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1. Executive Summary 
 

1.1 Barking & Dagenham is an outer London borough situated to the east of the city. 
The area was largely industrial until the decline of its motor manufacturing base, 
and large-scale council housing was constructed between 1918 and 1939 for 
employees and ex-Service personnel. It is now changing rapidly, with new 
developments at Barking Riverside and Dagenham Dock at Goresbrook, and the 
fastest changing demographic profile of all London boroughs. 

1.2 The Basic Command Unit (BCU) has undergone several changes in recent 
months. The BCU Commander was appointed to the borough in July 2009 and his 
deputy, a new Superintendent (Operations), joined a month earlier in June. They 
are supported by a senior management team (SMT) comprising four chief 
inspectors (including one detective), a borough forensic manager, and four B and 
C managers: Higher Analyst, Finance, Resources and Human Resources). The 
Human Resources (HR), Finance and Resources Managers will soon transfer from 
the borough because the force is restructuring the way boroughs receive this kind 
of support.  

1.3 Performance at Barking & Dagenham over the past 12 months1 has been 
particularly challenging. Residential burglary has increased by 62.5%, robbery by 
20%, and the BCU is within the bottom MSBCU2 quartile for all its priority crimes. 
However, vehicle crime has gone down by 16.6% over the past 12 months. 
Sanction detection performance has notably declined for violent crime3 (-3.4 
percentile points(pp)), serious acquisitive crime (-8.4pp) and for RRAO4 (-4.7pp) 
over the same period. Public user satisfaction rates have remained broadly static, 
albeit significantly below the MSBCU average. 

1.4 Community safety performance in the borough declined most significantly about 
12 months ago. This coincided with the departure of the BCU Commander, who 
was replaced by his deputy as the Acting BCU Commander. The inspection 
revealed a paucity of the underpinning systems of governance (policies, 
procedures and management grip) that are essential to achieving sustained 
performance improvement. There was evidence of repeated and sometimes 
unnecessary procedural changes that were ill-informed, poorly communicated and 
lacked staff engagement in their construction. This led to a rapid decline in overall 
performance, declining staff morale and radically increased workloads. 

1.5 The new BCU Commander is under no illusions as to the challenge he and his 
team now face and their energy and determination to succeed is clearly evident to 
the inspection team. Work has already begun to improve the BCU’s core systems 
of performance management and sanction detection improvement, with some 
promising work being implemented through the AIMS5 performance process and 
by the Dedicated Source Unit. This must now be developed further to create an 
overarching performance management framework, to improve offender 

 

1 12 months to July 2009. 
2 Most Similar Basic Command Unit.  
3 Most Serious Violence and Assault with Less Serious Injury. 
4 Racially and Religiously Aggravated Offences. 
5 Active, Intrusive, Methodical Supervision. 
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management arrangements, the use and leverage of resources and overall 
sanction detection performance. 

1.6 A change plan is being constructed that will be updated with these inspection 
findings. Its implementation will require careful co-ordination and management in 
order both to engage staff and key stakeholders proportionately in the change 
process and to ensure key milestones are met. The new BCU Commander and his 
team have the capability, skills and the resolve to meet this challenge. They must 
now set about this change management process and make Barking & Dagenham 
a safer borough for its communities and visitors alike. 

Recommendations and Good Practice 
1.7 The inspection team has made the following recommendations that should 

contribute to the drive for continuous improvement displayed by the BCU. There 
are also various suggestions that the SMT may wish to consider in Section 6, 
‘What We Found’. These suggestions come mainly either from data gathered by 
the inspection team or from BCU staff participating in focus groups or interviews. 

Recommendation 1: Governance Arrangements 
That the BCU reviews its governance arrangements to ensure that organisational 
change is achieved in an inclusive way and to promote sustained performance 
improvement, with specific regard given to the following: 
• In consultation with key stakeholders, the creation and publication of the BCU 

vision and mission (policing style); 
• Proportionate staff engagement by senior managers on key change initiatives 

being progressed by the BCU; 
• The creation of local policies and procedural guidance for staff where force 

policies, etc require further explanation or interpretation; 
• Development of the BCU role of Risk Manager in a way that incorporates 

organisational and operational threat and risk, making full use of a Risk Register. 

Recommendation 2: Sanction Detection Improvement 
That the BCU co-ordinates and implements work within an overarching sanction 
detection improvement plan that improves performance in this area, including 
activity on: 
• Improving the quality of primary investigations through targeted training and 

robustly managing compliance (using the DMM6) with the Metropolitan Police 
Service (MPS) minimum standards; 

• Increasing awareness, understanding and use of cannabis warnings, FPNDs7

and TICs8 as sanction detection disposal options within the BCU; 
• As part of a wider review/benchmarking of workloads within the BCU, to ensure 

that investigative workloads are realistic, supervised and aligned with the skills of 
investigators and the complexity of cases; 

• Ensuring compliance with Home Office Counting Rules 9 with regard to decisions 
of ‘no crime’.  

 

6 Daily Management Meeting 
7 Fixed Penalty Notice for Disorders 
8 Offences Taken Into Consideration 
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Recommendation 3: Developing Performance Management 
That the BCU builds upon the good work of the AIMS10 process by constructing and 
implementing a wider performance management framework that includes: 
• Accountability for BCU priorities among individual members of the SMT, and the 

creation of delivery plans for each priority; 
• The development of team-based performance indicators and, where appropriate, 

targets that concisely reflect the team’s contribution to BCU priorities; 
• Local and targeted risk-based  inspection and audit activity; 
• Dynamic links with learning and development, and the proportionate application 

of professional standards and interventions.  

Recommendation 4: Increasing Capacity through Improved Resource Leverage 
That the BCU increases operational capacity through improved resource leverage 
within a wider plan that includes action in the following areas: 
• Tighter fiscal controls over manoeuvrable elements of the devolved budget to 

ensure overall budgetary compliance; 
• A holistic review of the BCU resource disposition across all key units that makes 

use of benchmarking techniques to assess workloads, skill requirements and 
establishment levels for staffing and skills; 

• Application of workforce modernisation options within MPS policy and 
appropriate use of staff on restricted/recuperative duties; 

• Increased use of telephone investigation, conditional deployment for Safer 
Neighbourhood Team (SNT) staff and the application of current MPS policy 
dealing with single patrolling.  

Recommendation 5: Development of Key NIM11 Processes 
That the BCU further develops key NIM processes that enhance proactive 
opportunities and interventions with a particular focus upon: 
• Clarifying the purpose of the Daily Intelligence Meeting (DIM) relative to the DMM 

and ensuring that it becomes a more inclusive process; 
• Improved understanding of policy regarding use of the MPS intelligence platform 

(CrimInt Plus) and increased submission of quality intelligence; 
• Enhanced offender management activity with priority given to improved PPO12 

interventions and the management of operational risk for violent offenders 
(MARAC13); 

• Improved partnership-tasking arrangements to commission, co-ordinate and 
review problem-solving interventions with linkage to the TTCG14 processes. 

 
1.8 The inspection team also acknowledge the following areas of good practice: 

− The AIMS performance management process (Para. 6.18); 
− The DSU Productivity (Para. 6.11). 

 

9 Home Office Counting Rules 
10 Active, Intrusive, Methodical Supervision 
11 National Intelligence Model 
12 Prolific and Persistent Offenders 
13 Multi-Agency Risk Assessment Conference 
14 Tactical Tasking & Co-ordination Group 
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2. Introduction 
 

2.1 Basic command units (BCUs) are a fundamental building block in the delivery of 
policing services. Aligned to communities, BCUs represent the local interface with 
the public and are therefore highly influential in the police service’s aims to reduce 
crime and disorder, and to increase community confidence. BCUs vary in size and 
composition according to the areas they police. All share responsibility for the 
delivery of the national community safety plan as it affects them and, with Crime and 
Disorder Reduction Partnership (CDRP) colleagues, for the delivery of the local 
community safety strategy (CSS) priorities. As such, individual BCUs will continue to 
be subject to increasing scrutiny of performance from both Government and local 
communities. 

2.2 The range in performance outcomes between BCUs presents an opportunity to 
continuously improve and maximise the efficiency and effectiveness of this tier of 
policing. A key ingredient of successful BCUs remains their focus, with the most 
successful being those that maximise focus through effective leadership at every 
level. They will also have a performance management framework that strikes the 
right balance between holding individuals to account, and providing support for 
those in most need. The National Intelligence Model (NIM) will be fully embedded 
and mainstreamed throughout the BCU, driving all types of proactive intervention 
through the systematic and skilled interpretation of intelligence. Successful BCUs 
will also have a thorough appreciation and desire to meet the needs, wishes and 
expectations of their primary customer – the communities they serve.  

2.3 Following a five-year rolling programme of BCU inspections, HMIC has moved to a 
more intelligence-led approach whereby only a small number of BCUs are selected 
for inspection. This follows an examination of their relative performance within their 
Most Similar Basic Command Unit (MSBCU) group, together with a detailed review 
of their self-assessment, which was completed by a selection of BCUs as an integral 
part of the wider Baseline Assessment process. All BCU inspections are directly 
aligned to the Baseline Assessment frameworks and the Assessment of Police and 
Community Safety (APACS) domains, and evidence gathered at the BCU tier can 
easily be used to help assess overall force performance. 
 
Box A – Aims of BCU Inspections  

• Promoting effective leadership. 

• Disseminating good practice. 

• Identifying inefficiencies. 

• Providing pointers to enhance performance. 

• Strengthening the capacity for self-improvement. 

• Leaving behind a BCU management team that has learnt about itself and is 
even more committed to self-improvement. 
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2.4 The Inspection of Barking & Dagenham BCU in the Metropolitan Police Service 
(MPS) was conducted between 21 and 25 September 2009. This report sets out the 
inspection findings, highlighting areas of good practice and making 
recommendations for improvement where appropriate. Her Majesty’s Inspector 
thanks the officers and staff of Barking & Dagenham BCU for the co-operation and 
assistance provided to members of the inspection team. 

 

Methodology 
 

2.5 The Inspection of Barking & Dagenham BCU consisted of the following core stages: 
 

2.6 During the Inspection, a total of 42 structured interviews and focus groups were 
conducted, involving more than 102 individuals. Other staff members and 
partnership agency representatives were interviewed during the two visits to 
workplace settings. Representatives from the Barking & Dagenham Safer and 
Stronger Communities Board and the Independent Advisory Groups (IAGs) were 
also consulted in the course of the inspection. A BCU leadership audit was also 
conducted within the BCU.

Feedback    
to BCU 

BCU    
 Inspection 

Leadership
audit 

A dit

Pre-visit data and 
analysis of BCU 
self-assessment 

Reporting 
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3. The Force/Constabulary Context 
 
3.1 The Metropolitan Police Service (MPS) is the largest and most complex police 

organisation in England and Wales. It comprises 32 borough-based operational 
command units, sharing coterminous boundaries with the London boroughs. The 
Service is responsible for policing 620 square miles, with a residential population of 
over 7.3m (3.2m households), and also deals with the impact generated by an 
additional daily influx of approximately 5.5m visitors and workers. The MPS delivers 
a range of international, national and capital city services, as well as local service 
delivery across the 32 territorial boroughs. In terms of staff numbers, the MPS is 
approximately three times larger than the next largest force and its annual budget 
accounts for approximately 24% of the total bill for police services in England and 
Wales. 

3.2 Barking & Dagenham BCU is located within the North East of London and the 
Metropolitan Police District (MPD). 
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4. The BCU Context – Barking & Dagenham 
 

4.1 Barking & Dagenham is an outer London borough to the east of the City. It is 
situated on the north bank of the River Thames and within the M25 London Orbital 
motorway. The neighbouring boroughs are Newham to the west, Redbridge to the 
north and Havering to the east.  

4.2 The borough is located at the heart of the Thames Gateway, the largest 
regeneration area in Europe. This area is crucial to the Government’s plans to 
develop sustainable communities in the south east, and to the London Mayor's 
ambition to ensure prosperity is more evenly shared between east and west 
London. The borough contains the United Kingdom's biggest brown field 
regeneration site at Barking Riverside, and the future home of London's 
environmental technologies at Dagenham Dock. A major sustainable community will 
be developed on land released by Ford in South Dagenham, and Barking is due to 
be revitalised to become the town centre of choice for the new communities that will 
move to the area. Recent proposals have been made to establish a new prison at 
Beam Reach in the east of the borough.  

4.3 Barking is the main town centre for the borough, and The Heathway is the next 
largest. The proximity of Romford town centre (in Havering) means that many, 
particularly in the east of the borough, see this as their primary shopping/retail area. 
The Borough has a large retail park at Goresbrook (in the east) and is close to 
several other retail parks in surrounding boroughs.  

4.4 The Borough is bounded in the west by the North Circular Road and is bisected by 
the A13 to the south and the A12 to the north. Rail links are strong running east to 
west: the District Line runs across the borough and there are five underground 
stations within the borough. In addition, there is a fast rail link from Barking to 
Fenchurch Street Rail station in central London. A second rail link provides access 
from Barking through surrounding boroughs to Gospel Oak in west London. 
Proposals are under consideration for an extension to the Docklands Light Railway. 
This would provide access to planned new areas of housing. North-south links 
within the Borough are primarily provided by local buses.  

4.5 Most of the housing in the borough was constructed by the London County Council 
during the interwar period of 1918-39. The Becontree estate, which was part of this 
development, is the largest council housing estate in the world. It was built to 
provide houses for ex-Servicemen after the First World War, and also homes for 
emerging industries in the area. The subsequent decline in the manufacturing 
industry and the need to develop new skills and employment opportunities has 
proved to be one of the most significant challenges facing the borough.  
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Diversity 
 

Ethnic Groups in Barking & Dagenham 
 

4.6 The following table shows the ethnic groups within the Barking & Dagenham.15 

Percentage of resident population in 
ethnic groups 

Barking & 
Dagenham England

White 85.2 90.9 
of which White Irish 1.7 1.3 

Mixed 1.9 1.3 
Asian or Asian British 5.0 4.6 

of which Indian 2.2 2.1 
of which Pakistani 1.9 1.4 
of which Bangladeshi 0.4 0.6 
of which Other Asian 0.5 0.5 

Black or Black British 7.0 2.3 
of which Caribbean 2.1 1.1 
of which African 4.4 1.0 
of which Other Black 0.4 0.2 

Chinese or Other Ethnic Group 0.9 0.9 

4.7 The following table shows a breakdown of religions for Barking & Dagenham. 
 

Percentage Population in Religious 
Groups 

Barking & 
Dagenham England

Christian 69.0 71.7 
Buddhist 0.2 0.3 
Jewish 0.3 0.5 
Hindu 1.1 1.1 
Sikh 1.1 0.7 
Muslim 4.4 3.1 
Other Religions 0.2 0.3 
No religion 15.3 14.6 
Religion not stated 8.4 7.7 

The Leadership Audit 
 

4.8  A critical attribute of successful BCUs is effective leadership. Leadership styles 
vary: some are highly transformational, while others veer more towards 
transactional approaches. There is no ‘correct’ style because BCU circumstances 
are different, and good leaders attune their approaches to fit these circumstances. 

 

15 Source: ONS neighbourhood statistics, 2001 Census 
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To try and explore the components of leadership and their relative impact on 
performance, HMIC has developed a leadership audit tool, the findings from which 
inform the fieldwork stage of the inspection in order to validate key themes. This is a 
developing tool that will become increasingly powerful as benchmarks are created 
against which results can be evaluated. 

4.9 The leadership audit is a ‘soft’ tool in that it invites perceptions from staff initially 
through survey and then seeks to validate these during interviews and staff focus 
groups. The validation process includes interviews with the BCU Commander and 
members of the SMT in order to provide a management context to the survey 
findings. Emerging strengths and areas for improvement from the audit will therefore 
represent a summary of validated opinions about leadership across the BCU; some 
caution should therefore be exercised in the use of such data. The emerging themes 
will only feature as HMIC recommendations, management considerations or items 
of good practice if they are subsequently validated by specific and triangulated 
evidence obtained during the wider fieldwork visit and in the context of overall BCU 
performance. The audit explores leadership across the whole BCU, using the 
headings that are applied to force-level leadership as part of Baseline Assessment. 
This is a development from the previous focus of such inspections, which primarily 
assessed the leadership of the BCU Commander and the SMT.  

4.10 The audit process comprised three phases:  

• A questionnaire, circulated to a representative cross section of all BCU staff and 
returned to HMIC;  

• Focus groups with a representative cross-section including inspectors, special 
constables and police staff; and  

• One-to-one interviews with the BCU Commander, operations 
superintendent/chief inspectors and business manager.  

The audit also included an interview with the relevant link chief officer who 
exercises line management over the BCU Commander, to explore their working 
relationship. A summary of the staff survey findings is attached at Appendix B. 
 

4.11 The Leadership Context – Barking & Dagenham BCU 
With a new BCU Commander and deputy, the SMT has the opportunity to present a 
fresh approach for the borough that can lead to transformed performance; and this 
is readily acknowledged by staff and the SMT alike. All managers will need to 
understand and help shape and implement the vision, mission and change plan and 
thereby give staff the leadership they expect and deserve.  

4.12 Against a challenging performance context and faced with a requirement for 
considerable change management, the SMT will need to develop its proposals for 
change in a constructive and inclusive way. This will inevitably involve making some 
decisions that are unpopular with some, but are nonetheless necessary. Provided 
management judgement is correct and based upon a sound rationale that is 
communicated to staff affected, these challenges should not be insurmountable and 
most staff will support the action taken. The next 6 to12 months of change will need 
to be followed by a period of consolidation during which structures, systems and 
processes become embedded and any performance improvement is sustained. 
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The Audit Results 
 
4.13 The BCU receives appropriate support from the Chief Officer – Line Manager 

At the time of this audit the BCU Commander had been in post for a period of only 
nine weeks. As a result of this, the relationship between him and his line manager 
had yet to fully develop and be tested. At this stage in the process both the BCU 
Commander and his line manager were positive about the initial changes that had 
been implemented and the BCU Commander felt supported in the decisions he had 
made in relation to the restructuring of the SMT. This has seen a reallocation of 
portfolios between chief inspectors and a reduction in the number of DCI posts on 
the borough from two to one, allowing all reactive investigation and risk 
management to sit under a single lead. 

 
4.14 The BCU has an appropriate structure that is aligned to the Force Strategy 

• Albeit from a low rate of response to the staff survey (36 from 150), the majority 
of respondents felt that their roles were clearly defined and contributed to the 
Borough and Force Strategy, with 56% being either fully or very satisfied. Focus 
group interviews confirmed this view for constable and sergeant ranks (and 
police staff equivalents); however, inspectors and above were less satisfied that 
this was the case. It was widely felt that there had been a considerable amount 
of change within the SMT recently, to the point where it was unclear who had 
responsibility for specific areas of business. It was also felt that, in the past, 
structural changes within the BCU had not been communicated to staff 
effectively. 

• Fully 76% of respondents felt that they were set objectives that were clearly 
related to their role and experience. Interviews showed that this was consistent 
with the views of the senior managers and constables; however, those in 
between were less satisfied that this was the case. It was felt that some staff had 
moved roles frequently over the last year with no new objectives being discussed 
or set. 

• Some 78% of respondents felt that lines of accountability and responsibility 
within the BCU were clearly defined. Focus groups again showed a split among 
different ranks, with senior managers and constables tending to disagree and 
being less sure of where responsibility lay. 

• Only 48% of respondents felt that resources were being effectively managed 
within the BCU, with 52% feeling that improvements could be made. There was a 
feeling within some focus groups that the existing 12-hour shift pattern was 
inflexible and did not assist in matching supply to demand. There was also a 
feeling that the allocation of staff within the borough was not matched to the 
demand faced, leading to some members carrying high workloads. 

• Only 29% of respondents felt that teams on the BCU were balanced in terms of 
skills, experience and diversity. Interestingly, 21% of those who replied felt that 
they didn’t know whether the mix of staff within teams was balanced. Within 
focus groups it was felt that the SMT had historically paid little attention to the 
skills and experience of staff when making staffing decisions. There was also a 
feeling that just as staff become competent in their role and fully trained they are 
moved to another role, starting the whole process again. 

• While 62% of respondents felt that health and safety procedures on the BCU 
were effective and made them feel safe in their workplace, 29% felt that this was 
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not the case. Focus groups mirrored these results. Some of those present felt 
that management were slow to act when a health or safety issue was raised. CID 
officers reported that they felt vulnerable by virtue of not being issued personal 
radios and so not being able contact core teams readily. 

 
4.15 The BCU Has a Performance Culture with Integrity 

• A large number of respondents (82%) considered that their manager 
demonstrated an interest in their performance and development, with 35% being 
very satisfied. Senior managers interviewed confirmed this view, while 
constables, inspectors and police staff were slightly less satisfied and felt that 
there were inconsistencies and that improvements could be made.  

• Over three quarters (76%) of respondents considered that they received the 
development they needed to perform their role. This view was supported in focus 
groups by all except inspectors, who were concerned that staffing had been 
reduced on the training unit, and that there were no regularised training days 
built into the shift pattern. This has resulted to staff attending training on rest 
days leading to weekly leave being accumulated across the borough. There was 
also a feeling that the training provided had not been informed by an effective 
training needs analysis.  

• Only 47% of respondents felt that within the BCU good performance was 
recognised and rewarded, and no respondents were very satisfied that this was 
the case. Focus groups broadly confirmed this view, and felt that in the past 
there had been little recognition of good work. There was however a feeling that 
this was beginning to change on the BCU with recognition of achievement 
regularly made at the Daily Management Meeting and mentioned in briefings. 
However, there was a degree of dissatisfaction at the way this was administered, 
with a general feeling that some staff were being rewarded for doing their ‘day 
job’ while others, who were perceived as having gone beyond the call of duty, 
were missed. 

• Of those asked, 59% felt that innovation was promoted and supported on the 
BCU. This view was broadly supported by focus group interviews, although there 
was a general feeling that this had not been the case in the past.  

• Over half (56%) of respondents felt that there was effective use of the National 
Intelligence Model within the BCU. This does not however take into account the 
fact that 24% of all respondents felt that they did not know. This latter view was 
echoed in focus group discussions up to and including the rank of inspector. 
Those who felt able to answer commented that although all the ‘right meetings’ 
were held they were not seen as important and that there was a lack of proactive 
capability on the BCU. There was also concern that the introduction of CrimInt 
Plus had reduced the number of intelligence submissions being made, because 
of confusion over the distinction between intelligence and information. 

• Some 42% of respondents felt that BCU managers ensured that maintaining 
integrity was more important than achieving good performance. Again, however, 
a high proportion of respondents (33%) felt they did not know the answer. Some 
constables felt that they were placed under pressure not to record crimes, citing 
that the push for ‘figures’ compromised integrity. Sergeants and above were 
more satisfied that integrity was seen as paramount, with some feeling that crime 
recording was at times ‘too ethical’, resulting in crimes being recorded 
unnecessarily. 
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• Just under two-thirds (65%) of respondents felt that the BCU delivered an 
effective service to the community. Focus groups gave mixed views, with 
comment being made about high workloads and tight time constraints creating 
barriers to providing a high level of service to victims. The ‘Manhunt Team’ was 
mentioned as providing a particularly high level of service.  

 
4.16 Diversity 

• A very high proportion of respondents (82%) considered that diversity was 
embedded within the BCU, specifically in terms of personal values and all areas 
of business including selection and appointment of staff. This view was endorsed 
by those attending the focus groups at all levels, although few examples could be 
given to support the view. 

• Half – 50% – of the respondents felt that fairness at work procedures (eg 
grievances or appeals) could be confidently used by staff on the BCU without 
fear of recriminations from managers. However, 26% said they did not know. 
While focus groups were predominantly positive about their confidence in the 
system, there were a number of those present who were very dissatisfied and felt 
they had no confidence that the process would be handled correctly or remain 
confidential. 

• A large number of respondents were content with their own managers in that 
their operational decisions were consistent (74%), their decisions in respect of 
disciplinary issues were consistent (65%), they solved problems effectively 
(74%), and they inspired respondents with confidence (68%). When interviewed 
constables, sergeants and police staff equivalents were far less satisfied with the 
consistency of decision-making. It was felt that a lack of clarity and direction over 
key issues (such as domestic violence policy) was to blame, and that some 
managers were reluctant to make decisions in the first place. Focus group 
discussions confirmed the views around problem-solving and confidence, 
although there was an acknowledgement that there was room for improvement. 

• Some 62% of respondents considered that sickness and welfare were effectively 
managed within the BCU. While sergeants and inspectors agreed with this view, 
senior managers, constables and police staff equivalents were less satisfied. 
Welfare issues were perceived to be managed better than sickness across the 
BCU. It was felt that the BCU generally failed to manage those who were sick or 
on restricted duties or consider the knock-on effects of their absence effectively.  

• Although 35% of respondents felt that bullying was dealt with effectively by 
managers, the majority of respondents (53%) did not know. This mix of 
responses was mirrored across all focus groups except for sergeants, who were 
dissatisfied that this was the case. This group felt there was an inconsistency in 
the way bullying was dealt with across the BCU, and most had witnessed 
bullying at some point.  

• Half (50%) of all respondents considered that abstractions from duty were 
effectively managed within the BCU; but 32% felt that improvements could be 
made (with 15% being very dissatisfied at the current arrangements). Opinions 
were divided among the focus groups: constables and inspectors feeing that 
abstractions were being managed effectively, while sergeants and senior 
managers were far less satisfied, citing the abstraction of officers for central aid 
and the accumulation of ‘weekly-leaves’ as being contributory factors. 

• While 41% of respondents felt that there was a commitment within the BCU to 
staff retention, 26% said that they did not know. These results were consistent 
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with views from the focus groups with opinion being divided. There was a feeling 
among some constables and sergeants that procedures in relation to staff 
retention were applied inconsistently. Some staff were being singled out and 
allowed to transfer for developmental reasons and others being retained on the 
BCU with no explanation being offered for the different approach. It was widely 
felt that there was no drive in the borough to encourage staff to remain and 
procedures, when enforced, relied on preventing staff leaving to maintain 
numbers. 

 
4.17 Personnel Management 

• A high proportion (82%) of respondents considered that they had regular and 
meaningful contact with their line manager, and 88% felt that their line manager 
took an interest in them. Equally, 82% felt that their contributions were 
welcomed, 91% felt that their line manager made them feel trusted, valued and 
included and 76% stated that line managers dealt with personnel issues in a 
relevant and timely manner. Some 82% of respondents felt that their manager 
made them feel proud of the service they delivered. When interviewed senior 
staff generally agreed with these results. However, constables and sergeants did 
not feel as trusted, valued or included, with the majority stating they were 
dissatisfied. This corresponded with a lower number feeling that their manager 
demonstrated a genuine interest in them as individuals.  

• Some 59% of respondents felt that training and development was allocated on 
the BCU according to need; however, 18% stated they did not know. Focus 
groups were broadly in agreement that this was the case. However, it was felt 
that there was significant room for improvement in terms of allocating training to 
the most appropriate members of staff and ensuring that appropriate training is 
delivered in a timely manner to those in roles where it is needed. 

• Better than three quarters (76%) of respondents felt that they were encouraged 
to learn by their line manager and 68% felt they were provided with sufficient 
time in which to learn and develop. When interviewed these views were broadly 
supported and both sergeants and inspectors considered that promotion was 
generally supported when appropriate. Concerns were expressed however 
around both IPLDP16 student officers and ICIDP17 trainee detectives, with 
feelings that neither were provided with sufficient experienced support to develop 
effectively in the roles for which they were preparing. 

• More than half (56%) of respondents felt prepared for future changes, and 47% 
felt that coaching and mentoring was available if needed. Focus groups were 
less sure that this was the case, with all ranks and grades commenting on the 
amount of change recently. In addition, several of those present expressed 
concern that change had, in the past, been too reactive, often leading to rushed 
decision-making and (on occasions) decisions being reversed. 

 
4.18 Communication 

• Some 56% of respondents felt that the BCU Commander and senior 
management team had a high profile within the borough. This view was broadly 
echoed in focus groups across the ranks, who generally considered that both the 
new BCU Commander and the SMT had made a point of visiting staff since their 

 
16 Integrated Police Learning and Development Programme 
17Initial Crime Investigators Development Programme 
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appointment. Particular positive comment was made in relation to the Response 
& CJU Chief Inspector, who was felt to have high visibility across core teams and 
their management. The only group that consistently felt that their SMT did not 
have a high profile comprised investigators from the CID, many of whom had yet 
to see the new BCU Commander. 

• Although 85% of respondents considered that their line manager communicated 
relevant information to them, only 59% felt that they were consulted on matters of 
change within the BCU when appropriate to do so. When spoken to in focus 
groups it was widely felt that there had been a considerable amount of change 
on the BCU over the last 18 months, often with little notice. Comments revealed 
that in the past staff from all ranks and grades had been dissatisfied with both the 
level of consultation and communication regarding the changes. There was a 
feeling that this had changed recently with the arrival of the new BCU 
Commander and Superintendent, who had begun to consult more widely; 
however, generally it was believed that more could be done to include staff in the 
process. 

• Most (88%) of respondents felt that their line manager was available when they 
needed to talk to him/her, although only 48% felt the same was true of the BCU 
Commander and Senior Management Team. Focus groups all made the 
distinction between visibility over the previous 18 months and more recently 
since the appointment of a new BCU Commander. It was generally considered 
that the new management team was more available and willing to listen to 
problems and ideas. Focus groups confirmed that at a more personal level, 
contact with immediate line managers was perceived to be sufficient. 

• While only 42% of respondents felt that the BCU Commander and SMT 
responded in a positive way to feedback from staff, 78% felt that their line 
managers responded well. In interview these views were confirmed, however all 
groups agreed that the new SMT had only recently arrived and in that time 
feedback had been better received and acted upon. 
 

4.19 Audit Conclusions 
During the course of all of the focus groups, those involved differentiated their 
comments about the borough over the last 18 months from those relating the recent 
period following the appointment of a new Borough Commander. There was a 
general feeling that the SMT had recently increased their visibility to staff (the CID 
being an exception to this). There was also a confidence that the SMT could 
improve performance across the borough and make it a more positive place to 
work.  

 
However, all of the above comments were qualified with recognition that it was 
‘early days’ for the new SMT. This has the advantage that the new team has a real 
opportunity to increase morale within the Borough ─ but also presents the risk of 
disappointment should they fail to capitalise on this initial open-mindedness. 
 
Many of the comments made during focus groups related to change management 
within the borough. There was a feeling that there had been a lack of strategic 
direction, leading to a reactive style of change management. Many of those spoken 
to felt that over the last 18 months there had been a significant amount of change, 
much of which had been spontaneous, carried out with little consultation and 
communicated poorly to staff. Staff interviewed did not feel included in the process 
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of change. This has led to a lack of clarity over who deals with different types of 
incident, with a compartmentalised working mentality emerging. 
 
The focus groups also revealed that historically staff in the borough felt there was a 
lack of recognition or reward for good performance, and this impacted upon how 
trusted and valued they felt. This has improved in recent months, with the 
introduction of recognition into the DMM process and an awards ceremony led by 
the Superintendent and attended by partners. There was a feeling that the process 
of rewarding performance needs to be more formalised and transparent, allowing all 
staff to know the criteria being applied. 
 
Another area that drew consistent comment was that of resource demand. There 
was a general feeling among both the focus groups and the questionnaire 
respondents that some staff members were carrying significantly higher workloads 
than others in the borough, and that resources were not being effectively matched 
to the demand. The shift pattern was quoted as one cause of this, as it needs to be 
adapted to cater for the busiest periods of activity.  
 
The final area that persistently arose within the focus groups was a lack of 
knowledge of the National Intelligence Model (NIM). This manifested itself not 
simply in uncertainty around its systems and processes but also down to the 
submission of intelligence by individual officers. Many of those spoken to were 
confused by the introduction of CrimInt Plus, and felt frustration at intelligence 
submissions being ‘bounced’. There was recognition that the difference between 
intelligence and information was not well understood and this had led to a fall in the 
number of intelligence submissions being made. This was also seen to have an 
impact in the borough’s management of PPOs and to its response to domestic 
violence, both of which rely on accurate information being available in order to 
effectively risk assess and co-ordinate action. 
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5. BCU Performance 
 
5.1 BCU objectives should reflect both national priorities – as set out in the National 

Policing Plan and reflected quantitatively in the public service agreement (PSA) 
targets – and local needs. In inspecting BCUs, HMIC covers both achievement of 
locally set targets and, more specifically, the delivery against national objectives, 
and in particular crime reduction and sanction detections. Considerable attention is 
paid to the MSBCU group positioning and direction of travel, both against the BCUs 
past performance and relative to its MSBCU group. 

5.2 This is illustrated graphically using ‘Boston Box’ charting techniques (below) which 
illustrate performance against national priorities over the short (12-month) and 
medium (3-year) term against the MSBCU average, which is denoted by the 
horizontal and vertical lines that cross each chart (the ‘crosshairs’). More detailed 
performance information is also shown numerically in the tables at Appendix C.  
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MSBCU Most Serious Violence + AWLSI  
- Barking and Dagenham BCU
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MSBCU Serious Acquisitive Crime  
- Barking and Dagenham BCU

-100.00%

-80.00%

-60.00%

-40.00%

-20.00%

0.00%

20.00%

40.00%

60.00%

80.00%

100.00%

-40.00%-35.00%-30.00%-25.00%-20.00%-15.00%-10.00%-5.00%0.00%5.00%10.00%

� MSBCU group

� Barking and Dagenham BCU

3
ye

a
r

p
e

rf
o

rm
a

n
ce

(2
0

0
6

/0
7

to
2

0
0

9
/1

0
)

YTD Performance: August-July 2008/09-2009/10

POOR

GOOD

 



HMIC BCU Inspection - Barking & Dagenham BCU (Metropolitan Police Service) 
January 2009 

 

Page 19 of 55 BCU Inspection Report 
 

MSBCU Domestic Burglary  
- Barking and Dagenham BCU
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MSBCU Robbery  
- Barking and Dagenham BCU
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MSBCU Vehicle Crime exluding Vehicle Interference 
- Barking and Dagenham BCU
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MSBCU Racially and Religiously Aggravated Offences  
- Barking and Dagenham BCU
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MSBCU MSV + AWLSI SD rate - Barking and Dagenham BCU
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MSBCU Serious Acquisitive Crime SD rate - Barking and Dagenham BCU

-80.00%

-40.00%

0.00%

40.00%

80.00%
-90.00% -60.00% -30.00% 0.00% 30.00% 60.00% 90.00%

� MSBCU group

� Barking and Dagenham BCU

3
ye

ar
pe

rf
o

rm
a

nc
e

(2
00

4/
05

to
20

00
7/

08
)

YTD performance (YTD - Dec - Nov - 2006/7 - 2007/8)

POOR

GOOD

 



HMIC BCU Inspection - Barking & Dagenham BCU (Metropolitan Police Service) 
January 2009 

 

Page 22 of 55 BCU Inspection Report 
 

MSBCU Racially and Religiously Aggravated SD rate - Barking and Dagenham BCU
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6. What We Found 
6.1 Following a review of the BCU’s performance, the Going Local 3 (GL3)  

self-assessment, the findings from the leadership audit and other key 
documentation, HMIC conducted its fieldwork at Barking & Dagenham BCU. The 
inspection team sought to validate acceptable practice and investigate/evidence 
further both potential good practice and any areas for improvement (AFIs). This 
report does not, therefore, reiterate what is and what should be happening on a 
BCU in terms of its core functional activities, given that these are detailed within the 
GL3 self-assessment process. Instead, the following section highlights areas 
against the four Rounded Assessment domains that are evidenced by the inspection 
team as either particular strengths or opportunities for improvement in the BCU’s 
core business.  

The Rounded Assessment Domains and BCU Frameworks of Business 
 

Leadership (this transects all Rounded Assessment domains) 
1. Confidence and Satisfaction   
Fairness and Equality in Service Delivery 
Neighbourhood Policing and Problem Solving 
Customer Service and Accessibility 
Reducing Anti-Social Behaviour 
Contact Management 
Professional Standards 
 

2. Local Crime and Policing 
Volume Crime Reduction 
Volume Crime Investigation  
National Intelligence Model 
Improving Forensic Performance 
Narrowing the Justice Gap 

 

3. Protection from Serious Harm 
Managing Critical Incidents and Major Crime 
Tackling Serious and Organised Criminality 
Protecting Vulnerable People 
Providing Specialist Operational Support 
Strategic Roads Policing 

 

4. Value for Money and Productivity 
Performance Management and Continuous Improvement 
Human Resource Management 
Training, Development and Organisational Learning 
Race and Diversity (Internal) 
Managing Financial and Physical Resources 
Information Management 
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6.2 LEADERSHIP 

Strengths 

• There is a positive energy and drive to improve BCU performance displayed by 
the BCU Commander and his deputy. This is gradually spreading to many 
members of the SMT; and recent adjustments to the SMT, with support from 
territorial policing headquarters (TPHQ), has enabled this to occur. 

• The BCU Commander and his deputy have immediately set about meeting as 
many staff as possible in the borough, gathering views and concerns and 
conducting an informal diagnostic of the BCU. Staff acknowledged their 
increased visibility and placed some confidence in them to improve the BCU. 

• The BCU Commander has correctly diagnosed the need for the BCU to ‘get back 
to basics’ in its approach to policing. This need for such a focus has been borne 
out in the inspection in that many of the core functions of BCU policing are not 
working well (eg effective crime investigation, offender management and 
performance management). 

• The BCU Commander has a demonstrable grasp of some of the strategic drivers 
for criminality and anti-social behaviour in the borough. This is perhaps best 
illustrated in his recognition of the challenging figures for NEETs18 (10.1% 
against a London average of 6.9%) in the borough and the work of the Local 
Strategic Partnership to address this through its Public Service Board, Business, 
Jobs and Skills Board and associated LAA indicators. 

• The BCU is to be congratulated for its recognition of the need to manage risk 
through the appointment of a Borough Risk Manager at detective inspector level. 
This reflects an awareness of the need to manage risk beyond traditional 
performance management and is entirely appropriate. 

Areas for Improvement 

• Notwithstanding the acknowledged need to ‘get back to basics’ in policing, the 
BCU Commander is encouraged to develop and widely communicate a clear 
vision and mission (policing style) for the BCU. This needs to be supported by an 
annual policing plan, driven by the strategic assessment, which reflects both 
MPS and local priorities with logical linkage with the Community Safety Strategy 
and LAA indicators. For example, tackling racially and religiously aggravated 
crime presents one of the greatest challenges for the borough ─ and yet it does 
not feature as a priority. 

• Staff interviewed did not feel included in the process of change. Many had viable 
solutions to issues and had raised their suggestions with their first and second 
line managers to no avail (eg CSU staffing and skills), consequently feeling that 
their views were ignored. A response was rarely received and those concerned 
felt devalued as a result. 

 

18 Individuals who are Not in Education, Employment or Training 
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• There is a need to manage the risk associated with recent changes in SMT 
responsibilities and functional management, which has sometimes resulted in 
individuals having accountability for themes without the resources to influence 
them. For example, responsibility for partnership activity was allocated to a chief 
inspector who has limited assets dedicated to the function, and not the Safer 
Neighbourhood Teams. Similarly, the alignment of the CJU with Patrol is not a 
logical fit and links between the CJU and the crime management function will 
need to be forged so as to maximise opportunity for sanction detections. 

• The Daily Management Meeting (DMM) follows a themed approach to tackle 
issues of compliance; and this results in many important issues being deferred to 
the next meeting that covered the theme. This dilutes the opportunity to 
potentially improve compliance in critical areas of activity. The situation could be 
further enhanced through linkage with the work of the Borough Risk Manager 
and by the provision of key data on the compliance issues to be reviewed. 

• While the appointment of a Borough Risk Manager is a positive and appropriate 
innovation, the role needs to be developed and supported by an effective 
mechanism for the scanning and identification of both operational and 
organisational threat and risk. This should be supported by a ‘live’ Risk Register 
and a mechanism that ensures management oversight and proportionate 
interventions for each identified risk. The current focus of the Risk Manager 
appears to be upon sanction detection improvement which, while warranted, 
does not address the operational risks associated with offender management 
and public protection. 

• There is a paucity of documented and accessible reference points for local 
policies and Standard Operating Procedures (SOPs). The absence of this 
essential layer of governance alongside a recent history of frequently changing 
policing approaches and structures has resulted in confusion among many staff 
and apathy in some quarters. Stability is therefore required through the non-
bureaucratic application of BCU appropriate governance arrangements. 

• An operational parade/briefing was observed. Although many basic requirements 
were fulfilled, its delivery was flat and lacked leadership. A constable read the 
briefing from MetBATS (the MPS briefing tool) and taskings were allocated, but 
limited notes were taken by attendees. 

• There is a need for the SMT and/or the BCU Commander to meet routinely with 
representatives from the various staff associations and to engage them more 
directly in the process of change. Specifically, there would be value in their 
inclusion in the borough Improvement Group and in the development of an 
alternative shift pattern. 
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CONFIDENCE AND SATISFACTION 

6.3 Fairness and Equality in Service Delivery 

Strength 

• With support from the Metropolitan Police Authority (MPA), the BCU 
reconstituted its Community Police Engagement Group (CPEG) in May 2009 and 
the group is gradually becoming established as a pan-borough interface with the 
community. The BCU Commander’s desire to integrate SNT ward chairpersons 
with the CPEG is laudable. 

 

Areas for Improvement 

• The BCU Independent Advisory Group (IAG) has deteriorated over the past 12 
months and needs to be re-energised. This should be conducted in close liaison 
with partners and needs to include the use of an up-to-date demographic profile 
that identifies the segmentation of residential and business communities in the 
borough to inform its composition and focus. 

• Reducing and detecting racially and religiously aggravated crime remains a 
significant challenge for the BCU: and yet action has not been prioritised. This 
presents a risk that needs to be addressed. The CSU should be supported in its 
efforts to address this challenge by improved primary investigations, increased 
SNT interventions and increased partnership working. 

• There has been limited exposure of disproportionality data for the use of police 
powers (stop and search and custody) to external forums. The reconstitution of 
the CPEG19 and the IAG presents an opportunity to debate such issues and 
attain a shared understanding of the causation behind such disproportionality. 

 
6.4 Neighbourhood Policing and Problem Solving 

Strengths 

• The BCU attends the Barking & Dagenham Safer and Stronger Communities 
Board (its CDRP) and will usually be represented at its thematic sub-groups. 
There is also a monthly partnership performance group meeting attended by the 
BCU to scrutinise partnership performance against the Community Safety 
Strategy priorities and LAA indicators.  

• There was joint problem-solving training with the local authority in 2009, which 
resulted in 20 staff from the partnership (police included) receiving accredited 
training. 

• All SNTs have ward panels and are staffed and equipped in accordance with 
MPS policy. Clusters of about three wards are each aligned to Neighbourhood 

 
19 Community & Police Engagement Group 
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Managers from the local authority. Key Individual Networks (KINs) have been 
identified and used to canvass views on local priorities and concerns. A borough 
Youth Parliament was established and views from its members are solicited to 
help determine local priorities. 

• Information is readily shared between community safety partners within an 
agreed protocol. 

• The BCU benefits from the creation of a pan-borough problem-solving capability 
that is deployable towards any enduring problem of crime or anti-social 
behaviour. 

 

Areas for Improvement 

• While most staff knew their current local priorities, those on SNTs were generally 
unclear as to what the key outcomes for their ward were and how local (ie panel) 
priorities could be reconciled with BCU and MPS priorities. Confidence, 
satisfaction and total crime reduction were rarely mentioned. This requires 
resolution so as to harness the capacity of SNTs towards BCU priorities when 
they also feature strongly as an issue for the ward. 

• There is no CDRP driven examination of the LAA indicators NI1520 (MSV) and 
NI16 (SAC) at the partnership performance group: and yet these are selected 
LAA indicators and remain considerable challenges for the borough. The BCU 
Commander is therefore encouraged to lobby the Safer and Stronger 
Communities Board to do so. 

• There is a high turnover of police community and support officers (PCSOs) in the 
BCU, and some felt that they weren’t fully integrated or accepted within the 
workforce. Many officers interviewed did not fully understand either the powers 
available to PCSOs or their function on SNTs. 

• The total number of full problem-solving initiatives (Form 302) open is 47. With 
17 wards each identifying three local priorities, there should be a minimum of 51 
initiatives open, even without taking account of problem-solving work generated 
from other sources (partners, analysis, etc). This is low relative to the borough 
and its current challenges, and represents a significant opportunity. 

• The communication of important operational information between the local 
authority and police recently failed when disorder occurred at a fair held on public 
land that was known to the council but not to police. The risk of such a situation 
recurring could be reduced by improved communication and use of open-source 
intelligence. 

 
6.5 Customer Service and Accessibility 

Strengths 

• The BCU has completed its Policing Pledge self-assessment and an action plan 
has been created. Material on the Policing Pledge is prominently displayed 

 

20 National Indicator (from LAA set) 
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throughout those buildings visited by the inspection team. 

• There are four Victim PCSOs, who are positioned within the Crime Management 
Unit. These staff are highly valued and have helped to achieve an 85% 
compliance rate against the Victim’s Code of Practice (VCOP), which is the 
second best rate in the MPS. 

Areas for Improvement 

• There is a need to help staff to distinguish the difference between the 
Commissioner’s five ‘Ps’ (Professionalism, Pride, Performance, Presence and 
Productivity) and the Policing Pledge, as many staff were confused on this point. 
This could usefully be tied into how both potentially impact upon rates of public 
satisfaction and confidence. 

• While there was some awareness of the Policing Pledge requirement to contact 
the public within 24 hours of receipt of a non-urgent request for assistance, this 
was not fulfilled, due to an ineffective off-duty calls system. 

• The MPS system of Quality Call Back was not being followed on the BCU. Its 
application could help inform the BCU of occasions when the service provided 
has not met the requisite standard, and present opportunities to improve systems 
and the levels of public satisfaction. 

• The action plan for implementing the Policing Pledge is limited in its scope and 
content, and staff awareness on the subject was patchy. To attain maximum 
impact upon the Policing Pledge alongside confidence and satisfaction, a more 
far-reaching and integrated plan is required, that considers the potential action 
that could be taken by all units that have a firm customer focus. 

 
6.6 Reducing Anti-Social Behaviour 

Strengths 

• The BCU has an anti-social behaviour (ASB) officer who acts as the single point 
of contact with SNTs and the local authority, and who attends a monthly  
anti-social behaviour case conference at which actions are agreed to address 
ASB hotspots and problems. 

• The BCU has an effective approach to licensed premises (in liaison with the local 
authority), and staff engaged on this function are co-located. Licensed premises 
are graded according to their risk, and attention is geared towards them 
accordingly. Representations are made by the police in licensing applications 
and the licensees of problematic premises are challenged, with licences 
occasionally being revoked.  

6.7 Contact Management 
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Strength 

• The BCU has implemented the 'Responding Safely Together' package, which 
helps to diagnose the causes behind service failures, and the attendance times 
for ‘immediate calls’ on the BCU are improving and currently stand at 70.6% 
(65.7% last year) against an MPS target of 75%. Attendance at ‘soonest-calls’ 
has improved to 65% (37.9% last year) against an MPS target of 75%. 

Areas for Improvement 

• While the BCU does have a conditional deployment policy that affects the 
despatch of non-urgent calls to SNTs, Safer Transport Teams, TIB21 and schools 
officers, the range of calls deemed suitable for SNT staff is narrowly focused 
upon their local priorities, arrest opportunities for priority crimes and critical 
incidents. In practice, the IBO22 staff cannot readily access the SNT priorities to 
determine whether calls fall within the criteria and the policy in that regard is 
therefore rarely applied.  

• The proportion of calls referred to the TIB is recorded at 28%, compared with an 
average of 33% for the MPS. This indicates potential scope to increase the 
proportion of investigations conducted by telephone and thereby to release 
additional capacity. 

• There is no borough level user group for IBO and CCC23 issues at which 
common issues can be discussed and, if necessary, escalated to the MPS CCC 
User Group. This should involve core team officers as well as IBO staff. There 
continues to be a lack of understanding of the different roles performed by CCC 
as distinct from the IBO. 

• There are no performance measures for IBO staff and these need to be 
constructed in consultation with the CCC team. 

• With the exception of one member of police staff, IBO staff are posted to the unit 
directly from teams. This lack of dedicated staff within the IBO will result in a 
dilution of expertise through unfamiliarity and a variable standard of service. The 
BCU is therefore encouraged to post staff to the IBO for a longer period of time 
so as to attain improved professionalism and continuity. 

6.8 Professional Standards 

Strengths 

• A training package on the Taylor Reforms to the investigation of complaints 
against police has been delivered to all inspectors. 

• The BCU Commander and his deputy have made efforts to improve 
professionalism through the appearance of staff in uniform wherever possible.  

21 Telephone Investigation Bureau 
22 Integrated Borough Operations 
23 Central Command Complex (Previously known as ‘MetCall’) 
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LOCAL CRIME AND POLICING 
 

6.9 Volume Crime Reduction 

Strengths 
• The BCU recently benefited from a presentation on the profile of victims 

(victimology) and fear of crime by an external organisation contracted by the 
local authority, and which made effective use of Experian data. This innovative 
work should help focus target-hardening work in a more efficient and effective 
way, and is to be commended. 

 
• Good use has been made of technological solutions at the scenes of residential 

burglaries; and these represent a good target-hardening measure. 
 

Area for Improvement 

• Notwithstanding the existence of MPS policy on the subject, the BCU could do 
more in the way it responds in a graduated way to repeat victims of domestic 
violence and residential burglary. Research shows that these individuals are 
most likely to become a victim again and enhanced efforts to prevent this 
occurring are therefore worthwhile. 

 
6.10 Volume Crime Investigation 

Strengths 

• The Crime Management Unit (CMU) routinely undertakes crime system checks 
(known as ‘ASGARD’ in the MPS) to identify missed detections that have not 
been submitted. Reconciliation between the CAD and CRIS system routinely 
occurs, using a computerised system that was originally designed by officers 
from the BCU. 

• The BCU ethically challenges false reporting when suspected, and fixed penalty 
notices for disorder (FPNDs) are issued for wasting police time when offenders 
are identified. 

• All detectives have been PIP accredited and interview trained as part of their 
basic CID course. In addition, there are 32 detectives who are tier two interview 
trained; and there are two detectives trained to tier three. 

• The CMU routinely conducts its own data quality audits to test compliance with 
the National Crime Recording Standard (NCRS). The results are collated on a 
spreadsheet, which helps to identify patterns of behaviour that need to be 
corrected through training or management intervention. 

• The number of TICs for all offences has steadily increased over the past five 
months (from 2 in April to 44 in August 2009); but there still remains scope to 
increase these numbers. Match funding to support the attainment of TICs from 
prison visits is possible from TPHQ and the BCU has made use of this incentive 
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to attain TICs. 

• Crimes are allocated for investigation based upon the current MPS screening 
policy - although this policy needs to be documented. 

 

Areas for Improvement 

• There is a need to draw together the range of activity (of which many are detailed 
above and below) being carried out to improve overall sanction detections 
against priority crimes into a single Sanction Detection Improvement Plan, which 
should be owned and driven by the Crime Manager. This should include action to 
improve the quality of investigations, housekeeping processes and post charge 
(Operation Emerald) activity.  

• A small audit was conducted of ‘no crimes’ recorded on the CRIS system to test 
compliance with Home Office Counting Rules (HOCR). Out of 20 crimes 
samples, 10 failed HOCR, in that they should either have been recorded as a 
lesser crime or that there was no additional verifiable information to support the 
decision to record as no crimes. 

• An audit was conducted of CAD incidents to establish whether crimes were 
correctly recorded on the CRIS system. From a sample of 20 incidents, two 
should have been recorded as crimes but were not. The audit also revealed that 
a quarter were passed to SNTs to deal with, but without any form of tracking 
mechanism to establish whether a CRIS record resulted from SNT enquiries. 

• There are currently some 155 named suspects on the CRIS system and these 
are mostly addressed on campaign days. Such an initiative, while worthwhile, 
needs to be complemented by a more systemised approach towards their 
reduction. 

• A misunderstanding over a recent SMT decision to defer the decision to classify 
all priority crimes pending review by investigating officers (Code 07) for 
appropriate cases has resulted in a spike in investigative workloads and that of 
the CMU. This needs to be reviewed to enable the early and correct classification 
of crimes that are unambiguous from the investigation recorded therein. Equally, 
decisions for those crimes that require further investigation to clarify exactly 
which offence has been committed should be deferred, pending receipt of more 
information. 

• The quality of primary investigations of all crimes is reportedly poor. This arises 
from a mixture of inexperience, workload pressures, insufficient supervision and 
a failure to comply with the minimum standards of primary investigation as 
detailed within MPS policy on the subject. A more robust system to promote 
compliance needs to be implemented, potentially using the DMM, alongside 
increased training input on how to attain sanction detections that is directly 
delivered to staff by experts on the subject.  

• The level of supervision of CRIS reports by first line managers is very poor, with 
the CMU Manager acting as the only point of supervision in most investigations. 
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• There is a need for a more strategic and structured approach towards the 
attainment of offences Taken into Consideration (TICs). TIC champions are 
required on key teams and a strategy should be developed, in consultation with 
criminal justice partners, which aims to encourage offenders to admit TICs. 

• The BCU issues the lowest number of fixed penalty notices for disorder (FPNDs) 
in the Eastern Cluster of London boroughs (108 compared to 278, 379, 156 and 
215 in the year to date). This represents an opportunity to improve efficiency in 
dealing with offenders while also increasing sanction detection rates in 
appropriate circumstances. 

• Cannabis warnings are also the lowest compared with other BCUs in the Eastern 
Cluster; Barking & Dagenham attained 173 detections in the planning year to 
date, compared with 484, 515, 178 and 514 in other boroughs. 

• The workload of investigators is high relative to other boroughs inspected, with 
officers in the Serious Acquisitive Crime Unit holding about 12-15 live 
investigations each and staff in the CSU approximately 20-25 live investigations. 
This workload needs to be benchmarked with other similar BCUs in order to 
assess whether the establishment levels for each unit have been correctly set. 

6.11 National Intelligence Model (NIM) 

Strengths 

• The Source Unit is considered by staff to be productive, helpful and responsive 
to tasking requests, with high quality intelligence being received against BCU 
priorities. Performance for the unit in terms of intelligence flows (230 for 
residential burglary in the first six months of 2009) has drastically improved over 
the past year, and the unit is now one of the best performing in the MPS with 14 
active CHISs24.

• There is a regular throughput of PROF25 dockets (227 active dockets), and 
RIPA26 authorities (17 since April 2009). All key NIM products are produced to a 
good standard (strategic assessment, tactical assessment, subject profiles and 
problem profiles), although a strategic intelligence requirement has not 
previously been produced. 

• The BCU has a dedicated task force which is being augmented by the BCU 
Manhunt Team. This should help improve resilience: however, increases in its 
establishment are highly desirable once the dividend of reduce CAD/crime 
demand alongside increased productivity and efficiency materialises for the BCU. 

• The BCU has a joint strategic assessment that uses the latest risk/harm matrix to 
help determine priorities. It is a solid document that could be further developed 
by the inclusion of a commentary on the key drivers for criminality and ASB. 

 

24 Covert Human Intelligence Sources 
25 Proactive Response Operational File 
26 Regulation of Investigatory Powers Act 2000 
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Areas for Improvement 

• There is a need to clarify the purpose of the Daily Intelligence Meeting (DIM) as 
distinct from the Daily Management Meeting (DMM). This will help in 
understanding the appropriate linkage between both meetings to enable it to fulfil 
that purpose. The DIM needs to become a more inclusive, intelligence-based 
meeting to discuss proactive opportunities; while the DMM should focus upon the 
management of operational and organisational risk, performance, critical 
incidents and issues of compliance. Both meetings need to become the ‘engine 
room’ of daily activity. 

• There have been only 35 taskings issued between April and September 2009, 
which at an average of seven per month is small relative to the BCU’s size and 
demands. The SMT is therefore encouraged to increase the quantity and scope 
of tasking so as to engage all the disparate units across the BCU, including 
agreed partnership assets.  

• There is little evidence that the control strategy has a high profile within the BCU 
and drives core aspects of its business. 

• Work to tackle prolific and other priority offenders (PPOs) is under-developed, 
with 26 identified of which 16 are currently in prison. The list was last refreshed in 
May 2009 and various other informal systems of ‘nominals’ exist in parallel. 
Subject profiles are generated for PPOs but intervention plans are not, and each 
individual does not have a named officer responsible for the co-ordination and 
implementation of tactics to stop them re-offending. In liaison with key partners, 
there is a need for a single, tiered system of PPOs that is adequately supported 
and robustly implemented by proactive staff (while still co-ordinated from the 
BIU). 

• A TTCG27 meeting was observed. While being well-chaired and structured 
around the tactical assessment product for the borough, it could be improved 
through increased inclusion of core teams and SNT managers, and a greater 
focus upon PPO activity. Links also need to be forged with any potential 
partnership tasking process that operates in parallel. 

• There is a paucity of quality intelligence put onto CrimInt Plus, and volumes have 
halved since its inception. Current rates amount to approximately two entries per 
month per officer on the BCU. Limited intelligence alongside a DIM that is not 
inclusive of all key units may result in intelligence opportunities being missed. 

• There is no tasking process to coordinate proactive partnership activity and 
volumes militate against its integration within the TTCG process as an 
alternative. The BCU is therefore encouraged to negotiate with its partners the 
introduction of a partnership-tasking meeting that could commission, co-ordinate 
and review problem-solving activity in the borough. 

 

27 Tactical Tasking and Coordination Group 
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6.12 Improving Forensic Performance 

Strengths 

• There were 43 outstanding forensic dockets at the time of inspection that are 
allocated through the MPS forensic tracker system. This level of outstanding 
dockets is fairly typical for a BCU of this size. 

• The Borough Forensic Manager is a member of the SMT, notwithstanding her 
direct line management being through SCD4. 

• The procedures concerning the storage of forensic exhibits are robust, with 
effective booking in/out procedures that maintain an audit trail of movements. No 
item was found within a forensic fridge to be held longer than necessary. 

• The BCU’s forensic performance against residential burglary is above the MPS 
average, with 21.7 forensic sanction detections (FSDs) against an MPS average 
of 20.1 for the planning year to date. Performance for vehicle crime is worse that 
the MPS average, with 2.8 FSDs against an MPS average of 4.6 FSDs. The time 
taken to attend residential burglary scenes by an Identification Officer is above 
the MPS average (32.5%), with 48.6% attending in under four hours during 
August 2009. 

• The forensic team conducts CRIS searches every morning to check for burglary, 
robbery and vehicle crime scenes suitable for forensication. 

 

Areas for Improvement 

• There are forensic opportunities (and therefore detections) missed with regard to 
vehicle crimes. Calls suitable for immediate forensication should be despatched 
by Central Communications Command (instruction not to use MetCall) to 
Identification Officers (IdOs). This has not yet been properly addressed. In the 
event that this doesn't happen, there is no BCU safety net to identify such calls in 
the IBO. These crime allegations are passed to the TIB without scrutiny or 
intervention to request immediate forensication. 

• The BCU Commander is aware of the ongoing problems regarding the 
availability of IdOs (particularly over the weekends), and is encouraged to take 
appropriate steps with SCD4 to seek a resolution. 

 

6.13 Narrowing the Justice Gap 

Strengths 

• Relations with the CPS are improving, and discussions are ongoing to overcome 
the issue of having potentially incompatible targets: increasing convictions rates 
for the CPS, against attaining sanction detections for the police. 
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• The Livescan processes on the BCU are effective, with few rejections. 
Responsibility for the system and the retraining of staff rests with a dedicated 
gaoler. 

• The BCU operates a system of dedicated custody officers that will help to 
establish professionalism and ownership of activities within the custody suite. 

 

Areas for Improvement 

• Based upon performance data for the planning year to July 2009, the BCU is 
failing to meet its target of reducing ineffective trials: it has an average rate of 
15.5%, against a target of 10%. 

• The rates of bail to return for the BCU have risen dramatically from 15% in 
August 2008 to 43.2% in July 2009, with 34.8% of arrests resulting in police bail 
over the rolling 12 months to July 2009. This reflects issues concerning the 
quality of primary investigation that results in case papers not being ready at the 
time of first appearance in custody so that CPS Direct advice can be sought 
alongside issues concerning accessibility of the service. 

• With the impending introduction of a new shift pattern, the SMT will need to 
consider appropriate adjustments to the dedicated custody officers roster in order 
to ensure that it is compatible with the core teams. 

• There are no individual or team-based performance measures in place for staff 
within the CJU, and priority crimes/offenders are not fast-tracked through the 
process. 

 

PROTECTION FROM SERIOUS HARM 
 

6.14 Managing Critical Incidents and Major Crime 

Strength 

• Critical incidents are generally managed well by core team officers and their 
supervisors, with staff and managers alike demonstrating a good understanding 
of the required action. There are also arrangements for the prioritised 
deployment of staff (the Task Force) to support the initial action required 
following a critical incident (ie flash searches, etc). 

 
6.15 Tackling Serious and Organised Criminality 

Strengths 

• The BCU has identified three active Organised Crime Groups (OCGs), and 
profiling work has commenced on all three. Notwithstanding recent successes in 
the conviction of ringleaders, there is scope to develop a tiered intervention plan 
to disrupt, deter and bring to justice its members. This should include 



HMIC BCU Inspection – Barking & Dagenham BCU (Metropolitan Police Service) 
January 2009 

 

Page 36 of 55 BCU Inspection Report 
 

consideration of financial, source and community intelligence, alongside a 
recognition that SNTs and schools officers have a role to play in deterring 
membership of OCGs. 

• The total amount of assets recovered following use of activity related to POCA 
(Proceeds of Crime Act) has increased from £68,480 in the six months to 
September 2008, to £85,908 in the six months to March 2009. This increase 
needs to be sustained in order to potentially attain additional funding for extra 
posts in the Financial Investigation Unit. 

 

Area for Improvement 

• There is limited evidence of intelligence-based drug enforcement activity taken to 
tackle drug abuse where there are links with acquisitive crime and/or anti-social 
behaviour. This needs to become integrated with the work of the Drug Action 
Team to address the demand for such drugs through treatment services, and 
with OCG mapping activity efforts to address the supply of such drugs. 

 
6.16 Protecting Vulnerable People 

Strengths 

• There are about 150 level 1 Registered Sex Offenders residing in the BCU. Visits 
are conducted by officers from the Jigsaw Team in accordance with MPS policy, 
with cases going to the MAPPA meeting in accordance with their risk. 

• The BCU has almost reached its positive arrest target of 70% for arrests from 
offences of domestic violence at which police attend (currently at 68.7%), 
demonstrating improvement in the application of the MPS positive arrest policy. 

 

Areas for Improvement 

• The quality of primary investigation for domestic violence is generally poor and 
systemised action is required to improve compliance with the minimum standards 
(F124D). Sub-standard domestic violence investigations, coupled with the 
implementation of the positive arrest policy for these offences, have resulted in 
an increasing number of offenders being bailed to return. This is due to case 
papers being incomplete and investigating officers therefore being unable to 
seek advice from CPS Direct, resulting in bail to return decisions exacerbated by 
weak bail to return tracking processes. 

• Detection rates for domestic violence are currently 34.5% against an MPS target 
of 44%, which indicates that good performance in application of the positive 
arrest policy is not being converted into sanction detections, primarily for the 
reasons described above. 

• While those within the CSU work extremely hard, the absence of fully qualified 
detectives within the unit has impacted upon the quality of both investigations 
and therefore sanction detections in an important area of business. 
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• The core indicators used by the MPS to measure performance against domestic 
violence (sanction detections, positive arrest policy compliance and offence 
reduction) have the potential to distort officer’s actions in a way that may not 
always be the desired course of the victim. For example, some victims simply 
want the domestic violence to stop: and action from external agencies can 
achieve this aim without a prosecution. As a result of these findings, TPHQ might 
consider reviewing its core indicators for domestic violence so as to use offence 
reduction, reduced repeat victimisation and victim satisfaction instead of the 
current measures used. 

• The BCU has completed a problem profile into domestic violence but it is 
unfortunately a low-quality product that fails to explore victimology, offender 
profiles and offending patterns so as to suggest targeted interventions to prevent 
repeat victimisation and offending. 

• The CSU has not prioritised its most persistent offenders, nor does it have a 
system in place to identify individuals who feature on several indices/enquiries 
and who are thereby subject to increased risk. 

• The recent loss of the co-located Domestic Violence Advocacy Service is seen 
as a backwards step by CSU staff, despite the intention of partners to 
reintroduce the service through the voluntary sector and for services to be co-
located once again in the months ahead. 

• Support for the MARAC28 Group is severely curtailed by staffing limitations in the 
CSU; and only two days a month is available to devote to the process. This 
results in cases being nominated against risk without full scrutiny from the police, 
and little opportunity to proactively identify candidates for MARAC. This is a 
significant risk to the BCU. 

6.17 Providing Specialist Operational Support 

Strength 

• The SMT were aware of the MPS contingencies to deal with a flu pandemic and 
vaccinations for essential workers was mentioned at a recent DMM, although 
there is no evidence of a delivery plan existing on this theme. 

VALUE FOR MONEY AND PRODUCTIVITY 
 

6.18 Performance Management and Continuous Improvement 

Strengths 

• The BCU has created a new monthly performance management meeting called 
AIMS (Active, Intrusive, Methodical Supervision), chaired by the Superintendent 

 

28 Multi-Agency Risk Assessment Committee 
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(Operations) and attended by all inspectors/Band D police staff and above. The 
meeting covers the performance areas set out on the TP performance scorecard 
and then concentrates upon one key area of business that was challenging the 
BCU (sanction detections in the meeting observed).  

• The AIMS meeting was dynamically led and drew upon the collective knowledge 
of those present to help diagnose the problem and to identify potential 
resolutions. This aspect of the meeting worked superbly and was an 
exemplification of effective performance management on a given issue – it was 
inclusive, thorough and achieved ownership of the prospective solutions. That 
said, the final product would have benefited from more structure and 
rationalisation that integrates in a wider sanction detection improvement plan. 

• The Superintendent (Operations) made it clear that all inspectors and Band D 
staff at the AIMS meeting should hold a performance management meeting with 
their staff afterwards and before the next AIMS meeting. Actions were expected 
and these were to be placed on an Aware forum so as to be accessible to staff. 

• The BCU has a small but proportionate capability to conduct local inspections 
and audits. This needs to be linked within the new performance management 
framework and to the identification of operational and organisational risk. 

• There is a demonstrable effort from the SMT to improve staff recognition; this is 
starting to have a positive impact upon staff. It could be further developed with a 
more structured approach setting out the various tiers of staff recognition (formal 
and informal) and the decision level for each. The current use of a peer-group or 
panel to help decide upon cases for formal recognition is appropriate; however, 
anecdotal evidence indicates that further refinement is required to ensure that 
the right staff get recognised for the right things. 

• The BCU is looking to adopt the ‘Camden Model’ to analyse complaints, civil 
actions, near misses and accident claims so as to help identify operational and 
organisational risk. This intended work is commendable and should be pursued 
and linked to the Borough Risk Manager function. 

• The SMT has constructed an action plan to respond to its own identified areas 
for improvement that arose from the GL3 self assessment. These have been 
allocated to chief inspectors against their new areas of responsibility. The degree 
of change currently taking place on the BCU has resulted in a range of action 
plans (eg GL3, the Policing Pledge, sanction detections, diversity, etc); there 
needs to be some consolidation and categorisation so as to simplify oversight 
and exception reporting for delivery. 

 

Areas for Improvement 

• To build upon the new AIMS process, the BCU needs to develop an over-arching 
performance management framework that incorporates the identification of 
priorities, accountabilities, learning cycle, local inspection/audit, reward and 
recognition and interventions for unsatisfactory performance procedure (UPP). 
This could best be illustrated in a graphical format and should be widely 
circulated. 
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• In the context of current BCU performance, consideration should be given to 
holding more frequent (bi-weekly) AIMS meetings until performance has 
significantly improved. These could alternate between a meeting that focuses on 
a given theme to address a particular challenge, and a more systematic review of 
all team-based performance data that promotes improved performance. 

• There is a need to define primary SMT leads for each borough priority alongside 
secondary contributors. This will help establish ownership and accountability for 
each theme among the SMT and will help foster improved performance. Linkage 
should be made with PDR objectives for members of the SMT and it will enable 
the chief inspectors to help facilitate discussion on their theme at the AIMS 
meeting. 

• There are no delivery plans in place for the achievement of BCU priorities. These 
should be owned and constructed by SMT leads and clearly set out the systems 
required for the application of intelligence, prevention and enforcement tactics. 

• The BCU has yet to identify the core performance measures for each team (and 
individuals within each team) that are associated with their core purpose, and 
staff were generally unclear on this issue.  This will logically follow the 
redefinition of the BCU’s organisational structure and the creation of a more 
stable and enduring structure that is fit for the purpose of delivering the BCU 
priorities, mission and vision. Care will be required to identify simple yet effective 
indicators that can be used at future performance management meetings and in 
PDR objectives to drive sustained performance improvement. 

• To complement the expectation that performance management meetings should 
occur below inspector and Band D level, the BCU would benefit from the 
provision of a framework of generic themes expected to be covered at each 
meeting. These should be dip-sampled by SMT members so as to promote 
compliance. 

• It’s unclear from staff interviewed how the Safer Transport Teams are tasked and 
whether there are opportunities to synchronise initiatives commissioned by 
Transport for London or the MPS Transport OCU and local initiatives. Proactive 
tasking for the STT does not appear to be linked into the BIU and this may 
present missed opportunities or even a risk of compromising covert operations. 

6.19 Human Resource Management 

Strengths 

• The BCU operates a Human Resource Development Group (or people panel) at 
which staff posting decisions (not deployments) can be made – ideally with HR 
advice. This is an effective forum for such decisions to be taken. 

• The PDR completion rate for the last full year on the BCU was 95%, which 
represents a good rate of compliance in the process. 
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Areas for Improvement 

• The average rate of sickness for police officers has reduced from about 11 days 
to 8.6 days per year but is still above the MPS target of 6.5 per officer. Home 
visits, case conferences and return to work interviews are apparently not 
occurring and need to be resuscitated. 

• There are 2,019 outstanding weekly leaves yet to be taken, which amounts to 
approximately five per head of police officer and a considerable potential 
abstraction from duty. This number needs to be gradually reduced over time to a 
more manageable level and requires a review to prevent further escalation. 

• The HR Unit needs to maintain a comprehensive spreadsheet of staff skills. This 
could be further enhanced by the inclusion of agreed establishment levels for 
various skills and the use of compatible skill sets to avoid inappropriately over-
skilling or double-skilling any one individual. 

• The BCU needs to develop a career path for officers who aspire to join the CID. 
This should include a postings policy that is developed in consultation with staff 
affected in order to ensure the optimum balance between skills, training and 
tenure. 

• The implementation of the Transforming HR Project presents a number of 
potential risks to the BCU in the way it provides HR support to staff; and 
guidance on the key HR processes has yet to be provided to boroughs. These 
issues need to be scoped and managed with appropriate entries on the BCU 
Risk Register. 

• The number of staff on restricted (22) and recuperative (35) duty is high relative 
to other BCUs inspected, and work is required in conjunction with Occupational 
Health to attempt to reduce this number. Pending any reduction, these staff need 
to be productively deployed in accordance with their skills and condition, and in 
units that most support BCU priorities. 

 
6.20 Training, Development and Organisational Learning 

Strength 

• There are regular training days for uniformed officers and it is intended that the 
new shift pattern will incorporate a training day, though such a facility is not 
currently available for other teams within the BCU. 

 

Area for Improvement 

• There has been no training needs analysis that links into performance and risk 
management to determine the training programme. This needs to be developed 
in conjunction with the implementation of the ‘Camden Model’ (see performance 
management above). 
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6.21 Race and Diversity (Internal) 

Strength 

• The BCU has a diversity and equalities strategy that is modelled on the MPS 
equivalent and its six strands of work. 

 

Area for Improvement 
 
• While there is a diversity strategy in place, work to develop action plans has 

been slow, with only two strand leads identified (race and disability). This needs 
to be progressed more quickly in liaison with staff associations, the IAG and the 
local Race Equality Council. 

 
6.22 Managing Financial and Physical Resources 

Strengths 
• Overtime is the only budget line that has been delegated, and authorisation 

levels are set at chief inspector and police staff equivalent levels. Those 
concerned have a PDR objective that includes budgetary compliance. 

• There is a monthly review of strategic financial management between the 
Finance & Resources Manager and the BCU Commander.  

• The BCU enjoys an MSC contingent of some 40 officers, most of whom operate 
independently of the core teams. The BCU has an MSC recruitment target of 200 
by 2012, and the Special inspector is confident of achieving this figure. The BCU 
also has a Volunteer Cadet Corps who have committed 8,000 hours during 
2008/09 and who are occasionally used to assist in low risk operations. 

• Health and safety risk assessments (generic and specific) are completed and 
reviewed in accordance with MPS policy. These are accessible to the 
Performance Manager, who is responsible for their administration. Each building 
has an identified responsible person, and statutory health and safety meetings 
are routinely held. 

• Police staff statement-takers are deployed on each CID team and represent an 
excellent efficiency initiative that reduces the demand upon detectives’ time. 

• The BCU has an Estates Strategy that sets out the long-term requirements for 
the BCU against the operational imperatives, current and anticipated. The recent 
procurement of a single parade site at Fresh Wharf is a significant achievement 
and should help improve staff morale, briefing and productivity. 

• Adjustments to the core team shift pattern that resulted in three cars (six officers) 
coming on duty early represent a sensible interim step to better align resources 
against demand, pending research into alternative shift patterns. 

Areas for Improvement 

• The 2009/10 budget is forecast to be overspent on its devolved bottom-line by 
approximately £231,686 (+5.9%). Of this, approximately £70,000 is expected to 
be reimbursed or underwritten by other MPS departments, and £43,000 is a 
consequence of the delayed implementation of the MPS Transforming HR 
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Project. This presents a significant challenge for the BCU to reduce the 
overspend in the remainder of this financial year.  

• There is a need for a more holistic view to be taken of the BCU’s human 
resource disposition. This should be based upon reliable and benchmarked data 
on workloads and an assessment of risk and performance impact. Establishment 
levels for each unit also need to be considered in the context of demand 
reduction opportunities and increased efficiency, all of which need to be co-
ordinated within a strategy to maximise resource leverage. 

• Research indicates that the CAD workload per head of BWT29 is the highest in 
the Eastern Cluster, and a local audit of ‘I’ and ‘S’ call workloads per capita of 
minimum strength indicate that core team workloads are on the high side. This is 
also supported by a relatively high open incident list of 30-40 calls at some shift 
handover points. 

• The BCU needs to ensure that expenditure against partnership funding is 
correctly tracked and monitored and that the stated outputs/outcomes of 
initiatives are met, thereby providing value for money. 

• Cell space on the BCU is limited and reportedly has a direct impact upon 
operational decisions to arrest or use other forms of disposal. 

• There is only one gaoler post within the custody suite, which results in police 
officers being abstracted into the custody suite. There is a need to increase the 
number of police staff gaolers and the BCU is encouraged to do so. 

• Problem-solving tactics are rarely used to address CAD demand, and SNTs 
could play a useful role in doing so, following analysis of such calls and venues. 

• Work has been commissioned to review the uniform shift pattern. Care will be 
required to ensure that no decision is taken on staff establishment levels in 
isolation of the workload data for other key units (ie CID units). A baseline 
examination and benchmarking of workloads is therefore an essential element of 
any work on new shift patterns, in order to assess the appropriate establishment 
levels for each unit. 

• With the notable exception of the message cars, and contrary to MPS policy and 
local instruction, uniformed officers and PCSOs rarely single patrol, and risk 
assessments are not completed to determine occasions when double patrol 
deployments are appropriate. 

• The BCU currently investigates 28% of crime by telephone, which is below the 
levels achieved by some other MPS boroughs (eg 44% at Bromley). This 
represents a potential efficiency opportunity to increase the proportion taken by 
telephone without prejudice to sanction detection performance. 

• There is no evidence of income generation or sponsorship activity taking place in 
the borough in a co-ordinated manner; nor are efficiency savings identified, 
logged and recycled within the BCU. 

29 Borough Workforce Target 
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• There are only 25 volunteers on the BCU, of which 15 are apparently active. This 
is low relative to other BCUs and indicates potential to increase volunteers and to 
expand their support into other aspects of policing. 

• The BCU is encouraged to review its use of hired vehicles so as to ensure 
resources match an evidenced demand and to inform its mix of hired and 
procured fleet vehicles. 
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Organisational Chart – Barking & Dagenham BCU
Appendix A
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Appendix B 

Leadership Audit – Staff Survey 
The BCU has an appropriate structure 
which is aligned to the Force Strategy 

0
scores 

1
scores 

2
scores 

3
scores 

4
scores 

5
scores 

6
scores 

Q01
My role is clearly defined and 
contributes to the BCU and Force 
Strategy 2.94% 2.94% 2.94% 8.82% 26.47% 35.29% 20.59%

Q02 I am set objectives which are clearly 
relative to my role and experience 0.00% 2.94% 11.76% 8.82% 11.76% 38.24% 26.47%

Q03
Lines of accountability and 
responsibility within the BCU are 
clearly defined 5.88% 8.82% 2.94% 8.82% 17.65% 29.41% 26.47%

Q04
Resources are effectively managed 
within the BCU including specific 
issues of demand and deployment 8.82% 11.76% 20.59% 14.71% 17.65% 14.71% 11.76%

Q05
Throughout the BCU teams are 
balanced in terms of skills, 
experience and diversity 20.59% 11.76% 2.94% 35.29% 2.94% 14.71% 11.76%

Q06
The health and safety procedures on 
the BCU are effective and make me 
feel safe in my workplace 8.82% 5.88% 5.88% 17.65% 8.82% 26.47% 26.47%

The BCU has a performance culture 
with integrity 

Q07
My line manager demonstrates an 
interest in my performance and 
development 2.94% 2.94% 5.88% 5.88% 17.65% 29.41% 35.29%

Q08 I receive the development I need to 
perform my role 2.94% 5.88% 2.94% 11.76% 14.71% 41.18% 20.59%

Q09 Within the BCU, good performance 
is recognised and rewarded 2.94% 8.82% 20.59% 20.59% 23.53% 23.53% 0.00% 

Q10 Innovation is promoted and 
supported on the BCU 5.88% 8.82% 8.82% 17.65% 29.41% 26.47% 2.94% 

Q11
On the BCU there is effective use of 
the National Intelligence Model - 
resources/tasking/co-ordination 23.53% 5.88% 5.88% 8.82% 20.59% 17.65% 17.65%

Q12
BCU managers ensure that 
maintaining our integrity is more 
important than achieving good 
performance 33.33% 3.03% 12.12% 9.09% 18.18% 18.18% 6.06% 

Q13 The BCU delivers an effective 
service to the community 5.88% 5.88% 14.71% 8.82% 20.59% 35.29% 8.82% 

Diversity 

Q14

Diversity is embedded within the 
BCU, specifically in terms of 
personal values and all areas of 
business including selection and 
appointment of staff 5.88% 0.00% 5.88% 5.88% 17.65% 41.18% 23.53%

Q15

Fairness at work procedures (eg 
grievance or appeals) can be 
confidently used by staff on the BCU 
without fear of recriminations from 
managers 26.47% 5.88% 5.88% 11.76% 5.88% 26.47% 17.65%

Q16
My line manager’s decisions in 
respect of operational issues are 
consistent 11.76% 5.88% 0.00% 8.82% 14.71% 35.29% 23.53%
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Q17
My line manager’s decisions in 
respect of disciplinary issues are 
consistent 20.59% 5.88% 0.00% 8.82% 5.88% 32.35% 26.47%

Q18 My line manager solves problems 
effectively  5.88% 2.94% 11.76% 5.88% 8.82% 29.41% 35.29%

Q19 My line manager inspires me with 
confidence 5.88% 8.82% 8.82% 8.82% 11.76% 23.53% 32.35%

Q20 Sickness and welfare are effectively 
managed within the BCU 14.71% 5.88% 5.88% 11.76% 17.65% 26.47% 17.65%

Q21 Managers deal effectively with 
bullying 52.94% 2.94% 2.94% 5.88% 8.82% 14.71% 11.76%

Q22
Abstractions from duty - other than 
sickness - are effectively managed 
within the BCU 17.65% 14.71% 8.82% 8.82% 17.65% 29.41% 2.94% 

Q23 There is a commitment within the 
BCU to staff retention 26.47% 8.82% 11.76% 11.76% 11.76% 23.53% 5.88% 

Personnel management 

Q24 I have regular and meaningful 
contact with my line manager 0.00% 2.94% 8.82% 5.88% 14.71% 26.47% 41.18%

Q25 My line manager demonstrates a 
genuine interest in me 0.00% 5.88% 0.00% 5.88% 17.65% 38.24% 32.35%

Q26 I feel that my contributions are 
welcomed and valued 2.94% 5.88% 2.94% 5.88% 14.71% 38.24% 29.41%

Q27 My line manager makes me feel 
proud of the service we deliver 5.88% 5.88% 5.88% 0.00% 20.59% 35.29% 26.47%

Q28 My line manager makes me feel 
trusted, valued and included 0.00% 5.88% 2.94% 0.00% 20.59% 32.35% 38.24%

Q29
Training and development is 
allocated on the BCU according to 
need 17.65% 2.94% 2.94% 17.65% 14.71% 26.47% 17.65%

Q30 I am encouraged to learn by my line 
manager 11.76% 2.94% 0.00% 8.82% 11.76% 44.12% 20.59%

Q31 My line manager ensures that I am 
provided with time to learn 11.76% 2.94% 2.94% 14.71% 17.65% 29.41% 20.59%

Q32 I feel prepared for future changes 8.82% 5.88% 11.76% 17.65% 32.35% 11.76% 11.76%

Q33 Coaching and mentoring is available 
to me if I need it 29.41% 5.88% 8.82% 8.82% 14.71% 20.59% 11.76%

Q34
Personnel issues are dealt with by 
my line manager in a relevant and 
timely manner 5.88% 5.88% 2.94% 8.82% 11.76% 35.29% 29.41%

Communication 

Q35
The BCU Commander & Senior 
Management Team has a high 
profile within BCU 14.71% 5.88% 8.82% 14.71% 20.59% 20.59% 14.71%

Q36 My line manager communicates 
relevant information to me  0.00% 0.00% 8.82% 5.88% 17.65% 47.06% 20.59%

Q37
I feel that, where it is appropriate, I 
am consulted on matters of change 
within the BCU 8.82% 11.76% 11.76% 8.82% 29.41% 14.71% 14.71%

Q38 My line manager is available when I 
need to talk to him/her 0.00% 5.88% 0.00% 5.88% 8.82% 38.24% 41.18%

Q39
The BCU Commander, Senior 
Management Team are available to 
staff at appropriate times 15.15% 3.03% 6.06% 27.27% 27.27% 15.15% 6.06% 

Q40
The BCU Commander and SMT 
respond in a positive way to 
feedback from staff 30.30% 6.06% 6.06% 15.15% 21.21% 15.15% 6.06% 
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Q41 My line manager responds in a 
positive way to feedback from staff 3.13% 3.13% 6.25% 9.38% 21.88% 31.25% 25.00%
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Appendix C 

Crime Performance Data 
 

All Crime  
August-July     

 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 
2006/07-2007/08 20,462 122.57 131.59 6 out of 15 
2007/08-2008/09 19,793 118.56 119.73 7 out of 15 
2008/09-2009/10 20,097 120.39 109.61 9 out of 15 

3 Year Change -365 -1.78% 
1 Year Change 304 1.54% 

MSV30+AWLSI31 
August-July     

 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 
2006/07-2007/08 2,206 13.21 14.00 8 out of 15 
2007/08-2008/09 2,154 12.90 12.71 8 out of 15 

2008/09-2009/10 2,300 13.78 11.91 
13 out of 

15 

3 Year Change 94 4.26% 
1 Year Change 146 6.78% 

Serious Acquisitive Crime  
August-July     
 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 
2006/07-2007/08 4,698 28.14 31.13  7 out of 15 
2007/08-2008/09 4,629 27.73 28.3  8 out of 15 

2008/09-2009/10 4,858 29.10 25.04 
 12 out of 

15  

30 Most Serious Violence 
31 Assault With Less Serious Injury 



HMIC BCU Inspection - Barking & Dagenham BCU (Metropolitan Police Service) 
January 2009 

 

Page 49 of 55  GL3 – BCU Inspection Report 
 

3 Year Change 160 3.41% 
1 Year Change 229 4.95% 

Domestic Burglary  
August-July     
 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 
2006/07-2007/08 1,040 15.39 21.43  2 out of 15
2007/08-2008/09 965 14.28 22.04 2 out of 15 

2008/09-2009/10 1568 23.20 20.83 
11 out of 

15 

3 Year Change 528 50.77% 
1 Year Change 603 62.49% 

Robbery  
August-July     
 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 

2006/07-2007/08 771 4.62 4.16 
11 out of 

15 

2007/08-2008/09 638 3.82 3.46 
11 out of 

15 

2008/09-2009/10 766 4.59 3.17 
13 out of 

15 

3 Year Change -5 -0.65% 
1 Year Change 128 20.06% 

Vehicle Crime (excluding Vehicle Interference)  
August-July     
 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 
2006/07-2007/08 2,887 17.29 18.51 7 out of 15 

2007/08-2008/09 3,026 18.13 16.19 
10 out of 

15 

2008/09-2009/10 2,524 15.12 13.68 
12 out of 

15 

3 Year Change -363 -12.57% 
1 Year Change -502 -16.59% 
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Racially and Religiously Aggravated Offences  
August-July     
 

Crimes 
Crimes per 

1,000 
residents 

MSBCU 
group 

average 

MSBCU 
group 

ranking 

2006/07-2007/08 357 2.14 1.43 
14 out of 

15 

2007/08-2008/09 342 2.05 1.33 
13 out of 

15 

2008/09-2009/10 356 2.13 1.17 
14 out of 

15 

3 Year Change -1 -0.40% 
1 Year Change 14 3.97% 

MSV+AWLSI SD  
August-July     
 

Sanction 
detections

Sanction 
detection 

rate 

MSBCU 
group SD 
average 

MSBCU 
group 

ranking SD 
rate 

2006/07-2007/08 649 29.42% 36.94% 
13 out of 

15 

2007/08-2008/09 624 28.97% 38.01% 
13 out of 

15 

2008/09-2009/10 588 25.57% 38.00% 
15 out of 

15 

3 Year Change 61 -13.10% 
1 Year Change 36 -11.75% 

SAC SD  
August-July     
 

Sanction 
detections

Sanction 
detection 

rate 

MSBCU 
group SD 
average 

MSBCU 
group 

ranking SD 
rate 

2006/07-2007/08 731 15.56% 13.23% 4 out of 15 
2007/08-2008/09 644 13.91% 12.94% 5 out of 15 

2008/09-2009/10 269 5.54% 12.48% 
15 out of 

15 
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3 Year Change -462 -64.41% 
1 Year Change -375 -60.20% 

RRAO SD  
August-July     
 

Sanction 
detections

Sanction 
detection 

rate 

MSBCU 
group SD 
average 

MSBCU 
group 

ranking SD 
rate 

2006/07-2007/08 92 25.77% 33.30% 
13 out of 

15 

2007/08-2008/09 94 27.49% 37.01% 
14 out of 

15 

2008/09-2009/10 81 22.75% 40.25% 
15 out of 

15 

3 Year Change -11 -11.71% 
1 Year Change -13 -17.22% 

User Satisfaction Rates32 – Whole Experience 
 

Time Period Barking & Dagenham BCU MSBCU Average 
2006-09 76.61% 74.82% 
2006-12 74.77% 74.91% 
2007-03 77.28% 75.29% 
2007-06 79.86% 75.73% 
2007-09 79.95% 75.72% 
2007-12 81.94% 75.85% 
2008-03 78.76% 75.67% 
2008-06 76.08% 80.31% 
2008-09 74.49% 81.19% 
2008-12 73.91% 82.05% 
2009-03 75.14% 82.13%  
2009-06 75.40% 83.1% 

32 Source: iQuanta BCS data 
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Appendix D 

Notional Contract 

Purpose 
This ‘notional contract’ follows an HMIC inspection of Barking & Dagenham BCU 
in the Metropolitan Police Service, that was conducted between the 21st to 25th 
September 2009 and sets out the action required by the BCU together with the 
improvement outcomes required. It is between the HMI, the BCU Commander and 
his/her ACPO line manager.  

Action Required 
BCU inspection reports published by HMIC contain both recommendations and 
‘management considerations’. The implementation of recommendations is 
presumed to be a reasonable expectation, unless exceptional circumstances exist 
which make such implementation impossible or inappropriate. Management 
considerations entail more discretion, giving BCUs the option not to implement them 
if the BCU can show good reason why they should not be adopted. 
 
For Barking & Dagenham BCU, HMIC requires that the following 
recommendations be implemented by the 31st October 2010 at the latest. 
 

Recommendation 1: Governance Arrangements 
That the BCU reviews its governance arrangements so as to ensure that 
organisational change is achieved in an inclusive way and to promote sustained 
performance improvement, with specific regard given to the following: 
• In consultation with key stakeholders, the creation and publication of the BCU 

vision and mission (policing style). 
• Proportionate staff engagement by senior managers on key change initiatives 

being progressed by the BCU. 
• The creation of local policies and procedural guidance for staff where force 

policies, etc require further explanation or interpretation. 
• Development of the BCU role of Risk Manager in a way that incorporates 

organisational and operational threat and risk, making full use of a Risk Register. 
 

Recommendation 2: Sanction Detection Improvement 
To co-ordinate and implement work within an overarching sanction detection 
improvement plan that improves performance in this area, including activity on: 
• Improving the quality of primary investigations through targeted training and 

robustly promoting compliance (using the DMM) with the MPS minimum 
standards. 

• Increasing awareness, understanding and use of cannabis warnings, FPNDs and 
TICs as sanction detection disposal options within the BCU. 

• As part of a wider review/benchmarking of workloads within the BCU, to ensure 
that investigative workloads are realistic and aligned with the skills of 
investigators and the complexity of cases. 

• Ensuring compliance with HOCR with regard to decisions to ‘no crime’.  
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Recommendation 3: Developing Performance Management 
To build upon the good work of the AIMS process by constructing and implementing 
a wider performance management framework for the BCU that includes: 
• Accountability for BCU priorities among individual members of the SMT and the 

creation of delivery plans for each priority. 
• The development of team-based performance indicators and, where appropriate, 

targets that concisely reflect the teams contribution to BCU priorities. 
• Local and targeted inspection and audit activity that is risk-based. 
• Dynamic links with learning and development and the proportionate application 

of professional standards and interventions.  
 

Recommendation 4: Increasing Capacity through Improved Resource Leverage 
To increase BCU operational capacity through improved resource leverage and 
within a wider plan that includes action in the following areas: 
• Tighter fiscal controls over manoeuvrable elements of the devolved budget so as 

to ensure overall budgetary compliance. 
• An holistic review of the BCU resource disposition across all key units that 

makes use of benchmarking techniques to assess workloads, skill requirements 
and establishment levels for staffing and skills. 

• Application of workforce modernisation options within MPS policy and 
appropriate use of staff on restricted/recuperative duties. 

• Increased use of telephone investigation, conditional deployment for SNT staff 
and the application of current MPS policy dealing with single patrolling. 

 

Recommendation 5: Development of Key NIM Processes 
• To further develop key NIM processes on the CU that enhance proactive 

opportunities and interventions with a particular focus upon: 
• Clarifying the purpose of the Daily Intelligence Meeting (DIM) relative to the DMM 

and ensuring that it becomes a more inclusive process. 
• Improved understanding of policy regarding use of the MPS intelligence platform 

(CrimInt Plus) and increased submission of quality intelligence. 
• Enhanced offender management activity with priority given to improved PPO 

interventions and the management of operational risk for violent offenders 
(MARAC). 

• Improved partnership-tasking arrangements to commission, co-ordinate and 
review problem-solving interventions with linkage to the TTCG processes. 

 
In addition, HMIC expects all ‘management considerations’ contained within the 
GL3 BCU inspection report to be implemented within the same timescale, unless 
the BCU can show good reason why they should not be adopted. 

Improvement Outcomes 
The implementation of recommendations and management considerations should 
ultimately lead to improvement in BCU performance. It is therefore essential that 
this notional contract includes expectations as to future performance that is firmly 
linked to force and BCU priorities.  
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Barking & Dagenham BCU is expected to meet or exceed the following 
performance targets by 31 October 2010:
• To improve MSBCU quartile positioning for its crime reduction from the time of 

inspection for violent crime (MSV and AWLSI combined), robbery, vehicle crime 
and racially and religiously aggravated crime (from bottom to third quartile) and 
for total notifiable offences and domestic burglary (from third to second quartile). 

• To improve MSBCU quartile position for its sanction detection rate from the time 
of inspection for serious acquisitive crime, violent crime (MSV and AWLSI 
combined) and racially and religiously aggravated crime (all from bottom to third 
quartile). 

 
It is acknowledged that there will be occasions when circumstances change beyond 
the control of either the force or the BCU Commander whereby the implementation 
of certain recommendations or improvement outcomes is rendered unrealistic and 
void. Account will therefore be taken of these factors when HMIC revisit is 
conducted within the timescale described herein. 
 

BCU Revisit and Review 
Barking & Dagenham BCU will be revisited by HMIC (Allington Towers, London) 
on or soon after 31 October 2010 to determine whether this notional contract has 
been fully discharged. At this stage HMIC will make an overall assessment that will 
fall within one of the following four options: 
 
1. Fully discharged; 

2. Partially discharged with further revisit scheduled; 

3, Fully or partially discharged with aspects voided; and 

4. Not discharged with referral to HMCIC. 

 


