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1. Introduction

[bookmark: _Hlk87001366]The following briefing paper provides an update with regards to the progress against the force’s officer headcount requirements, as well as an update on recruitment, retention, PCSOs and attendance and wellbeing.  This report also includes an update on the force’s progress regarding the Neighbourhood Policing uplift. 

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

So far, this financial year to date (April to June 2025), a total of 3 officers have joined the force, of which 2 were via the returner scheme and 1 transferred in from another force. 

As at 30th June 2025, the force had a strength full time equivalent of 4040.23, which is      -82.77 under the budgeted establishment of 4123. With regards to headcount, the force had a total of 4162 officers as at 30th June 2025, which is -61 under the headcount requirement of 4123.

2025/26 Recruitment Plan

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. Currently, the plan is made up of 4 intakes totalling 236 recruits across the months of July 2025 (36), September 2025 (82), January 2026 (32) and March 2026 (86) as well as 12 transferees / re-joiners / returners over the financial year. This would result in a total of 245 joiners, however this is subject to change due to variations in attrition and other possible impacts. 

For information, at the time of writing, the latest intake commenced which saw 36 new officer recruits join the force on 28th July 2025.  

3. Turnover

Officers

So far, this financial year to date, a total of 64 officers have left the force which is a turnover rate of 1.55%. This represents a significant reduction when compared to the same period last year (83 / 2.01%) and is also lower than the number of leavers in quarter 1 of 2022/23 (77) and 2023/24 (83). The current year to date leavers of 64 equates to an average of 21 a month (rounded) with the rolling 6-month period also averaging 21 (rounded). As a result of the reduced attrition, the projected attrition for the remainder of the financial year has been adjusted to 21 a month, however, this continues to be monitored daily and adjusted accordingly if required.  

At the time of writing (5th August 2025), there are just 12 confirmed leavers for July 2025, which is 9 below the revised projection of 21, and 25 leavers for August 2025 (4 above the projection). Subject to no changes, this would be an average of 20 a month, which is broadly in line with the revised projection. 




National Officer Attrition 

For the period April to June 2025, Kent Police had a monthly average attrition of 0.51%. This is lower than the national average (0.58%) and the 13th lowest out of 43 forces. 

Reasons for Leaving

Of the 64 leavers, 39 were resignations (60.94%), 16 retired (25.00%), 6 transferred to another force (9.38%), 2 were ill-health retired (3.13%) and 1 was dismissed (1.56%). 

Of the 39 resignations, the most common reasons for leaving were personal/professional development and training which was cited by 10 officers (15.63%), personal circumstances (7 / 10.94%), work/life balance and wellbeing (6 / 9.38%) and morale, engagement and satisfaction (6 / 9.38%). 

Staff (including PCSOs)

So far, this financial year to date, a total of 49 staff have left the force which is a turnover rate of 2.00%. This represents a significant reduction when compared to the same period last year (74 / 2.94%) and is the lowest number of leavers in quarter 1 of any year going back to 2009/10.

Of the 49 leavers, 30 were resignations (61.22%), 12 retired (24.49%), 3 were due to death in service (6.12%), 3 were dismissed (6.12%) and 1 left on ill-health retirement (2.04%). 

Of the 30 resignations, the most common leaving reason was personal/professional development and training (9 / 30.00%) and personal circumstances (6 / 20.00%). Overall, a total of 19 different primary reasons for leaving were provided for 30 leavers, which evidences the range of reasons as to why staff are leaving, with no specific outlier.

Retention Summary and Activity

The retention strategy was reviewed in June 2025 and continues to span the entire career journey. Enhanced support is provided at key touchpoints during foundation training and 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. In addition, the Retention Ambassador programme continues to offer independent advice and guidance for officers or staff who are considering leaving. 

4. PCSO Update

The PCSO strength was 84.64 fte as at 30th June 2025, which is -16.86 fte under the establishment of 101.50. This is a marginal reduction when compared to 31st March 2025 (86.64 fte). The next intake is scheduled for 30th November 2025 of up to 10. 

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 June 2025, the strength fte of Neighbourhood Policing (POA 1a) was 314.44 fte which is 4.62 fte over the requirement of 309.82 fte. For information, the force also achieved the requirement in both April 2025 (314.42 fte / +4.60) and May 2025 (315.42 fte / +5.60). At the time of writing, the force also achieved the requirement in July 2025, ending with a strength fte of 311.92 (+2.10).




6. Attendance and Wellbeing  

The following table shows the breakdown of average days lost per person for quarter 1 of each year from 2015/16 to 2025/26:

[image: ]

The average days lost per person for officers during this period was 2.14 which is 0.11 higher than quarter 1 of 2024/25 (2.03). For staff (including PCSOs), the average days lost per person has increased by 0.04 from 2.37 to 2.41. 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. 

For officers, the primary reason for the increase is due a significant increase in psychological related absence which went from 0.70 to 0.92. For information, there were increases in 4 other general sickness reasons (albeit by no more than 0.01 average days lost per person). Positively there were reductions in 5 general absence reasons (most significant being respiratory (from 0.25 to 0.17) and Cardiac/Circulatory (from 0.12 to 0.07) and 2 absence reasons remained stable. To promote improvement in psychological absence the Performance Improvement Unit (PIU) provide data and support with tactical advice at the Attendance and Wellbeing Management Group (AWMG) process. Heads of Command review each cases circumstances and set actions for line managers to support their staff to achieve return to work. Attendance Management changes are outlined below to underpin this activity.  

For staff, there have been significant reductions in respiratory related absence (from 0.28 to 0.17) and cardiac/circulatory (from 0.19 to 0.08) and minor reductions across 3 other absence reasons. However, absence has increased overall due to increases in 6 general absence reasons, most notably digestive (from 0.16 to 0.28), miscellaneous (from 0.47 to 0.53) and headache/migraine (from 0.05 to 0.10). The Operational HR team is actively using trend data to support departments and individual cases through departmental AWMGs and direct engagement with line managers. This ensures all return-to-work opportunities are fully explored.

To address the upward trend in absence among officers and staff, HR has introduced a series of internal oversight processes in conjunction with local Senior Leadership Teams who own attendance management for their commands. These peer reviews between HR Advisers and HR Business Partners aim to share best practice and identify patterns and barriers in absence management and ensure consistency in approach. Some examples of the impact are referrals to ‘Access to Work’ for support or access to ‘Business Disability Forum’ information to understand conditions which subsequently support return to work. 

A key initiative to support attendance management is the introduction of new guidance for managers and supervisors in July 2025. This guidance aims to simplify the attendance management process, remove the Attendance Support Meeting (ASM) process and clearly set out when and how unsatisfactory attendance may be managed. This new process empowers leaders to effectively support and attendance by providing clear information on identifying attendance concerns and ensuring appropriate support and management intervention. A series of ‘drop-in’ sessions are in place at time of writing to enhance managers training. 

Health and Wellbeing 

The National Police Wellbeing Survey outcomes have been received in force and are now subject to review to determine the appropriate next steps to address the concerns raised therein.

The teams continue to support organisational physical and psychological wellbeing with the delivery of NHS Health Checks, Investigator Wellbeing, Managing Anxiety sessions, the Feel Well Well Live programme, Navigating Change and Uncertainty.
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Officers 2.51 2.39 1.93 1.75 2.04 1.36 1.60 1.75 1.88 2.03 2.14 0.11

Staff (inc PCSO) 1.67 1.78 1.94 1.48 1.91 1.11 1.56 2.18 2.02 2.37 2.41 0.04


