Performance and Delivery
People Paper – February 2025

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 8. 

This quarters update also provides an update on the ethnic minority and female representation within the Neighbourhood Policing model, for officers, staff (including PCSOs) and specials. This can be found under section 7. 

Neighbourhood Policing (NHP) Guarantee Update 

The force is still awaiting clarity as to the NHP guarantee and what the requirements will be. This is being monitored closely and due consideration will be given to any requirements once agreed.

Financial Hardship (related to Leaving Reasons, including Business Interests)

At the request of the Police and Crime Commissioner, this quarters update also provides a brief overview of leaving reasons and business interests and whether there is evidence of a link to financial hardship for both officers and staff. 

2. [bookmark: _Hlk87001806]Recruitment Plan 

2024/25 Recruitment Plan
As previously reported, the force 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 most recent national milestone was in September 2024 where the force had a headcount of 4224, which was 1 over the headcount requirement of 4223.  

So far, this financial year to date (April to December 2024), there have been a total of 169 joiners, of which 161 joined as a new recruit (the most recent intake being for 99 on 30th September 2024), 1 is a returner, 2 have joined under the re-joiner programme and 5 have transferred in from other forces. 
There is a recruitment plan in place for the remainder of the 2024/25 financial year, which aims to recruit up to a further 122 officers. Whilst this is subject to change due to factors such as variations in attrition, the recruitment plan is currently made up of 2 further intakes totalling 119 new recruits (Jan 25 and Mar 25) as well as 3 further transfers in/re-joiners throughout the financial year. The next intake is scheduled for 27th January 2025 of up to 30. For information, the recruitment pipeline is strong enough to increase this intake if attrition requires. Overall, the force is on track to achieve the next national milestone requirement, with the headcount for March 2025 projected to be 4224 (+1 over the requirement of 4223).



2025/26 Recruitment Plan

The 2025/26 recruitment plan is based on assumption the force will still be required to achieve a minimum headcount of 4223 in both September 2025 and March 2026. Currently, the plan is proposed to be made up of 4 intakes totalling 276 recruits across the months of July 2025 (39), September 2025 (98), January 2026 (40) and March 2026 (98) as well as 12 transferees / re-joiners / returners over the financial year. This would result in a total 287 joining however this is subject to change due to variations in attrition and other possible impacts. It should be noted that at the time of writing this plan remains provisional and is subject to final confirmation. 

Vetting Update

A thorough and effective vetting regime is an important part of considering an individual’s suitability to work in policing and it is essential that the public is confident that police vetting processes are effective. Police vetting arrangements are set out in the Vetting Code of Practice and the College of Policing’s Authorised Professional Practice (APP). Both documents were recently revised in response to national concerns about the effectiveness of Police vetting procedures.

Vetting arrangements in the Force were most recently inspected by HMICFRS in 2022 which found its counter corruption and vetting arrangements to be adequate. Furthermore, in 2024 Kent Police vetting arrangements were subject of an internal audit by RSM which found that Kent Police can take ‘reasonable assurance’ that the controls upon which the organisation relies to manage vetting are suitably designed, consistently applied and are effective.
 
In early 2024 Kent Police undertook a strategic review of vetting to ensure that the unit had sufficient capacity and capability to meet current and future demand. This review was commissioned in response to noticeable increases in demand brought about by the Police Uplift Programme as well as national changes to police vetting arrangements. As a result of this review, a new operating model was put in place and a significant further investment of resources was made into the unit. The Kent Police Vetting Unit now has an establishment of 26.5 FTE staff working to the Force Vetting Manager and continues to benefit from high levels of skills and experience as well as low staff turnover rates. 

The new operating model formally launched in October 2024 with much of the additional resource starting before this date. The increase in resources along with a more efficient and effective structure has led to increased performance, reduced waiting times for vetting clearances and improved compliance with APP. All officers and staff working for Kent Police now hold vetting at the level required for their role and vetting aftercare, such as reviews and renewals are in date. All new starters, including transferees from other Police Forces continue to be subject to full vetting checks. Officers and staff moving internally to roles which require a higher level of vetting are subject of vetting upgrades prior to commencement of their new role.

3. Diversity Application Data and Force Representation

Applications
The following table 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 2024 to 13th January 2025. This is also broken down by ethnicity and gender:
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For the period 1st April 2024 to 13th January 2025, there were a total of 1947 applications. Of those, 13.15% were from ethnic minority candidates, and although this is lower than the previous financial year, it is higher than the proportion of applications in each financial year from 2019/20 to 2022/23. For information, the proportion of 13.15% for this period is higher than the latest economically active population of 11.29% (2021 census). 

With regards to gender, 36.41% of applications were from females, which is higher than the 2023/24 full financial year (36.21%). Of note, the Investigate First Programme continues to attract a high proportion of female applications (46.06%). 

The proportion of Investigate First applications from ethnic minority candidates is 13.72%, 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 13th January 2025 there were 634 applications in process. Of the 634, a total of 148 (23.34%) are female and 69 (10.88%) are ethnic minority. 

Section 4 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 December 2024, there were 153 (3.72%) ethnic minority officers in force. This is a marginal reduction when compared to the last update as at 31st October 2024 (155 / 3.74%). With regards to female officers, the headcount is currently 1465, which equates to 35.66%. Of note, the current headcount is a slight reduction when compared to the last update (1474 as at 31st October 2024), however, the current proportion of 35.66% is a slight increase and the highest on record. 

With regards to recruitment for 2024/25, of the total 169 joiners (all entry routes), 8 were ethnic minority (4.73%) and 70 were female (41.42%). At the time of writing (29th January 2025), an intake of 30 new officer recruits joined in January 2025 as well as an officer who transferred into force. Of the total 31 joiners, a total of 6 were ethnic minority (19.35%) and 15 (48.39%) were female. 

With regards to the March 2025 intake, 2 ethnic minority candidates have already been offered and there are a further 12 in process. 



4. Local & National Work to Enhance Recruitment (including diversity)

The Positive Action team continue to work closely with their colleagues in the Corporate Recruitment Team to ensure that the Force engages in effective outreach events across the Force. This outreach seeks to build trust and confidence in the diverse communities, ensuring effective interactions with police officers and staff. 
 
The team use a network of staff across the Force to run the events called Recruitment Ambassadors who work in collaboration with the Force teams. The Force currently has 61 recruitment ambassadors, which has seen a recent increase through directed work with staff associations to support the programme. The ambassadors are overseen by the Corporate Recruitment Team, who ensure that those who attend outreach are properly trained, resourced and, where appropriate, have a clear strategy to identify opportunities to attract diverse groups into policing. The work through the teams also works to maintain the maximum return of investment by adopting and enlisting methodology to outreach, which includes tracking prospective candidates and using that data to inform future outreach strategy. This is completed through a QR code system that captures data, which can be used for further contact pre-application. There continues to be a strong focus on outreach in more diverse communities using demographic data to determine proper and effective targeting of locations.
 
The Positive Action Engagement Programme (PAEP) provides structured and supported assistance to individuals who identify as ethnic minorities, helping them with their potential applications. This includes one-on-one support, guidance, signposting, support workshops, and access to a dedicated positive action support webpage. The programme is also available to eligible ethnic minority candidates who have previously been unsuccessful at any stage of the recruitment process and wish to re-apply.
 
As of 17th January 2025, there are 3 active candidates enrolled, some of whom are receiving support after being unsuccessful in the recruitment process, while others are new applicants seeking pre-application support. The programme is further enhanced by positive action support workshops and an existing buddy scheme, which provides support to all prospective candidates. Overall, since the programme began in June 2022, there have been 33 applications, including 6 new applications, 18 re-applications from candidates who previously failed the process, and 9 candidates who were reinstated without needing to re-apply from the start.  Since its inception, 7 ethnic minority candidates have joined the organisation following the intervention of the positive action engagement process.
 
Outreach and Marketing continue to drive interest and applications during this period. During the last reporting period there have been 34 outreach events with a reach of 623 people. Of those 623, 430 were female & 109 Ethnic minority (male and female) The outreach has been wide ranging across the County.
 
The force continues to use social media to positively represent the force, the most recent campaign has been a series of #morethanthebadge podcasts which has sought to shine the light on the personal aspects of being an officer. The force has released 10 podcasts over the last couple of months. Each of the podcasts consists of a dialogue between two members of Kent Police with a significant focus on the person behind the uniform. The guests have included, CC Tim Smith, S/Sgt Opaleye KPM, D/Ch Supt Shaun White and others. The series has been shared through social media channels, amassing nearly 10,000 views on YouTube alone. 
 
The Force remains committed to using social media to promote the Force, understanding the habits of young people and ensuring that the content is both directed and appropriate. #Morethanthebadge remains the main brand of the strategy, the large amount of recorded content will allow for shorts and other media output in the future.

5. Local & National Work to Enhance Retention

Officers

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 1st April 2024 to 31st December 2024, a total of 218.45 fte have left. This is an average of 24.27, which is below the projection of 27.00. 

At the time of writing (14th January 2025) there are 17.00 fte confirmed officer leavers for January 2025, which is below the forecast of 27.00 fte and is unlikely to increase much further within the month due to the requirement to give a notice period. For February 2025 there are currently 18.81 fte leavers, which will increase but is again, likely to be below the projected leavers of 27.00.

For information, in light of the recently reduced leavers, the projected attrition for the 2025/26 financial year has been amended to 24.00 fte a month. Attrition will continue to be monitored daily and adjusted accordingly if required.  

Reasons for Leaving

Resignations continue to be the primary leaver type, with 125 (56.82%) officers resigning in the period 1st April 2024 to 31st December 2024. Across the same period other leavers include 55 (25.00%) retirements, 26 (11.82%) transfers to other forces (including non-home office forces) and 14 (6.36%) leavers for other reasons, including dismissals, ill-health retirement and death in service.

Young in-service officers make up the largest proportion of resignations. Of the 125 officer resignations this financial year to date, 99 (79.20 %) were from officers with less than 5 years’ service. This compares favourably to the 2023/24 financial year which was 81.7% 

Focusing on resignations and transfers, the most frequent reason for leaving category was ‘Alternative employment’, which was cited by 25 (20.00%) officers. ‘Health related’ was the second most stated primary reason for leaving, cited by 16 (12.80%) individuals, of which, 9 made direct reference to mental health.

On a broader level the primary reason for leaving categories illustrate the diverse array of leaver reasons:

[image: ]

Staff (including PCSOs)

So far this financial year to date (April to December 2024), there have been a total of 195 leavers, of which the majority (147 / 75.38%) were resignations. 

Of the 147 resignations, the most common primary reason for leaving was personal/professional development and training (45 / 30.61%), followed by personal circumstances (41 / 27.89%) and work/life balance and wellbeing (23 / 15.65%).

Retention Summary and Activity

Overall, the reasons for individuals leaving are generally multifaceted, and the information we gather from the Leaver Notifications comments and Exit Interviews supports that there are usually many different contributing factors, which are considered over a time period of many weeks or months. This information determines our holistic approach to retention through a broad range of support, development and early interventions.

The retention ambassadors are now available to be contacted directly by any individual seeking support. This has improved the speed and efficiency of the retention intervention process. The key challenge for the programme remains promoting awareness, which the ambassadors proactively undertake locally, and HR deliver via force wide communications and command cascade. There are now 52 Retention Ambassadors in Kent Police, 23 (44.23%) of whom are female and 5 (9.62%) are ethnic minority. The updated Continuing Professional Development programme for the ambassadors continues with the next quarterly session scheduled for 27th February 2025, which already has 21 confirmed attendees. 

Recruitment messaging to ensure the right candidates are selected, student officer and probationer support delivered by the foundation team and local tutors, L&D and Local Policing collaboration and the ongoing programme of retention inputs into the Be the Change course continue to deliver the holistic approach to support and retain our officers. 

As reported in previous updates, the force continues to highlight retention initiatives and the positive aspects of working within the organisation through its ‘Keep it Kent’ SharePoint web page. 

Financial Hardship (related to Leaving Reasons, including Business Interests)

At the request of the Police and Crime Commissioner, the below provides a brief overview of financial related leaving reasons and whether there is any evidence of a link to financial hardship for both officers and staff (possibly associated with an increase in business interests).

The data below regarding business interests includes officers and staff who were already in force then requesting a business interest, as well as those who joined with one already in existence.

Officers

With regards to officer financial related leaving reasons, only 3.00% (4 individuals) specifically stated ‘Better paid jobs outside police service’ as a financially motivated primary reason for leaving. This is a reduction when compared to the same period last year (cited by 8 individuals). For information, 34 individuals did select ‘Pay and Remuneration’ as a secondary or contributing factor to their reason for leaving for the period April to December 2024, which is an increase compared to the same period last year (21).

Below is a summary of officer Business Interests granted over the last 3 calendar years Note, the percentages are the total number of business interests granted as a proportion of the average headcount for each year.

· There has been a year-on-year increase in the number of officers with business interests granted from 98 (2.47%) in 2022, to 115 (2.82%) in 2023 and 193 (4.71%) in 2024. 
· The most notable business interest type increases in 2024 compared to 2023 are:
· Casual part time work + 31 (from 7 to 38)
· Voluntary work + 14 (from 13 to 27)
· Business owner/partner/company director + 12 (from 7 to 19)
· Property letting/rental + 8 (from 11 to 19)
· Driving instructor/driving/driver + 6 (from 3 to 9)

For note, the reason an individual requests a business interest is not required and/or recorded, so although some business interests are income generating (i.e. property rental), an increase in these may not have a direct link to financial hardship.

Staff (including PCSOs)

With regards to staff financial related leaving reasons, only 9 (6.21%) cited pay & remuneration as the primary reason for leaving which is broadly similar to the same period in 2023 (10 / 5.75%). 

When reviewing the specific exit reasons of the 9 individuals citing pay & renumeration this year, only 1 individual specifically cited they needed to find a role with better pay, with the remaining stating they could earn more outside of the force or that there were better opportunities outside of the force that paid more. 

When reviewing secondary reasons for leaving, a further 28 individuals cited pay & remuneration as a contributory factor to whilst they left with the most common reason relating to a feeling that there are better paid jobs outside of the police service, general pay and reward, pension related and cost of commute. Of those 28, the majority left for the primary reasons of personal/professional development and training (15), for work life balance (6) and personal circumstances (4).  
 
With regards to staff business interests, a total of 90 (3.64%) staff had new business interests granted in 2024 which is a minor reduction when compared to 2023 (96 / 3.81%), albeit an increase when compared to both 2022 (53 / 1.96%) and 2021 (71 / 2.47%). There are no particular outliers in terms of business interest types to report when comparing those granted in 2024 to those granted in 2023.

In summary, whilst both officers and staff cite pay and remuneration as a contributory factor to leaving, very few individuals cite it is a primary reason for leaving. In addition, when analysing free text, officers and staff did not specifically cite financial hardship as a reason for leaving. With regards to business interests, there has been an increase in the number of officer business interests granted but it is difficult to determine whether this is due to financial hardship, as the reason individuals request a business interest, is not required and/or recorded. Overall, based on the information available, the data doesn’t provide any robust evidence of greater financial hardship, however, this will continue to be monitored.

6. PCSO Update

[bookmark: _Int_K2Fwx6ag]The PCSO strength was 90.56 fte as at 31st December 2024, which is 10.94 fte under the establishment of 101.50 fte.

[bookmark: _Int_ePfXbybl]An intake of 7.00 PCSOs joined on the 13th May 2024, and a further intake of 15.00 joined on 4th November 2024.

The next intake is scheduled for May 2025, however this is currently under review with final confirmation pending.

7. Neighbourhood Policing Model Representation Update

As reported in the previous update, the following table provides a breakdown of the neighbourhood policing model by Division and function broken down by police and police staff (including PCSOs) as at 31st December 2024. The table includes total headcounts and the proportion that are ethnic minority and female. Specials have also been included albeit they are not specifically aligned to the sections listed within the table, so they are included under the divisional totals. 
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The data demonstrates that for officers, 3.66% of officers within the Neighbourhood Policing model are ethnic minority, albeit there is a higher representation in the North (6.67%), compared to the East (3.33%) and the West (0.00%). This is a minor reduction compared to the previous update (3.74%).

When focusing on the sections combined across the 3 Divisions, the Beat Team have the highest proportion of ethnic minority officers (4.64%), followed by the Neighbourhood Task Force (2.99%) and then Child Centred Policing Teams (2.38%). There is no ethnic minority representation at the Inspector level (SLT) or Bluewater.

For females, the overall representation in the Neighbourhood Policing model is 26.83%, with the North having the highest representation (32.50%), followed by the West (27.27%) and East (20.83%). This is a minor increase compared to the previous update (27.10%).

With regards to staff, a total of 6.60% are ethnic minority, which is a minor a reduction compared to the previous update (4.40%) and 70.75% are female (an increase from 69.23%). For specials, 8.55% are ethnic minority and 24.79% are female. 

8. Attendance and Wellbeing  

The following table shows the breakdown of average days lost per person for April to December for each year from 2016 to 2024. 

[image: ]The table demonstrates that, for April to December 2024 officers average days lost per person (7.04) is lower than when compared to the previous year (7.12), however, it is higher than the 6 years prior to this. 

The average days lost per person for April to October 2024 for staff (inc PCSOs) (7.84) is higher than the last 8 years. Further information regarding why this has increased and the activity being undertaken to address this can be found later in the paper. It should also be noted, following the recent increases seen in police staff absence, at the request of Chief Officers, the Central Analytical Team have been tasked with providing detailed analysis of the reasons for the increase which is due to be reported to Chief Officers in February 2025.
Officers

The next graph 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 every month from July 2024 to November 2024 when compared with the same months last year. The most recent month (December 2024) saw an increase in hours lost with 8.02 average hours lost per person compared to 7.66 for December 2023.

With regards to Commands, positively, a total of 13 Commands have lower average days lost per person for the period April to December 2024 compared to the same period in 2023. Notably Crime & Incident Command have one of the highest average days lost per person (12.55), however this is a reduction of 0.13 when compared to the same period last year (12.42). 

[bookmark: _Int_l8zb8j06]When reviewing Commands with an average headcount of 25 and over, only 5 have increased, with the most notable being South East Regional Organised Crime Unit (2.79 to 7.74 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 West Division, which has increased by 1.31 average days lost per person (from 5.33 to 6.64) and East Division (from 7.36 to 8.47). Although West Division has increased, it is the lowest of the 3 divisions and lower than the force average days lost per person.

Serious Crime Command has also increased (from 3.81 to 4.25), however positively, this is lower than the force average days lost per person (6.89) so not a significant area of concern. With regards to the other Division, North Division has reduced from 8.47 to 7.85. 

With regards to absence reasons, psychological related absence continues to account for the highest proportion of payroll hours lost for officers (40.84%), however when measured as average days lost per person it has reduced by 0.10 from 2.97 to 2.87, which is the greatest reduction across all absence reasons. Respiratory absence accounts for the second highest proportion of payroll hours (13.48%) and when measured as average days lost per person has increased marginally from 0.92 to 0.95. Other general sickness reasons that have increased by more than 0.03 average days lost per person are digestive (from 0.54 to 0.61), genito/urinary from 0.17 to 0.22, miscellaneous from 0.81 to 0.92 (the greatest increase) and nervous system from 0.05 to 0.09. 

Staff (including PCSOs)

The graph overpage shows the staff (including PCSOs) month-on-month absence, in hours lost per person, for 2021/22 to 2024/25.
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For staff (inc PCSOs), the average hours lost per person were higher in all months so far in 2024/25 when compared to the same months last year. 

With regards to Commands, there have been increases across 17 commands and reductions in 7 commands during the period April to December 2024 compared to the same period in 2023. 

Some of the most notable reductions were in Strategic Prevention Command (from 7.90 to 3.92, Learning & Development (from 5.28 to 3.92) and Public Protection Command (from 6.39 to 6.08). There were also notable reductions in the Diversity & Inclusion Command and Chief Constables Office however both have low headcounts. 

Of the remaining Commands, with a headcount of 25 or more, West Division have the highest average days lost per person (13.92), and this is an increase when compared to the same period last year (11.79). This is predominately due to an increase in Cardiac/Circulatory related absences (blood clot, stroke, operation and chest pains). Whilst West Division have a higher average days lost per person, the overall headcount in the Command is low at just 34, therefore small number of absences can have a greater impact on the position resulting in greater fluctuations month on month.

Crime & Incident Response Command who have the second highest average days lost per person (11.41), which is also an increase compared to the same period last year (from 10.11). This is due to an increase across a number of general sickness reasons with the most significant being psychological, miscellaneous, headache/migraine and nervous system related absences. Other areas of note are Kent Criminal Justice Command which have increased from 6.65 to 8.85 and Tactical Operations & CT Border Policing which increased from 4.40 to 6.95. 

With regards to reasons, psychological related absence accounts for the highest proportion of payroll hours lost (29.72%). When measured as average days lost per person it has increased significantly from 1.92 to 2.33. Miscellaneous related absences account for the second highest proportion of payroll hours lost (20.41%) with the average days lost per person also increasing significantly from 1.17 to 1.60. This represents the greatest increase across the sickness reasons and one of the main reasons for this is due to a significant increase in payroll hours lost to cancer (+6220 from 8124 to 14344). 

Other general sickness reasons that have increased by more than 0.03 average days lost per person are cardiac/circulatory (from 0.35 to 0.50), digestive from 0.61 to 0.66, headache/migraine from 0.20 to 0.25 and nervous system from 0.02 to 0.16.

Performance Improvement Unit (PIU) and 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. This is being led with strategic oversight through the Force Performance Committee and Chief Officer Management Board, whereby actions have been set for Heads of Department to develop bespoke updates on action being taken within their command to help the reduction of staff absence. As a direct result, HR Business Partners are in liaison with commands to undertake deep dive reviews in certain areas, PCSOs for example, or to support the design and implementation of strategic intervention groups, for example in Criminal Justice Command. These will allow for review specifically the application of force policy, understanding the reason for the increases in absence and to put in place mitigation/plans to ensure a high level of public service is maintained in accordance with the Force Plan. 

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

In addition, Attendance Review meetings remain ongoing to ensure holistic trends are identified, actions set, and the HR/PIU teams are aware of best practice to deliver to and support local departments. This meeting is attended by Health Services to ensure all opportunities for support have been explored. 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.

Operational HR and PIU hold regular internal oversight and review meetings whereby the top long-term sickness cases, top Bradford scores and longest recuperative cases are analysed to ensure appropriate support and intervention. Within the PIU, Probationer and Student Constable interventions are reviewed to ensure any officer meeting an absence trigger is supported through an intervention.

In terms of interventions, the total number of absence interventions recorded for the nine-month period April to December 2024 indicates an up-turn in overall numbers with 562 interventions recorded at PIU compared to 540 for April to December 2023.

For officers the number of Absence Support Meetings (ASMs) recorded for officers for the April to December 2024 period was 410 and the number of Advice Requests was 21 (a total of 412 interventions). This compares with 354 ASM’s for the same period last year, and 61 Advice Requests (a total of 415 interventions).

Whilst the number of recorded Police interventions has remained on a par with 2023/24, which does correlate with the Force absence figures, also of note are the number of consultations recorded for the PIU with regard to attendance concerns. The consultation level of advice provided by the PIU Advisors offers line managers level of intervention to bridge the gap between a ‘quick phone call’ and the Advice Request. A consultation constitutes a significant input from a PIU advisor, and generally the outcome is tangible i.e., PDR objectives, recommendations for an ASM, assistance with a plan etc. Data results show that this intermediate level of support and advice is being utilised. For the nine-month period April 24 to December 2024 53 interventions relating to attendance have been 72 recorded.

In the first nine months of 2024/2025 there have been four Written Improvement Notices (UPP Stage 1) issued under the UPP regulations.

For staff, there were 152 ASMs for the April-December 2024 period. This indicates a 22% increase in comparison to the same period for the previous financial year (April to December 2023 125 ASMs were recorded by PIU on SAP) and also reflects the current Police Staff employee absence trend. The PSE interventions recorded by PIU do not include other Command/Divisional attendance interventions implemented locally such as Attendance Support plans.

Within each calendar month there is routine and consistent activity to engage with line managers across all ranks, offer support regarding Policy L180 Attendance Management, Limited Duties and the Unsatisfactory Performance Procedures (UPP). 

In addition to command led interventions, other force wide workstreams and initiatives continue to be progressed to support a reduction in absence, the revised Attendance Support Meeting (ASM) form is scheduled to come into effect in February 2025. This will support the ongoing focus in supporting individuals whilst managing attendance utilising attendance support plans. The communication and implementation plan will include communications direct to Commands, a ‘soundbite’ video hosted on the Operational HR SharePoint page, refreshed training inputs which will be shared with Commands and drop-in sessions with PIU and Op HR. 

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 the series of CPD sessions, which covered reasonable adjustments, managing risk, managing attendance and creating a supportive environment, were delivered again in November 2024. 

The PIU Head of Department continues to chair the monthly Adjusted Duties Panel for officers, 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.

Health and Wellbeing

The combined FMA and OHA referral to appointment waiting time for Quarter 3 of 2024/25 financial year has maintained optimal and responsive performance at under 10 working days. This in support of absence reduction and supporting the workforce and demonstrates consistent improved performance in this area.

In further support of physical health, the force continues to benefit from a directly employed physiotherapist providing treatment services to all officers and staff. This service is not restricted to those who have been injured in the course of their duties but is available to all regardless of the reason for the injury. This is to support the entire workforce and understands that access to these services can support earlier return to work where absence is being experienced or is able to ensure individuals are able to remain at work with the support being provided.

The winter health programme concluded in November 2024 with 746 from 750 vaccinations purchased utilised, demonstrating stable performance and demand in this area. In addition to the vaccination provider, internal health and wellbeing staff provided outreach clinics alongside the vaccination clinic, to answer any health-related queries that individuals may have, outside of the Occupational Health referral process.

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

The delivery of Continuous Professional Development (CPD) events covering Attendance Management, Reasonable Adjustments, Risk Management and Creating the Environment and took place in early December 2024. These sessions were delivered in order to empower managers to utilise the Attendance Management tools available to them and thus support a reduction in sickness absence at a force level.
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New Police Constable Applications

*2024/25 is for the period 1st April 2024 to 13th January 2025

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

New Recruits (not inc IF) 2504 3070 1693 1854 1585 1211

Female % 29.31% 28.47% 32.43% 34.36% 29.91% 30.55%

Ethnic Minority % 8.39% 8.57% 7.91% 13.43% 13.88% 12.80%

Investigate First 344 270 468 696 1251 736

Female % 61.05% 59.63% 55.98% 53.02% 44.20% 46.06%

Ethnic Minority % 11.63% 10.37% 10.26% 11.93% 16.47% 13.72%

Total 2848 3340 2161 2550 2836 1947

Total Female % 33.15% 30.99% 37.53% 39.45% 36.21% 36.41%

Total Ethnic Minority % 8.78% 8.71% 8.42% 13.02% 15.02% 13.15%

Note, due to backdated changes on the system, figures may differ slightly to previously reported figures
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Command Department Section

Total 

H'Count

Ethnic 

Minority %

Female %

Total 

H'Count

Ethnic 

Minority %

Female %

Total 

H'Count

Ethnic 

Minority %

Female %

Inspectors 6 0.00% 16.67%

Beat Team 72 4.17% 19.44%

Neighbourhood Task Force 25 4.00% 12.00% 28 3.57% 67.86%

Child Centred Policing Team 17 0.00% 41.18% 11 0.00% 45.45%

East Division Total 120 3.33% 20.83% 39 2.56% 61.54% 42 4.76% 19.05%

Inspectors 4 0.00% 25.00%

Beat Team 68 8.82% 26.47%

Neighbourhood Task Force 22 4.55% 27.27% 25 16.00% 64.00%

Child Centred Policing Team 15 6.67% 73.33% 12 8.33% 100.00%

Bluewater Team 11 0.00% 27.27% 2 0.00% 100.00%

North Division Total 120 6.67% 32.50% 39 12.82% 76.92% 39 15.38% 25.64%

Inspectors 4 0.00% 0.00%

Beat Team 54 0.00% 29.63%

Neighbourhood Task Force 20 0.00% 20.00% 21 4.76% 76.19%

Child Centred Policing Team 10 0.00% 40.00% 7 0.00% 71.43%

West Division Total 88 0.00% 27.27% 28 3.57% 75.00% 36 5.56% 30.56%

328 3.66% 26.83% 106 6.60% 70.75% 117 8.55% 24.79%

Specials

East 

Division

East Division Community 

Safety Unit

North 

Division

North Division 

Community Safety Unit

West 

Division

West Division 

Community Safety Unit

Grand Total

Officers Staff (including PCSOs)
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Financial Year to date 

April to December

Police

Staff (inc 

PCSO)

2016/17 7.12 6.22

2017/18 6.44 6.46

2018/19  5.99 5.39

2019/20 6.62 6.35

2020/21 4.79 3.80

2021/22 6.31 6.79

2022/23 6.61 6.95

2023/24 7.12 6.86

2024/25 7.04 7.84

24/25 Var to 23/24 -0.08 +0.98
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Officer Average Hours Lost by Month
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