next 
four years, we can expect to see an upturn each year.


•To assist with the decline of biometric enrolment by almost a half for both fingerprints 
and DNA over the last decade, work is underway to influence change to the legislation 
restrictions and to support forces to use voluntary attendance (VA) appropriately. Our 
Biometric SPOC is working at a national level and with our PCC, who intends to raise the 
issue at ministerial level to lobby for change.


•A Custody and Voluntary Attendance Quality Assurance Report is provided to forces 
monthly for both monitoring and appropriate actions.


•We have created a webform on Niche to guide our officers through the process of using 
fingerprint ink strips and advise how to take good samples at the right time.


•We anticipate drug submissions will plateau and show a small decline over the next four 
years. Our force accounts for 30% of all drugs submissions into EMSOU-FS. 


2. Assessment of workforce and assets


•Our CSIs have the ability to work cross-border for peaks in demand and have all the 
necessary equipment to perform their role as an effective replacement is in place within 
each regional force.


•Recruitment and retention of staff remains an issue for both CSI and EMSOU-FS’ central 
service units. The recruitment period coupled with the length of time to train and accredit 
staff provides a challenge when seeking to fill vacancies.


•We have seen a high number of laboratory staff within the Drugs Unit leave for better 
paid positions within private industry. This has necessitated the outsourcing of work to 
meet deadlines.


•Staffing investment since the collaboration commenced in 2013 has been limited to 
the Drugs and Quality Units. Demand currently outstrips supply which is impeding the 
functionality of the service.


•High workloads increase the likelihood of errors and manifest in stress and poor morale. 
Managers within the service are aware of the demands being placed on staff within 
EMSOU-FS and are working to improve wellbeing.


•All staff have access to, and are encouraged to engage with, local force health and 
wellbeing programmes. We have an established Wellbeing Strategy as described earlier in 
this document.


•Training, maintaining the competency of staff within EMSOU-FS, and the validation of 
processes and equipment is time-intensive for both CSI and central service units. The 
demands of accreditation alongside staffing levels and increase in workloads is slowing 
the pace of accrediting new equipment and processes which, in turn, impacts on the 
timeliness of the service the function can provide.


•The quality of forensic work requests (FWRs) remains inconsistent and only marginal 
improvement has been noted since FMS4. Poor quality FWRs lead to additional work and 
delays across the central service units.


•All CSI staff are trained to the required level for their role and, as part of accreditation 
to ISO 17020, the working practices and processes are regional and aligned across all 
CSI teams. This ensures the service delivered is consistent irrespective of where the force 
investigator is located. Access to effective and efficient IT systems and availability of 
vehicles enables CSI staff to react to and manage demand.


•Over the last two years investments have been made in IT and specialised forensic 
equipment. IT replacements have supported the EMSOU-FS central units and our CSI staff 
with new ways of working, enabling hot-desking and location flexibility. Nevertheless, IT 
issues remain an inhibiter for the teams within EMSOU-FS and continued specialist support 
is key for the function. Non-workforce assets such as IT and vehicles directly impact on the 
ability to manage demand.


•The service is required to operate at specified standards despite demand generally 
exceeding capacity. Processes have been implemented to manage priorities to ensure 
key dates are met, but the team are continually seeking to improve procedures.


•Accreditation is now in place for volume crime activities in one of EMSOU-FS’ regional CSI 
bases, and further UKAS assessments are planned. The Nottinghamshire CSI base UKAS 
assessment is currently expected in 2024. This is, however, dependent on the sign off of the 
revised Section 22 Agreement.


•In 2022/23, the EMSOU-FS central services units maintained accreditation to ISO 17025 
for the established accredited activities. It is important to note that the breadth of 
accreditation may be required across other central services units. The time that would be 
required to deliver and maintain this affects the service’s capacity to continue to meet 
operational demand with the current staffing levels.


•Training, maintaining competency of our staff and the validation of processes for 
methods and equipment is time intensive for both CSI and the central services units. The 
demands of accreditation alongside static staffing levels and increasing workloads are 
slowing the pace of accrediting new equipment and processes. Completion of these 
mandate requirements will enhance the ability of the teams to impact investigation and 
their timeliness which, ultimately, effects the whole criminal justice process.


•Our CSIs are a committed team that work effectively to meet the demands of the role. 
The provision of tablet devices would further enhance their capabilities.
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3. How workforce and assets will meet anticipated demand


•Work continues with Professor Gillian Tully to achieve and maintain the team’s standards 
of service in compliance with the Forensic Science Regulator (FSR) and ISO standards 
17025/7020.


•The Regional Forensic Gold Quality, Accreditation and Governance Group has 
developed a Drugs Strategy to help review and understand the demand upon EMSOU-FS’ 
Drugs Unit and plans are being formed to implement a drugs case management system.


•Following the departure of EMSOU-FS’ Training and Competency Coordinator, a review 
of training needs is underway. The review will look at current internal training, evaluate 
existing processes and source a training platform.


•The EMSOU-FS RASSO project aims to assist several key partners, including local RASSO 
teams to improve forensic evidence capture in rape, digital penetration, and sexual 
exploitation investigations.


•The service is involved in an array of other projects designed to manage demand. These 
include the Retention and Disposal Project (to review and manage stored information), 
the Barcode Project (to streamline movement of property and exhibits), the Wellbeing 
Wearable Research Project (a funded piece of research to pre-empt stress and burnout of 
forensic staff working in stressful roles) and the Review of Staffing and Vacancies (aimed 
to ensure appointments are made to the areas of greatest need).


•The Forensic Science Regulator Act 2021 requires the Regulator to prepare and publish a 
Code of Practice about forensic science activities in England and Wales. The Code builds 
on the existing non-statutory Code of Practice and Conduct and is due to come into 
effect on 2 October 2023. A period of transition from the current non-statutory codes will 
precede the commencement date.


Forensics


4. Gaps in meeting anticipated demand


•Even with the many initiatives EMSOU-FS are putting in place it is difficult to determine the 
extent to which demand will be met.


•If there is no increase in establishment, the current workforce will not be able to meet 
the forecasted demand. Consequently, decisions would need to be made in respect of 
prioritisation and commissioning of work.


•For CSI, ISO accreditation to 17020 will be a constant demand, which will be progressed 
over many years until all CSI practice and process are compliant. This is a key piece of 
work which will necessitate staff abstraction.


•Failure to meet the submissions to our Forensic Service Provider including RTTox drugs 
samples. We will fail to meet the submission deadlines to our Forensic Service Provider, 
including RTTox drugs samples, if any increase in demand is experienced without 
additional investment.


The associated risks are as follows:


•Missing of key CJ dates including statutory time limits and associated risks in respect of 
safeguarding and damage to reputation of policing across the East Midlands region. 


•Should we exceed our contracted capacity tolerances there would be a requirement for 
additional end of year funding or decisions not to have forensic analysis undertaken.


•The possibility of missed opportunities such as failure to detect drug drivers or fatalities 
due to RTTox Drugs.


•EMSOU-FS’ Quality Unit will work with the existing accredited units to transition over to the 
new Code. There will be a requirement for UKAS to assess the accredited units between 
now and commencement to ensure compliance. UKAS has recently published guidance 
in a technical bulletin. However, forces need to determine the impact of the new FSR 
Code on forensic activities currently not in scope. We will need to make further decisions 
around fire scene investigation, collision investigation, CCTV and SARCs, as well as many 
activities undertaken in the DFU. The forensic services within these units not within scope 
will need to declare they are not accredited when reporting their findings.


•The cost impact of accreditation and the new Code is not yet fully understood. 
Work is being carried out by the Forensic Capability Network (FCN), on behalf of the 
National Police Chiefs’ Council (NPCC) to collate costs associated with the Code and 
accreditation. 


•Increases in sickness and staff vacancies emanating from the additional stresses and 
pressure of working in an environment where demand outstrips available capacity as a 
norm.


•High turnover of trained staff, leaving gaps in our competency.
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The Race Action Plan


In 2022 the NPCC published its Race Action Plan, intended as its commitment to building 
an anti-racist police service. The catalyst for the plan was the deep concerns about 
social injustice expressed by Black people across the globe following the murder of 
George Floyd at the hands of police officers in Minneapolis, USA during the summer of 
2020. Policing in Britain has had its own difficult history with Black communities. After the 
1981 riots, the Scarman report was critical of the impact of policing on black Britain and, 
following the murder of Stephen Lawrence in 1992, the subsequent Inquiry led by Sir 
William McPherson attributed institutional racism to the Metropolitan Police Service. Sir 
William Macpherson defined institutional racism as:


“The collective failure of an organisation to provide an appropriate and professional 
service to people because of their colour, culture or ethnic origin. It can be seen or 
detected in processes, attitudes and behaviour which amount to discrimination through 
unwitting prejudice, ignorance, thoughtlessness and racial stereotyping.”


The service has done much to address racism in the police and society over the 
intervening years, but change has not been fast or significant enough to secure 
the confidence of Black people within our communities. Policing powers are 
disproportionately applied to Black people. Black officers and staff leave policing earlier 
in their careers and the service has seen only two Black officers reach the rank of chief 
constable or assistant commissioner in UK policing history. 


More needs to be done and, within Nottinghamshire Police, we are absolutely committed 
to ensuring all our communities feel safe and listened to. We will deliver policing in the 
county with compassion, fairness and integrity and will strive to make our workforce as 
representative of the communities we serve as we can. Trust is easy to lose and hard to 
gain but we are determined, through our actions, to earn it.


We have created a bespoke, local Race Action Plan to address trust among BAME, rather 
than solely Black communities, and to create an organisation that is anti-racist. Our 
rationale is that marginalised communities all need our support, and numbers from all 
BAME communities are low within our service. The plan is based around four pillars. Here, 
with our plan in its infancy, we explain how me intend to achieve those goals.


Our work to build sustainable trust across the county, but particularly within the 
BAME communities we serve, is ongoing. The Race Action Plan underpins this effort. 
We will build on these early foundations to ensure we provide a police service that 
engages and develops trusted relationships with our BAME communities. We will 
create an environment that allows our BAME communities to feel safe and listened to, 
and truly represents, and is representative of, everyone who lives or works in, or visits, 
Nottinghamshire. 


Pillar 1: Black people and communities are properly represented within policing, with 
an internal culture that promotes inclusivity and supports their development and 
progression


For years, Black communities have been under-represented within British policing, a 
problem which has been highlighted in several reports over the last 25 years, including 
Scarman, Macpherson and, in 2023, the Casey report. The importance of genuine 
community representation within a model which operates on policing by consent is 
critical to maintaining its legitimacy and success – perhaps more now than ever. We 
know, as a service, we have much still to do.


We are cognisant of the diversity within Nottinghamshire’s communities, and recruitment 
from them is vital to enhancing trust and legitimacy. However, we know retention and 
progression are equally important concepts.


Recruitment from all our communities is predicated on building trust within them. A 
crucial element in developing trust and confidence in our service is understanding our 
internal culture, and how that might impact on retention and progression of our BAME 
staff. To provide a baseline of our position, we conducted an internal staff survey in late 
2022, the findings of which were fed back to our Chief Officer Team (COT). The responses 
to the survey were anonymised and shared with People Services for utilisation in an 
internal awareness campaign around respect and tolerance.


Through the success of our Operation Uplift programme, we have enhanced our BAME 
representation level at one of the fastest rates among UK police forces. Our representation 
increased from under 4% to over 7% within 18 months – an achievement that received 
national recognition. Crucially, it assists in our ambition to better reflect the communities 
we serve. The increase in BAME officers joining Nottinghamshire Police has also assisted 
in providing greater representation of officers at rank, some which has been a challenge 
within British policing for some considerable time.


To ensure we retain BAME talent we have created an internal retention group which 
will allow us to focus on localised challenges and provide tailored support to those 
considering exiting our organisation. We recognise the need to better evaluate the 
reasons why people are leaving the service. This process will assist us in identifying trends 
and putting in place measures to inhibit further loss of talent, linking directly to the 
recommendations in the 2023 Casey report about policing culture and leadership.


To coalesce internal culture around the importance of the Race Action Plan, we will be 
providing bespoke training to all levels of our organisation. This training will explain the 
complex history of the relationships between BAME communities and the police service 
and articulate the critical importance of developing an organisation culture which allows 
staff from all backgrounds to feel valued, supported, and able to progress.
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Pillar 2: Black people and communities are not over-policed and treated in a fair 
and equitable way


Concerns about the over-policing of Black communities are long-standing and there is a 
body of evidence that points to racial disparities in the use of police powers at a national 
level. Policing and other bodies are entrusted with powers on behalf of the public. It 
is critical; therefore, these powers are used in a fair and transparent way that seeks to 
protect the public and secures trust from all communities. The misuse of any power 
undermines public trust and confidence which, over time, could lead communities to 
question the legitimacy of the service and withdraw consent to be policed by it. This pillar 
aims to create a police service that is fair, respectful, and equitable in its actions towards 
BAME people.


We have moved to recording stop and search through NAPPS with a dashboard into 
Power-BI. This allows us to present and analyse the use of the power more efficiently and 
effectively. We have commenced a programme of training to all frontline officers on 
stop and search powers. Not only does this training provide a refresher of the powers 
themselves but, crucially, it does so within the context of the Race Action Plan and 
articulates both the history of the power within BAME communities and what these 
groups are telling us about their interactions with the police. The training has included a 
video with young members from our BAME communities discussing positive and negative 
experiences of stop and search. Key members of the MBLC have attended internal 
training sessions. We have mandated activation of BWV stop and search encounters and 
supervisors must view these interactions as part of their review. The Independent Scrutiny 
Panel is in place to allow external examination of the power and we are reinvigorating our 
Ride Along scheme, which offers members of the public the chance to join our officers on 
patrol, to provide further transparency.


Use of force is recorded by officers on a web-form and a report is created from 
Management Information, which we hope will transition to Power-BI in the future. This data 
provides a breadth of information about our use of force and delivers analytical tools 
including a disproportionality calculator. Our Use of Force Board reports into the Tactical 
Diversity and Inclusion Board and the Independent Scrutiny Board will add a level of 
external examination of our actions.


Taser usage is recorded on the Chronicle system and incorporates whether BWV was 
activated during the interaction. Taser officers receive bespoke training, as well as annual 
CPD. Our force lead is reviewing how we incorporate Race Action Plan recommendations 
around communication and de-escalation into that training. There is a quarterly tactical 
meeting where Taser deployment and usage, including any disproportionality, is reviewed. 
Each Taser deployment form is evaluated by our trainers, although currently BWV is not 
routinely reviewed. There is no external scrutiny of our Taser usage at present. 


We do not currently record our S163 Road Traffic Act stops, although we have mandated 
officers activate their BWV when stopping vehicles. Our aspiration is to record each stop 
on NAPPS to enable us to report on the volume and demography of interactions in 2024.


Pillar 3: Black people and communities are routinely involved in the governance of 
policing


If our aim is to achieve a sustainable improvement in trust levels within BAME communities, 
we need to provide assurance about our implementation of policing practices by 
involving their representatives within our governance structures. We are in the process of 
collating and assessing engagement activity and considering what initiatives we can 
adopt to involve BAME communities in some of our decision-making processes.


Within this pillar we are:


•Undertaking consultation with our force lead on VAWG to capture best practice around 
engagement.


•Supporting an initiative to deliver Black history training to our new recruits, PCSOs and 
tutors. We are now rolling this training out to our senior leaders.


•Focussing our coaches on supporting BAME staff, being particularly cognisant of 
difficulties encountered retaining officers during year two of their recruitment.


•Running Action Learning groups designed to support coaching activity, and identify and 
address areas for development within our culture.


•Utilising the information collated by our internal survey (referred to within Pillar 1) to 
devise an internal media strategy and develop a campaign to highlight the issues raised.


•Progressing engagement activities to identify issues causing our communities concern.


•Revamping our approach to ensure our entire workforce sees community engagement 
as its responsibility. 


Pillar 4: Black people are not ‘under-protected’ and are properly supported as 
victims of crime and as vulnerable groups


To maintain an environment that allows policing by consent, it is essential everyone feels 
properly, and equally, protected, and supported by the service. We have divided our work 
around this pillar into six workstreams in line with the national Race Action Plan.


We are developing a national programme of work, engaging the NPCC, the APCC and 
the College, to understand which crime types have a disproportional impact on BAME 
people and the service level that BAME victims receive. 


Through our Vulnerability Hub, we will develop a more effective police response to hate 
crime committed against BAME people, including online and on social media, to improve 
governance, understanding and police response.
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We are working to improve understanding, police interaction and support for vulnerable 
groups within BAME communities, including:  


•Addressing the criminal exploitation of vulnerable young BAME people  


•Disrupting the cycle of victims becoming offenders  


•Ensuring the consistent use of age-appropriate policing  


•Improving police response and effectiveness in supporting missing persons from BAME 
communities  


•Improving police response and effectiveness in supporting vulnerable BAME people with 
mental ill-health issues  


PCCs are leading a refresh of local crime prevention plans to improve support to BAME 
communities, to reduce the victimisation and marginalisation experienced by BAME 
people, and to improve victim satisfaction. 


We will be part of establishing a National Black Mentoring Scheme to develop a national 
register and cohort of peer mentors from Black communities to work with frontline 
officers, chief officer teams and national policing bodies to improve engagement with, 
understanding of, and support for marginalised Black communities. 


The NPCC and the CoP to work with PCCs and departments across government to 
explore opportunities to secure additional funding to support more effective outcomes for 
Black people.


We are engaging with the NPCC Pillar 4 leads and pilot forces to improve police and 
partnership data collection, allowing us to identify disproportionality and harness 
opportunities to improve the service we provide to BAME communities and victims. We are 
in the process of developing a Power-BI performance tool designed to improve our data 
collection and are working with victim support providers to develop bespoke packages 
tailored toward Black victims’ needs. New officers receive specific training from victim 
services and CPS case workers which discusses the existing provision designed to protect 
and empower victims of crime.


We have undertaken a review of our hate crime and mental health processes and are 
developing more culturally aware systems and processes. Within our partnership mental 
health triage assessment there are now specific elements designed to identify specific 
the specific needs of a BAME patient.


We have engaged our force IAG, VRP Community Ambassadors, a variety of other 
community groups and our engagement officers in our Race Action Plan work. Our 
programme of engagement with young people is being reviewed to ensure our SEIU and 
youth outreach provisions are being targeted toward the right people at the right time. We 
are determined to ensure we are as accessible as possible within our communities.


Focus on:
Violence 
Against Women 
and Girls
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Background


In December 2021, the NPCC and CoP published a new framework on the management 
of VAWG. It was born from a recognition coordination and consistency of response was 
required across the country’s 43 forces to ensure the required change in police handling 
of VAWG occurred.


This structure was designed to provide intense focus upon VAWG, and ensure victims 
receive a consistently high standard of service whoever, and wherever, they were. The 
framework was developed by DCC Maggie Blyth, the national lead for VAWG, alongside 
other experts across policing, politics, academia, and other key stakeholders. 


The social context for this change was founded on a series of tragic VAWG-based 
incidents which occurred, and received significant media coverage and political 
commentary, during 2021. These incidents included the murders of Sarah Everard, in 
March, and Sabina Nessa, in September, which saw both women attacked and killed by 
strangers while walking on the capital’s streets. In the former case, the offender proved 
to be a serving Metropolitan Police officer. Wayne Couzens, who, although off-duty at the 
time, used his position as a police officer to kidnap, rape and murder Sarah Everard. The 
ensuing national outcry reinforced that a whole system approach to VAWG was required 
to rebuild trust and confidence between the public and the police. 


As a force we continue to develop and implement our dedicated VAWG strategy, 
documenting how we are working to rebuild the trust and confidence of women and girls 
in our communities and how we are tackling perpetrators of all such offences. Making 
Nottinghamshire a safe space, be that in public, in the home or online, remains our 
unequivocal priority. Via strategic and national meetings, our tactical plan is monitored to 
ensure progress and alignment to the joint strategy released by the NPCC and the CoP. 
VAWG is now included in the Strategic Policing Requirement, meaning it is treated on the 
same seriousness of offending related to terrorism and child abuse. We are determined 
to avoid complacency, however, and will not lose the momentum we have gained. While 
there have been significant strides within policing, there have also been further VAWG-
related incidents that have further damaged the public trust. Further examples of police 
officer criminality and misconduct have been identified, investigated, and rooted out 
of policing. This includes former Metropolitan Police officer David Carrick who, while in 
service used his position to coerce and abuse women. 


Baroness Casey’s review into the standards of behaviour and the internal culture of the 
Metropolitan Police Service was released in March 2023. This identified her grave levels 
of concern and identified that public trust must be restored. Nottinghamshire Police is 
committed to protecting women and children and building on the trust and confidence 
of our communities – this remains our unwavering priority. 


We are committed to challenging VAWG on all levels, from serious violence to sexism and 
misogyny, replacing an environment where women and girls feel vulnerable with one 
which is hostile toward those who would perpetrate violence toward them.


Defining the problem


It is important to be reminded of the statistics that underpin the importance of tackling 
violence that women and girls suffer daily. A woman is killed by a man every three days in 
the UK. Domestic abuse makes up 18% of all recorded crime in England and Wales. In the 
last year (2022) there were 194,683 sexual offences recorded in the UK – 70,330 related to 
rape.


These statistics demonstrate that VAWG is widespread within society and our motivation is 
to ensure that VAWG is an absolute and immediate priority for our officers and staff. 


How will we achieve a safer environment for women and girls?


The national framework delivery calls for the immediate and unequivocal prioritisation 
of VAWG with a focus on the prevention within the most dangerous online, private, and 
public spaces. In March 2022 we delivered the VAWG Strategy and the performance 
framework to underpin our delivery. Quarterly tactical and strategic meetings provided a 
local framework for quality assurance, ensuring accountability and monitoring progress 
against all objectives.
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This tactical plan contains detailed actions collaborating with partner agencies and 
stakeholders to ensure a whole system approach. In line with government direction and 
the PEEL assessment framework, partnership working is central to our response and vital 
to tackling VAWG. Cross-organisational approaches ensure complex issues and problems 
can be efficiently tackled providing long-term solutions and support networks to all 
vulnerable women and girls. Data sharing and mutual support arrangements ensure the 
right resources are in the right place, at the right time. 


Cross-organisational meetings with the Nottinghamshire PCC have assisted in the 
creation of their VAWG strategy which is aligned to our tactical plan, ensuring consistency 
of approach and mutual co-operation. 


Pillar 1: Build Trust and Confidence


Public trust and confidence are crucial to our legitimacy. We are empathetic to the 
concerns of our communities and are committed to ensuring we understand their 
concerns and create genuine and sustainable dialogue. From Chief Constable Kate 
Meynell, our vision for Nottinghamshire Police is clear: we will deliver an outstanding 
service to our communities that we can all be proud of, and we will do this by ensuring 
that we fight crime, protect vulnerable people, and engage our communities. This vision is 
reflected in our VAWG strategy.


To achieve the Chief Constable of Nottinghamshire Police’s vision, we will ensure:


•Our PSD will thoroughly investigate all allegations of police perpetrator abuse, including 
accusations of sexual misconduct, abuse of position for a sexual purpose (APSP) and 
domestic abuse. Any misconduct will be subject to robust investigation and, where 
required, misconduct proceedings undertaken in a timely manner.


•Through vetting procedures all relevant checks are conducted in a timely and robust 
manner, adhering to national guidelines. Any concerns raised will be subject to scrutiny 
ensuring only those with the correct credentials can enter the organisation. Officers and 
staff continue to be vetted throughout their service, dependant on role, ensuring they 
continue to meet stringent criteria.


•Through continual reflection we identify best practice nationwide, improving our service 
to women and girls.


•We challenge and address inappropriate behaviours and attitudes including sexism 
and misogyny within policing, establish a strong ‘Call it Out’ culture and focus on men 
being ‘upstanders,’ rather than ‘bystanders,’ to such behaviour.


•We involve VAWG organisations, including charities supporting Black and marginalised 
women and advocates with first-hand experience, in moulding service delivery. The aim 
is to involve representatives in every stage of the investigative process and enhance our 
ability to communicate with harder to reach communities. 


•We have created sufficient capacity and capability, in the form of VAWG specialist 
investigators, to provide the highest standard of service for victims. 


What have we achieved to date?


•We continue to deliver ‘Safer Streets 4’, which granted Nottinghamshire Police £3m. Four 
areas of Nottinghamshire received this funding including: South Nottinghamshire, City 
Central, Mansfield and Ashfield, and Bassetlaw, Newark, and Sherwood (BNS). We have 
currently delivered on initiatives including increased police patrols, enhanced CCTV 
coverage in identified higher-risk areas, expanded ANPR and improved street lighting in 
localities of concern. Local wardens have been employed in BNS who continue to patrol 
areas the public have previously reported feeling unsafe. 


•We have undertaken an analysis of specialisms within the force, have identified and are 
addressing gaps in knowledge or skills, focused on training officers and staff to ensure 
we honour our commitments to victim care. We are bolstering the numbers of detectives 
in specialist roles to enhance our investigative capability and improve the number of 
offenders we are successfully prosecuting.


•We have conducted a full review of all cases of PPDA. Our PSD has identified areas 
of learning and best practice that will ensure allegations of PPDA are thoroughly 
investigated and any officer involved is subject to robust, and expeditious, criminal, and 
internal disciplinary, procedures.


•An internal sexual harassment survey has been conducted to understand how women 
within our organisation feel and to identify areas of concern within our organisational 
culture. Listening Circles, peer support groups, aim to further understand and tackle 
misogyny and inappropriate behaviour.


•We are collaborating with Communities Inc, who are delivering sessions to our staff to 
educate about the damage toxic culture, attitudes and behaviours can have, specifically 
around sexism and misogyny. 


•Force policies and strategies are being reviewed to ensure the importance of VAWG is 
incorporated where applicable.


•Our Insight Team continues to conduct regular victim satisfaction surveys to assess our 
response to crimes such as domestic abuse, rape and sexual offences, stalking, hate 
crime and non-domestic related violence against women and girls. The results of these 
surveys will then be compared to, and combined with, the national victim satisfaction 
surveys currently being developed by the NPCC and Home Office, and allow us to assess 
what we are getting right and what we can do better.


•We continue to review public survey responses to VAWG to ensure continual 
improvement in our service delivery. Survey responses April 2021-May 2022 demonstrated 
that, based on their experience with Nottinghamshire Police, 89.2% of female domestic 
abuse survivors were more likely to report an incident in the future if required.


•A comprehensive STRA has been completed by our CCU within PSD with a strong focus 
on inhibiting and tackling APSP. 


•We have worked closely with the OPCC and more than 30 partnership and third sector 
organisations to ensure a consistent approach to tackling VAWG.
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•Alongside community members, we continue to develop our Girls and Women’s 
Engagement Network (GWEN) which aims to identify all women’s groups within the 
county and establish regular meetings with staff from our NPTs to build relationships and 
offer support forum to report concerns.


•We continue to increase our work with schools and youth groups to educate about 
VAWG. Our inputs include stalking, harassment, domestic abuse, healthy relationships, 
consent, knife crime, and child sexual and criminal exploitation. 


•We benefit from community involvement in our adult and youth independent advisory 
groups (IAGs) and scrutiny panels in developing our response to VAWG. Scrutiny is pivotal 
in understanding the needs of our communities and any barriers to our response to them.


•The recruitment of women and girls into the organisation is a focus of the VAWG strategy. 
In line with the Race Action Plan, we aim to increase the diversity of our organisation to be 
truly representative of the communities we serve. We will continue to focus our recruitment 
events and community relations to create an organisation that embraces diversity and 
culture. 


Pillar 2: Relentless Perpetrator Pursuit


Our actions include: 


•Targeting, relentlessly pursuing, and actively managing the most dangerous and prolific 
offenders. We proactively identify those who pose the highest risk of harm to women and 
girls and ensure a multi-agency response to reduce and, prevent, offending. Using an 
integrated approach to maximise the effectiveness of education, disruption, and diversion 
tactics.


•Making better use of police powers to protect women and girls and manage 
perpetrators. We are using protective and preventative tools including civil orders and 
ensuring breaches are dealt with both expeditiously and robustly.


•Adopting a trauma-aware approach to support victims through the criminal justice 
process and focusing on evidence-led prosecutions where necessary. Through this, we 
will raise awareness of how trauma can affect victims and be able to provide a bespoke 
service to those in need.


•Ensuring enhanced supervision of VAWG investigations, with greater scrutiny of cases 
which have been finalised with evidential difficulties, to maximise police action.


•The creation of a Local Implementation Team (LIT) in response to the recommendations 
from Operation Soteria/Bluestone, the government’s end-to-end rape review. The 
recommendations aim to reduce attrition rates of sexual offences and provide an 
enhanced service to survivors, ensuring support and understanding throughout their 
interactions with the police and the criminal justice system. 


What have we done so far?


•We are actively managing and targeting the most dangerous and prolific offenders 
ensuring domestic violence protection orders (DVPOs), domestic violence protection 
notices (DVPNs), stalking protection orders (SPOs) and sexual harm prevention orders 
(SHPOs) are applied for, and obtained, wherever possible. Our use of DVPNs, for example, 
has increased by 300%, demonstrating the effectiveness of our education work in raising 
awareness of these offender management orders.


•We have developed up to date 4P plans for every area of VAWG contained in the 
force control strategy: RASSO, DA, child sexual abuse and exploitation (CSAE), stalking, 
MOSOVO, HBA, FM and FGM. 


•We have been robustly reviewing the use of Outcomes 14, 15 and 16 for VAWG-related 
offences, thereby ensuring investigations have been thoroughly conducted and 
opportunities to pursue evidence-led prosecutions have been explored. Outcome 14 
relates to circumstances where a victim is unable or unwilling to identify an offender, 
Outcome 15 refers to a CPS-led decision in circumstances where a suspect has been 
named, the victim supports a prosecution but there are evidential difficulties considered 
to fundamental to overcome and Outcome 16 refers to the same circumstances but in 
situations where the decision not to pursue a prosecution is police-led. Any DA or RASSO 
investigation closed with an Outcome 16 code now needs to be ratified by a DI.


•Two new ‘Digivans’ have been introduced to increase our capacity for downloading 
victims’ phones at the scene of a crime. This overcomes a previous obstacle to 
prosecutions, which saw victims reluctant to hand over phones for a prolonged period 
while an evidential download was facilitated.


•We have begun using the funding secured through Safer Streets 4 to continue our 
programme of education those within the NTE in relation to VAWG. This will assist in 
creating a hostile environment within which potential perpetrators might seek to operate. 
This work, supplied in partnership with Equation - the Nottingham-based women’s charity, 
provides advice on safely challenging potential offenders.


•Through our secured funding we continue to tackle on street prostitution via ANPR and 
additional high-visibility patrols designed to deter perpetrators.


•We have improved our recording mechanisms to ensure information on a victim’s 
protected characteristics is now accurately, and consistently, recorded.


•We continue to expand, and enhance, the methods by which we listen to women and 
girls and remain absolutely committed to shaping the way we respond to VAWG crimes 
based on their feedback.


•We are piloting a Safer Gyms Scheme in BNS. We have conducted public surveys in 
conjunction with the OPCC to understand concerns women and girls have with using 
gyms. The aim is to make gyms safe environments for all, where women feel free from 
harassment and empowered to report any behaviour, they consider inappropriate. We 
aim to accredit gyms who join the Safer Gyms Pledge and provide training to develop 
gym staff with greater VAWG awareness.
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•We have a bespoke VAWG communications strategy to raise public awareness of a 
variety of offences, including harassment, and harmful attitudes. Two public campaigns 
have been created and released locally which has raised called for people to be 
upstanders and send the message that VAWG will not be tolerated in our county. ‘Don’t 
Be That Guy’ and ‘Have A Word’ are available on our social media and websites. We 
continue to work with local sporting venues, including our county’s football clubs and the 
Nottingham Panthers ice hockey team to raise awareness of ‘Have A Word’. 


•We continue to work with the CPS to scrutinise any domestic violence and serious 
sexual offences that have been closed with no further action NFA. This is to ensure all 
investigative opportunities have been explored and victim-less prosecutions considered.


•We meet regionally with the CPS, independent sexual violence advisors ISVAs and 
children and young people’s independent sexual violence advisors (CHISVAs) to mould 
service delivery. This aims to increase understanding of the victim’s journey and increase 
support throughout the criminal justice process.


•One of our chief superintendent’s chairs Improving Investigations meetings which looks 
at investigation and court file quality with the aim of improving performance to tackle 
offending behaviour.


•Training and CPD is crucial to developing the capability of our officers and staff in 
tackling VAWG. Understanding the behaviours of repeat and serial offenders is a priority in 
protecting women and girls.


•Partnership working continues to tackle perpetrators of violence, looking at long-term 
solutions to offending while safeguarding vulnerable people. 


•Alcohol ‘sobriety’ tags continue in force to support DV perpetrators who offend after 
consuming alcohol. The initial pilot of this was successful and funding continues to 
develop this approach.


Pillar 3: Safer Spaces


Our actions include:
 
•Ensuring VAWG crime types are prioritised. This commitment is built into the force delivery 
plan, our internal and external policies, and processes.


•Embedding the Serious Violence Duty into partnership VAWG plans and holding our 
partner agencies to account, where necessary.


•Developing and implementing an effective communications and engagement strategy 
which will explain and monitor our response to VAWG.


•Focusing our prevention work on the most dangerous perpetrators acting within online, 
private, and public spaces.


•Creating offender profiles to drive our targeted activity and inform offender 
management.


•Fully committing to a joined-up, multi-agency approach to tackling VAWG at all levels.


What have we done so far?


•We have embedded the Serious Violence Duty within our processes, assisting the VRP 
who collaborate with partners to reduce violence within Nottinghamshire.


•We are working closely with the CPS and the wider criminal justice system to ensure 
perpetrators are both brought to justice and there is continual support for victims.


•We are investing money from our successful Safer Streets and Safety of Women at Night 
(SWAN) funding bids to support initiatives to protect women and girls, primarily within the 
NTE. These includes the provision of safe spaces for women.


•Our Operation Safenight patrols routinely tackle VAWG. Uniformed officers are 
strategically deployed to increase the confidence of women and girls in areas they 
might otherwise feel vulnerable and deter potential offending behaviour. Proactive, plain-
clothed, officers are used to target suspicious conduct and ensure licensed premises are 
fulfilling their safeguarding responsibilities.


•Through our POLIT we continue to investigate digitally based VAWG offences and robustly 
pursue offenders.


•The OPCC is funding police perpetrator programmes aimed at reducing reoffending 
through rehabilitation of offenders.


•Where civil orders are in place, we are taking expeditious action to ensure compliance 
and manage breaches.


VAWG – Nottinghamshire Police’s Commitment


In line with our Chief Constable’s Vision, we will continue to fight VAWG-related crime 
and safeguard vulnerable people. Engaging our communities to ensure that they are 
safe and listened to is central to our strategic response to VAWG. We will continue to raise 
awareness of VAWG in society and call for the public to assist us in the war against this 
epidemic. 


We are committed to developing the plan and maintaining our delivery, within 
its structure, for the long-term. Our unambiguous aim is to deliver lasting, and 
tangible, change to the daily lives of women and girls who live or work in, or travel to, 
Nottinghamshire.


We will continue to focus on supporting survivors by developing our understanding of 
trauma and keeping a clear focus on producing better quality investigations into VAWG 
offences that will assist in bringing more perpetrators to justice.


We will coordinate with key stakeholders to ensure our public spaces feel safer and work 
tirelessly to improve women and girls’ confidence, not only in our response to VAWG 
offending, but in wider policing culture and conduct. 


Public engagement with the women and girls in our communities will continue. 
Neighbourhood policing teams will work to build genuine and lasting relationships with 
community groups to ensure opinions are captured and responded to effectively. 
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The road 
ahead


The context police forces operate within is subject to constant change. National and 
international politicians are wrestling with critical long-term issues such as climate 
change, emerging technologies and an invasion creating Europe’s largest refugee crisis 
since World War II; issues which inevitably filter into the communities of Nottinghamshire. 
The challenges posed as the UK emerges from the worst of the Covid-19 pandemic and 
adapts to life post-European Union membership, taken together with an increasingly 
acute cost-of-living crisis, have created a unique and unpredictable basis from which to 
project organisational demand.


What FMS5 has demonstrated is our awareness of emerging societal issues, changing 
demand and shifting crime trends, and the agile manner with which we have responded 
over the last 12 months. This work will continue. The links into our local communities remain 
robust, our performance across a wide range of demand metrics is strong and, with a 
growing workforce, the organisation has increased its capacity to respond innovatively to 
the challenges ahead.


We recognise the changing age and experience of our workforce, and the challenges 
and opportunities this presents around expertise and specialism. Our People Strategy 
provides a sophisticated roadmap to ensure Nottinghamshire Police continues to offer a 
desirable career, strives to be truly reflective of the communities we serve and provides a 
quality service for those who live or work within, or otherwise travel to, the county. This FMS 
offers a contextual perspective on our current position, a breakdown of the work we are 
undertaking to meet anticipated demand, and an assessment of key challenges ahead.


Although we are confident this document, through the improvements in service delivery 
articulated throughout, reflects our progress, we recognise the need for continuous 
improvement. We have candidly assessed our service and highlighted the gaps in 
provision that will exist if demand develops as forecasted over the FMS5 reporting period. 
We see this document as an essential component of our continuous improvement cycle, 
informing how we will prioritise future investment and strategic direction daily.


Our commitment to the public of Nottinghamshire is to serve with pride, compassion 
and integrity while fulfilling our core duties: fighting crime, protecting the vulnerable 
and ensuring our communities feel safe and listened to. In doing this, we will make 
Nottinghamshire an even safer and more desirable place to live, work and visit, and 
deliver the outstanding service our staff and communities can be proud of. 
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Glossary


3i		  Internet Investigations and Intelligence
AA 		  Appropriate authority
ACC		  Assistant chief constable
ADA		  Annual departmental assessment
A&E		  Archives and Exhibits
AF		  Action Fraud
AFI		  Area for improvement
ANPR		  Automatic number plate recognition
AP		  Alternative provisions
APP		  Authorised professional practice
APSP		  Abuse of position for a sexual purpose
APSTRA	 Armed policing strategic threat and risk assessment
ARMS		 Active risk management system
ARV		  Armed response vehicle
ASB		  Anti-social behaviour
ATM		  Automated teller machine
BAME		 Black, Asian and minority ethnic
BB		  Ball-bearing
BC		  Business continuity
BLC		  Blue Light Commercial
BLM		  Black Lives Matter
BNS		  Bassetlaw, Newark and Sherwood
BPA		  Black Police Association
BWV		  Body-worn video
CAIU		  Child abuse investigation unit
CBRN		 Chemical, biological, radiological, nuclear
CCEP		 Child Criminal Exploitation Panel
CCS		  Crown Commercial Service
CCTV		 Closed-circuit television
CCU		  Counter-Corruption Unit
CDD		  Corporate Development Department
CDI		  Crime data integrity
CHIS		  Covert human intelligence source
CHISVA	 Children and young people’s independent sexual violence advisor
CICA		  Criminal Injuries Compensation Authority
CID		  Criminal Investigation Department
CIPD		  Citizen in Policing Department
CJ		  Criminal justice
CM		  Contact Management
CN28		 Carbon Neutral by 2028
CoLP		  City of London Police
CoP		  College of Policing
COP		  Conference of Parties
COPO	 Crime (Overseas Production Orders) Act
COT		  Chief Officer Team
COVID	 Coronavirus disease
CPD		  Continuous professional development
CPR		  Corporate Performance Review
CPS		  Crown Prosecution Service
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CRaSH	 Collision Reporting and Sharing (software)
CRIM		  Contact Resolution Incident Management
CSAE		  Child sexual abuse and exploitation
CSI		  Crime scene investigator
CT		  Counter-terrorism
CTP-EM	 Counter-Terrorism Policing – East Midlands
CTU		  Counter-terrorism unit
DA		  Domestic abuse
DAIT		  Domestic Abuse Investigation Team
DaML		 Defence against money laundering (reports)
DA-PPN	 Domestic Abuse Public Protection Notices
DASU		  Domestic Abuse Support Unit
DBS		  Disclosure and Barring Service
DC		  Detective constable
DCC		  Deputy chief constable
DCI		  Detective chief inspector
DDM		  Dedicated decision maker
DEMS		 Digital Evidence Management System
DEW		  Drugs’ expert witness
DEWVA	 Drugs’ Expert Witness Valuation Association 
DfT		  Department for Transport
DFU		  Digital Forensic Unit
DHEP		  Degree holders’ entry programme
DI		  Detective inspector
DMEU		 Digital Multimedia Evidence Unit
DMI		  Digital media investigation
DMM		  Daily management meeting
DNA		  Deoxyribonucleic acid
DOI		  Director of Intelligence
DVDS		 Domestic violence disclosure scheme
DVPN		 Domestic violence protection notice
DVPO		 Domestic violence prevention order
DS		  Detective sergeant
DSHU		  Dedicated Source Handling Unit
DVI		  Disaster victim identification
DVLA		  Driver and Vehicle Licensing Agency
EAP		  Employee assistance programme
EDI		  Equality, diversity, and inclusion
EMAS		 East Midlands Ambulance Service
EMCJS	 East Midlands Criminal Justice Service
EMPLS	 East Midlands Police Legal Services
EMSOU	 East Midlands Specialist Operations Unit
EMSOU-FS	 East Midlands Specialist Operations Unit – Forensic Services
EPT		  Emergency Planning Team
ERO		  Evidence review officer
ERWT		  Extreme right-wing terrorism
ET		  Employment tribunal
FASLab	 Forensic Analytical Laboratory Services
FCI		  Forensic crash investigator
FCIN		  Forensic Collision Investigation Network
FCMU		 Forensic Case Management Unit
FCN		  Forensic Capability Network
FCR		  Force Control Room


FCR		  Force Crime Registrar
FEB		  Force Executive Board
FGM		  Female genital mutilation
FHQ		  Force headquarters
FI		  Force Intelligence
FIO		  Force intelligence officer
FIU		  Financial Investigation Unit
FLO		  Family liaison officer
FM		  Forced marriage
FMS		  Force Management Statement
FOI		  Freedom of Information
FPB		  Force Performance Board
FQM		  Four quadrant matrix
FSR		  Forensic Science Regulator
FTA		  Fail to appear
FTE		  Full-time equivalent
FWR		  Forensic work request
GBH		  Grievous bodily harm
GIRR		  Government and information risk return
GP		  General practitioner
GPS		  Global positioning system
GWEN	 Girls and Women’s Engagement Network
HBA		  Honour-based abuse
HDW		  Historical data wash
HGV		  Heavy goods vehicle
HMCTS	 His Majesty’s Courts and Tribunal Service
HMICFRS	 His Majesty’s Inspectorate of Constabulary and Fire and Rescue Services
HMPPS	 His Majesty’s Prison and Probation Service
HMRC		 His Majesty’s Revenue and Customs
HR		  Human resources
H&S		  Health and safety
IAG		  Independent advisory group
ICICP		 Initial Crime Investigators Development Programme
ICO		  Information Commissioner’s Office
ICT		  Information and communication technology
ID-IOM	 Intelligence driven integrated offender management
IDU		  Identification Unit
IDU		  Intelligence Development Unit
IFC		  Initial Firearms Course
i-Leap		 International Law Enforcement Alerts Platform
IMU		  Information Management Unit
IOM		  Integrated offender management
IOPC		  Independent Office for Police Conduct
IPLDP		  Initial police learning and development programme
IRT		  Information Request Team
IS		  Information Services
ISC		  Information Security and Compliance (team)
ISVA		  Independent sexual violence advocate
ISU		  Intelligence Submissions Unit
ISO		  International Standards Organisation
IT		  Information technology
IVR		  Intelligent voice recognition system
JAT		  Joint Assessment Team
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JOIM		  Joint Operating Improvement Meeting
JSO		  Just Stop Oil
KCT		  Knife Crime Team
KPI		  Key performance indicators
L&D		  Learning and development
LED		  Light emitting diode
LGBTQ+	 Lesbian, gay, bisexual, transgender and queer plus
LIO		  Local intelligence officer
LIT		  Local implementation team
LQC		  Legally qualified chair
LRF		  Local resilience forum
LRO		  Lead responsible officer
MAIT		  Multi-Agency Intelligence Team
MARAC	 Multi-Agency Risk Assessment Conference
MASH		 Multi-agency support hub
MBLC		 Majority Black-led churches
MC		  Major Crime (team)
MFP		  Multi-functional printer
MFSS		  Multi-Force Shared Services
MIRSAP	 Major incident room standardised administrative procedures
MLT		  Money Laundering Team
MO		  Modus operandi
MOE		  Method of Entry
MOSOVO	 Management of sexual offenders and violent offenders
MPT		  Missing Persons Team
MSG		  Most similar group
MSHT		  Modern slavery and human trafficking
MTFP		  Medium term financial forecast
NaBIS		 National Ballistics Intelligence Service
NAPPS	 Nottinghamshire applications
NCA		  National Crime Agency
NCALT	 National Centre for Applied Learning Technologies
NCC		  Nottinghamshire County Council
NCPM	 National Crime and Policing Measures
NCRS		 National Crime Recording Standards
NCSP		 Nottinghamshire Camera Safety Partnership
NDM		  National decision model
NDORS	 National Driver Offender Retraining (scheme)
NEP		  National Enabling Programme
NFA		  No further action
NFIB		  National Fraud Intelligence Bureau
NFLMS	 National Firearms Licensing Management System
NFRS		  Nottinghamshire Fire and Rescue Service
NFT		  Non-fungible token
NHS		  National Health Service
NIE		  National Investigators Exam
NIP		  Notice of Intended Prosecution
NLEDS	          National Law Enforcement Data Service
NPCC		 National Police Chiefs’ Council
NPI		  Neighbourhood policing inspector
NPT		  Neighbourhood Policing Team
NRM		  National referral mechanism
NRTK		  No reply to knocking


NSPCC	 National Society for the Prevention of Cruelty to Children
NSRA		  National Security Risk Assessment
NTE		  Night-time economy
OAC		  Organised acquisitive crime
OCAG	 Online child abuse active group
OCG		  Organised crime group
OFSTED	 Office of Standards in Education
OHU		  Occupational Health Unit
OIC		  Organised immigration crime
OM		  Offender management
ONS		  Office of National Statistics
OPCC	 Office of the Police and Crime Commissioner
OPR		  Operational Performance Review
ORA		  Organisational risk assessment
OS		  Operational Support
PA		  Public authority
PACE		  Police and Criminal Evidence (Act)
PAL		  Publicly accessible location
PC		  Police constable
PCDA		 Police constable degree apprenticeship
PCSO		 Police community support officer
PCC		  Police and Crime Commissioner
PCT 		  Priority Crime Team
PDO		  Professional development officers
PDP		  Potentially dangerous persons
PDS		  Police Digital Service
PECT		  Proactive Economic Crime Team
PEEL 		  Police effectiveness, efficiency, and legitimacy
PELP		  Police executive leaders programme
PFI		  Private finance initiative
PHT		  Prisoner handling team
P&I		  Performance and Insight (team)
PIO		  Police investigation officer
PIP		  Professionalising Investigation Programme
PIR		  Post implementation review
PNC 		  Police national computer
PND		  Police National Database
POCA		 Proceeds of Crime Act
POLIT		  Paedophile Online Investigation Team
POP		  Problem-oriented policing
PP		  Public protection
PPD		  Professional policing degree
PPDA		  Police perpetrated domestic abuse
PPN		  Public protection notice
PPS		  Pay progression standard
PQMS		 Police Service Quality Management System
PRI		  Practice requiring improvement
PSD		  Professional Standards Directorate
PSHE		  Personal, social, health and economic (lessons)
PSI		  Police supporter investigator
PSV		  Police support volunteers
PTPH		  Plea and trial preparation hearing
PTSD		  Post-traumatic stress disorder
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PV		  Photovoltaic (panels)
PVOT		  Potential victims of trafficking
RAG		  Red, amber, green
RASSO	 Rape and serious sexual offences
RF		  Radio frequency
RFB		  Regional Fingerprint Bureau (service)
RIPA		  Regulation of Investigatory Powers Act
RMN		  Registered mental health nurse
ROCTA	 Regional organised crime threat assessment
ROCU		 Regional Organised Crime Unit
RIU		  Regional Intelligence Unit
RPI		  Response policing inspectors
RPIU		  Regional Prisons’ Intelligence Unit
RPU		  Road Policing Unit
RRD		  Review, retention, and disposal
RPRP		  Reflective practice review process
RRRP		  Rape review response project
RSO		  Registered sex offender
RTI		  Real-time intelligence
RTIU		  Real-Time Intelligence Unit
RVR		  Rapid video response
SAC		  Serious acquisitive crime
SAR		  Subject access request
SAR		  Suspicious activity report
SARC		 Sexual Abuse Referral Centre
SB		  Special Branch
SCAIDP	 Specialist child abuse investigation development programme
SCIU		  Serious Collision Investigation Unit
SCR		  Serious case review
SEIO		  Schools and early intervention officer
SEIU		  Sexual Exploitation Investigation Unit
SERAC	 Sexual Exploitation Risk Assessment Conference
SET		  Slavery and Exploitation Team
SIO		  Senior investigating officer
SJP		  Single justice procedure
SLA		  Service level agreement
SLT		  Senior leadership team
SOC		  Serious and Organised Crime
SOH		  Single online home
SPOC		 Single point of contact
SR&P		  Strategic Resource and Performance (meeting)
STO		  Specially trained officers
STRA		  Strategic threat and risk assessment
STT		  Street Triage Team
SWAN		 Safety of Women at Night
SyAP		  Security assessment principles
TACT		  Terrorism Act
TFC		  Tactical firearms commander
THR		  Threat, harm and risk
THRIVE	 Threat, harm, risk, investigation, vulnerability, engagement
TIRP		  Terrorism Incident Response Plan
TLO		  Telecommunication liaison officer
TOEX		  Tackling Organised Exploitation (unit)


TWIF		  Two-way interface
UK		  United Kingdom
UKAS		  United Kingdom Accreditation Service
ULEV		  Ultra-low emission vehicle
USG		  Urban street gangs
VA		  Voluntary attendance
VAWG	 Violence against women and girls
ViSOR		 Violence and Sex Offenders Register
VRI		  Video recorded interview
VRP		  Violence Reduction Partnership
WTT		  Working Together Team
YTD		  Year to date
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Business Area
Assets 


quadrant
Demand 
quadrant


Quadrant 
RAG


Initial 
demand 


gap


Residual 
demand 


gap


Initial 
risk 


indicator


Residual 
risk 


indicator


Incident response MODERATE MODERATE


Requests for 
service


MODERATE MODERATE


Prevention and 
deterrence


MODERATE NONE


Volume Crime 
(including Local 
CID, PHT, Serious 
Violence)


NONE NONE


Digital/
Online Crime 
Investigations


MINOR MINOR


Custody MINOR NONE


Criminal Justice MINOR MODERATE


Intelligence MODERATE MODERATE


Hate Crime NONE MINOR


Missing Persons MODERATE MINOR


People with 
Mental ill-Health


MINOR MINOR


Domestic Abuse SEVERE MINOR


Child and Adult 
Safeguarding


SEVERE MODERATE


Child Abuse SUBSTANTIAL MODERATE


Sexual Offences SEVERE MODERATE


Honour Based 
Violence, FGM 
and Force 
Marriage


MINOR MINOR


Harassment and 
Stalking


SEVERE MODERATE


Modern Slavery, 
Organised 
Immigration and 
Human Trafficking


MODERATE MODERATE


IOM/MOSOVO NONE NONE


Alcohol and 
Substance 
Misuse, 
Deprivation and 
Homelessness


NONE MINOR         


Child Sexual 
Abuse and 
Exploitation


SUBSTANTIAL MODERATE


Firearms NONE NONE


Knife Crime NONE NONE


Drugs MODERATE MODERATE


Gangs MINOR NONE


County Lines SUBSTANTIAL MINOR


Business Area
Assets 


quadrant
Demand 
quadrant


Quadrant 
RAG


Initial 
demand 


gap


Residual 
demand 


gap


Initial 
risk 


indicator


Residual 
risk 


indicator


Fraud and other 
Economic Crime


MINOR MINOR


Bribery and 
Corruption


NONE NONE


Money 
Laundering


MODERATE MINOR


Cybercrime MODERATE MODERATE


Organised 
Acquisitive Crime


MINOR MINOR


Terrorism MINOR NONE


Public Order MINOR NONE


Armed Policing MINOR MINOR


Roads Policing MINOR NONE


Civil Emergencies NONE NONE


Information 
Services


MODERATE MODERATE


Performance 
Management 
and MI


MODERATE MODERATE


People 
Services and 
Organisational 
Development


MINOR MINOR


Citizens in 
Policing


MINOR MINOR


Professional 
Standards


MINOR MINOR


Corporate 
Communications


SEVERE SUBSTANTIAL


Corporate 
Development


MODERATE MODERATE


Information 
Management


MODERATE MODERATE


Archives and 
Exhibits


MINOR MODERATE


Finance and 
Procurement


MINOR MODERATE         


Fleet MINOR MINOR


Estates NONE NONE


Protecting the 
Environment


SUBSTANTIAL MODERATE


Legal Services MINOR MINOR


EMSOU Major 
Crime and ROCU


MODERATE MINOR


EMSOU Forensic 
Services


SUBSTANTIAL MODERATE


None Minor Moderate Substantial ServereTable key
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Business Area Demand Assets


Capacity Capability


Current
Demand


Future 
Demand


Future 
Trend


Total 
Score


Capacity
People


Security 
of Supply


Capability 
People


Capability 
Equipment


Incident response 3
Requests for service 6
Prevention and 
deterrence


8


Volume Crime 
(including Local 
CID, PHT, Serious 
Violence)


3


Digital/
Online Crime 
Investigations


9


Custody 5
Criminal Justice 6
Intelligence 6
Hate Crime 7
Missing Persons 4
People with Mental 
ill-Health


7


Domestic Abuse 11
Child and Adult 
Safeguarding


16


Child Abuse 13
Sexual Offences 7
Honour Based 
Violence, FGM and 
Force Marriage


8


Harassment and 
Stalking


16


Modern Slavery, 
Organised 
Immigration and 
Human Trafficking


16


IOM/MOSOVO 7         
Alcohol and 
Substance Misuse, 
Deprivation and 
Homelessness


12


Child Sexual Abuse 
and Exploitation


13


Firearms 3
Knife Crime 6
Drugs 6
Gangs 5
County Lines 12


 Assets Impact Risk 
Score


Condition Performance Residual Harm Residual Gap
x


Residual
Harm


Wellbeing Resilience Service 
Delivery


Confidence Total
Score


Residual
Gap


Public
Harm


Organisational
Harm


Total Score


8 8
7 8
5 0


2.5 0


5 2


4.5 0
4.5 8
5 8


0.5 2
4 3
1 2


16 24
13 64


12 64
16 64
4.5 32


16 64


5 6


0 0
2 2


16 64


2 0
2 0


10.5 6
2.5 0
8.5 2
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Business Area Demand Assets


Capacity Capability


Current
Demand


Future 
Demand


Future 
Trend


Total 
Score


Capacity
People


Security 
of Supply


Capability 
People


Capability 
Equipment


Fraud and other 
Economic Crime


12


Bribery and 
Corruption


2


Money Laundering 12
Cybercrime 16
Organised 
Acquisitive Crime


4


Terrorism 6
Public Order 5
Armed Policing 3
Roads Policing 6
Civil Emergencies 7
Information 
Services


10


Performance 
Management and 
MI


6


People Services 
and Organisational 
Development


7


Citizens in Policing 7
Professional 
Standards


10


Corporate 
Communications


10


Corporate 
Development


7


Information 
Management


7


Archives and 
Exhibits


10


Finance and 
Procurement


7


Fleet 6
Estates 3
Protecting the 
Environment


16


Legal Services 5
EMSOU Major 
Crime and ROCU


8


EMSOU Forensic 
Services


14


 Assets Impact Risk 
Score


Condition Performance Residual Harm Residual Gap
x


Residual
Harm


Wellbeing Resilience Service 
Delivery


Confidence Total
Score


Residual
Gap


Public
Harm


Organisational
Harm


Total Score


2 2


2.5 0


4.5 2
7 4
4 2


2 0
6.5 0
2 16
4 0


8.5 0
10.5 6


9 6


6 2


4.5 2
1.5 2


13 24


8 4


6 4


6 6


7 4


6 0
3 0


11.5 4


7.5 0
5.5 2


12 8
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