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An Analysis of Recent Reforms of Police Management in England and Wales 

            Introduction 
 Since the late 1970s, successive United Kingdom (UK) governments have placed 

significant emphasis on improving the operational effectiveness, efficiency and cost 
of delivery of UK public services (HM Treasury and Cabinet Office, 2004; HM 
Treasury, 2006; Home Office, 2008; Home Office, 2010.). Specifically, the more 
audit centred approach to public administration, often referred to as ’new public 
management’ (NPM)  has led to public service reform initiatives that have focused on 
performance improvement (Neely et al, 1995; Fryer et al, 2009) and providing better 
value for money (Pollitt & Bouckaert, 2000; Boyne et al, 2004). Such reforms have 
been debated, within the 43 police forces that constitute the police service for England 
and Wales and in some cases implemented (through the sharing of procurement and 
ancillary back office functions between local constabularies; change in police officer 
pension regulations to reduce the future cost to the police budget; process 
improvements in terms of crime reporting) (Barton, 2003 p. 348). Yet the application 
of NPM principles has not realised the key performance improvements that might 
have been anticipated (HM Treasury and Cabinet Office, 2004; Barton & Barton, 
2011; Barton, 2013. As a consequence of this slowness to change, the police service 
has increasingly become the focus of scrutiny (Flanagan, 2008; Home Office, 2010; 
Barton & Barton, 2011; The Lord Stevens, 2013). 

  
 A framework to understand police reform 
 In order to provide the platform for understanding the apparent difficulty in reforming 

the police in England and Wales a framework for analysis is provided and three key 
themes are identified that may contribute to future strategic consideration within the 
police. Through this lens it is clear that they are not mutually exclusive but overlap as 
the police reform agenda has evolved over time. These three themes are 
‘environment’, ‘occupational culture’ and ‘Lean.’ 

 
 Theme 1 – Environment  
 Following extensive research on the origins of police reform Barton, 2011 identifies 

that ‘successive governments have ‘wrestled’ with the police to bring about reform 
and yet stubbornly change is slow.’ Barton, 2004 p. 342, traces the origin of this 
reform agenda back to the early 1980s although since the 1970s, successive UK 
governments have placed significant emphasis on improving the operational 
effectiveness, efficiency and cost of UK public services, This aspiration has been the 
driver for much of the primary legislation and focus of government sponsored reports 
on police reform. In his analysis however Barton, 2003 p. 355 identifies that ‘they 
(police) have still successfully resisted widespread reform. This is all the more 
surprising given the social context of policing is changing with police facing the 
problem of satisfying the demands and expectations of a society, which has become 
more divisive and fragmented. At the same time (Barton & Beynon, 2012) identify in 
their research that the police are struggling to maintain the trust and confidence of 
traditional police supporters in the light of miscarriages of justice and allegations of 
corruption. The police need to ‘increase levels of public satisfaction through the 
delivery of improvements in policing services’. This relationship between improving 
police performance as a means of generating increasing levels of citizen satisfaction, 
confidence and trust in the police service has been one of the central planks of the 
coalition government’s agenda on law and order. This however will have to be 
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achieved within a climate of financial austerity following the UK Government’s 2010, 
Comprehensive Spending Review (CSR).   

            The impact of the CSR will require a fundamental reform of the way that policing 
services are managed and operated. The police therefore face a major challenge to 
meet the dual demands of a reducing budget (The CSR demanded cuts of £545 
million across the police service in England and Wales by 2014) and increasing levels 
of public satisfaction (Barton, 2013 p.223) through the delivery of improvements in 
policing services (Barton & Beynon, 2012). This has been an important element in the 
UK coalition governments’ strategy on law and order as identified within the, Police 
Reform and Social Responsibility Act, 2011. This Act abolished police authorities 
which were replaced in November, 2012 by directly elected Police and Crime 
Commissioners (PCCs). The intention of this reform in the police governance 
structure is for the PCCs to maintain and improve local police performance through 
strategic oversight of their forces.  To enhance local accountability of police through 
clearer strategic overview of policing plans, budgets and to appoint and be responsible 
for monitoring the performance of the Chief Constable (Barton, 2013 p. 224). Barton, 
2013 identifies the appointment of PCCs as pivotal in realising government’s long 
held aspiration for significant police reform. 

 
            Theme 2 - Occupational Culture 
 The term ‘occupational culture’ is defined in the Oxford Dictionary, 2011, as: ‘the 

shared values, beliefs and norms associated with a particular occupation or type of 
work such as that of a police officer or shop floor worker. An occupational culture 
exists independently of the particular organisation where the employee works.’  

 Given this definition Barton (2003 analysed in depth the nature of police occupational 
culture and the particular elements of this culture that have enabled the police in 
England and Wales to slow the reform of operational and human resource practices. 

            For the police service in England and Wales, (Barton, 2003 p.346)  noted that, ‘Going 
back to 1829, the service is steeped in tradition, and as a consequence instituting any 
meaningful and lasting organisational and cultural reforms are certain to be a major 
challenge.’ This long history coupled with the uniqueness of the role that police have 
traditionally occupied in society has been referred to by a number of authors as 
creating a ‘closed occupational world’ (Bittner, 1967.; Reiner, 1992, Skolnick, 1994; 
Crank, 1998). Within this world, ‘their power as an occupational group lies both 
within their informal independence as individual officers out on the street and the 
solidarity ascribed to an occupation dependent on mutual support and trust. Police 
officers exist within a particular social subsystem where they learn from one another’s 
work habits, strengths, weaknesses and preferences. Loyalty and solidarity provide 
the cultural foundations for the social identity of the police as they interact with other 
social groups (Crank, 1998). The strength of this occupational culture has been been 
described by Savage (1991, p. 440) as the ‘Berlin wall of policing.’, a culture that has 
difficult to dismantle. The particular aspects of police occupational culture that I have 
described as having an impact on the success of any reform agenda are: First, police 
discretion (Barton, 2003 p. 231) (legislation may be in acted however police 
interpretation of how it may be administered can have a negative impact on the 
success of its implementation i.e. stop and search powers). Second, solidarity (Barton, 
2003 p.353) (the ability of the Police Federation to mobilise its members to protest 
against government reform proposals has been demonstrated on many occasions). 
Third and finally, autonomy, has a powerful influence on the public’s perception of 
the police is at the micro level, namely that of the uniformed police officer on the 
street. The success of any reform initiatives have to be judged on the opinion of the 
end users of policing services, namely the public which to a large extent is determined 
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by the attitude and behaviour of individual officers to meeting their expectations 
(Barton, 2003, p. 355); (Barton & Beynon, 2012). 

 Theme 3 – Lean 
 Many organisations (originally manufacturing but increasingly in the service sector} 

have attempted to encourage continuous improvement (CI) through a ‘Lean thinking’ 
approach (Barton, 2013). The concept of Lean as advocated by Womack & Jones, 
1996, identifies five core principles. Namely: specifying value (i.e. customer value); 
making product flow smoothly; identifying the value stream; building a pull system 
(i.e. information flows from customer (citizens) to raw material providers (police)) 
and continuous improvement with the aim of achieving perfection. According to 
Womack and Jones, (1996), lean can benefit organisations at both strategy and 
operational levels. Lean researchers (Holweg, 2007; Hines et al. 2011) propose that 
developing knowledge workers by continuous learning contributes to the fifth 
principle of lean, that of continuous improvement. This is confirmed by Radnor 
(2010) in a review of business process improvement methodologies in the public 
services and by Barton and Delbridge (2001) in an analysis on contemporary 
manufacturing in the context of the ‘learning factory.’ (Barton & Delbridge, 2004: 
Barton & Delbridge, 2006 . 

 At its simplest Lean has the core idea of maximising customer value while 
minimising waste. Lean means creating more value for customers with fewer 
resources. To accomplish this lean thinking should change the focus of management 
from an introspective organisational perspective to one that seeks to understand 
customer value and focuses its key processes to continuously improve. This has been 
observed to be the case in manufacturing organisations (Barton & Delbridge, 2004; 
Barton & Delbridge, 2006, but within the police service mixed (Barton, 2013) results 
are observed. Within Flanagan’s (2008) report the adoption of a Lean variant in the 
form of ‘QUEST; is identified as an opportunity ‘to engender and embed a culture of 
continued improvement, where culture change is the essence in successful process 
improvement work’ (Flanagan, 2008 p. 32).  

 Barton, 2013 investigates the reality of the impact of such process improvement 
initiatives on individual police forces in 2011 through a pilot study of 5 police forces 
within England and Wales The intention was to observe the reality, and not the 
reported rhetoric surrounding the nature, variety and scope of Lean initiatives being 
pursued across the police service in England and Wales. In the first instance 14 Chief 
Constables and Borough Commanders (London) were contacted and 5 agreed to 
participate in an initial pilot study. This study adopted a commonly used research 
methodology of case studies. Yin (2009) describes them as a valid approach that 
follows the desire to understand complex social phenomena. 

 Through the use of case study examples the intention was to examine primarily the 
nature of Lean initiatives being undertaken and to observe whether these were 
consistent with an increasing literature on the application of ‘Lean thinking’ in the 
public sector. Such literature identified that both operational and organisational 
benefits can be seen to materialise from the adoption of such an approach 
(Papadopoulos et al. 2008; Radnor, 2010).  Of the five sites identified four were in 
Constabularies and the fifth was a Metropolitan London Borough. 

 In order to progress this, initial meetings were held with the chief constable’s 
designated liaison officer/s (Police Constabularies) the Borough Commander in 
London and the Head of the Local Criminal Justice Board for a region of Wales. Each 
area was visited over a two day period and meetings were held between myself and 
police officers and civilian staff involved in Lean implementation projects within their 
force areas. If available, documentary evidence was collected to inform my 
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observations. The outcomes of those initial meetings were reported to provide an 
insight into the diversity of approaches within the police and criminal justice service 
(Barton, 2011). 

 Radnor et al. (2012 p. 324) would identify with such observations as identified in as 
‘unsurprising’ in the context of their own recent research in which they argue:  ‘the 
model and implementation of Lean to date has been defective.’ The current 
implementation of Lean in public services has focused on the technical tools without 
an understanding of the principles and assumptions of Lean or, the context in which it 
is being implemented. This point is emphasised by Berry (2009 p. 11) who identified 
both the cost and ‘danger that (police) forces will seek to apply a few Lean tools and 
techniques to produce impressive short-term results, instead of seeking sustainable, 
continuous improvement and a true cultural shift’ (Barton, 2013 p.222).  

 Clearly employee engagement will have a major impact on the success of any Lean 
implementation strategy as its success is predicated on the construct of people, 
notably front line staff, to make it happen (Liker & Meier, 2006). It would therefore 
seem justified that the utilisation of the workforce (police) and there development 
show be an important area for action for police reform initiatives to be effectively 
implemented. 

Figure 1: The diversity of approaches to Lean within the police and criminal justice service 
 
Case 
Study 

Geographical 
location 

Nature of Lean Objectives Issues/ Achievements Assessment 

1 Welsh 
Constabulary 

Use of Lean tools 
and techniques 
observed. 
Adoption of 
broader 
interpretation of 
Lean, in terms of 
encouraging 
culture change 
(Radnor, 2010; 
Hines, 2011). 

Following a 
critical external 
audit of Crown 
Prosecution 
Service (CPS). 
Lean audit of 
process from 
arrest to 
summary trial 
readiness. 

All workshops of multi-
agency format. After 6 
months a number of process 
changes were made through 
the project with business 
benefits including cost 
savings. The lean approach 
continues to be supported 
through short daily team 
briefings and the use of team 
information boards (TIBs). 

Good evidence of 
cultural change 
identified through 
good multi agency 
approach to Lean 
implementation 
and co- 
production of 
initiatives with 
users. 

2 Metropolitan 
Police Borough 

No evidence of 
Lean adoption 

To maintain 
staff morale in 
the face of 
government 
financial cuts 
through setting 
clear 
objectives. 

Whist accepting reality of 
progressive business 
improvement development , 
Borough Commander not 
wedded to idea that ‘lean’ 
was the answer,. 

No evidence of 
any adoption of 
Lean 
methodologies. 

3 Small 
Constabulary in 
South of England 

Engaged in 
performance 
improvement 
programme in 
form of a ‘Lean’ 
variant (QUEST) 

QUEST 
designed to 
deliver benefits 
and support 
senior officers 
to make re-
investment 
decisions and 
seeks to build 
professional 
capabilities to 
deliver 
continuous 
improvement. 

Chief Inspector trained as 
Lean Implementation 
Manager. Able to demonstrate 
initiatives that had improved 
the processing times of 
persons arrested. Other 
‘successes’ visually 
represented on display boards 
in Police HQ. Focus on 
securing additional resources 
from savings. 

Evidence of 
utilisation of Lean 
tools and 
techniques. ‘Low 
hanging fruit’ and 
some doubts 
about 
sustainability of 
initiatives. 

4 Mid- sized 
Constabulary in 
Central England 

Adopted Home 
Office QUEST 
(Lean variant) 
programme for 
productivity and 
performance 
improvement. 

Identified in 
Annual 
Policing Plan 
for 2010/11. 
That Lean 
would be used 
to ‘ensure 

Viewed as a success by Chief 
Constable. Force intends to 
review the way in which they 
are structured to deliver its 
services, based on previous 
Lean programme. In terms of 
delivering better value for 

Lean programme 
viewed as a 
success, but seen 
simply as a ‘cost 
saving’ 
opportunity. Little 
evidence of 
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people see us 
using staff, 
budgets and all 
other resources 
wisely to 
deliver value 
for money.’ 

money savings from planned 
efficiencies to be made 
available for re-investment in 
targeted areas of the service. 

culture change 
and focus on end 
users of services. 

5 Small 
Constabulary in 
South West 
England 

Lean had been 
implemented 
across some areas 
of the force by 
‘lean 
implementation 
champions’.  
Now discontinued 

Funding 
previously 
secured for 
productivity 
and 
performance 
improvement 
programme. 

Small team had demonstrated 
small savings from VFM 
initiatives through project. 
Decision made by senior 
officers that there knowledge 
would be better diffused 
throughout the organisation, 
therefore unit to be 
disbanded. 

Lean initiatives 
cancelled as a cost 
saving measure. 

 
 

Advancing the police reform agenda 

Having analysed the three key themes of this paper in the context of police reform, This 
paper now identifies four areas of knowledge that offer an insight into ways that the 
police reform agenda might be advanced. First, the importance of human resource 
management (HRM) practices in developing the workforce and creating an environment 
for change. Second, with the current UK coalition government demanding 
improvements in the police performance management system, performance 
improvement is described within the context of the police. Third, the effectiveness of 
continuous improvement practices and the application of Lean principles in with the 
police service of England and Wales  are described. Fourth and finally, this paper pays 
particular attention to the financing and governance of the police in England and Wales. 
Specifically the impact of the coalition government’s Comprehensive Spending (CSR) in 
2010 and the election of Police and Crime Commissioners in November 2012 are 
highlighted as having the potential to make a significant impact on the police reform 
agenda. Added together they identify a significant opportunity for a strategic and 
operational reorientation of the police service in England and Wales.  
Developing the police workforce 

Barton & Delbridge, 2004, 2006, highlight the influence of human resources in the 
determination of firm/organisational performance within manufacturing organisations 
(Purcell & Hutchinson, 2007). This has been further supported through a variety of 
divergent theoretical frameworks (Jackson & Schuler, 1995) that emphasise the 
importance of effective HRM practices. Effective HRM practices are therefore seen as 
important in providing support for improving worker performance through influencing 
employee attitudes.   This would be in line with the proposition of human capital theory 
which suggests the importance of employees in providing economic value to their 
organisations (Youndt et al. (2006) contend that this is achieved through the skills, 
knowledge and abilities of individual employees.  

This is recognised by Barton and Barton, 2011 with respect to developing the UK police 
workforce. Here the importance of effective HR practices for influencing employee 
attitudes and improving police performance is seen as central to police reform. In order 
to achieve this Flanagan (2008) makes the case for a robust system of HR management 
running throughout the Police Service viewed as necessary to ensure that strategic 
manpower objectives are met. This should be seen as particularly important within an 
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organisation such as the police where discretionary behaviour, sometimes referred to 
as organisational citizenship behaviour (OCB) (Bateman & Organ, 1983; Ehrhart, 2004) 
can have such an important part to play in .maintaining the confidence and trust of the 
public. The more effective internal HR practices become, particularly in the areas of 
management and ‘leadership’ (particularly of front line officers) then the greater the 
likelihood they will be able to influence appropriate employee behaviours and attitude 
that encourages public trust and confidence in the police. 

Improving Police Performance 

Barton & Beynon, 2011 p.358  identify in their research paper that much work has been 
undertaken in the area of police performance management, both at a governmental 
level (Spottiswoode, 2000, Home Office, 2009) and academically (  Larson and Blair, 
2009). 

In terms of other techniques utilised to investigate police performance, data 
envelopment analysis (Verma and Gavirneni, 2006) and stochastic frontier analysis 
(Thanassoulis, 1995), which have used a range of measurements, input and output, to 
base their performance studies on. A related comment was outlined in the government 
sponsored Spottiswoode (2000) report which identified the need for more efficiency 
based measurements. Drake and Simper (2005) succinctly describe the appropriateness 
of whether to employ input and output (efficiency) or just output (performance) criteria 
(see also Dadds and Scheide, 2000; Drake and Simper, 2005). 

In earlier research, Beynon and Barton (2006) investigated the ability to model the rank 
performance of a police force with respect to its most similar force (MSF) group, 
including the identification of the minimum changes in its sanction detection levels that 
would improve their perceived performance ranking. The technique utilised in these 
studies was the PROMETHEE outranking method of multi-criteria decision making 
(Brans and Vincke, 1985; Brans et al., 1986. The identification of prescribed minimum 
changes to improve a police force’s performance ranking, a feature of the uncertainty 
based analysis with PROMETHEE (Hyde et al., 2003). 

Despite the availability of techniques for measuring performance, on police 
performance management, Flanagan (2008) makes a number of recommendations. 
Among these he concludes that;  

‘Forces should focus effort on high potential areas for improved productivity, such as 
demand management … procurement, and flexible working’, (Flanagan, 2008:34). 

In so doing they need to learn lessons from organisations characterised as being ‘high 
performing,’ and the need to establish new thinking in line with a best in class approach 
to the development of effective performance measures. It is important therefore to ask 
specific questions as to what officers’ get from performance measurement, how it is 
measured and how widely is performance measurement used in a given organisation?  
Performance is also affected as much by social and political conditions, legal structures 
and as it is by explicit management action.  

In the United Kingdom (UK) and more specifically in England and Wales the UK 
Government continues to conduct or sponsor research into the complexities 
surrounding appropriate performance measures for the police (Home Office, 2008; 
Flanagan, 2008; Berry, 2009; HMIC 2010, Barton & Beynon, 2011). This is in addition to 
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legislative changes that have been made with the intention of giving a clearer focus to 
police performance priorities (Barton & Barton, 2011; Barton, 2013). As a result the 
nature and type of performance indicators (PIs) have changed over the years in relation 
to the police service (Barton & Beynon, 2011)  with the focus in 2013 changing too 
fewer but ‘better’ PIs. 

There is no agreement about the precise role played by the PIs in organisations (Smith, 
1990). Logically there cannot be a correct list of performance indicators and they can 
only be judged in terms of their usefulness and the cost of generating the information 
they contain relative to the benefits derived from their use. What is clear from my 
research is that the use of innovative modelling has the potential to add value to 
techniques that are currently used in the area of police performance improvement, for 
instance in the case of sanction detection levels (Barton & Beynon, 2011). At the 
fundamental level this could be viewed in terms of ‘Where to start from first, and from 
there?’ with respect to targeting certain types of crime. (Barton & Beynon, 2011 p. 1). As 
a consequence it enables the police at force level to target performance improvement 
within a specific area of measured operational policing namely sanction detection 
levels. This is achieved through the use of force crime statistics and the application of 
PROMOTHEE (Preference Ranking Organization Method for Enrichment Evaluation) 
which is an outranking method of multi-criteria decision making. As such it can 
elucidate a ranking (performance) of alternatives (police forces) through the 
comparative differences of values over a number of different criteria (sanction 
detections). This enables a force to make targeted criteria analysis of a particular crime 
and as such if desired can allocate resources in an attempt to reduce it (Barton & 
Beynon, 2011 p. 360).  

The adoption of a Lean thinking approach within the police 

Notwithstanding the importance of improving performance, more generally there has 
also been recognition of the need to improve the quality and reduce costs across the 
police in England and Wales (Barton & Barton, 2011). In response to this, the last few 
years have seen an increase in application of business process improvement 
methodologies such as Lean,  across the UK public services as a mechanism for 
achieving such objectives.  

In terms of the methodologies employed, the application of Lean has an extensive 
literature (Bhatia & Drew, 2006; Radnor et al., 2006; Hines et al., 2008; Barton, 2013). 
Successful implementation would appear to offer potential benefits to public 
organisations through both enhancing customer satisfaction whilst at the same time 
reducing costs (Dedhia, 2005; O’Rourke, 2005). As such, this would appear to have the 
potential of being a particularly useful innovation within the police service and its 
applicability has been identified by various authors (Berry, 2009; Flanagan, 2008; 
Barton, 2013)  with the potential for substantial operational and organizational benefits 
seen to materialise from its adoption (Papadopoulos & Merali, 2008). Although to date 
the most cited examples of lean application have been within the health services 
(Radnor & Walley, 2008). There is evidence that in other public service environments 
improvements in service performance, improved processing times and achieving ‘better 
value for money’ have resulted from such lean interventions (Hines & Lethbridge, 2008; 
Barton, 2013). 

Barton, 2013 p.223, (Figure 1) highlights that to date the implementation of Lean across 
the police service in England and Wales is not consistent and the results are at this stage 
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ambiguous. Such observations confirm the concerns of Berry, (2009 p. 11) who 
identifies that the implementation of Lean is dependent on people, notably ‘frontline 
staff’ to make it happen. Barton, 2013 (Figure 1) also highlights the failure of some 
police force areas to commit sufficient resources to Lean to ensure the continuance of 
such programmes. Berry (2009) identifies that there is both a cost and a danger that 
some police forces will seek to apply a few Lean tools and techniques to produce 
impressive short term results (Barton & Barton, 2011 p.151), instead of seeking 
sustainable, continuous improvement and a true cultural shift. 

 

Finance and Governance 

Running in parallel with UK coalition governments’ police reform agenda a 2010 United 
Nations report identified amongst others two key questions to be addressed in 
consideration of how reforms to public services and how service delivery might be 
improved: First, how can public administration secure the provision and expansion 
(maintenance) of public services under the conditions presented by the (financial) 
crisis, and how can citizens be engaged to that end? Second, how can multilevel 
governance and decentralization contribute to better public service delivery at the local 
level? (United Nations, 2010: 12). 

These questions are pertinent when considering the impact of proposed reforms on the 
police service in England and Wales. Such reforms reinforce a long held aspiration by 
successive UK governments that public service organizations should become more 
accountable, customer focused and responsive to stakeholder needs (Ackroyd, 1995; 
Pollitt, 2000; Osborne 2006; Fryer et al. 2009). And that this should be achieved 
through a transformation of management practices, processes and culture (Andrews et 
al. 2006; Bitici et al. 2006). 

In terms of the budgetary impact of the financial crisis (2008) the UK coalition 
government’s response in the shape of the 2010 Comprehensive Spending Review CSR) 
identified the need to reduce the police budget (Barton, 2013) across the police forces 
of England and Wales. Policing is expensive and much of the work over the last forty 
years in terms of government efforts at police reform has been directed at getting better 
value for money from policing services (Barton and Valero-Silva, 2013 p.1).  As a result 
of the Police Reform and Social Responsibility Act, 2011, the responsibility for achieving 
this in conjunction with Chief Constables rests with the Police and Crime 
Commissioners (PCCs) (November, 2012). The PCCs and their respective police forces 
therefore faces the dual challenge of reducing costs whilst at the same time maintaining 
levels of public confidence and trust in the services they provide (Larsen & Blair, 2009; 
Bradford, 2011).  

The mechanisms by which this is intended to be achieved are fourfold.  First there will 
be a greater level of local accountability for individual Chief Constables following the 
election of local PCCs as of November 2012, The PCCs are now responsible for ‘the 
budget, staff, estate and other assets in their force area’ and to ensure that there are 
appropriate performance management systems in place (HC 511:17). Second, there will 
be a greater focus on partnership working throughout the Criminal Justice System (CJS) 
(Barton & Valero-Silva, 2013).  Thirdly, overall responsibility for managing the 
performance of police forces has shifted from the Home Office to Her Majesty’s 
Inspectorate of Constabulary (HMIC).  Fourthly, the Home Office will neither set nor 
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maintain top-down numerical performance targets or specify the nature of the 
performance indicators to be used (other than an indicator for confidence) for 
individual police forces.  

Conclusion  

Since the late 1970s successive UK governments, have attempted to implement reforms 
across the English and Welsh police services. From a financial standpoint policing is 
‘expensive’, with a budget approaching £13 billion and employing upwards of 230,000 
operational and support personnel, the police service in England and Wales is a 
significant organisation not only in cost terms but on its impact upon society. 
Paradoxically although public attitudes towards the police are generally positive it is 
evident that the social context of policing is changing. The police in England and Wales 
face the problem of reducing costs while at the same time satisfying the demands and 
sometimes mutually expectations, of a society, which has become far more divisive and 
fragmented. 

The challenge for the police therefore is to introduce innovative ways of improving 
efficiency and productivity, whilst at the same time improving public opinion as to their 
effectiveness in their ‘fight against crime.’ This will require significant reform, which 
will have a major impact on police organisations in England and Wales, calling into 
question their values and future role. As such the pressure, for ‘reform’ of traditional 
management practices as a proxy for improving performance within the police has led 
to tensions both internally and externally. Although rank and file officers recognise that 
there is a need for some reform many reject calls for greater change. Set against this 
resistance successive governments have been frustrated in their many attempts at 
wide-scale reform. Research is ongoing but the evidence provided within this paper and 
the contribution that it makes to the literature suggests some significant steps towards 
reform of the police in England and Wales.  

In terms of finance the impact of the 2008 global financial crisis resulted in the coalition 
government’s Comprehensive Spending Review (CSR) 2010. This Review imposed 
significant budgetary cuts across the police service in England and Wales and has 
prompted significant structural change. 

With respect to governance, the introduction of the Police Reform and Social 
Responsibility Act, 2011, enabled the direct election of Police and Crime Commissioners 
(PCCs) in November, 2012. The PCCs are now responsible for the appointment of their 
chief constables, for the budget, staff, estate and other assets in their force area and to 
ensure that there are appropriate performance management systems in place.             
It is in these key areas of finance and governance coupled with improvements in human 
resource management practices, the application of new business process methodologies 
such as Lean and a focus on performance improvement that my research indicates as 
having the greatest potential for progressing, the police reform agenda. 
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