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1. 	Introduction
The following briefing paper provides an update with regards to the progress against the force’s headcount requirements, 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. Section 8 also provides detail regarding how the Chief Constable discharges his health and safety duties.
2. 	Recruitment Plan and Retention
[bookmark: _Hlk87001806][bookmark: _Int_aVktVLVx]The force headcount as at 31st March 2024 (most recent national milestone) was 4225, which was 2 over the headcount requirement of 4223.

2024/2025 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). 

So far, this financial year to date (April to July 2024), there have been a total of 66 joiners, of which 62 joined as a new recruit on 29th July 2024, 2 have joined under the re-joiner programme and 2 have transferred in from the Metropolitan Police Service. 
There is a recruitment plan in place for the remainder of the 2024/25 financial year, which aims to recruit up to a further 259 officers. Whilst this is subject to change due to factors such as variations in attrition, the recruitment plan is currently made up of 3 further intakes totalling 251 new recruits (Sep 24, Jan 25 and Mar 25) as well as 8 further transfers in throughout the financial year. The next intake is scheduled for 30th September 2024 of up to 95. The recruitment pipeline is strong enough to increase this intake if attrition requires. 
College of Policing Entry Route Update
Since the previous update the force has finalised the PCEP programme, meeting anticipated timelines and milestones. In order to obtain the licence for the PCEP product, forces were required to engage with a robust quality standards assessment (QSA). This has been ongoing since March 2024 and has involved a number of engagements and submission of a significant amount of evidence to College of Policing for assessment. The final stage was a confirmation event held on 24th May 2024; the outcome of this event was extremely positive. Of the 11 mandatory categories to be assessed, 6 were judged as ‘strengths’ and the remaining 5 met the standard required. The submission attracted no actions and, as such, has been signed off. Having engaged with other forces who have attended a confirmation event, to be given no actions is rare and to have more than 50% of the programme assessed as strengths is equally scarce. The panel were extremely impressed with the quality of the submission and the presentation, and the team have been recognised for their sterling efforts in this achievement. 

The first cohort of PCEP officers commenced service on 29th July 2024 with 22 officers. The programme will be monitored in terms of progress and abstraction in the usual way. Early indications with regards to year 2 abstraction are positive, particularly given the efforts to reduce PLT whilst ensuring learning is not compromised.

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, 2023/24 and 1st April to 31st July 2024. This is also broken down by ethnicity and gender:

[image: ]
For the period 1st April to 31st July 2024, there were a total of 769 applications. Of those, 13.39% 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 13.39% for this period is higher than the latest economically active population of 11.29% (2021 census). 

With regards to gender, 37.19% of applications were from females, which is higher than the 2023/24 full financial year (36.26%) and, of note, the Investigate First Programme continues to attract a high proportion of female applications (46.91%). 

The proportion of Investigate First applications from ethnic minority candidates is 14.40%, which is lower than the last full financial year but higher than each of the previous 4 financial years. 

[bookmark: _Int_PQGBlDGz]In respect of the current overall police officer recruitment pipeline, as at 12th August 2024 there were 568 applications in process. Of the 568, a total of 231 (40.67%) are female and 52 (9.15%) are ethnic minority. 

Section 5 provides further information regarding local and national work to promote recruitment.

Force Representation Data: Ethnicity & Gender
[bookmark: _Int_NKCnKTGB][bookmark: _Int_7dZVGeBM][bookmark: _Int_l6unqfVL]As at 31st July 2024, there were 157 (3.82%) ethnic minority officers in force. This is a marginal reduction when compared to the last update as at 31st March 2024 (160 / 3.85%). With regards to female officers, the headcount is currently 1448, which equates to 35.20%. Of note, although the current headcount is a reduction when compared to the last update (1458 as at 31st March 2024) the current proportion of 35.20% is the highest on record. 

With regards to recruitment for 2023/24, of the total 66 joiners (all entry routes), 5 were ethnic minority (7.58%) and 28 were female (42.42%). At the time of writing (13th August 2024) there are 14 ethnic minority candidates in process for the September 2024 intake of 95. If all are successful, this would equate to 14.74% of the intake.

4.	Local & National Work to Enhance Recruitment (including diversity)
Human Resources review all outreach events and activities to ensure targeted recruitment amongst diverse communities and supporting in building trust and confidence within the communities and offer interaction with police officers to inspire applications. 
 
Continued collaboration with the recruitment ambassadors ensures outreach events are properly resourced and, 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 Team supported recruitment at the recent Kent Police open days. 
 
The Positive Action team have reached out to The Kent and Medway Careers Hub, with a proposal to deliver a Positive Action schools and college engagement programme within educational establishments in Kent. This programme will commence in the Autum term with engagement with the three main college groups that offer public and uniformed service courses across a total of 6 sites across the county. These colleges that the PAT are working with are in high diversity areas and attract diverse students on their course. 
 
The Positive Action Engagement Programme (PAEP) programme offers all individuals who classify themselves as ethnic minority, a structured and supported provision to support their potential application. This includes 1-2-1 support, guidance, signposting, support workshops and access to a bespoke positive action support webpage. This support programme is also offered to all eligible Ethnic Minority candidates who have been unsuccessful at any part of the recruitment process and wish to re-apply. Since its inception in June 2022, 149 Ethnic candidates have actively been engaged with. As of 31st July 2024, there are 6 active candidates enrolled in the programme, some of whom have been unsuccessful during the recruitment process and are now receiving positive action support, others are new applicants looking for support pre-application. This programme is further supplemented by the positive action support workshops together with the existing buddy scheme, which provides support to all prospective candidates. Overall, since the beginning of the programme it has achieved 29 applications, including 5 new applications, 16 re-applications and 8 candidates who have rejoined the recruitment process having previously left it. The uptake of candidates enrolling in the PAEP continues to be an area of focus, to this end social media podcasts are being planned which will feature previous participants of the programme talking about the benefits and their success.  
 
Positive Action Recruitment Information Sessions also continue to run to provide specific information to ethnic minority and female candidates. The latest session took place on 4th July 2024. In addition, Positive Action collaborated with the Armed Forces Network (AFN) to deliver an online recruitment event on 31st July 2024 for those looking to leave the forces and join Kent Police. The event included information about recruitment, AFN chair input, personal journeys from officers with previous military experience and also featured the SSA ENABLE. This event was shared with several armed forces contacts and the Nepalese community leaders in Ashford. More events are being planned for the forthcoming months. The Internal inclusion team are in the process of planning a bespoke online session for Black Heritage Month using podcast episode with a group of 3 guests from black heritage backgrounds. 
 
[bookmark: _Int_I3xEwHkE]Between 1st April and 1st August 2024, a total of 42 positive action outreach events have taken place engaging with over 300 individuals. The Force continues to see a positive picture in relation to the number of ethnic minority candidates applying for the police. The Force has now started to track those that attend outreach events, using a QR code system which captures their data at the point of interest and allows us to track how many of those interactions lead to applications. It also allows digital signposting to the PAEP, female specific landing page and entry routes. This is new to Force and will allow better analysis and appropriate targeting of areas for outreach.

Race Action Plan Delivery Update    

Kent Police are committed to undertaking activity that will end racial disparity within our internal workforce and within our communities. The National Police Race Action Plan (PRAP) is led by the College of Policing and sets out changes across policing to improve outcomes for Black people who work within or interact with policing. Working across the four national pillars, we are working to improve the culture and representation of our workforce, evidence how we use powers and procedures fairly, enhance the trust and confidence within our diverse communities and ensuring our communities feel safe and supported.  

Within the previous quarter, specific work taken place has involved our Race Equality Network (REN) deliver two listening circle sessions regarding enablers and barriers to progression.  As a Force we have hosted a Kent Race Action Plan Conference at Brompton Barracks in May 2023 and the Chairperson for the Independent Oversight Scrutiny Board for the National PRAP was in attendance, Miss Abimbola Johnson. 

A presentation also took place, ‘Senior Women of Colour in Policing’ and was presented to our student officers at Kent Police College in November 2023, where the national lead for the PRAP DAC, Dr Alison Heydari presented the plan and its objectives.  More recently Mr Andy George the Chair of the National Black Police Association attended Kent Police and was supportive of the progression we had made with our Kent PRAP.  

Internally we have also launched the Achieve programme which is a leadership development programme being run for under-represented groups. There are 15 staff members on the programme currently with 6 of those being ethnic minority officers, two of whom are black or black heritage. The course has been designed to enhance personal, lateral, and promotional development.  

The Force has also supported engagement with ethnic minority candidates during the recruitment campaign. In the 3-month period, applications from ethnic minority candidates represented 12% of all applications. Those that fail any part of the recruitment process where support could be provided are contacted and offered advice and support with a referral to join the positive action engagement programme so that a 1-2-1 session can take place to offer bespoke direction and advice to enable them to re-enter the process. 

Externally we are engaging with ethic minority communities through our Neighbourhood Policing teams. Our scrutiny panels that are focused on Stop & Search and Use of Force are well attended and focus on disproportion and are led by the IAG Chair and ACC Brookes. 

5.	Local & National Work to Enhance Retention
Leaver Analysis
The 2024/25 recruitment plan is based on a projection of 27.00 fte leavers per month, however, the plan is able to flex with attrition fluctuations. For the period April to July 2024, the average officer leavers were marginally above forecast with an average of 27.51 fte.
 
Resignations account for the majority of leavers (76 across the period April-end July 2024). Significantly, of the 76 resignations, 58 (76.3%) are from officers with less than 5 years’ service, which is slightly above the national figure of 72.1% published in the National Attrition Analysis of 2023/24. The Force has conducted a ‘Deep Dive’ review into the young in service leavers and implemented a Retention Action plan with key themes of recruitment, training, intervention and improving understanding of leaver reasons, detailed below. 

The most stated primary reasons for resigning are ‘career change’, ‘Health-related’, ‘Better opportunities elsewhere’, ‘Impact of job on personal life’, and ‘Unhappy at work’. The new national framework of leaver reasons allows for richer analysis of secondary and contributing reasons, and this identifies ‘Work stress and burnout’ and ‘Negative impact of high workload/demands’ as significant.

At the time of writing (7th Aug 2024) there are 25 confirmed officer leavers for August 2024, which is below the forecast 27, and unlikely to increase within the month due to the notice period. September has 18 confirmed leavers, which has the potential to increase, however, the leavers projection over the next quarter remains in line with forecast.

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. 
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. Since inception in June 2023 the programme has delivered 66 interventions and while difficult to quantify success, the force can report that 59% of people who have had a retention intervention currently remain in force. 

Following the deep dive review, a Retention Action Plan has been implemented to address the key findings around young in service officer resignations. HR Operations, together with L&D, Health Services and Recruitment are focussed on the key areas of:

· Improving candidate and recruitment information and engagement with the realities of the officer role.
· Implementing a ‘Touch Point Plan’ to set out the support for student officers.
· Engaging with district commanders to deliver continuing support upon posting.
· Post implementation review of the leaver process specifically to understand the ‘human’ aspect through user experience.
· Including the manager/supervisor responsibilities for retention and the leaver process in the ‘Be the Change’ course material and on the Leadership Academy resources.
· Reviewing, streamlining and promoting the Retention Ambassador programme.
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  
6.	PCSO Update
[bookmark: _Int_K2Fwx6ag]The PCSO strength was 78.17 fte as at 31st July 2024, which is 23.34 fte under the establishment of 101.50 fte.

[bookmark: _Int_ePfXbybl]As previously reported an intake of 7 PCSOs joined on the 13th May 2024, and a further intake is scheduled for November 2024, with 22 candidates already successful at the selection process (pre-employment) and a further 16 awaiting interview or eligibility checks.

Neighbourhood Policing Model

The Neighbourhood Policing (NHP) model was launched in June 2023, this model consists of:  
· Beat Officers  
· Neighbourhood Taskforce  
· Child Centred Policing Teams  
· Strategic Prevention Command 
 
At the time of writing (20 August) phased implementation of resources has been planned for September 2024 and currently the first five phases of resourcing have been delivered with the following exception. Phase Five saw the introduction of 37 officers into the model, 14 are already in post, the remaining officers have extended-release dates of early September due to operational requirements.  Further recruitment is planned to complete Phase Six, which will complete the NHP Model implementation, and this is planned to be delivered late September 2024.   

7. 	Attendance and Wellbeing  
The table below shows the breakdown of average days lost per person for April to July for each year from 2016 to 2024. 

[image: ]
The table demonstrates that, for April to July 2024 officers average days lost per person (2.74) is higher than when compared to the previous seven years, however, it is only a marginal increase compared to the same period last year (2.70). 
The average days lost per person for April to July 2024 for staff (inc PCSOs) (3.15) is higher than the last 8 years. 

Officers

The graph overpage shows the officer month-on-month absence, in hours lost per person, for 2021/22 to 2024/25.

[image: ]For officers, the graph demonstrates that absence was higher for the first three months of 2024/25, however, positively it was lower in July 2024 (5.87 average hours lost per person) when compared to the same month in 2023 (6.65) and 2022 (6.14).



With regards to Commands, positively, a total of 8 Commands have lower average days lost per person for the period April to July 2024 compared to the same period in 2023. Notably Crime & Incident Command have one of the highest average days lost per person (7.03), however this is a reduction of 1.50 when compared to the same period last year (8.53). 

[bookmark: _Int_l8zb8j06]When looking at Commands with an average headcount of 25 and over, only 6 have increased, with the most notable being South East Regional Organised Crime Unit (0.69 to 5.82 average days lost per person). However, it should be noted they only have an average headcount of 25, meaning any absence has a greater impact on the figures. Other Commands of note are East Division, which has increased by 0.95 average days lost per person (from 2.52 to 3.47) and Crime Command (from 2.88 to 3.36). With regards to East Division, this predominantly relates to increases in CID, VBCT and LPT. 

Serious Crime Command has also increased (from 1.13 to 1.61), however positively, this is lower than the force average days lost per person (2.74) so not a significant area of concern. With regards to the other Divisions, North Division has reduced from 3.21 to 2.97 and whilst West Division has increased from 2.15 to 2.39, it is the lowest of the 3 divisions and lower than the force average. 

With regards to absence reasons, psychological related absence continues to account for the highest proportion of payroll hours lost for officers (35.97%), however when measured as average days lost per person it has reduced by 0.19 from 1.18 to 0.99. Respiratory related absence accounts for the second highest proportion of payroll hours (12.44%) and when measured as average days lost per person has increased from 0.25 to 0.34, which is the greatest increase across all absence general reasons. Other general sickness reasons that have increased by more than 0.03 average days lost per person are digestive (from 0.21 to 0.26) and genito/urinary from 0.07 to 0.12. 

Staff (including PCSOs)

The following graph shows the staff (including PCSOs) month-on-month absence, in hours lost per person, for 2021/22 to 2024/25.

[image: ]For staff (inc PCSOs), the average hours lost per person were higher in all months so far in 2024 when compared to the same months last year. 








With regards to Commands, there have been increases across nearly all with just 5 reducing during the period April to July 2024 compared to the same period in 2023. 

There were also reductions in some commands and the most notable reductions were in Tactical Operations (from 1.98 to 1.33), Serious Crime Directorate (from 2.64 to 2.22) and Strategic Prevention Command (from 5.20 to 1.40). There were also reductions in the Athena Management Organisation and Chief Constables Office however both have low headcounts. 

Of the remaining Commands, with a headcount of greater than 25, West Division have the highest average days lost per person (9.01), which is an increase when compared to the same period last year (2.82). Other Commands of note are Crime & Incident Response Command who have the second highest average days lost per person (4.70), which is also an increase compared to the same period last year (from 3.97). Professional Standards have increased from 2.89 to 4.30 and Kent Criminal Justice Command have increased from 2.23 to 3.38. Learning & Development have also increased (from 1.47 to 2.45) as have Support Services (from 1.63 to 2.20) however both are below the force average of 3.15. 

With regards to reasons, for staff (including PCSOs), psychological related absence accounts for the highest proportion of payroll hours lost (25.82%). When measured as average days lost per person it has increased from 0.76 to 0.81. Miscellaneous related absences account for the second highest proportion of payroll hours lost (19.89%) with the average days lost per person also increasing from 0.47 to 0.63, which also represents the greatest increase across the sickness reasons. Other general sickness reasons that have increased by more than 0.03 average days lost per person are cardiac/circulatory (from 0.15 to 0.27), respiratory from 0.31 to 0.37 and nervous system from 0.00 to 0.06.

Performance Improve Unit (PIU) & Operational HR

The increase in absence levels has been acknowledged across the force and work is being undertaken at all levels to ensure ongoing support and interventions aimed at reductions. 

At a strategic level, governance is now reported quarterly at Force Performance Committee to provide a forum for Local AWMG leads to account for their own local attendance levels and ensure a collective sense of ownership and accountability. In addition, six monthly absence reporting remains in place to the Chief Officer Management Board to ensure strategic oversight.

The PIU and Operational HR retain a focus on attendance through advice and guidance at Local AWMG meetings, assessing the consistency of management interventions to address officer attendance and enhance compliance with policy L180 Attendance Management continues.

In addition, bi-monthly Attendance Review meetings remain ongoing to ensure holistic trends are identified, actions set, and the HR/PIU teams are aware of best practice and trends to deliver to and support local departments. The PIU continues to lead on the analytical review of absence data to ensure Heads of Command have accurate information to focus efforts to improve attendance of their staff. Focus areas are identified, and HR/PIU review the processes and interventions in place in those commands to improve the consistency of management interventions being completed.

More broadly, 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. Every quarter, Command leads are also invited to attend. There has been a recent significant commitment of time to address record keeping in respect of recuperative duties to ensure appropriate progression to Adjusted Duties or closure of unnecessary SAP records.

The first calendar quarter of 2024/25 has seen a downturn in the number of Advice Requests received by the unit (18 Advice Requests April to June 2024, compared to the previous quarter, January to March 2024, when 28 were received), however the last financial year saw a peak in Advice Request numbers with 118 compared to 76 for the previous financial year. The PIU also record ‘Interventions’, (an intervention being contact from a line manager requesting advice regarding an officer) and for the April-June period 40 were recorded.

The number of Attendance Support Meetings (ASM) recorded January to March 2024 was 212 across officer and staff groups with 174 during the latest quarter (April to June 2024). This demonstrates a downturn; however, these two periods also reflect seasonality; covering winter, with higher cold/virus type illness into spring which typically experiences less illness of this nature. The 174 ASMs recorded April to June 2024 are comparable higher than the same period in 2023 (141).

In terms of intervention and formal capability or UPP stages, the HR/PIU teams have a collective total of 460 cases recorded, culminating in 56 cases being progressed through the formal stages of the process. 

In terms of specific workstreams and initiatives to support a reduction in absence, the Attendance Support Meeting (ASM) form is in the final stages of review and approval through Operational HR and PIU, this will support the ongoing focus in supporting individuals whilst managing attendance utilising attendance support plans. The next phase in this process is to finalise the form and develop a communications plan. 

Inputs on the ‘Be the Change’ courses and specific CPD sessions for managers continue, with positive feedback, this helps our supervisors and managers better understand processes and tools to manage absence and provide support. Along with colleagues from Health Services dates are being finalised to repeat these CPD sessions, which covered reasonable adjustments, managing risk, managing attendance and creating a supportive environment. In addition, the new ‘soundbite’ training videos are available on the Operational HR SharePoint pages in relation to managing informal performance and attendance issues and reasonable adjustments and the team are currently working with L&D to link these into the Leadership Academy to increase publication and availability.

Health and Wellbeing

There has been a positive start to this financial year in relation to referral to appointment times for Occupational Health and for this financial year to date, it is approximately 13.7 working days from referral to appointment (17.52 for full financial year 2023/24). To evidence the improvement further, the week ending 2 August 2024 was approx. 7 working days from referral to appointment.

The force has a new Force Medical Adviser (FMA) who commenced in June 2024, following the departure of the previous doctor and this doctor has extensive previous experience of providing services in a policing environment. The new service is provided by R-Health and early indications of organisational engagement and quality of services provided are very positive. In addition, as a provider with a number of clinicians in their employ, this provides added resilience in terms of any abstraction.

Further Occupational Health development and engagement work is underway with a working group identifying and progressing development opportunities. The new FMA has also brought some progressive ideas, including a line manager pre-consultation conversation, to fully understand the organisational need from the consultation and they are keen to identify learning and development opportunities to the services already provided. This wider work is in the development phase and remains on-going but includes as examples, a manager advice line, stronger force level engagement and communication utilising Viva Engage and Spotlight articles and more robust daily triage to support alternative demand management where appropriate.

Recruitment medicals remain a priority for the Health Surveillance team, in addition to the Hepatitis B vaccinations and health surveillance activity.
The annual flu vaccination programme will commence in September/ October in support of winter health. The force will once again purchase 750 vaccinations and enable clinics to take place around the county to maximise attendance and uptake of the initiative.

Health and Wellbeing Services are in the process of implementing a new Occupational Health Management system to record, manage, and store Occupational Health data, with a projected go-live date of 6 November 2024. 

The new system, OPAS-G2, will automate and manage complex workflows for all Health and Wellbeing services, such as management and self-referrals, pre-placement processing, health surveillance, vaccinations, physiotherapy, high risk roles assessment, counselling and management reports. 

For the first time, managers will have access to the system with a simplified referral process and individuals referred for services will access their reports within the system. As the workflow is within the G2 system, there will be reduced reliance on attaching documents to emails and thus an increase in data security. In addition, managers will be able to view reports and statistics relating to their teams and have the ability to track the progress of a referral from submission to completion via a dedicated manager dashboard. Organisational level data is also much easier to collate through this system, aiding internal health performance management. 

This represents a new means of interaction between Health and Wellbeing Services and will be a much more streamlined way of working for all officers and staff.

8. Health and Safety

Primary pieces of legislation relating to Health and Safety (H&S) in the workplace are the Health and Safety at Work (etc) Act 1974 (HSWA) and the Management of Health and Safety at Work Regulations 1999 (MHSWR). Beneath these primary legislations are numerous, more specific regulations which focus on a particular area of statutory requirement, for example Fire, DSE, Manual Handling, Reporting of Injuries, Diseases and Dangerous Occurrences (RIDDOR) etc. By demonstrating compliance with those sections, that focus primarily on the employer’s obligation to provide a safe and healthy workplace, the Chief Constable can be seen to be discharging his duties effectively. This section sets out how this is achieved. 
Governance 
The HSAW Act defines the necessity for a written H&S Policy defining the organisation structure and arrangements in place across the Force to manage the health and safety of his employees. The policy is reviewed biennially and is published on the Force intranet. It determines clear ‘Roles and Responsibilities’ for individuals throughout the force. Additionally, the Statement of Intent is visible in all workplaces across the Force. The Force Health and Safety Manager ensures compliance with the relevant statutory provisions. A series of boards determine compliance with legislative requirements together with providing a forum to raise risk, present good practice and to set and track necessary action. These are set out below:
· Corporately a strategic report relating to Health and Safety compliance in key areas is provided to Chief Officer Management Board (COMB) on a 6 monthly basis for strategic oversight.
· The quarterly Force of Health and Safety Board is chaired by the Director of HR and is attended by departmental leads to provide a clear link between force strategy, local and corporate practice. Of note, The Police and Crime Commissioner’s office are represented at this Board, by the Office and Data Protection Manager.
· The force have in place a Tactical Health and Safety Board which includes attendance from Estates Services, Business Services and HR (Health and Safety) to ensure corporate issues with multiple central stakeholders are managed and fed into necessary boards or through relevant chief officers. 
· Local force Health and Safety Boards are chaired by departmental leads to ensure accountability across the force.  

Compliance 
More broadly the Chief Constables discharges responsibilities against specific elements of the legislation as set out below: 
The provision and maintenance of plant and systems of work that are safe.
Relevant information is stored on an official H&S site on the force intranet. Within this an extensive library of Policies and Standard Operating Procedures and Generic Risk assessments is available to all staff. These are overseen and maintained by the H&S department to ensure they remain up to date and relevant. The H&S department also regularly assist specialist departments on the development of task specific risk assessments and the provision of health surveillance appropriate to role. Additionally, Occupational Health manage individual risk as part of the wider well-being provision with personal risk assessments and advice for those who require it. The force has appropriate procedures in place to ensure safety in dynamic situations through planned operations, adequate training and application of the National Decision Model (NDM) in dynamic scenarios by way of example.
Where necessary the forces employees specialised staff and contractors, for example in vehicle workshops, with a defined Planned Preventative Maintenance programme. Plant and equipment is effectively maintained and monitored through the ‘Hornbill’ system to ensure it is safe and compliant.
The provision of necessary information, instruction, training and supervision.
Following a full training needs analysis being undertaken earlier this year between Learning and Development and Health and Safety, mandatory Health and Safety training now forms part of the standard Strategic Training Needs analysis process. The force has compiled a programme of training to ensure H&S compliance in these areas. Recent additions for all staff (statutory) include Fire Safety (completion rate 94.59%), Introduction to Health and Safety (87.56%) and DSE (94.62%). For Managers and Supervisors, Fire Warden training has also recently been mandated. Information pertinent to the entire Force is disseminated via regular Spotlights articles, ‘Ask the Chief Live’ question forums and email communications, together with the local and corporate Health and Safety board action tracking. Specific learning as a result of H&S incidents or accidents are disseminated individually or more broadly, via H&S Bulletins forwarded to H&S Single Points of Contact (SPOCs) to be relayed as appropriate.
Operationally, the training of new recruits, refresher training for existing officers and staff and role specific training (for example Public Order, Marine Unit) are governed by NPCC guidance or by the College of Policing syllabi which is prescriptive in its content and complied with.
The provision and maintenance of a safe working environment.
In order to comply with legislation relating to the provision of a safe place of work (HSWA, MHSWR, The Regulatory Reform (Fire Safety) Order 2005, Health and Safety (First-Aid) Regulations etc.), the Estates department have a comprehensive schedule of audit and testing for all properties utilised by the Force, with a rolling programme of Fire Risk Assessments, Periodic Electrical Testing (both statutory 5-year fixed wiring and PAT Testing of equipment), Legionella testing etc. 
The Force has a comprehensive library of risk assessments for both specific tasks and generic assessment which enable the force to demonstrate a diligent and consistent approach to the management of risk, in so far as is reasonably practicable. A dynamic risk assessment is intended to supplement generic or specific risk assessment in the rapidly changing circumstances of an operational incident. The National Decision Model (NDM) and THRIVE (Threat, Harm, Risk, Investigation, Vulnerability Engagement) processes will be utilised for these purposes. For planned operational matters, the assessment process is integrated into operational planning. 
In addition, the H&S Dept perform annual Building Inspections to ensure compliance across these areas along with potential local hazards (for example trip hazards, faulty fire doors, inadequate lighting, potholes etc). Building owners conduct two fire drills per annum (legislative requirement is one per year), with the results and lessons learned recorded and cascaded. Local H&S leads (SPOCs) are provided with access to relevant data to allow them to take responsibility, compliance is reported via the Force H&S Board. 
Accident and Injury reporting
Accidents and assaults are recorded as defined by the Social Security (Claims and Payments) Regulations 1979, with an electronic Accident Book (FREVVO form LFL003, available to all employees). This is a two-part process of initial report (which covers accidents, assaults, and near misses) where the injured party submits a Hurt on Duty which is then reviewed by Line Management to determine whether there are lessons to be learned or whether further investigation is necessary. Specified injuries as defined by the Reporting of Injuries, Diseases and Dangerous Occurrence Regulations (RIDDOR) 2013, are reported to the HSE, with significant incidents investigated and learning cascaded throughout the organisation, as can be evidenced by recent H&S Bulletins (Method Of Entry) and articles published on inSite. In addition to this, Near Miss reporting is also actively encouraged (evidenced by the dedicated Health and Safety Moment at the Force Board in April) and inSite article published in June 2024.
The safe use, handling, storage and transport of articles and substances.
The force holds dedicated storage facilities for Evidential Property, with trained staff managing these areas. Staff are provided with the necessary training prior to use of any equipment and/ or substances they may be required to use. Operationally, this will be via courses compliant with NPCC guidance and as determined by the Force Learning Needs Analysis document, which is reviewed periodically.
Ongoing Activity 
In line with the HSE’s Management System (HSG65), compliance with these legislations is under continual review via the ‘plan, do, check, act’ cycle, ensuring that the organisation monitors its position with the aim of continual improvement. Current workstreams, by way of example, relate to the provision of first-aid across the Force, with the aim of improving consistency within the provision of first aid for sites without uniformed officer presence, improved auditing and management of kits and updating policy to one that is practical and achievable and management of the Control of Substances Hazardous to Health (COSHH) – specifically with the aim of improving the audit trail, identifying training shortfalls where they exist and seeking to ensure relevant training is sought and delivered, ensuring correct storage and handling of substances hazardous to health, including relevant signage. Achieving this will ensure SFAIRP compliance with COSHH regs and section 2(2)(b) of HSWA. Future streams which will be approached in the same manner are Contractor Management, ensuring compliance with the Construction (Design and Management) Regs 2015 and the wider Risk Assessment process (reg 3 MHSWR).
Of note, the Force’s Health and Safety arrangement were subject of external audit in May 2023 which resulted in an assessment of Reasonable Assurance. There was positive recognition in relation to 14 areas assessed which included, as examples, Incident Reporting, the Force Health and Safety Board and Building Inspections.
There were nine actions assigned as a result of the audit (3 medium and 6 low rated) which have all been successfully concluded and included matters relating to, as examples appropriate recording of actions assigned /activities completed and risk assessment review. 
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New Police Constable Applications

*2024/25 is for the period 1at April to 31st July 2024

2019/20 2020/21 2021/22 2022/23 2023/24 2024/25*

New Recruits (not inc IF) 2504 3070 1693 1854 1586 526

Female % 29.31% 28.47% 32.43% 34.36% 29.95% 32.70%

Ethnic Minority % 8.39% 8.57% 7.91% 13.43% 13.87% 12.93%

Investigate First 344 270 468 696 1249 243

Female % 61.05% 59.63% 55.98% 53.02% 44.28% 46.91%

Ethnic Minority % 11.63% 10.37% 10.26% 11.93% 16.41% 14.40%

Total 2848 3340 2161 2550 2835 769

Total Female % 33.15% 30.99% 37.53% 39.45% 36.26% 37.19%

Total Ethnic Minority % 8.78% 8.71% 8.42% 13.02% 14.99% 13.39%

Note, due to backdated changes on the system, figures may differ slightly to previously reported figures
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Financial Year to date 

April to July

Police

Staff (inc 

PCSO)

2016/17 3.20 2.50

2017/18 2.68 2.65

2018/19  2.39 2.01

2019/20 2.72 2.62

2020/21 1.83 1.63

2021/22 2.22 2.31

2022/23 2.53 3.09

2023/24 2.70 2.69

2024/25 2.74 3.15

24/25 Var to 23/24 +0.04 +0.46
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Officer Average Hours Lost By Month
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