Performance and Delivery
People Paper – March 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]This report also includes an update on the current PCSO establishment versus strength position, the force’s progress regarding the Neighbourhood Policing uplift and an update on the force’s latest absence position.

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

In 2024/25, a total of 280 officers joined the force. This was made up of 269 new officer recruits, 6 transfers in from other forces, 3 re-joiners and 2 returners. 
As at 31st March 2025, the strength fte was 4107.88 and the headcount was 4224, which is -15.12 fte under the establishment of 4123.00 and 1 over the headcount requirement of 4223. 

2025/26 Recruitment Plan

The 2025/26 recruitment plan is based on the assumption that the force will still be required to achieve a minimum headcount of 4223 in both September 2025 and March 2026. Currently, the plan is made up of 4 intakes totalling 271 recruits across the months of July 2025 (35), September 2025 (98), January 2026 (40) and March 2026 (98) as well as 14 transferees / re-joiners / returners over the financial year. This would result in a total of 285 joining, however this is subject to change due to variations in attrition and other possible impacts.

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 each financial year from 2019/20 to 2024/25. This is also broken down by ethnicity and gender:
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In 2024/25 there were a total of 2783 applications, which is marginally lower than 2023/24 (2836) but higher than both 2022/23 (2550) and 2021/22 (2161). Of the 2783 applications in 2024/25, 13.22% were from ethnic minority candidates. This is lower than last year (15.02%) but higher than each financial year from 2019/20 to 2022/23 and is higher than the economically active population (11.29%). With regards to gender, 37.80% of applications were from females which is higher than 2023/24 (36.21%). 

Investigate First, continues to attract a high proportion of female applications (47.35%) and also applications from ethnic minority candidates (14.20%).

[bookmark: _Int_PQGBlDGz]In respect of the current overall police officer recruitment pipeline, as at 2nd April 2025, there were 748 applications in process. Of the 748, a total of 85 (11.36%) are ethnic minority and 314 (41.98%) are female.

Section 4 provides further information regarding local and national work to promote recruitment.

Force Representation Data: Ethnicity & Gender

As at 31st March 2025, there were 157 (3.77%) ethnic minority officers in force. This is an increase when compared to the last update as at 31st December 2024 (153 / 3.72%) and represents a marginal reduction when compared to 31st March 2024 (160 / 3.85%). 

With regards to female officers, the headcount is currently 1499, which equates to 36.02%. Of note, this is the highest ever end of month position on record (both in terms of headcount and proportion of overall officers). 

With regards to recruitment for 2024/25, of the total 280 joiners (all entry routes), 18 were ethnic minority. This equates to 6.43% of all joiners and represents the second highest ever proportion of ethnic minority joiners in a financial year (second only to 2020/21 – 8.91%). For information, the previous 3 financial years were 5.13% (2023/24), 5.14% (2022/23) and 5.28% (2021/22). 

With regards to gender, of the total 280 joiners (all entry routes), 118 were female. This equates to 42.14% and represents the third highest ever proportion of joiners in a financial year. The highest ever was 60.00% in 2012/13 (albeit only 20 officers joined that year in total, of which 12 were female), followed by 43.97% in 2020/21. For information, the previous 3 financial years were 41.03% (2023/24), 38.70% (2022/23) and 40.28% (2021/22).

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

The Internal Inclusion Team continue to work closely with their colleagues in recruitment 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. During the last reporting period there have been a total of 34 outreach events, reaching 1478 individuals. A total of 551 were female and 540 were ethnic minority individuals (male and female). This has led to 128 applications, of which 39 were ethnic minority and 106 were female. 
 
The Force currently has 73 recruitment ambassadors, a network of staff from across the force. This is a recent increase in numbers following directed work with Staff Support Associations to support the programme. The ambassadors are fully trained, resourced and have a clear strategy to identify opportunities to attract diverse groups into policing. 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 Internal Inclusion Team are reviewing the Positive Action Engagement Programme (PAEP) to ensure it continues to achieve its objective to provide the best structured and supported assistance to its applicants. The programme includes one-on-one support, guidance, signposting, support workshops, and access to a dedicated positive action support webpage. Overall, since the programme began in June 2022, 172 candidates have registered for the program, 4 candidates are currently in the program and there have been 36 applications. A total of 7 ethnic minority candidates have joined the organisation following the intervention of the positive action engagement process. 

As the Outreach work and PAEP have both been running for 3 years, a comprehensive review of both is commencing in April 2025. The purpose of this work is to assess the success and efficiency of both programs and take actions, where necessary, to increase both participation in the programs and the number of applications. The review will include engagement, where appropriate, with both internal and external former participants of the programs to identify best practice and aims to conclude prior to the end of June 2025. 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 19 podcasts over the last quarter. 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 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

As previously reported, the 2024/25 recruitment plan was based on a projection of 27.00 fte leavers per month. In 2024/25 a total of 280 officers (headcount) left the force, which is a monthly average of 23 a month (4 below the original projection). This equates to a turnover rate of 6.73%, which is a reduction when compared to the previous 3 financial years (2023/24: 7.39%, 2022/23: 8.58%, 2021/22: 7.61%). 

As reported in the previous update, due to the reduced level of 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. 

At the time of writing (17thApril 2025), there are 22.88 fte confirmed leavers for April 2025, which is unlikely to change due to notice period requirements. Subject to no changes taking place, this would be -1.12 fte under the projection of 24.00 fte. For information, there are also 15.00 fte confirmed leavers for May 2025, although this is likely to increase more in line with the projection as there are still 2 weeks for officers to hand their notice in to leave in May 2025. 

Reasons for Leaving

Resignations continue to be the primary leaver type, with 158 of the 280 total leavers (56.43%) resigning in 2024/25. Other leaving reasons included retirements (73 / 26.07%), transfer to other force, including non-home office forces (33/ 11.79%), ill-health retirements (8 / 2.86%), dismissals (7 / 2.50%) and death in service (1 / 0.36%). 

As previously reported, young in-service officers continue to make up the largest proportion of resignations. Of the 158 officer resignations in 2024/25, a total of 127 (80.38%) were from officers with less than 5 years’ service. This is broadly similar to the previous 2 financial years (2023/24: 128 / 79.01%, 2022/23: 128 / 77.11%). 

With regards to detailed reasons for leaving for resignations and transfers, there are no significant variations to report when compared to the last update. The below provides a breakdown of the most common overarching leaving categories and subcategories for the 191 resignations and transfers: 

· Personal/Professional Development and Training was cited by 58 officers (30.37%), of which the most common detailed reasons for leaving were alternative employment/career change (33) and better opportunities elsewhere (16). 
· Personal Circumstances was cited by 50 officers (26.18%), with the most common detailed reasons for leaving being health-related (22) and relocation (15). 
· Work/life balance and Wellbeing was cited by 31 officers (16.23%), with the most common detailed reasons for leaving being work stress and burnout (10), impact of job on personal life (6) and commute time (5). 

Staff (including PCSOs)

In 2024/25, there were a total of 258 leavers which is a turnover rate of 10.38%. This represents the lowest ever headcount of leavers in a financial year, based on available data (back to 2013/14) and the second lowest level of turnover over the same period (second only to 2020/21 – 9.34%). Of the 258 leavers, a total of 178 (68.99%) resigned, 47 retired (18.22%) and 13 (5.04%) left to join Kent Police as a new officer recruit. The remaining 20 left for other reasons including, dismissal (6), TUPE transfer (5), ill-health retirement (4), redundancy (2), end of contract (1), death in service (1), and 1 individual transferred to the Office of Police & Crime Commissioner.

The below provides a breakdown of the most common overarching leaving categories and subcategories for the 178 resignations and transfers: 

· Personal/Professional Development and Training was cited by 57 staff (32.02%), of which the most common detailed reasons for leaving were alternative employment/career change (28) and better opportunities elsewhere (12). 
· Personal Circumstances was cited by 51 staff (28.65%), with the most common detailed reasons for leaving being health-related (22) and relocation (11). 
· Work/life Balance and Wellbeing was cited by 24 staff (13.48%), with the most common detailed reasons for leaving being dislike of shifts/working patterns (6), work stress and burnout (5), impact of job on personal life (4) and work / life balance (4).

Retention Summary and Activity

Since the implementation of the 'National Leaver Framework' in April 2024, the force has gained a better understanding of the factors influencing officers to voluntarily leave. As stated above in the ‘Reasons for Leaving’ analysis, Personal/Professional Development, Personal Circumstances, and Work/life balance are the key headline themes. However, the national leaver framework allows the force to analyse deeper, and understand not just the final primary reason, but also all the contributing factors. This provides a richer understanding of the push and pull factors that are influencing officers’ decisions to leave. ‘Alternative employment’ and ‘Better opportunities elsewhere’ continue to be the main ‘pull’ factors however there is also significant reporting of ‘Impact of job on personal life’, ‘Workload/demand’ and ‘Work-stress/burnout’, which can be viewed as ‘push’ factors over which the force has a degree of control and can develop retention strategy. 

To mitigate the range of leaver reasons, retention strategy has been developed to be holistic and spans the entire career journey, beginning with recruitment teams providing advertising, online information, and candidate briefings that clearly outline the realities of the role. This approach has helped bridge the 'reality vs expectation' gap, that has been identified from exit interviews, in particular for officers leaving within their first five years of service. Enhanced support is provided at key touchpoints during foundation training and probation to further reduce the number of probationary officer leavers. Additionally, retention is now a key focus in the 'Be the Change' course for first-line leaders, emphasising the critical role supervisors play in retaining personnel. 

The retention ambassador programme continues with 52 ambassadors bringing experience from a wide range of ranks, grades, roles and departments, who provide support, advice and guidance for officers and staff who are thinking about leaving and explore any retention opportunities. Representation is strong within the Retention Ambassador cadre, with 24 (46.2%) female ambassadors and 5 (9.6%) ambassadors being from an ethnic minority.

More broadly the force continues to signpost support and 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, and the posting exchange initiative.

6. PCSO Update

[bookmark: _Int_K2Fwx6ag]The PCSO strength was 86.64 fte as at 31st March 2025, which -14.86 fte under the establishment of 101.50 fte. If required, there are intakes scheduled for July 2025 and November 2025. The position will continue to be monitored both with regards to attrition and any requirements set by the Home Office in relation to maintaining the PCSO baseline (which is covered in the next section). 

7. Neighbourhood Policing Update

The force submitted their Neighbourhood Delivery Plans to the Home Office, which will see Kent Police increase its strength fte within the Neighbourhood Policing function by 65.00 fte. For information, the force’s baseline and ongoing monitoring will be measured against resources within the Police Objective Analysis (POA) function 1a (Neighbourhood Policing). However, it should be noted that individuals who are long term absent (29 days or more) are excluded from the numbers as per Home Office guidance. Long term absence includes career break, compassionate leave, maternity or paternity, special leave, study leave, suspension, and sickness. 

The provisional 31st March 2025 figures were submitted to the Home Office on 3rd April 2025 and shows the force had an officer baseline of 244.82 fte within POA function 1a. This therefore means, the force is aiming to achieve a total fte of 309.82 (baseline of 244.82 fte + neighbourhood policing growth of 65.00 fte).

For information, the force’s PCSOs baseline position was 54.53 fte, which differs to the overall PCSO position cited earlier. This is because Child Centred Policing Team and Rural Task Force PCSOs roles are categorised under POA function 1c (Specialist Community Liaison) not POA function 1a Neighbourhood Policing (which is what the baseline is measured against). Therefore, the only PCSO role counted under POA function 1a is the Neighbourhood Task Force PCSOs. 

8. Attendance and Wellbeing  

The following table shows the breakdown of average days lost per person for each year from 201617 to 2024/25: 

[image: ]

The table demonstrates that, for 2024/25 officers average days lost per person (9.54) is higher than the previous 8 years. 

The average days lost per person for 2024/25 for staff (inc PCSOs) is also 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. 
Officers

The next graph shows the officer month-on-month absence, in hours lost per person, for 2021/22 to 2024/25.
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For officers, the graph demonstrates that absence was higher in the months of April, May and June 2024 when compared to the same months in 2023, however this was followed by 5 months of reduced absence between July and November 2024 (when compared to the same months in 2023). With regards to December 2024 to March 2025, whilst absence was higher than the same months last year, there has been a month on month reduction from 8.02 average hours lost per person in December 2024 to 7.24 in January 2025, 6.71 in February 2025 and 6.67 in March 2025. 

With regards to Commands, positively, a total of 13 Commands have lower average days lost per person for the 2024/25 compared to 2023/24. Notably Crime & Incident Command have one of the highest average days lost per person (15.65), however this is a reduction of 2.25 when compared to last year (17.89). 

When reviewing Commands with an average headcount of 25 and over, only 5 have increased, with the most notable being Public Protection (13.26 to 15.73 average days lost per person). This increase is, in part, due to organisational structure changes that took effect in October 2024 and saw the department inherit some long-term cases from those who were previously on division. The Command have worked with the Performance Improvement Unit (PIU) to ensure effective management of these cases, which has contributed to the average days lost per person reducing month on month from December 2024 (1.84) to March 2025 (1.13). 

Other Commands of note are West Division, which has increased by 1.43 average days lost per person (from 7.30 to 8.70), which is primarily due to an increase in psychological and musculo/skeletal absences. The Command have taken steps to help support individuals in certain departments, for example by undertaking local restructuring, conducting individual workload reviews, increasing supervision and reviewing the allocation of administration periods. For information, whilst West has increased it is lower than both East Division (10.89) and North Division (10.47), both of which are relatively stable compared to 2023/24. 

Serious Crime Directorate have also increased (from 5.29 to 6.61), which is predominately due to an increase in miscellaneous related absence, more specifically post operative recovery and cancer. 

It should be noted that whilst both West Division and the Serious Crime Directorate have increased, both are lower than the force average days lost per person (9.54), so not a significant area of concern. 

With regards to absence reasons, psychological related absence continues to account for the highest proportion of payroll hours lost for officers (40.24%), and when measured as average days lost per person it has increased by 0.11 from 3.73 to 3.84. Respiratory absence accounts for the second highest proportion of payroll hours (14.32%), but when measured as average days lost per person has reduced marginally from 1.39 to 1.37. Other general sickness reasons that have increased by more than 0.03 average days lost per person are miscellaneous from 1.06 to 1.24 (the greatest increase), and digestive (from 0.72 to 0.89).

Staff (including PCSOs)

The graph below 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 (incl PCSOs), the average hours lost per person were higher in all months from April to January in 2024/25 when compared to the same months last year. However, positively, they were lower for February and March 2024/25 when compared to the same months last year.

With regards to Commands, there have been increases across 12 but also reductions in 12 during 2024/25 compared to last year. 

Some of the most notable reductions in average days lost per person were in West Division (from 25.94 to 15.23), Strategic Prevention Command (from 8.41 to 4.71), East Division (from 8.98 to 7.34), Learning & Development (from 7.07 to 5.83) and Public Protection Command (from 9.65 to 8.47). There were also notable reductions in the Diversity & Inclusion Command and Chief Constable’s Office, however both have low headcounts. 

Of the Commands, with a headcount of 25 or more, West Division have the highest average days lost per person (15.23), but as stated above this has significantly reduced when compared to last year. The reason for the reduction is predominantly due to a reduction in miscellaneous absence, which has reduced by -1672 payroll hours. The reasons for the continuing high absence in this Command is predominately due to cardiac/circulatory absence (30.82% of payroll hours lost), psychological absence (26.73%), and miscellaneous absence (1670%). Whilst West Division have higher average days lost per person, the overall headcount in the Command is relatively low at just 39, therefore a small number of absences can have a greater impact on the position resulting in greater fluctuations month on month.

Crime & Incident Response Command have the second highest average days lost per person (14.92), which is an increase compared to the last year (13.37). 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 Professional Standards with 12.18 average days lost per person, albeit this is only slightly higher than last year (12.04). The high level of absence in this Command is due to 3 long term health related absences all of which have recently returned to work on phased returns. 

Tactical Operations & CT Border Policing increased from 5.69 average days lost per person to 8.18, which was predominately due to higher levels of absence in the Dog Unit and Roads Policing. However, positively both departments saw a significant reduction in absence throughout quarter 4 resulting in the overall Command having a much lower average days lost per person than the force average. Finally, Kent Criminal Justice Command, has increased from 8.94 to 11.34, which is in part due to 4 long term cancer related absences.

With regards to reasons, psychological related absence accounts for the highest proportion of payroll hours lost (28.44%). When measured as average days lost per person it has increased from 2.60 to 2.92. Miscellaneous related absences account for the second highest proportion of payroll hours lost (19.92%), with the average days lost per person also increasing significantly from 1.57 to 2.04. 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 (+6506 from 11718 to 18223). 

Other general sickness reasons that have increased by more than 0.04 average days lost per person are cardiac/circulatory (from 0.44 to 0.60), digestive from 0.79 to 0.89, headache/migraine from 0.27 to 0.35 and nervous system from 0.07 to 0.22.

It was reported in the last update that following increases seen in police staff absence, the Central Analytical Team were undertaking detailed analysis of the reasons for the increase. This work was completed and presented to Chief Officers in February 2025. The key findings from this report identified the following: 
· The number of absences and the length of absence has been increasing. 
· There has been a consistent increase in one-day absences.
· The most common causes of long-term absences include respiratory issues, digestive issues, psychological issues, and musculo/skeletal issues.
· Cancer-related absences have increased significantly.
· There is little correlation between vacancy rate and sickness.
· Home-Based Workers report fewer absences but tend to have longer durations of sickness absences.
As demonstrated above, staff absence is high, but positively has improved in the last 2 months. As a result of the above, further and broader work for improvement is now to be presented to Chief Officers. In addition, the following provides an update on the ongoing activity to support attendance.
Performance Improvement Unit & Operational HR 

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

The number of total absence interventions (Advice Requests and Attendance Support Meetings) recorded at PIU for the 2024/25 financial year indicates an up-turn in overall numbers when compared to the previous financial year, 2023/24. Combined figures for both officers and staff for 2024/25 are 816 interventions, compared with 769 interventions for 2023/24.

The number of Attendance Support Meetings (ASMs) recorded for officers for 2024/25 was 564, compared with 526 during the previous financial year. For Police Staff there were 216 ASMs recorded in 2024/25, compared with 165 during the previous year.

The number of Advice Requests, in relation to attendance concerns, has decreased across the two financial years with 36 for 2024/25 compared to 78 for the previous financial year. This is directly attributable to PIU having introduced a consultation level of advice, aimed at being less bureaucratic, and timelier in assisting line managers.

The consultation level of advice provided by the PIU Advisors offers line managers a 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. This level of intervention was introduced in October 2023 so comparable data for the 2023/24 financial year is not yet available, however the number of attendance-related consultations for the full 2024/25 year is 99, which provides a base line for comparison going forward. The consultation numbers are not included in the ‘total absence intervention’ numbers above.

Of the Advice Requests received by the unit, during 2024/25, four Stage One Written Improvement Notices have been issued for attendance. A further Stage One meeting was held with an NFA (no further action) outcome. One officer has also progressed to Stage Two Attendance, with a Final Written Improvement Notice having been issued.

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) via PIU Advisor attendance at Absence and Wellbeing Management Group (AWMGs).
 
PIU and Operational HR have been working to identify where business as usual work has a positive impact to ongoing attendance review work. Firstly, through Local AWMG meetings, the PIU and Operational HR have continued the focus on attendance through advice and guidance, assessing the consistency of management interventions to address attendance concerns and enhance compliance with policy L180 Attendance Management continues.

In support of local advice, 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. Recently FCIR was subject to an HR oversight review, 8 of the 10 top Bradford Score cases reviewed were actively being managed through the capability protocol and the other 2 had detailed rationales for actions taken to date based on the specifics of the case. 

In terms of interventions, the total number of formal absence interventions recorded for the rolling twelve-month period March 2024 to March 2025 indicates 42 formal cases were opened on SAP. This is alongside the informal advice, guidance and intervention. 

Inputs on the ‘Be the Change’ courses and specific Continuous Professional Development (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. 

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.

To focus on the trends in absence, the HR Business Partners for areas where absence is a cause for concern, for example Criminal Justice Command and Force Control and Incident Response Command, have held a series of deep dive reviews in attendance, looking at statistical data and also assessing any other environmental impacts. Criminal Justice Command, as a result of the review, confirmed that high risk cases are being managed in line with Force processes and positive interventions have been put in place. It is noted that Custody is a high-risk environment for absence due to a number of factors including location, turnover of people in the environment and shift working. In response to the deep dive review, a Custody wellbeing plan has been developed together with a series of Viva Engage posts on various elements of health and wellbeing, which will be rolled out shortly. These will be reviewed to consider adopting for other Commands.

In addition, as part of the Reducing Bureaucracy Review work, the utilisation of informal attendance management techniques is being assessed, which includes a review of the use of the Attendance Support Meeting (ASM). The aim is to devise informal attendance management, which is streamlined and easy for managers to understand and implement. The first working group, including key stakeholders from the HR/PIU teams, Health Services and local departments will be held in April 2025. 

Health and Wellbeing

In the financial year 2024/25, Occupational Health received 2,249 management referrals, which resulted in 2820 appointments being undertaken. The average Occupational Health referral to appointment waiting time for 2024/2025 was 9.7 working days – a significant improvement on the previous year, at 17.52 average working days.

A new Force Medical Adviser (FMA) contract has been awarded, following a full procurement tender process in late 2024. This new provider had been providing the force with interim services and, as a larger company rather than a sole trader, has proved beneficial by being able to flex the provision to support not only occupational health appointments in the more complex cases, but also in support of the force’s recruitment ambitions.

This year has seen 1233 screening nurse interventions, which include health surveillance reviews, blood borne virus (BBV) interventions, blood testing and inoculations, in addition to the 332 police officer recruitment medical assessments. The in-house physiotherapist has undertaken 1718 appointments, which includes telephone appointments, assessments, and face-to-face physiotherapy sessions in this period. 

In addition to the established in-house counselling and wellbeing team, the force continues to utilise an Employee Assistance Programme (EAP). In 2024/25, 332 contacts were made to the EAP service; 192 of these were via the mobile App service. The counselling service was accessed by 233 people, with 1,069 counselling sessions delivered online or via telephone. There have been 2,218 logins to the App, with 341 visits to the mind section, 224 for the life section, 133 for nutrition and 36 for fitness.

The force benefits from student placement counsellors who complete 150 counselling hours each as part of their placement (generally over a 12-month period). Whilst the current placement counsellors are coming to the end of their attachments, three additional placements have been secured to support the force and their individual development, as a productive relationship with the external College is in place, maintaining the pipeline of placement counsellors.

A further benefit of this programme was evidenced in the recent recruitment process for in-house counsellors, as two of the three vacancies were filled by these placement counsellors. The benefit being realised here is they already understand the aims, needs, values and ethics of the force and have been working within this framework and it is anticipated this will enhance future retention within the team.

The initial Investigator Wellbeing programme has been uploaded to the College of Policing Practice Bank for sharing with other organisations. Phase Two of the programme, delivered by the Counselling and Wellbeing Team and an external partner, commenced in February 2025 and this recognises the challenging roles undertaken within the investigative arena and aims to provide the necessary support to those undertaking them. To date, 902 investigators have attended the sessions, with a further 603 required to attend.

In addition, the Occupational Health team have undertaken a series of Investigator health checks across the force to complement the Phase Two programme and provided an opportunity for investigators to have a confidential, in-person appointment and undertake a series of health checks including, as examples, blood pressure and health promotion.
Throughout March 2025 the Health and Wellbeing Team have been hosting wellbeing CPD events with the Rape & Domestic Abuse Investigation Team (RDAIT), with the aim being to ensure this high-risk role group understand what support and services are available to them and how to access them. The CPD also provides opportunity for decompression and engagement, optimising the ability to discuss and understand any barriers to wellbeing for RDAIT, utilising this knowledge to inform and develop initiatives bespoke to this team.
9. Decisions Required 
 
For information only. 
Page 2 of 2

image1.emf
New Police Constable Applications

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

New Recruits (not inc IF) 2504 3070 1693 1854 1585 1649

Female % 29.31% 28.47% 32.43% 34.36% 29.91% 31.23%

Ethnic Minority % 8.39% 8.57% 7.91% 13.43% 13.88% 12.55%

Investigate First 344 270 468 696 1251 1134

Female % 61.05% 59.63% 55.98% 53.02% 44.20% 47.35%

Ethnic Minority % 11.63% 10.37% 10.26% 11.93% 16.47% 14.20%

Total 2848 3340 2161 2550 2836 2783

Total Female % 33.15% 30.99% 37.53% 39.45% 36.21% 37.80%

Total Ethnic Minority % 8.78% 8.71% 8.42% 13.02% 15.02% 13.22%
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Financial Year Police

Staff (inc 

PCSO)

2016/17 9.33 8.32

2017/18 8.91 8.49

2018/19  8.33 7.61

2019/20 8.56 8.55

2020/21 6.55 5.54

2021/22 8.39 9.20

2022/23 8.75 9.03

2023/24 9.34 9.27

2024/25 9.54 10.26

24/25 Var to 23/24 +0.21 +1.00
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Officer Average Hours Lost by Month
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