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1. Executive Summary

1.1 With approaching 1,000 staff, Croydon is one the larger BCUs in the MPS and comprises a 
diverse and vibrant community with one of the largest commercial centres in the South East 
outside London.  This in turn presents a combination of policing challenges ranging from 
tackling street robbery, vehicle, violent and retail crime whilst also policing events at Crystal 
Palace FC, managing the implementation of the Integrated Borough Operations (IBO) unit and 
the roll-out of Safer Neighbourhood teams across the borough, all within limited budgetary 
constraints.

1.2 The BCU Commander is a Chief Superintendent with some 25 years service in the MPS.  He 
took up the command of Croydon BCU recently in November 2005, following a posting at 
Territorial Policing Headquarters (TPHQ) as head of MPS Neighbourhood Policing Unit.  
Within a short space of time, he has made a discernable and positive impact amongst his staff 
with a great deal of confidence and expectation placed upon him.  The BCU Commander is 
viewed by staff as highly visible, honest and a man who makes decisions.  Senior partners, 
staff association representatives and community leaders alike all found him to be accessible, 
approachable and engaging.

1.3 With the notable exception of violent crime for which the BCU has slightly improved its 
MSBCU1 positioning, performance for crime reduction has been largely stable over the last 
three years.  For the PYTD2, the BCU was positioned in the second quartile for TNOs, 
residential burglary and vehicle crime, the third quartile for violent crime and in the bottom 
quartile for vehicle crime.  However, sanction detection (SD) performance over the same 
period has been more challenging with some small increases in the SD rate that has not always 
kept abreast with the improvements achieved by peers in the MSBCU.  For the PYTD, SD 
performance for TNOs, vehicle and violent crime has been in the bottom quartile of the 
MSBCU, whilst robbery is in the third and only residential burglary is respectably within the 
second quartile.  Clearly there remains a good deal to be done to rectify this situation, as 
performance has not significantly improved over the past three years.

1.4 As ever, the reasons for this apparent inertia are varied and complex.  Arguably the greatest 
challenge for the BCU is the need to create and develop a cohesive, dynamic and united Senior 
Management Team (SMT) with a single vision and clarity of purpose.  All other change 
management activity depends upon this and it is unlikely to be successful without it.  Once 
galvanised and correctly organised, the SMT can then start to progress a programme of change 
that needs to maximise BCU capacity and capability in areas subject to the recommendations 
set out below - crime management, demand management, diversity, performance management 
and certain aspects of the National Intelligence Model (NIM).  If it is to succeed, this change 
programme will require competent change management skills and resources together with 
rigorous arrangements for corporate governance and meaningful staff inclusion.

1.5 These changes are indeed challenging but nevertheless achieveable.  The work force wants and   
expects improvements that will enable them to provide a better service to the public.  The 
HMIC team is confident that, under the capable leadership of the new BCU Commander and 

                                                

1Most Similar BCU Group as defined by the Home Office
2 Planning Year to Date  (i.e. April 2005 to January 2006)
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with an aggressive programme of change to key business processes and systems, this can be 
realised and a potential quantum leap in improved performance achieved.  

Recommendations and Good Practice

1.6 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 contained within the ‘What We Found’ section of the report 
(in bold type), mainly from data gathered by the inspection team or from BCU staff 
participating in focus groups or interviews.

Recommendation (1): That the BCU Commander reviews the quality of leadership 
provided to the BCU by its SMT so as to create a cohesive and dynamic team with a single 
purpose and vision.  This needs to take account of …

 The command structure that needs to clearly reflect BCU business and its priorities;
 The need for senior CID and Police staff champions at Supt level;
 Staff inclusion in key decision making;
 A senior change manager to implement these recommendations and management 

considerations.

Recommendation (2): That the BCU creates and implements a comprehensive sanction 
detection improvement plan that includes …

 The MPS equivalent plan from Operation Emerald and particularly those aspects relating to 
custody suite activity;

 Bespoke minimum standards for primary and secondary investigations together with robust 
compliance monitoring and follow-up;

 The reduction of outstanding forensic dockets relating to priority and serious crime;
 Enhanced use of TICs and FPNDs;
 Increased activity to gather intelligence and realise forensic opportunity that enhance 

intelligence gathering.

Recommendation (3): That the BCU creates and implements its own Diversity Action Plan 
that is tailored for the needs of the borough and reflects all key components as expressed by 
the MPS within its new corporate Race and Diversity Strategy.  This needs to be constructed 
in consultation with the REC, IAG members and other key partners.

Recommendation (4): That the BCU reviews its performance management arrangements to 
create a framework that maximises accountability for performance against priorities at every 
level of the BCU in a timely and meaningful manner.  This should be supported by a MMR 
that comprises a minimal number of core indicators of success for each unit/team and variable 
themes each month to test other issues of concern.

Recommendation (5): That the BCU creates and implements a Demand Management 
Strategy that is designed to maximise its proactive capacity and which includes:
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 A review of core team establishment levels, overlaps and minimum strengths against their 
demand profile;

 A review of CSU, CID Reactive and Sapphire workloads and establishment levels;
 The creation of a capability to investigate Beat Crimes with a premium service being 

provided for priority crimes;
 A review of the necessity for the Uniformed Tasking Unit as opposed to alternative 

approaches for proactivity;
 Analysis work on repeat calls/crimes with problem solving interventions;
 Maximised use of telephone investigation.

Recommendation (6): That the BCU review its Daily Intelligence Meeting processes 
together with the range and volume of tactical options deployed so as to make them more 
dynamic, inclusive and impactive upon the range crime and ASB patterns.  This should 
maximise stability and utilise the capacity of units established for proactivity.

1.7 The inspection team also acknowledges the following areas of good practice:

 The Lay Advocate Scheme within the CSU (Para. 7.12);
 The Graffiti Walk Initiative (Para. 7.9);
 The BIU guide to essential activity (Para. 7.26);
 The BFM work to brief the CPS when prosecutions rely heavily on forensic evidence 

(Para. 7.13).
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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, 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 to maximise the efficiency and effectiveness of this tier of policing.  A key 
ingredient of successful BCUs remains 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 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 police. 

2.3 Following a five year rolling programme of BCU inspections, HMIC has since 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 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 now directly aligned to the Baseline Assessment frameworks and police 
performance assessment framework (PPAF) 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.

2.4 The Inspection of Croydon BCU in the Metropolitan Police Service was conducted between 6th

and 10th March 2006.  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 Croydon BCU for the co-operation and assistance 
provided to members of the inspection team.
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Methodology

2.5 The Inspection of Croydon BCU consisted of the following core stages:

2.6 During the inspection, a total of 14 structured interviews and focus groups were conducted, 
involving over 123 individuals.  Other staff members and partnership agency representatives 
were interviewed during the two visits to workplace settings.  Representatives from the 
Croydon Strategic Partnership Board and the Independent Advisory Group (IAG) 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

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 Croydon BCU is located within South London and the Metropolitan Police District (MPD), 
forming part of the South East Cluster.
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4. The BCU Context – Croydon

4.1 Croydon Borough covers an area of some 86 square kilometres and is located in the south of 
the Metropolitan Policing District bordering Surrey. The population of Croydon is 330,5873

making Croydon the most populated borough in London.  Croydon has the highest proportion 
of younger people and lowest proportion of older people of any London borough.  It has 32 
secondary schools attracting pupils from a wide area. 

4.2 The most significant partner for Croydon Police is Croydon Council.  The partnership is most 
visible within the local Crime and Disorder Reduction Strategy and Croydon’s Community 
Strategy. A new joint police and council anti-social behaviour unit has been established. In 
addition to the office in Katherine Street, further sites are being explored for joint use, to forge 
close links with the council and local communities. Croydon Police are also members of the 
Croydon Strategic Partnership, which includes representatives from local business, 
voluntary/community groups and other public agencies. 

4.3 Croydon Borough is divided into five separate sectors: - Norbury in the northwest; South 
Norwood in the northeast; Croydon in the centre; Addington in the southeast; and Kenley in 
the southwest.

4.4 Croydon has a diverse cultural and economic mix. Geographically there is a north/south divide 
with the north similar to inner London boroughs with high-density housing and population 
patterns, the south comparable to outer London Boroughs with less dense housing and 
populations and large areas of parkland. However, within these areas there are variations. New 
Addington and Fieldway in the south are two of the most deprived wards in the UK, Norbury 
and South Norwood in the north are in economically deprived areas but feature considerable 
private housing. Croydon town centre is the largest commercial centre outside of London in the 
South East, has over 13,000 businesses and Shopping Centres attracting over 600,000 visitors 
per week. There are also two main train stations and an extensive tram system. There are 
numerous licensed premises that can attract up to 25,000 people at weekends. The Town 
Centre is a hotspot for crime and has additional resources consisting of a police Town Centre 
Team with its own centre office in Katharine Street. This accommodation is shared with 
Croydon Council.

Diversity

Minority Ethnic Groups in Croydon

4.5 The following table shows the ethnic groups within the London Borough of Croydon4

Percentage of resident population in ethnic groups Croydon England

    White 70.2 91.3

Of which White Irish 2.2 1.2

                                                

3 2001 Census
4 Source: ONS neighbourhood statistics
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    Mixed 3.7 1.3

    Asian or Asian British 11.3 4.4

Of which Indian 6.4 2.0

Pakistani 2.3 1.4

Bangladeshi 0.5 0.5

Other Asian 2.1 0.5

    Black or Black British 13.3 2.2

Of which Caribbean 7.9 1.1

African 4.4 0.9

Other Black 1.0 0.2

    Chinese or Other Ethnic Group 1.5 0.9

4.6 The following table shows a breakdown of religions for Croydon:

Religion Croydon England

Christian 65.1 71.8

Jewish 0.3 0.5

Hindu 5.1 1.1

Muslim 5.3 3.0

No religion 14.7 14.8

Religion not stated 8.1 7.7

The Leadership Audit

4.7 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 circumstances vary too, and good leaders attune their approaches to 
fit these circumstances.  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 to validate key themes.  This is a developing tool 
that will become increasingly powerful as benchmarks are created from BCUs against which 
results can be evaluated.

4.8 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 so 
as 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 and some caution should therefore be exercised in the use of such 
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data.  The emerging themes will only feature as HMIC recommendations, management 
consideration or item 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 and is a development 
from the previous focus of such inspections which primarily assessed the leadership of the 
BCU Commander and the SMT. 

4.9 The audit process comprised three phases: a questionnaire, circulated to a statistically 
significant 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 includes an interview with the relevant link chief officer 
line-manager who exercised line management over the BCU Commander, to explore their 
working relationship.

The Audit Results

4.10 The Leadership Context – Croydon BCU
At the time of inspection, Croydon BCU had experienced an apparent performance inertia 
whereby performance against key priorities had not significantly changed over some three 
years and in some categories has notably deteriorated during the PYTD (sanction detection 
rates for TNO, vehicle and violent crime).  The SMT had wrestled with this challenge, 
initiating a number of proactive operations and organisational changes to address these 
concerns, albeit with limited enduring success.  Also of relevance is the recent change of BCU 
Commander that occurred in November 2005 (following the retirement of his predecessor) and 
the fact that he inherited the SMT that had largely been in place throughout the preceding three 
years.

4.11 The BCU receives appropriate support from the Chief Officer – Line Manager
Interviews with the BCU Commander and his Chief Officer line-manager (Link Commander) 
established that he is included within the executive team and attends monthly ‘link’ meetings 
as well as participating in less formal one-to-one sessions.  Performance is routinely discussed 
at these monthly meetings albeit this has made limited impact upon Croydon BCU’s 
performance over the three years subject to review.  The BCU Commander has PDR objectives 
linked to the annual policing plan that are prescribed by his line –manager.  This format of 
objectives was first piloted within the South East cluster in which Croydon BCU sits and they 
are now commonplace throughout the whole of Territorial Policing (TP) Command.

There is a process in place whereby chief officers can endeavour to maintain a balance of 
skills, experience and diversity at SMT level on individual BCUs for which they are 
responsible.  If a gap in these areas is identified then the BCU Commander in question submits 
a business case to his Link Commander who takes the issue up with Central HR.  

The BCU Commander is content with the resource support he receives from the various Pan-
London units.  The Chief Officer however did highlight that the work undertaken by these 
units is obviously prioritised and is mainly concentrated around the ten inner city boroughs of 
which Croydon is not one.
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4.12 The BCU has an appropriate structure which is aligned to the Force Strategy
In overall terms, the majority of those surveyed (69%) considered the BCU to have an 
appropriate structure that is aligned to the Force Strategy whilst 24% of the respondents 
thought this could be improved.  This was the view also held by the majority of the staff 
members within the various focus groups.

A high proportion of staff (87%) feel that their roles are clearly defined and contributed to the 
BCU and Force Strategy with only 8% stating to the contrary.  Staff surveyed were also very 
positive about their individual PDR objectives being clearly relative to roles and experience 
with 84% positive and 13% negative.  It is evident from both the survey results and comments 
made within the focus group meetings that the lines of accountability and responsibility within 
the BCU are defined with some minor areas requiring more consistency (e.g. SMT workloads 
and SNT remit and responsibilities – see below). 

Highlighted from the surveys and validated during staff focus groups, there is a more mixed 
view of whether resources are effectively managed within the BCU including specific issues of 
demand and deployment.  Some 51% of the respondents think resources are being effectively 
managed with 35% feeling the opposite and a relatively high 14% of respondents (compared to 
other questions) declaring that they didn’t know.  There was also a similar disparity of views 
expressed by focus group members.  Within some quarters, staff felt that the BCU 
demonstrated a knee-jerk reaction to issues with an apparent lack of timely intervention to 
resolve problems and many considered that the overall co-ordination of BCU resources could 
be better.

A mixed range of survey responses were given as to whether the BCU teams are balanced in 
terms of skills, experience and diversity with 44% positive, 32% negative and a relatively high 
24% of respondents stating that they didn’t know.  The main issue raised from the focus 
groups was the perceived lack of experience on teams in particularly within the CID 
department.

It is evident from the majority of the survey respondents that the Health and Safety procedures 
on the BCU are effective and make staff feel safe in the workplace with 75% of respondents 
positive and 19% of those surveyed giving a negative response.  Two issues raised during the 
focus group interviews, which contradicted this mainly positive response, related to the 
cramped working conditions within the CJU department and the lack of appropriate seating for 
staff within the CAD room.

4.13 The BCU has a performance culture with integrity
The majority of the survey results (61% positive) and opinion expressed during staff focus 
groups, show that the BCU has a performance culture with integrity albeit there was apparent 
room for improvement (29% negative).  The vast majority did feel that integrity was more 
important than performance but a small number felt that this position varied according to the 
manager in question.

A high majority of those surveyed (82% positive with 16% negative), validated by staff focus 
groups, showed that managers demonstrate an interest in staff performance and development, 
achieving real benefits and the development of the staff to perform roles effectively.   In 
contrast, there were notably mixed views expressed on performance recognition and reward 
with 48% of respondents positive and 43% negative.  The focus group comments strengthened 
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the negative view and further highlighted that there wasn’t enough recognition and/or reward 
provided by the SMT in relation to good performance.  Furthermore the overwhelming 
perception of police staff representatives expressed at focus groups was that they were the poor 
relations when it came to receiving recognition for good work in comparison to their police 
officer peers.

The questionnaire highlighted mixed views regarding as to whether there is effective use of the 
National Intelligence Model on the BCU with 49% being positive, 27% negative and 24% 
stating that they didn’t know.   Such result could arguably demonstrate a lack of staff 
awareness and understanding of the model.  The results from the focus groups showed that 
there was indeed a widespread lack of knowledge of the NIM amongst support staff members.  
A further commonly held view from the various interviews conducted was the BCU’s lack of 
innovation when considering the wide range of tactics available within NIM to tackle crime 
and Anti Social Behaviour (ASB).  

The majority of the respondents (73%) feel that, in overall terms, the BCU delivers an 
effective service to the community with a small proportion expressing negative views (19%).  
This view was more mixed amongst the staff focus groups and notably at the inspector’s focus 
group, the participants of which mainly felt that the service provided to the local community 
was poor.

4.14 Diversity
The majority of the survey respondents feel diversity is embedded within the BCU (75% 
positive against 8% negative), specifically in terms of personal values and all areas of business 
including selection and appointment of staff.  The majority of respondents (61% positive, 14% 
negative) also feel fairness at work procedures (e.g.: grievance or appeals) can be confidently 
used by staff on the BCU without fear of recriminations from managers albeit a relatively high  
24% of respondents do not know.  The comments obtained from the focus groups supported 
this data.

The survey highlighted that a high proportion of the respondents felt that their manager’s 
decisions in respect of operational issues are consistent (78% positive, 11% negative).  In 
contrast many staff members within the focus groups thought decision making in relation to 
such issues was in fact inconsistent.  Comments quoted included “decisions were figures 
driven” and “decisions were inconsistent with experience being a factor”.  Another view 
worthy of note was that there was an alleged poor working relationship between CID units and 
uniform officers.

Sickness and welfare is felt to be effectively managed within the BCU by some 68% of staff 
with 19% expressing a contrary view.  A high proportion (38% - the highest ‘don’t know 
response in the survey) of the respondents do not know if managers deal effectively with 
bullying, whilst 46% feel they do and 16% considered that they did not.  The results from the 
focus groups showed that a high number of staff feel that the BCU does in fact takes a robust 
stance against bullying albeit experience of the issue may be limited.

4.15 Personnel management
There were positive results obtained from the survey for this section.  The majority of which 
were confirmed by the responses obtained from the focus group interviews.
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A high proportion of staff (83% and 84% positive with 16% and 13% negative for each 
question respectively) feel that they:
 Have regular and meaningful contact with my line manager; and
 Their manager demonstrates a genuine interest in them.

The survey also highlighted that a high proportion of respondents felt that their manager makes 
them feel trusted, valued and included (84% positive, 13% negative).  However, this was not 
the view held by many of the staff interviewed in the focus groups as it related to members of 
the SMT.  The majority of the staff feel prepared for future changes and feel that coaching and 
mentoring is available to if needed (73% positive, 22% negative).  The majority of respondents 
also feel that their manager deals with personnel issues in a relevant and timely manner (84% 
positive, 14% negative).

4.16 Communication
The survey highlighted that the BCU Commander and SMT’s profile on the BCU was varied 
with 59% positive, 27% negative and 14% stating that they didn’t know.  This issue was also 
raised within the focus group setting where it was expanded upon by many staff.  In short there 
was a commonly held view that the BCU SMT did not portray themselves as a united team, 
armed with one clear vision as to where the borough was heading.

It is apparent that the majority of the respondents feel their line manager communicates 
relevant information (79% positive, 21% negative).  A broad range of responses have been 
noted as to whether staff feel that, where it is appropriate, they are consulted on matters of 
policy and strategy (58% positive, 38% negative).  A high proportion of staff feel their 
manager is available when they need to talk to him/her (81% positive, 19% negative) however
there is notably less satisfaction when it comes to whether the BCU Commander or other 
members of the SMT are available to staff at appropriate times (55% positive, 35% negative).

Again, a mixed range of responses has been noted as to whether staff, the BCU Commander 
and SMT respond in a positive way to feedback from staff (57% positive, 38% negative).  
However, the majority of the respondents (81%) feel their line manager responds in a positive 
way to feedback from staff with a small percentage (19%) expressing a contrary view.

4.17 Audit Conclusions
The data recorded from the questionnaire (see appendix) does not indicate the source.  Whilst 
there are areas of good leadership as illustrated above, the data also contains some aspects of 
concern.   Specifically, the apparent lack of SMT communication, cohesion and common 
direction is arguably the most concerning with more negative views expressed by staff towards 
the SMT when compared with that for their line managers.  

The responses listed also indicate aspects of leadership, which need to be addressed.  It is 
important to also take note of the “don’t know” scores (0), which could either indicate a 
development needs or a requirement to improve BCU communication.  In addition to the data 
obtained from the questionnaire, these comments also reflect issues identified from the various 
focus groups held as part of this process.
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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. 
Whilst inspecting BCUs, HMIC covers both achievement of locally set targets and, more 
specifically, the delivery against national objectives – target crime reduction and sanction 
detections in particular.  Considerable attention is paid to the MSBCU5 group positioning and 
direction of travel, both against the BCU’s past performance and relative to its MSBCU group.

5.2 This is illustrated numerically in the following tables, and graphically using ‘Boston Box’ 
charting techniques (Appendix ‘C’) which illustrate performance against national priorities 
over the short (12 month) and medium (3 years) term against the MSBCU average - which is 
denoted by the horizontal and vertical lines that cross each chart (the ‘crosshairs’).    

Residential Burglary

2001/02 Crimes 2004/05 Crimes Percentage Change
2671 2145 -19.69%

2004/05 PYTD Crimes 2005/06 PYTD Crimes Percentage Change
1822 1955 7.30%

Crimes per 1,000 Households – 2004/05 Crimes per 1,000 Households - PYTD6

15.09 13.76
MSBCU Group Position – Crimes for 

2004/05
MSBCU Group – Crimes for PYTD

Group mean = 19.09 Rank = 5th Group mean = 15.80 Rank = 5th

2001/02 – 2004/05 SD Rate 2005/06 PYTD SD Rate
9.14% - 11.84% 10.43% - 10.95%

MSBCU Group – SD Rate for 2004/05 MSBCU Group – SD Rate for PYTD
Group mean = 11.19% Rank = 7th Group mean = 12.12% Rank = 9th

Vehicle Crime

2001/02 Crimes 2004/05 Crimes Percentage Change
5691 4535 -20.31%

2004/05 PYTD Crimes 2005/06 PYTD Crimes Percentage Change
3753 3784 0.83%

Crimes per 1,000 Population – 2004/05 Crimes per 1,000 Population - PYTD
13.33 11.12

MSBCU Group Position – Crimes for 
2004/05

MSBCU Group – Crimes for PYTD

Group mean = 16.77 Rank = 6th Group mean = 13.99 Rank = 6th

2001/02 – 2004/05 SD Rate 2005/06 PYTD SD Rate
4.31% - 2.56% 2.37% - 3.36%

MSBCU Group – SD Rate for 2004/05 MSBCU Group – SD Rate for PYTD
Group mean = 5.03% Rank = 15th Group mean = 6.76% Rank = 14th

                                                

5 Most Similar BCU
6 PYTD = April 2005 to January 2006
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Violent Crime

2001/02 Crimes 2004/05 Crimes Percentage Change
8685 10511 21.02%

2004/05 PYTD Crimes 2005/06 PYTD Crimes Percentage Change
8859 8429 -4.85%

Crimes per 1,000 Population – 2004/05 Crimes per 1,000 Population - PYTD
30.9 24.78

MSBCU Group Position – Crimes for 
2004/05

MSBCU Group – Crimes for PYTD

Group mean = 28.46 Rank = 11th Group mean = 25.09 Rank = 9th

2001/02 – 2004/05 SD Rate 2005/06 PYTD SD Rate
16.04% - 19.07% 18.84% - 19.66%

MSBCU Group – SD Rate for 2004/05 MSBCU Group – SD Rate for PYTD
Group mean = 23.25% Rank = 12th Group mean = 25.58% Rank = 13th

Robbery

2001/02 Crimes 2004/05 Crimes Percentage Change
2095 1496 -28.59%

2004/05 PYTD Crimes 2005/06 PYTD Crimes Percentage Change
1268 1430 12.78%

Crimes per 1,000 Population – 2004/05 Crimes per 1,000 Population - PYTD
4.4 4.2

MSBCU Group Position – Crimes for 
2004/05

MSBCU Group – Crimes for PYTD

Group mean = 3.75 Rank = 12th Group mean = 3.75 Rank = 12th

2001/02 – 2004/05 SD Rate 2005/06 PYTD SD Rate
10.79% - 13.30% 12.78% - 10.42%

MSBCU Group – SD Rate for 2004/05 MSBCU Group – SD Rate for PYTD
Group mean = 13.75% Rank = 11th Group mean = 12.78% Rank = 11th

Total Notifiable Offences (TNOs)

2001/02 Crimes 2004/05 Crimes Percentage Change
37450 35004 -6.53%

2004/05 PYTD Crimes 2005/06 PYTD Crimes Percentage Change
29460 29377 -0.28%

Crimes per 1,000 Population – 2004/05 Crimes per 1,000 Population - PYTD
102.9 86.36

MSBCU Group Position – Crimes for 
2004/05

MSBCU Group – Crimes for PYTD

Group mean = 112.53 Rank = 6th Group mean = 93.97 Rank = 6th

2001/02 – 2004/05 SD Rate 2005/06 PYTD SD Rate
12.21% - 12.98% 12.65% - 14.47%

MSBCU Group – SD Rate for 2004/05 MSBCU Group – SD Rate for PYTD
Group mean = 14.94% Rank = 11th Group mean = 18.74% Rank = 15th
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6. What We Found

6.1 Following a review of the BCU’s performance, the GL3 (Going Local 3) self-assessment, the 
findings from the leadership audit and other key documentation, HMIC conducted its 
fieldwork at Croydon 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 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 Baseline 
Assessment frameworks that are evidenced by the inspection team as either particular strengths 
or opportunities for improvement against the core business of the BCU. 

The Baseline Assessment Frameworks

1. Citizen Focus (Domain A)    
Fairness and Equality in Service Delivery
Neighbourhood Policing and Problem Solving
Customer Service and Accessibility
Professional Standards

2. Reducing Crime (Domain 1)
Volume Crime Reduction

3. Investigating Crime (Domain 2)
Managing Critical Incidents and Major Crime
Tackling Serious and Organised Criminality
Volume Crime Investigation 
Improving Forensic Performance
Criminal Justice Processes

4. Promoting Safety (Domain 3)
Reducing Anti-Social Behaviour 
Protecting Vulnerable People

5. Providing Assistance (Domain 4)
Contact Management
Providing Specialist Operational Support
Strategic Road Policing

6. Resource Use (Domain B)
Human Resource Management
Training, Development and Organisational Learning
Race and Diversity
Managing Financial and Physical Resources
Information Management
National Intelligence Model

7. Leadership and Direction
Leadership
Performance Management and Continuous Improvement
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LEADERSHIP AND DIRECTION

6.2 Leadership

Strengths
 The BCU Commander has made an excellent first impression upon staff, MPA link-

member, senior partners and staff associations alike.  He is considered to be 
approachable, honest and a decision maker;

 The BCU Commander is considered to be highly visible by staff as is (to a lesser extent) 
the Supt (Operations);

 The inspection team had the opportunity to observe a Gold Group meeting following a 
triple shooting.  It was very ably chaired by the BCU Commander who engaged partners 
including Independent Advisory Group (IAG) representation, diffused potential political 
tensions and minimised risk to the BCU and MPS alike.  A Community Concern 
Assessment was completed and a media strategy was agreed.  Key senior officers at TPHQ 
were briefed;

 The ‘Ask the Boss’ system was used effectively and well marketed.  It was a good 
mechanism for staff to ask questions and served to dispel rumour and speculation;

 The BCU Commander has a BCU vision of becoming the best BCU in its MSBCU Group.  
This needs to be marketed to staff and partners alongside his stated policing style;

 The Detective Inspectors were articulate, understood their business and felt supported by 
their Detective Chief Inspectors;

 BCU Policy is accessible to staff through the BCU intranet site and a library is being 
developed and populated by the Press and Publicity Officer.

Areas for Improvement
 With the notable exception of the BCU Commander, the SMT were considered by many 

staff to be fractured, disunited and lacking a single position on BCU issues, policies and 
strategy.  This was particularly evident within Operations with a number of sensible 
suggestions for improvement within CID being suppressed or disregarded;

 The current SMT structure does not effectively support and reflect the business in that 
workloads are unequal, the CID and Police lack strategic champions and the inspection 
team encountered examples of compartmentalised working between departments.  This 
needs to be reviewed with consideration given to the introduction of a Detective 
Superintendent, Borough Business Manager and temporary Change Manager (SMT);  

 The current structure for the deployment of core team Chief Inspectors and inspectors (i.e. 
the two entities of North & South) is potentially inefficient and could undermine the 
identity of a single borough. Consideration should therefore be given to the creation of a 
single CI (Core Team) role and a CI (Events/Duties) role with one inspector for each team 
and for station and thematic inspectors to provide cover for PACE/Complaints within an 
organised roster;

 There is a need to more directly engage inspectors, police staff equivalent and the Borough 
Divisional Officer in BCU management meetings;

 There is little evidence of staff inclusion either with staff associations or with staff affected 
when key policies and strategies are constructed;

 No clear direction given to roles of Resource Manager and Quality Assurance Officer;
 One parade briefing was lacklustre, read from a computer screen by a PC and lacked 

leadership and drive from supervisors and inspector.  Contained no tasking despite 
potential but did include reference to Rainbow themes.  Few notes taken by staff and no 
intelligence sharing.  However, the other was quite the opposite with good examples of 
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leadership by line managers, with a dynamic delivery, taskings and good engagement from 
all concerned;

 Many staff considered there to be a uniform/CID divide with little sense of Team Croydon.  
This arguably reflects the tensions seen and practised from above;

 The BCU planning process doesn’t incorporate any diagnostic element to identify 
strengths/AFIs so as to create an internal change plan.  BCU level inspections/audits are 
not conducted and there is little evidence of a learning culture;

 The Daily Management Meeting (DMM) does not deal with management issues and there 
is a need to distinguish it from the Daily Intelligence Meeting (DIM) if it is to continue.  In 
the absence of a DMM, consideration should be given making use of a daily briefing sheet 
and the creation of a weekly SMT meeting for management issues;

 A potential critical incident has also been highlighted to the HMIC team that requires 
further investigation/enquiries;

 There is no elected staff association representative for members of police staff on the BCU.

6.3 Performance Management and Continuous Improvement

Strengths
 The BCU currently holds performance management meetings every month at SMT level 

with meetings between Chief Inspectors and their Inspectors/Sergeants (PSs) occurring 
every quarter.  

Areas for Improvement
 Performance meetings between PSs and their teams are not regularised and do not follow 

a structured agenda.  The engagement of staff at and below Inspector level and equivalent 
is too infrequent, lacks structure, focus and an audit trail;

 Performance information does not accurately reflect the business of each unit and the 
MMR needs to be restructured and simplified to present key and relevant PIs for each team 
grouping with variable thematic data included on a rotational basis.  This should be used 
to inform performance meetings at every level;

 There is a need to clarify, publicise and reinforce ownership of the BCU priorities amongst 
the SMT and for these to feature within their PDRs;

 There is little evidence of a performance culture on the BCU with no performance 
information visibly displayed at the sites visited save for that displayed outside Supt (Ops) 
office.  Staff on the Robbery Squad were not particularly focused upon increasing the 
sanction detection rate which remains a priority crime performance concern;

 Staff recognition is patchy and inconsistently applied across the BCU at both the 
informal and formal levels (eg. Detective Constables with 150 TICs, Borough Divisional 
Officer (BDO) and Special Constables in life saving example);  

 The daily crime allegations against targets are subdivided into north/south wards and  
needs to be more widely circulated to managers across the BCU on a routine and daily 
basis;
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CITIZEN FOCUS

6.4 Fairness and Equality in Service Delivery 

Strengths
 The BCU Partnership Unit has developed a contacts database of Mosques on the borough 

following the 7/7 events (IRIS Database) and this has since been extended to cover other 
faiths;

Areas for Improvement
 No MI available on disproportionality regarding the use of police powers.  Therefore 

action will not have occurred to investigate the reasons behind any concerns that might 
exist. 

6.5 Neighbourhood Policing and Problem Solving

Strengths
 There are 10 Safer Neighbourhood Team (SNTs) established with a further 14 to be 

introduced by 31/03/06.  There is also a cross borough SNT in the north of the borough.  A 
SN focus desk is being established with a problem-solving advisor and analyst. BIU and 
ward profiles are being created.  The expansion of safer neighbourhoods was being 
managed in a structured, coordinated and balanced way;

 Neighbourhood Panels are at the early stages of development for the 10 established SNTs.  
Panels for the new SNTs have yet to be formalised and would benefit from generic criteria 
for construction and terms of reference;

 There is a growing awareness of SNTs and their purpose albeit much more work is 
required, within a communications strategy, to communicate this to the workforce and 
particularly to the CID and other disparate units;

 The BCU Commander has a clear vision for the SNTs and recognises the challenges ahead 
regarding resources and competing priorities;

 Under CI (Ops - South), the closure of 1 pub and 2 clubs in the north of the borough has 
helped reduce alcohol-related violent crime and disorder albeit this was not linked into 
Supt (Partnership);

 The details of SNT staff have been published on the BCU (internet) website and the APO 
has excellent plans to enhance it further;

Areas for Improvement
 Clarity is required for SNT staff and the wider workforce regarding the prioritisation of 

SNT workloads.  Local concerns need to be reconciled with priority crime imperatives.  It 
is suggested that the BCU consider using the intervention type (i.e. Problem solving) as the 
means of determining the type of work to be undertaken by SNTs.  This is what they have 
been trained to do after all;

 Support and possibly training for sergeants in the chairing of Neighbourhood Panels will 
need to be considered as they may not all have the right skill set to capably undertake the 
task;

 The BCU has yet to determine its key PIs for SNTs and awaits those from the MPS.  In the 
interim, the BCU needs to construct its own outcome and output-based PIs for SNTs and 
use/integrated these within its performance management framework;
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 Very limited problem solving activity is occurring through the F302 process with only 
two examples recorded at the time of inspection and the Joint Action Group (parallel 
TCG for coordinating problem solving work) is at a very early stage of development.

6.6 Customer Service and Accessibility

Areas for Improvement
 Some senior partners expressed concern regarding the quality and timeliness of service 

delivered at police station front counters and particularly at Croydon;

6.7 Professional Standards 

Areas for Improvement
 Subject to any agreement reached at JNCC7, there is value in establishing a system of 

direct notification of formalised disciplinary cases to the Federation to enable offers of 
staff association ‘friending’ to be made to officers/staff.

REDUCING CRIME

6.8 Volume Crime Reduction 

Strengths
 The BCU has embarked on a worthy test-purchase operation to tackle the supply of class A 

drugs albeit the partnership links to tackle demand have not been fully exploited;
 The Detective Inspector (Sapphire) has identified a pattern in date rapes that lends itself to 

a problem-solving solution (clubs/pubs) that accounts for about 75% of cases.  However, 
this has not apparently been progressed further by the Supt (Ops) in liaison with Supt 
(Partnerships);

 Crime prevention officers are engaged/utilised in F302 problem solving cases;
 There are vibrant Neighbourhood Watch schemes across the borough and their 

coordinators are informed by a messaging system used as a communications conduit by the 
BIU;

 Relationships with strategic partners are rapidly improving with the arrival of the new 
BCU Commander and there is evidence of much goodwill and commitment at the tactical 
level;

 There are numerous examples of good partnership initiatives at the tactical level through 
SNTs.  These include work such as Graffiti Walk, noise patrols, enviro-crime and various 
business watches.  This could be enhanced further by sharing good practices across SNTs 
within the BCU;

Areas for Improvement
 There is a need for increased Crime Prevention Design Advice (CPDA) work in 

conjunction with the planning of major developments within the borough;
 The BCU has 284 outstanding warrants with 25 relating to priority crimes.  This is 

relatively high and represents an opportunity to reduce crime and collaborative 
arrangements need to be explored for those resident outside the borough;

                                                

7 Joint Negotiating and Consultation Committee (Staff Association Forum)
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 A graduated response to cases of repeat victimisation only occurs for burglary offences 
and needs to be applied for other priority crimes.

INVESTIGATING CRIME

6.9       Managing Critical Incidents and Serious Crime

Areas for Improvement
 The BCU would benefit from having a trigger-plan for the provision of investigative 

resources during the early stage of a serious crime and/or critical incident.  This should 
aim to minimise the impact upon priority crime work whilst still enabling sufficient 
resources are released according to the type and/or complexity of the case;

6.10 Tackling Serious and Organised Criminality 

Areas for Improvement
 Sanction detections for rape cases are low.  However, the workload of staff is very high 

and there is a shortage of SOIT trained staff albeit plans are in hand to train further 
officers on core teams.  These actions together with pursuit of the problem-solving 
solution for many date-rapes should help improve the sanction detection rates;

6.11 Volume Crime Investigation 

Strengths
 The recognition that outcomes for domestic violence go beyond those of sanction 

detections to include reducing repeat victimisation through diversion and non-CJU 
remedies to the satisfaction of victims is supported by the HMIC team albeit more work is 
required to finalise/ratify and publish performance against these outcome-based PIs;

 Systems for crime management within the CMU appear to be robust with good liaison with 
the Force Crime Integrity Team (CIT). ASGARD checks are regularly conducted as are the 
range of other ‘housekeeping’ functions;

 The CSU have a Lay Advocate (LBC funded) who assists with an examination of the 
financial, domestic and housing issues surrounding the victims of domestic violence.  This 
helps reduce repeat victimisation.

Areas for Improvement
 The BCU needs to rigorously implement and build upon the sanction detection 

improvement plan provided by Operation  Emerald,  to also include the range of activity 
that occurs at the investigative stage of work (see below).  This plan needs to have a 
nominated SMT lead and its implementation should be monitored at SMT meetings if not 
more frequently;

 The quality of primary investigations is poor and the BCU needs to introduce and 
rigorously monitor compliance with bespoke and generic minimum standards of primary 
and secondary investigation for priority crimes.  This tactic alone has had a dramatic 
affect upon sanction detection rates in other BCUs inspected;

 Whilst the introduction of a DI post to line manage the CMU is acknowledged, an audit of 
non-sanction detections for 2005 indicated a poor level of compliance with the HOCR8.  

                                                

8 Home Office Counting Rules
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Common mistakes included a failure to notify victims/suspects of the detection, insufficient 
evidence and lack of  justification for there being no useful purpose in proceeding with the 
charge.  This demonstrates a need to improve understanding of the HOCR at all levels and 
specifically at the supervisor/management tier;

 An average of 42 FPNDs per month for the whole BCU is relatively low as is an average of 
three arrests per (minimum strength) officer per month;

 There is evidence that sanction detections are being stockpiled and not submitted when 
completed.  This potentially breaches HOCR and was reportedly done to avoid pressure 
for sanction detection results from senior management;

 Case papers for prisoners arrested do not have to meet a required standard before being 
passed to the CPU.  This needs to be rectified;

 Staff within the CSU have high workloads (over 20 ongoing crimes per officer).  The unit 
investigates all screened-in domestic violence and race crime cases.  The quality of 
F124Ds is apparently poor and there are some concerns that race crime might be losing its 
importance. 

 Staff on the CPU have a high workload (16 live crimes per head) and in addition to 
fulfilling their prisoner case handling responsibilities, they also conduct secondary 
investigations into beat crimes including vehicle crimes for which there is currently a 
low sanction detection rate.  This results in compromising the quality of investigations 
and their primary role of prisoner case handling.  From resources released from 
initiatives detailed under ‘Managing Resources’, the BCU is encouraged to establish a 
separate Beat Crimes Unit under the DCI (Reactive);

6.12  Improving Forensic Performance 

Strengths
 The inspection team found the Borough Forensic Manager (BFM) to be articulate and 

innovative in her ideas and initiatives.  These include briefing the CPS in cases that 
critically rely on forensic evidence, the generation of intelligence from the forensication of 
crack houses and stolen vehicles that are pooled and these should be progressed by the 
BCU;

 Good use is made of the Livescan facility and particularly the ‘Print to Mark’ search 
compared to other MPS BCUs.  This will assist in increasing sanction detections;

Areas for Improvement
 There are 86 outstanding forensic dockets of which 56 relate to priority crimes and

another 6 relate to allegations of rape.  This is an unacceptably high level for BCU 
relative to others inspected;

 There was scope to increase awareness of forensic opportunities to be derived from 
robbery scenes;

6.13 Narrowing the Justice Gap

Strengths
 The CJU Manager has achieved notable efficiency savings through achieving performance 

standards with fewer staff (two less posts in 2006/7);
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Areas for Improvement
 Systems and processes within the custody suites need to be enhanced so as to maximise 

opportunities for sanction detections.  This should include a policy for TICs, the 
monitoring of persons bailed to return and NFA decisions, work to increase the capacity 
of the CPU (see ‘Managing Resources’ below) and the targeted conduct of intelligence 
interviews;

 The BCU needs to consider the introduction of dedicated custody officers, even if only on a 
day-shift basis, so as to increase ownership of key processes within the suite and custody 
processing expertise.  Concerns regarding skill degradation could be addressed by 
introducing a limited tenure for such postings and staggering replacements;

 Whilst the new Family Justice Centre appears to be a worthy initiative, only 4 agencies 
appeared at the last meeting despite some 41 agencies signing-up to the initiative;

 There has been evidence of potentially missed opportunities for sanction detections for 
want of the BCU engaging in further meaningful discussion with the CPS regarding their 
decision at either the Local Criminal Justice Board (LCJB)  or more informally.  One 
example apparently relates to 72 potential detections in conspiracy case that were 
supported by counsel and subsequently halted by the CPS.  Another deals with 23 linked 
offences of conspiracy that resulted in 1 charge of attempted burglary.  A third relates to a 
PPO who had apparently committed USI and a vehicle crime offence whereby the CPS 
decided not to charge;

 The CJU Victims/Witnesses Unit does not provide a premium service for PPO and APP 
cases.  The case file support aspect of the CJU does provide such a service for PPOs but 
not for APP crimes;

PROMOTING SAFETY

6.14 Reducing Anti-Social Behaviour

Strengths
 The BCU has made good use of ASBO powers with 22 live cases at the time of inspection, 

ABCs (6 cases) and new legislative powers to tackle anti-social behaviour and these need 
to become a routine tactical option as part of future problem-solving initiatives;

6.15     Protecting Vulnerable People

Strengths
 The Public Protection Unit (PPU)  is correctly staffed and managed over 140 sex offenders 

within MAPPA processes which helps minimise risk to communities.

PROVIDING ASSISTANCE

6.16 Call Management

Strengths
 Staff within the Control Room have received training in NCRS and the controllers 

apparently promote compliance by signing off all calls;

Areas for Improvement
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 Only a fraction of all BCU resources are reported to and shown as available within the 
BCU Control Room thereby compromising deployments and the efficient use of resources;

 Some concerns from partners regarding the quality of public contact arrangements and 
particularly through the station office facility and by telephone.

6.17      Accessing Specialist Operational Support

Strengths
 The Arrangements for managing football events at Selhurst Park are robust with some 

innovation evidenced regarding the use of BCU resources at matches.  
 The BCU has made regular use of corporate resources to support operations including 

TFL, TSG, Dogs, Trident and Press Officers, etc whenever possible.  This was 
demonstrated at a Gold Group for a triple shooting that occurred;

RESOURCE USAGE

6.18 Human Resource Management

Strengths
 The BCU has a Resource Management Group (RMG) that makes decisions concerning 

staff movements, which avoids introducing such issues at more infrequent SMT meetings, 
and is an effective mechanism. This should be chaired by the Supt (Ops) and be informed 
by the Control Strategy so as to ensure decisions reflect and support the BCUs priorities.  
The inspection team agree with the BCU Commander’s decision to involve the staff 
association representatives at the meeting;

 Sickness management processes are robust and effective, leading to excellent performance 
for police officers and PCSOs (7 days per officer against a target of 8 and 2.5 against a 
target of 9 for PCSOs) and a reducing trend for police staff albeit currently above target.  
The personal work of the HRM in promoting the policy across junior managers is to be 
congratulated. Systems for return to work interviews, case conferences and Occupational 
Health referrals are particularly good;

 The timeliness of PDR completion is apparently good at 96% for police officers and 95% 
for police staff.  The BCU is encouraged to progress its intentions to create a minimal 
number of standardised workplace objectives for common groups of staff (i.e. Core teams, 
CID investigators, etc) and to more closely scrutinise quality.

Areas for Improvement
 The Human Resource Unit needs to explore the creation of a ‘bank’ or pool of trained staff 

the individuals from which could be employed for short periods of time in police staff 
positions that are temporarily vacant and which result in police officers backfilling.  These 
include positions within the station offices and gaolers;

 Only five staff out of an establishment of almost 1000 has been identified as having 
performance concerns which appears low considering the BCU’s current performance.  To 
the BCUs credit, Unsatisfactory Performance Procedures have been initiated for some 
staff;

 The Working Time Directive does not appear to be robustly monitored with management 
interventions when thresholds are tripped.
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6.19 Training, Development and Organisational Learning

Strengths
 The BCU has a dedicated training unit and routine training is scheduled for officers on 

core teams on a 10 weekly cycle with 60% of material relating to mandatory themes;

Areas for Improvement
 Training for staff not on core teams is infrequent and the BCU training unit does not 

manage CID training.  Whilst there is a training needs analysis (TNA) constructed by 
reference to SMT members, this needs further development to link into common needs 
from PDRs and BCU level inspections and audits;

 There would be value in creating a structure programme of attachments for street duty 
staff to include the CID, Beat Crimes, SNTs and CPU.

6.20 Race and Diversity

Strengths
 Action has been taken by the HRM to promote disability issues across the BCU and there is 

apparently a Gender Agenda Action Group established;

Areas for Improvement
 The BCU does not have a diversity strategy and associated action plan that is tailored for 

the needs of the borough.  This needs to be championed by the BCU Commander with SMT 
leads for each theme.  It should encompass the range of diversity themes with particular 
work required to enhance the investigative focus, review the use of powers, a voluntary 
mentor scheme and consideration as to the impact of MORRIS and ensure compliance with 
the RRAA9 and DDA10 requirements.

6.21     Resource Management

Strengths
 The Resources Manager has an implementation plan for the introduction of all SNTs that 

apparently covers estates and equipment issues.  This will greatly support the full 
implementation of SNTs and is to be congratulated;

 Instead of having delegated budgets for overtime, the BCU has established criteria for its 
authorisation.  Whilst this dilutes ownership of budgets it avoids issues regarding the 
correct budgetary allocation and has the potential to increase control subject to effective 
systems to monitor compliance.  The projected outturn for police overtime is a £156k 
overspend (15%) after counter-terrorism expenditure has been removed.  This indicates 
that compliance with the policy needs to be improved hereon;

                                                

9 Race Relations Amendment Act
10 Disability Discrimination Act
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 There is a small (18 staff) yet enthusiastic MSC team that is active and well integrated 
within the BCU.  Plans are underway to consider which individuals could be aligned to 
SNTs;

 The BCU is encouraged to implement its intended plans for Community Volunteers, their 
training and deployment within station offices.  This is particularly needed at Croydon 
where police officers regularly backfill vacant positions;

Areas for Improvement
 There is no BCU activity regarding sponsorship and efficiency planning and this needs to 

introduced as routine practice within force policy;
 The maneuverable aspects of the BCU budget amount to £8.7m with a projected outturn 

for 2005/06 of £9.3m.  Some £323k arises from counter-terrorism activity and much of 
the remainder arises from an overspend of £277k in police overtime and police staff pay.  
This will need to be managed more effectively in 2006/07;

 There has been no meaning analysis of demand for all key units on the BCU.  Indeed, there 
are many opportunities to release capacity through an improvement alignment of 
resources with demand (see ‘Leadership’ - Uniformed CIs/Insps and those detailed below).  
These need to be  drawn together, prioritised and allocated leads with a Demand 
Management Strategy with a named SMT lead and staff consultation;

 The Telephone Investigation Unit only currently takes 25% of initial investigations, which 
is comparatively low (some MPS BCUs reach 50%).  This unit needs to be expanded with 
the resource dividend reinvested into proactivity; 

 Double-crewing/patrol is the normal mode of deployment for uniformed staff and there has 
been no risk assessment of times when it would be more effective and efficient to patrol 
alone.  The recent force policy on this subject needs to be followed so as to maximise 
capacity;

 The core team shift pattern incorporates overlaps of one and two hours that are designed 
to enable effective briefings, reports to be completed and for proactive deployments.  The 
inspection team are not satisfied that effective use is being made of this overlap and there 
is a case to reduce all overlaps to one hour and to maximise use of this period so as to 
increase availability for operational deployments.  This would release 10 hours per week 
for an additional shift on Saturdays when there is a known and regular requirement for 
events and thereby increase proactive capacity;

 The minimum strengths (and it was unclear for many whether indeed they exist) for core 
teams are constant throughout the 24/7 cycle when demand is considered by many likely to 
be different.  Variable minimum strengths need to be considered and set following an 
analysis of demand for reasons of staff safety and efficiency;

 A basic analysis of core team demand indicates that the average number of suitable CAD 
calls per officers (based on minimum strengths) amounts to no more that 1.4 calls per day.  
This is supported by reference to open-incident lists on CAD and monitoring radio traffic 
during busier periods of the day/week.  In addition, team officers are not allocated 
secondary investigations or prisoners for completion when the CPU is on duty (unless a 
probationer is involved).  There is therefore good reason to further analyse core team 
workloads and benchmark these with like BCUs in the MSBCU group.  This needs to result 
in a robust review of minimum strengths for core teams that involves staff and their 
Federation representatives;

 With the adjustments to the core team shift pattern, the BCU needs to consider redeploying 
any surfeit posts to other areas of proactivity.  Units that would particularly benefit from 
this investment are the Robbery Squad, CSU, BIU, CID Main Office, Sapphire Units where 
investigators have high workloads (>20 live cases each on the robbery squad, 21 in the 
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CSU and 17 for CID Main Office) and little capacity for proactivity.  In addition, 
resources could be redeployed to a new Beat Crimes Unit.

6.22     National Intelligence Model (NIM)

Strengths
 The BIU produces all key NIM products to a good standard.  It is structured in accordance 

with MPS policy albeit consideration should be given to the introduction of a tasking desk 
to coordinate such activity and the results aspect of the process.  There is scope to increase 
the depth and breadth of analysis to incorporate more sophisticated predictive work, 
comparative case study analysis and associate mapping;

 The Persistent and Prolific Offender Scheme has been progressed well with good 
engagement from partners and the use of key products such as subject profiles and 
intervention plans.  This could be enhanced further to introduce a second tier of PPOs 
(within the Home Office criteria),  the tactical interventions for whom could be owned and 
driven by SNT staff;

 The BIU has produced a very useful and innovative guide to essential activity that helpfully 
captures all key processes, functions and products undertaken within the BIU;

 Good use is made of the Source Unit, the products from which are correctly routed through 
the BIU and informs proactive tasking.  There is a predominance of drugs intelligence and 
other priority crime source intelligence should be encouraged;

Areas for Improvement
 The Daily Intelligence Meeting needs to become more dynamic, forward-looking and 

should be chaired by the Supt (Ops) with a hot-tasking focus informed by the Control 
Strategy.  It should involve SNT managers, the BFM, press liaison, core team management 
and partnership representation through conference call facilities that are already 
established;

 Following an examination of the minutes from the last three TTCG meetings there is a 
need to review the structure, content and attendance of this key meeting.  It needs to 
include a performance backcloth and should reflect the Control Strategy priorities.  It 
needs to include summary information of outstanding forensic dockets, PATPs, taskings, 
RIPA11 authorities, PPOs, problem-solving initiatives and warrants.  Membership should 
include all managers from key units at inspector level and above;

 Some RIPA authorities are apparently taking up to five days to be considered/approved 
which has had a negative impact on some proactive operations within the BCU;

 There is significant scope to increase the quantity and quality of daily tasking.  The full 
range of tactical options needs to be considered for each tasking together with RIPA 
authorities and potential tasking for partners.  One example includes a burglary nominal 
who was wanted for FTA who wasn’t circulated as a priority tasking;

 The Uniformed Tasking Unit (UTU) of 1-3-24 has a typical proactive tasking of 4 tasks per 
week and one PATP operation.  Even taking account of a 40% aid commitment, this level 
of proactivity is low;  

 The BCUs proactive capability would benefit from the allocation of lead responsibility for 
the implementation of tactical interventions against BCU level PPOs.  This should 
establish ownership, accountability and improved results.  Remaining capacity needs to be 
responsive to fast-track interventions in accordance with the Control Strategy priorities.

                                                

11
Regulation of Investigative Powers
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MANAGEMENT STRUCTURE – CROYDON BOROUGH
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Key to Scores:
0 = Don't Know, 1 = No - this doesn't happen
2 = This happens occasionally but there is no consistency
3 = Yes this usually happens but it could be improved
4 = Yes this is recognised as the way we do business, and we achieve real benefits
5 = This is an integral part of our culture and operation and can be regarded as best practice. Percentage response by score

Questions                                                                                                                                 Score: 0 1 2 3 4 5

The BCU has an appropriate structure which is aligned to the Force Strategy 9 7 15 34 27 8

1 My role is clearly defined and contributes to the BCU and Force Strategy 5 3 5 30 38 19

2 I am set objectives which are clearly relative to my role and experience 3 5 8 32 41 11

3 Lines of accountability and responsibility within the BCU are clearly defined 3 3 24 38 27 5

4 Resources are effectively managed within the BCU including specific issues of demand and deployment 14 16 19 30 19 3

5 Throughout the BCU teams are balanced in terms of skills, experience and diversity 24 5 27 30 14 0

6 The health and safety procedures on the BCU are effective and make me feel safe in my workplace 5 11 8 43 24 8

The BCU has a performance culture with integrity 10 8 21 28 25 8

7 My manager demonstrates an interest in my performance and development 3 5 11 14 49 19

8 I receive the development I need to perform my role 0 11 16 22 41 11

9 Within the BCU, good performance is recognised and rewarded 8 8 35 24 16 8

10 Innovation is promoted and supported on the BCU 11 11 31 25 17 6

11 On the BCU there is effective use of the National Intelligence Model - resources/tasking/coordination 24 3 24 24 22 3

12 BCU managers ensure that maintaining our integrity is more important than achieving good performance 19 11 19 32 11 8

13 The BCU delivers an effective service to the community 8 5 14 51 19 3

Diversity 18 7 10 27 26 12

14 Diversity is embedded within the BCU, specifically in terms of personal values and all areas of business 
including selection and appointment of staff

16 3 5 32 32 11

15 Fairness at work procedures (e.g.: grievance or appeals) can be confidently used by staff on the BCU without 
fear of recriminations from managers

24 11 3 24 32 5

16 My manager’s decisions in respect of  operational issues are consistent 11 3 8 24 32 22

17 My manager’s decisions in respect of  disciplinary issues are consistent 19 3 3 19 38 19

18 My manager to solves problems effectively 11 5 11 27 27 19

19 My manager inspires me with confidence 0 8 16 27 32 16

20 Sickness and welfare are effectively managed within the BCU 14 5 14 41 22 5

21 Managers deal effectively with bullying 38 5 11 11 27 8

22 Abstractions from duty - other than sickness - are effectively managed within the BCU 22 11 14 32 14 8

23 There is a commitment within the BCU to staff retention 24 16 16 35 5 3

Personnel management 4 9 13 23 29 22

24 I have regular and meaningful contact with my line manager 0 8 8 16 32 35

25 My manager demonstrates a genuine interest in me 0 8 8 19 27 38

26 I feel that my contributions are welcomed and valued 0 5 8 22 43 22

37 My manager makes me feel proud of the service we deliver 5 5 16 32 16 24

38 My manager makes me feel trusted, valued and included 3 8 5 24 30 30

29 Training and development is allocated on the BCU according to need 5 16 27 35 14 3

30 I am encouraged to learn by my manager 3 5 24 19 30 19

31 I feel prepared for future changes 5 14 8 30 32 11

32 Coaching and mentoring is available to me if I need it 16 11 16 14 32 11

33 Personnel issues are dealt with by my manager in a relevant and timely manner 3 8 6 22 31 31

Communication 5 7 21 22 26 19

34 The BCU Commander & Senior Management Team has a high profile within BCU 14 3 24 24 27 8

35 My manager communicates relevant information to me 0 5 16 19 30 30

36 I feel that, where it is appropriate, I am consulted on matters of policy and strategy 5 14 24 22 22 14

37 My manager is available when I need to talk to him/her 0 3 16 16 30 35

38 The BCU Commander, Senior Management Team are available to staff at appropriate times 8 3 32 27 22 8

39 The BCU Commander and SMT respond in a positive way to feedback from staff 5 14 24 30 19 8

40 My manager responds in a positive way to feedback from staff 0 8 11 16 35 30
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Appendix ‘C’

MSBCU Total Crime Reduction - Croydon BCU
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MSBCU Robbery Reduction - Croydon BCU
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MSBCU Violent Crime Reduction - Croydon BCU
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MSBCU Domestic Burglary SD rate - Croydon BCU
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MSBCU Vehicle Crime SD rate - Croydon BCU

-80.00%

-60.00%

-40.00%

-20.00%

0.00%

20.00%

40.00%

60.00%

80.00%

-160.00% -110.00% -60.00% -10.00% 40.00% 90.00% 140.00%

w MSBCU group

w  Croydon BCU

3
 y

ea
r 

p
er

fo
rm

an
ce

 (
2

0
0

1
/0

2
 t

o
 2

0
0

4
/0

5
)

12-month performance (YTD - April to January - 2004/05 to 2005/06)

POOR

GOOD

MSBCU Violent Crime SD rate - Croydon BCU

-80.00%

-60.00%

-40.00%

-20.00%

0.00%

20.00%

40.00%

60.00%

80.00%

-60.00% -40.00% -20.00% 0.00% 20.00% 40.00% 60.00%

POOR

GOOD

3
 y

ea
r 

p
er

fo
rm

an
ce

 (
2

0
0

1
/0

2
 t

o
 2

0
0

4
/0

5
)

12-month performance (YTD - April to January  - 2004/05 to 2005/06)

w MSBCU group

w  Croydon BCU



HMIC BCU Inspection - Croydon BCU (Metropolitan Police Service)
March 2006

Page 34 of 40 GL3 – BCU Inspection Report

Appendix ‘D’

NOTIONAL CONTRACT

Purpose
This ‘notional contract’ follows an HMIC inspection of Croydon BCU in the Metropolitan Police 
Service, that was conducted on the 6th to 10th March 2006 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’.  Save for exceptional circumstances rendering the implementation of 
recommendations impossible or inappropriate, the implementation of recommendations is presumed to 
be a reasonable expectation.  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 Croydon BCU, HMIC requires that the following recommendations be implemented by the 31st

March 2007 at the latest:

Recommendation (1): That the BCU Commander reviews the quality of leadership 
provided to the BCU by its SMT so as to create a cohesive and dynamic team with a single 
purpose and vision.  This needs to take account of …

 The command structure that needs to clearly reflect BCU business and its priorities;
 The need for senior CID and Police staff champions at Supt level;
 Staff inclusion in key decision making;
 A senior change manager to implement these recommendations and management 

considerations.

Recommendation (2): That the BCU creates and implements a comprehensive sanction 
detection improvement plan that includes …

 The MPS equivalent plan from Operation Emerald and particularly those aspects relating to 
custody suite activity;

 Bespoke minimum standards for primary and secondary investigations together with robust 
compliance monitoring and follow-up;

 The reduction of outstanding forensic dockets relating to priority and serious crime;
 Enhanced use of TICs and FPNDs;
 Increased activity to gather intelligence and realise forensic opportunity that enhance 

intelligence gathering.

Recommendation (3): That the BCU creates and implements its own Diversity Strategy and 
action plan that is tailored for the needs of the borough and reflects all key components as 
expressed by the MPS.  This needs to be constructed in consultation with the REC, IAG 
members and other key partners.
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Recommendation (4): That the BCU reviews its performance management arrangements to 
create a framework that maximises accountability for performance against priorities at every 
level of the BCU in a timely and meaningful manner.  This should be supported by a MMR 
that comprises a minimal number of core indicators of success for each unit/team and variable 
themes each month to test other issues of concern.

Recommendation (5): That the BCU creates and implements a Demand Management 
Strategy that is designed to maximise its proactive capacity and which includes:

 A review a core team establishment levels, overlaps and minimum strengths against their 
demand profile;

 A review of CSU, CID Reactive and Sapphire workloads and establishment levels;
 The creation of a capability to investigate Beat Crimes with a premium service being 

provided for priority crimes;
 A review of the necessity for the Uniformed Tasking Unit as opposed to alternative 

approaches for proactivity;
 Analysis work on repeat calls/crimes with problem solving interventions;
 Maximised use of telephone investigation.

Recommendation (6): That the BCU review its Daily Intelligence Meeting processes 
together with the range and volume of tactical options deployed so as to make them more 
dynamic, inclusive and impactive upon the range crime and ASB patterns.  This should 
maximise stability and utilise the capacity of units established for proactivity

In addition, HMIC expects all ‘management considerations’ contained within the GL3 BCU 
inspection report to be implemented within the same timescale, save for good reasons as described 
above.

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.  

Croydon BCU is expected to meet or exceed the following performance targets by 31st March 2007:

 To maintain or improve MSBCU quartile positioning for its crime reduction from the time 
of inspection for total notifiable offences (second); vehicle crime (second) and domestic 
burglary (second);

 To improve MSBCU quartile positioning for its crime reduction from the time of 
inspection for violent crime (from third to second) and robbery (bottom to third);

 To improve MSBCU quartile position for its sanction detection rate from the time of 
inspection for total notifiable offences (from bottom to third); domestic burglary (third to 
second); robbery (third to second) violent crime (bottom to third) and vehicle crime 
(bottom to third).

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 
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improvement outcomes is rendered unrealistic and void.  Account will therefore be taken of these 
factors when the HMIC revisit is conducted within the timescale described herein.

BCU Revisit and Review
Croydon BCU will be revisited by HMIC (Allington Towers, London) on or soon after 1st April 2007
to determine whether this notional contract has been fully discharged.  An interim re-visit will also be 
scheduled in October 2006 to review progress.  At the 12 months stage (1st April 2007), 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 PCSU referral.


