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1. [bookmark: _Hlk211241476]Introduction

[bookmark: _Hlk87001366]This quarterly briefing paper provides a progress update on recruitment, retention, PCSOs and attendance and wellbeing.  

2. [bookmark: _Hlk87001806]Current Officer Resourcing Position & Recruitment Plan 

Since the last update, there were 2 officer intakes in quarter 2 (36 in July and 84 in September), as well as 3 joining via the returner scheme and 2 transferring in from other forces. As a result, this takes the total joiners for the financial year to date (April to September 2025) to 128 (120 are new recruits, 5 returners and 3 transfers in). 

As at 30th September 2025, the force had a strength full time equivalent (fte) of 4099.29, which is -23.71 under the budgeted establishment of 4123. With regards to headcount, the force had a total of 4226 officers as at 30th September 2025, which is +3 over the headcount requirement of 4223. 

The 2025/26 recruitment plan is based on the force being required to achieve a minimum headcount of 4223 in both September 2025 and March 2026. There are 2 new officer intakes remaining this financial year totalling 108 (16 in January 2026 and 92 in March 2026) as well as up to 17 projected transfers in from other forces by March 2026. This would result in total joiners for the full 2025/26 financial year of 253. This is subject to change due to variations in attrition and other possible impacts. 

3. Turnover

Officers: So far this financial year to date, a total of 128 officers have left the force, which is a turnover rate of 3.08%. This represents a significant reduction when compared to the same period last year (165 / 3.97%) and is lower than both 2023 (170) and 2022 (154). The current year to date leavers of 128 equates to an average of 21 a month (rounded), which is in line with the projection of 21. At the time of writing (13th October 2025), there are currently 24 leavers for October 2025 and 9 confirmed for November 2025. 

Of the 128 leavers, 72 were resignations (56.25%), 34 retired (26.56%), 16 transferred to another force (12.50%), 3 were dismissed (2.34%), 2 were ill-health retired (1.56%) and there was 1 death in service (0.78%).  

Of the 72 resignations, the most common reasons for leaving were personal/professional development and training which was cited by 21 officers (29.17%), work/life balance and wellbeing (12 / 16.67%), personal circumstances (12 / 16.67%) and morale, engagement and satisfaction (8 / 11.11%). For information these were the same top reasons previously reported.  

Staff (including PCSOs):  So far, this financial year to date (April to September 2025), a total of 112 staff have left the force, which is a turnover rate of 4.62%. This represents a significant reduction when compared to the same period last year (128 / 5.11%) and is the lowest number of leavers during this period based on data available back to 2009. 

Of the 112 leavers, 66 were resignations (58.93%), 24 retired (21.43%), 10 left to join Kent Police as a new officer recruit (8.93%), 4 were dismissed (3.57%), 3 were due to death in service (2.68%), 2 left on ill-health retirement (1.79%), 2 left on compulsory redundancy (1.79%) and 1 left as their contract ended (0.89%). 

Of the 66 resignations, the most common leaving reason was personal/professional development and training (26 / 39.39%) and personal circumstances (16 / 24.24%). In total, there were 21 different primary reasons for leaving provided, evidencing no trend.

Retention Summary and Activity

Current retention efforts are focused on the following key themes:

Support for Inexperienced Officers: Officers in their early years of service remain the most vulnerable to resignation. Targeted one to one interventions and structured support continue throughout training and early probation. 
 
Workload and Stress Management: Workload and stress continue to be cited as significant contributing factors in exit interviews and through informal feedback. To address this, the ‘Be the Change’ (BtC) leadership programme’s retention module, focuses on managing workload, building resilience, workload planning and prioritisation. In parallel, the force-wide ‘Empowering Leaders and Reducing Bureaucracy’ programme is designed to streamline operational processes, reduce unnecessary burden, and improve efficiency.

Retention Ambassadors and Exit Support: Retention Ambassadors provide independent confidential discussions or exit interviews outside of their line management. 

4. PCSO Update

The PCSO strength as at 30th September 2025 was 82.58 fte, which is -18.92 fte under the establishment of 101.50. This is a marginal reduction when compared to the previous update as at 30th June 2025 (84.64 fte).  

5. Neighbourhood Policing Update (Police Objective Analysis (POA) Code 1a)

The force is aiming to achieve a total fte of 309.82 (baseline of 244.82 fte + neighbourhood policing growth of 65.00 fte). As at 30th September 2025, the strength fte of Neighbourhood Policing (POA 1a) was 315.20 fte, which is 5.38 fte over the requirement of 309.82 fte. For information, the force has achieved the required resourcing position each month (from April 2025 to September 2025). At the time of writing, the force is currently projected to achieve the October 2025 position. 

6. Attendance and Wellbeing  

The following table shows the breakdown of average days lost per person the period April to September from 2015/16 to 2025/26.

[image: ]

The average days lost per person for officers during this period was 4.52, which is 0.28 higher than the same period in 2024/25 (4.24). For staff (including PCSOs), the average days lost per person has increased by 0.09 from 4.88 to 4.98. With regards to national comparisons, the annual data for the 2024/25 financial year has not yet been released by the Home Office and will therefore be included in the next update. 

Whilst absence is higher in both employee groups, there was a positive reduction in September 2025. The following table shows the breakdown of average hours lost per person for officers and staff by month for 2024/25 and 2025/26:
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This shows that for officers, the average hours lost per person for September 2025 was 6.41, which is lower than the previous month (6.77) and lower than the same month in 2024 (6.48). For staff (including PCSOs), there was also a reduction in September 2025 to 6.10, which is lower than the previous month (6.51) and the same month in 2024 (6.72).

For officers, the primary reason for the higher absence this year is due to a significant increase in psychological related absence.  For staff (including PCSOs), there has been an increase in musculo/skeletal related absences.  

During the last quarter, a key area of focus has been the implementation and embedding of the revised attendance management process. This updated approach included streamlined guidance for managers and supervisors and drop in and support sessions.

In November 2025 forcewide CPD sessions on attendance will include Workplace Adjustments, Attendance Management, Managing Risk and Creating a Supportive Environment to help ensure understanding on attendance management and support. 

Health and Wellbeing 

The continued focus on investigator wellbeing, with the introduction of wellbeing as an item on the Investigative Quality Board and the development of future inputs on detective supervisory and new detective courses. This enables the wellbeing of investigators to feature as a consistent thread in training and strategic discussions. 

The National Police Wellbeing Survey outcomes have been shared with Chief Officers and a proposed series of recommendations have been produced for key areas of required activity. 

The force has completed and submitted to the National Police Wellbeing Service (NPWS), the Foundation, Enhanced and Advanced levels (all three levels) of the Occupational Health Standards. These standards define full requirements of an Occupational Health unit. 

The team recently supported a range of activities for Suicide prevention month force to coincide with World Suicide Prevention Day and signed the Baton of Hope Workplace Pledge.

Paper submitted for information only. 
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Officers 4.84 4.71 4.02 3.79 4.08 2.82 3.72 3.81 4.31 4.24 4.52 0.28

Staff (inc PCSO) 3.48 3.77 4.08 3.20 4.04 2.28 3.90 4.55 4.26 4.88 4.98 0.09
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Financial Year Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar

2024/2025 5.35 5.33 5.52 5.87 5.75 6.48 7.22 6.89 8.02 7.24 6.71 6.67

2025/2026 5.96 5.54 5.62 6.21 6.77 6.41

25/26 Variance to 24/25 0.61 0.21 0.10 0.33 1.02 -0.07

Staff Inc PCSOs

Financial Year Apr May Jun Jul Aug Sep Oct Nov Dec Jan Feb Mar

2024/2025 5.66 6.11 5.72 5.77 5.93 6.72 7.52 7.08 7.18 6.70 5.57 5.68

2025/2026 5.52 6.08 6.26 6.26 6.51 6.10

25/26 Variance to 24/25 -0.14 -0.03 0.54 0.49 0.58 -0.63

Average Hours Lost Per Person

Average Hours Lost Per Person


