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1. 	Introduction
The following briefing paper provides an update with regards to the Police Uplift Programme as well as an update on recruitment, application numbers, officer entry routes and examples of activity to promote recruitment and workforce diversity. 
[bookmark: _Hlk87001366]In addition, an update on the current PCSO establishment versus strength position has also been provided, which can be found under section 6 and an update on absence, which can be found under section 7. 
2. 	Police Uplift Programme, Recruitment Plan and Retention
[bookmark: _Hlk87001806]The force headcount as at 31st March 2024 was 4225, which was 2 over the headcount requirement of 4223.

In 2023/24 there were 273 police officer joiners, of which 260 joined as new recruits, 9 have transferred in from other forces and 4 joined as a returner or a re-joiner. 
2024/25 Recruitment Plan
As previously reported, the force has had confirmation that for the 2024/25 financial year the maintenance headcount requirement is officially set at 4223. This is the original maintenance headcount requirement of 4218 and the additional recruitment allocation of 5 (totalling 4223). 

The 2024/25 recruitment plan is based on an assumption of 27.00 fte leavers a month and a requirement to achieve a minimum headcount of 4223 in both September 2024 and March 2025. The plan is made up of 4 intakes totalling 312 (July 24: 60, September 24: 96, January 25: 60, March 25: 96) and a total of 12.00 transferees / re-joiners / returners throughout the year.

College of Policing Entry Route Update
Progress towards the launch of the Police Constable Entry Programme (PCEP) continues in parallel to the optimisation work for the existing Police Constable Degree Apprenticeship (PCDA) and Degree Holder Entry Programme (DHEP). Several key milestones have been achieved in the last reporting period.

Forces submitted their ‘high level’ and further evidence requirements for the Police Constable Entry Programme (PCEP) in March. The PEQF team and the College of Policing are working closely to ensure all requirements are met in anticipation of the final confirmation event on 24th May. The team is on track to achieve full PCEP licensing by the deadline of 6th June, which is ahead of the Essex PCEP ‘go live’ on 24th June, and Kent on 29th July.

Furthermore, the work to optimise PCDA and DHEP programmes continues with a validation event on 28th May, which will ensure maximum efficiency and operationalisation of all programmes.

3. 	Diversity Application Data and Force Representation
Applications
The table below shows the total number of new police constable applications received broken down by standard entry and the bespoke detective Investigate First Programme for 2019/20, 2020/21, 2021/22, 2022/23 and 2023/24. This is also broken down by ethnicity and gender:
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In 2023/24, there were a total of 2836 applications. Of those, 15.02% were from ethnic minority candidates, which is higher than the proportion of applications in each financial year from 2019/20 to 2022/23. For information, the proportion of 15.02% in 2023/24 is higher than the latest economically active population of 11.29% (2021 census). 
With regards to gender, 36.25% of applications were from females, which is lower than the last 2 financial years, however, the Investigate First Programme continues to attract a high proportion of female applications (44.24%). 
The proportion of Investigate First applications from ethnic minority candidates has increased to 16.48%, which is higher than each of the previous 4 financial years. 
In respect of the current overall police officer recruitment pipeline, as at 29th April 2024 there were 573 applications in process. Of the 573, a total of 233 (40.66%) are female and 53 (9.25%) are ethnic minority. 
Section 5 provides further information regarding local and national work to promote recruitment.
Force Representation Data: Ethnicity & Gender
As at 31st March 2024, there were 160 (3.85%) ethnic minority officers in force. This is a marginal headcount increase when compared to the last update as at 31st December 2023 (159) but as a proportion it has reduced slightly (from 3.88%). With regards to female officers, the headcount is currently 1458, which equates to 35.05%. Of note, the current proportion of 35.05% is the second highest on record (only January 2024 had a higher proportion with 35.06%). 
With regards to recruitment for 2023/24, of the total 273 recruits (all entry routes), 14 were ethnic minority (5.13%) and 112 were female (41.03%). At the time of writing (3rd May 2024) there are 10 ethnic minority individuals in process for the July 2024 intake of 63. If all are successful, this would equate to 15.87% of the intake.
4.	Local & National Work to Enhance Recruitment (including diversity)
The Positive Action Team (PAT) work closely with Corporate Recruitment to review all outreach events and activities. This joint approach ensures targeted recruitment amongst diverse communities, to support in building trust and confidence within the communities and offer interaction with police officers to inspire applications.
The joint work of the two teams and the collaboration with the recruitment ambassadors ensures outreach events are properly resourced, where appropriate, with a clear strategy of identifying the opportunity for attracting those who are underrepresented in the force. The work through the teams also works to maintain the maximum return of investment by adopting and enlisting methodology to outreach, bridging the gap between awareness to direct application. In addition, there continues to be a strong focus on outreach to those areas that have higher diverse communities.
The Positive Action Engagement Programme (PAEP) programme offers 1-2-1 support, guidance, signposting and access to positive action support workshops prior to application including if a candidate has failed part of the application process and wishes to re-apply.
Since its inception in June 2022, has actively engaged with 139 candidates. As of 23rd April 2024, there are 4 active candidates enrolled in the programme, all of whom had had been rejected during the application process and are now receiving positive action support ready for their re- application.  This programme is further supplemented by the information sessions together with the existing Buddy scheme which provides support to all prospective candidates. Overall, the programme has achieved 29 applications including both new and re-applications. The uptake of candidates enrolling PAEP continues to be an area of focus. 
Positive Action 1-2-1 sessions continue to be conducted with anyone from an Ethnic Minority background who requests one during outreach, including cadets and school students, with at least two sessions being completed each week. This table shows the number of people who have registered an interest for one of these sessions and the number of those that have converted into applications.
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Positive Action Recruitment Information Sessions also continue to run to provide specific information to candidates. The latest session took place on 29th April 2024. In addition, there were 3 themed events taking place over the last reporting period including Race equality week event on 9th February 2024, LGBT+ event on 15th February and International Women’s Day event on 8th March 2024. The events include serving officers talking about their careers and their lived experience of policing. All Ethnic Minority registers of interest from the events are offered the opportunity to join the PEAP.
More broadly, the Positive Action team have a number of workstreams in place including work through the Ghurka regiment in Folkestone in conjunction with the Armed Forces Network. The team featured on Ghurka radio which converted into a number of registers of interest for the follow up events. In addition the team are currently working with the Department of Work and Pensions (DWP), which includes inputs through online recruitment incorporating all the relevant policing career pathways. There were 48 registers of interest however, only 12 attended. This is being addressed by DWP with future events planned.
Between the 31st December 2023 and 1st May 2024, the following positive outreach events have taken place with the following engagement rates. 
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5.	Local & National Work to Enhance Retention
The recruitment profile is designed against an attrition profile of 27.00 fte a month. In 2023/24 a total of 303.73 fte have left which is a monthly average of 25.31 fte and therefore marginally under the projection. 
Officer resignations for 2023/24 was 162, with the top three leaver reasons stated as ‘Unhappy at work’ (27), ‘Work-life balance’ (23), and ‘Personal circumstances’ (21). 
With regards to those leaving due to be unhappy at work this has been a common reason for leaving in recent years, however, further analysis shows a range of reasons are provided as to why they have left with no specific reason identifying as an of concern. All leavers continue to be assessed and reported to Chief Officer Management Board every 6 months. 
There continues to be a high proportion of officers leaving when young in service, which is also seen nationally. The latest national data (from the start of uplift April 2020 to Feb 2024) shows that officers leaving within their probation is 51.5% and resignations from officers with up to 5 years’ service is 71.4%. For the 2023/24 year, Kent was marginally higher than the national position with 54.9% of resignations from officers in probation, and 81.7% of resignations from officers with up to 5 years’ service.
To further understand young in-service leaver trends and potential areas for improving retention a ‘deep-dive’ report has been completed and is in final consultation. The report will accompany the full Exit paper due in May 2024.
At the time of writing (1st May 2024) there are 24.58 fte confirmed leavers for April 2024, and there are 31.00 fte confirmed leavers in May 2024. Although the May figure is above the 27 forecast leavers, the overall leavers picture is broadly in line with forecast, and with only 5.78 fte leavers currently confirmed for June this is not a cause for concern and will continue to be monitored.
The leaver process: 
The new leaver process went live at the start of the financial year on 2nd April 2024. It brings the force in line with national guidance, facilitates a better understanding of leaver reasons, signposts retention opportunities and enhances the professional and dignified exit for individuals.
Specifically:
· The Service Manager Leaver Notification system includes all the national leaver reasons that individuals can select at the point of handing in notice, providing the force with same day understanding of leaver reasons.
· Service Manager provides daily management information (including leaver reasons), which is automatically collated by Org Management and shared with relevant commands, Business Services, HR Ops and HR Strategy. 
· Individuals now have the opportunity to have their SIM (Leavers Meeting) with their line manager or an alternative independent appropriate person.
Force wide retention activity: 
The Retention Ambassador programme continues to deliver effective early interventions for officers and staff who are thinking about leaving. The 45 Kent ambassadors have strong representation in terms of ranks, grades, roles, departments, gender and ethnicity, enabling meaningful engagement.
For the financial year 2023/24 there have been 62 retention ambassador cases in Kent. Of these only 24 have actually left or intend to leave the organisation indicating a 61% success rate. ‘Better Opportunities Elsewhere’, ‘posting’ and ‘disillusionment’ are the most common themes for retention interventions in both forces.
Career Expo events continue to be delivered at Kent Police college, providing career guidance and support for young in-service officers. In addition, the Positive Action Team continue to engage with officers to inspire, encourage them to take part in progression activities and access available support.
More broadly the force highlights retention initiatives and the positive aspects of working within the organisation through its ‘Keep it Kent’ SharePoint web pages. This includes information, advice, and guidance about: 
•	Health and Wellbeing support 
•	Financial wellbeing support
•	Development opportunities
•	Promotional opportunities
•	Flexible working
•	Career breaks 
•	Posting exchange initiative  

Of positive note police officer turnover for the full financial year 2023/24 out turned at 7.39%. This metric is strong in comparison to other large public sector organisations, for example employee turnover for the Kent and Medway NHS trusts was 14.2% (Kent and Medway People Strategy 2023-2028, Jan 2023), and Kent County Council was 15.1% (Annual Workforce Profile, June 23).

Police Staff Week of Celebration and Recognition 

The important role police staff play in policing was marked with the first ever week dedicated to their contribution. Launched by the National Police Chiefs’ Council (NPCC), with support from the College of Policing, the inaugural Police Staff Week of Celebration and Recognition ran from 4th – 10th March. The aim was to raise awareness of not only the variety of roles police staff hold within the service, but also how important they are to achieving successful outcomes and results every day.  As part of the week the Force ran several daily profiles about Kent Police staff where they focussed on stories which highlight the pivotal role police staff play. Chief Constable Tim Smith said Kent Police was ‘very fortunate to have members of police staff working in almost every part of our business.’ He said as policing had changed, the scope of police staff roles had too, not only in vital support around IT, HR and estates but also in front line areas, from the Force Control Room and Serious Crime Directorate to specialist teams like rural policing and as fully accredited investigators solving crimes. The Chief added that in almost every role he has held, ‘police staff have been valued members of my team. The strongest teams will always be those with a diversity of skills, background, and experience.’ He thanked police staff working for the force for the dedicated, professional way they ‘added value and getting things done.’

6.	PCSO Update
As previously reported the PCSO establishment is now 101.50 fte, with an actual strength of 75.18 fte as of 31st March 2024, which is 26.32 fte under the agreed establishment.
An intake of 9.00 PCSOs joined on the 13th May 2024, which reduced the number of vacancies to 17.32 fte. A further intake is scheduled for November 2024, with 11 candidates already successful at the selection process (pre-employment) and a further 20 awaiting interview or eligibility checks.
7. 	Attendance and Wellbeing  
2023/24 Financial Year 
The table below shows the breakdown of average days lost per person for each year from 2016 to 2024. 
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The table demonstrates that, for 2023/24 officers average days lost per person (9.34) is higher than when compared to the previous seven years. The average days lost per person for 2023/24 for staff (9.27) are higher than last year but similar to 2021/22. For PCSOs the average days lost for 2023/24 (9.27) are lower than the same period last year (12.25).
The following graphs show the month-on-month absence, in hours lost per person, for 2020/21 to 2023/24.
[image: ]
For officers, the graph demonstrates that absence was higher in all months of 2023/24, except from December 2023 and March 2024 (when compared to the same months in 2022/23). 
For staff, the average hours lost per person were lower in all months from April to July 2023 when compared to the same months in 2022 but were higher for August to November 2023 when compared to 2022 and also higher for January to March 2024. As with officers, absence was lower for staff in December 2023 when compared to December 2022. 
For PCSOs, whilst the average hours lost per person were higher in April and May 2023 and December 2023 and January 2024 (when compared to the same months in 2022/23), positively each month from June 2023 to November 2023 and February to March 2024 were lower than the same period in 2022/23.
Psychological related absence accounts for the highest proportion of payroll hours lost for officers (39.99%), followed by respiratory related absence (14.86%). For staff (excluding PCSOs) the psychological related absence also accounts for the highest proportion of payroll hours lost (28.08%), but the second highest reason for absence is miscellaneous absence (16.28%). For PCSOs miscellaneous absences accounts for the highest proportion of payroll hours lost (30.11%), with psychological related absence being the second highest absence reason and accounting for 26.63%.

Operational Human Resources (HR)

Work continues by the HR Advisors and HR Business Partners in their specific portfolio areas to support local managers to manage concerns linked to police staff attendance and performance through regular meetings and engagement at the Attendance Management and Wellbeing Group (AWMG). In the last 12 months the team have provided advice and guidance on 145 individuals, culminating with 35 formal cases being progressed through the stages. The governance within the department has increased in this area to enable more enhanced tracking and oversight of cases to ensure appropriate intervention. 

The Operational HR team have worked with colleagues in Health Services and the Performance and Improvement Unit (PIU) over the last few months to deliver a series of CPD sessions for managers covering reasonable adjustments, managing risk, managing attendance and creating a supportive environment. 

In terms of specific workstreams, work remains ongoing between Operational HR and the PIU to review and enhance the Attendance Support Meeting (ASM) form to support the ongoing focus in supporting individuals whilst managing attendance. In addition, new ‘soundbite’ training videos are available on the Op HR SharePoint pages in relation to managing informal performance and attendance issues and reasonable adjustments. 

The Operational HR team have been working with HR Organisational Management to finalise a strategic absence report, which will be specific to each ACC/ACO portfolio area and highlight areas of concerns, departments with a cause for concern, indication of the trajectory for the departments absence as well as a ranking system across all departments to allow for comparison and monitoring. This monthly report will then be complemented with bespoke HR Business Partner and PIU advice, as needed, on interventions and supportive initiatives bespoke to the command areas to take forward. The final version will be agreed and delivered to the HR Business Partners in May 2024. 

Performance Improvement Unit (PIU)

PIU continue to attend (AWMG processes with Operational HR across the force to provide tactical advice to Heads of Command. This work promotes consistency of management interventions to address officer attendance and enhance compliance with policy L180 Attendance Management. 
This is underpinned with a variety training inputs across the force, including Be The Change, Managing Attendance CPD, Reasonable Adjustments CPD, PDR Completion and Managers Training (FCIR). Between January and March 2024, PIU have delivered 13 training inputs.
The PIU Advisors carry their own workload in respect of Advice Requests submitted by line managers, where there are considered to be attendance or performance concerns for an officer. The continued engagement through AWMG and training inputs has contributed to an upturn in Advice Request numbers, increasing from 76 for the Financial Year 2022/23 to 118 for the Financial Year 2023/24. The department is contacted routinely by line managers in cases where an Advice Request is not appropriate or required but informal advice needed. There was a data capture ‘gap’ in relation to this and a new recording practice has been introduced; to date since introduced in October 2023 PIU have recorded 92 instances of informal advice.
The department continues to record and quality assure Attendance Support Meeting forms and again the last financial year figures indicate an upturn in submissions recorded to date; from 428 during the financial year 2022/23 to 681 during the financial year 2023/24.
A monthly meeting is held by the PIU Head of Department to review police officer cases that are in the top 50 Bradford Scores for the force and all officers that are Long Term Sick (28 calendar days or more), the purpose of which is to assure consistency in appropriate interventions and support for officers. A monthly meeting is also held with the Professional Development Unit to offer support or guidance for student officer attendance management.
The PIU continues to lead on the analytical review of absence data for the bimonthly Absence Oversight Board chaired by ACO Leicester to ensure Heads of Command have accurate information to focus efforts to improve attendance of their staff. Focus areas are identified and PIU review the processes and interventions in place in those commands to improve the consistency of management interventions being completed.
The PIU Head of Department also chairs the monthly Adjusted Duties Panel which ensures a consistency of approach, along with representation from the Police Federation, Human Resources and HR Resourcing, across the Force in the cases where officers have permanent workplace adjustments.
Absence Oversight & Governance

Following the latest Chief Officer Management Board Absence Update, a review is being undertaken of the governance framework regarding absence, ensuring the force is robust around oversight, scrutiny and pay decisions to ensure individuals are being supported but also appropriately managing attendance where appropriate. 

Occupational Health

The average Occupational Health referral to appointment waiting time for 2022/23 was 18.2 working days and for financial year 2023/2024 averaged 17.52 working days, which is a very slight improvement on the previous year. Of note however, this did include a rise in the referral to appointment times in the final quarter of 2023/24, 21.1 average working days from referral to appointment). This was due to a rise in referrals during this period as in Jan-March 2022/23 there were 481 referrals rising to 653 for the same period 2023/24, This is a 26% increase on the referrals in the same period for the previous financial year.

It is envisaged with the increased resources in the first quarter of 2024/25 and some temporary assistance via an external provider during April 2024, this will enable some settlement and move closer to the desired responsive service level of 10 working days in the forthcoming period. In addition, recent work is in the process of being commissioned to conduct an efficiency review on this area of business. This will be partnered with enhanced governance to ensure more intrusive oversight. More broadly the force has procured new occupational health management software system which will enhance appointment booking, record keeping and management information to help aid efficiency in this area in the longer term. 

Recruitment medicals remain a priority for the Health Surveillance team, in addition to the Hepatitis B vaccinations and health surveillance activity.

Counselling and Wellbeing
The virtual Investigator Wellbeing Sessions now form business as usual delivery and will be scheduled for quarterly delivery. Since inception in November 2022 and to date, 637 Kent investigators have attended the one-hour sessions, which continues the positive attendance increases experienced in recent months. A recording of this session will also be available from May 2024.  Additionally, the one-day Leaders’ Investigator Wellbeing sessions have attracted 242 attendees in Kent since the programme’s inception in . Again these sessions will be delivered throughout this financial year in order to ensure all those joining investigations have continuing access to the programme.
The Peer Support Co-ordinator is leading a project internally to support national research via Oscar Kilo, the National Police Wellbeing Service, for the Sleep Fatigue Recovery Programme.  Kent Police has been allocated 20 wearable devices which will be utilised by volunteers within the FCIR Command.  Of note, this involvement will be a critical contribution to the research, as one of the first control rooms to be part of this trail blazing project in police wellbeing. 
The Peer Support Network has 31 trained volunteers actively supporting colleagues and peers across the force with further courses scheduled during 2024 to ensure the network continues to develop, grow and flourish in the forthcoming period. 
During February and March 2024, HR and Health subject matter experts delivered CPD for leaders on specific key themes: Attendance Management, Managing Risk, Reasonable Adjustments and Creating a Supportive Environment.  Over 240 individuals attended the 8 sessions which received excellent feedback.
Planning is now underway for Response Policing Week of Action in June, Suicide Prevention Month in September and Investigator Wellbeing Week of Action in November as well as the annual winter health programme, to support both national wellbeing weeks and internal health and wellbeing campaigns.
8. 	Decisions Required  
For information only. 
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2019/20 2020/21 2021/22 2022/23 2023/24

New Recruits (not inc IF) 2504 3070 1693 1854 1586

Female % 29.31% 28.47% 32.43% 34.36% 29.95%

Ethnic Minority % 8.39% 8.57% 7.91% 13.43% 13.87%

Investigate First 344 270 468 696 1250

Female % 61.05% 59.63% 55.98% 53.02% 44.24%

Ethnic Minority % 11.63% 10.37% 10.26% 11.93% 16.48%

Total 2848 3340 2161 2550 2836

Total Female % 33.15% 30.99% 37.53% 39.45% 36.25%

Total Ethnic Minority % 8.78% 8.71% 8.42% 13.02% 15.02%

Note, due to backdated changes on the system, figures may differ slightly to previously 

reported figures
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Registers of 

interest 

Applications 

received 

Registers of 

interest 

Applications 

received 

30  27  71  55 

Jan – Oct 2023  Nov 23- Mar 2024 
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Event Type No. of Events

No. of Ethnic 

Minority (inc 

females)

No. of 

Females

Total No. of 

People 

Engaged With

Face to Face 18 656 2006 2102

Virtual 27 20 20 58

Overall Audience number 2160
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Financial Year to date Police

Staff  (exc 

PCSO)

PCSO

2016/17 9.33 8.00 10.69

2017/18 8.91 8.70 6.97

2018/19  8.33 7.78 6.28

2019/20 8.56 8.54 8.59

2020/21 6.55 5.60 5.09

2021/22 8.39 9.22 9.06

2022/23 8.75 8.73 12.25

2023/24 9.34 9.27 9.27

23/24 Variance to 22/23 +0.59 +0.54 -2.98
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