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1. [bookmark: _Hlk211241476]Introduction

[bookmark: _Hlk87001366]This quarterly briefing paper provides a progress update on recruitment, retention, neighbourhood policing, PCSOs and attendance and wellbeing, covering the reporting period of April 2026 to June 2026. 

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

Since the last update, there have been no new officer intakes in quarter 1, although 2 officers joined via other entry routes (1 transferred from another force and 1 joined under the returner scheme). As at 30th June 2026, the force had a strength full-time equivalent (FTE) of 4032.99, which is -71.01 under the budgeted establishment of 4104.00.

The recruitment plan for the remainder of 2026/27 is made up of 4 intakes (totalling 266) across the months of July 2026 (44), September 2026 (88), January 2027 (43) and March 2027 (91) as well as 10 transferees / returners / re-joiners. This equates to a total of 276.00. This is subject to change due to variations in attrition and other possible impacts. This will result in a projected end of year strength FTE of 4104.76 (+0.76 over the budgeted establishment requirement of 4104.00). 

3. Turnover

Officers: Between April and June 2026, a total of 66 officers left the force, which is a turnover rate of 1.60%. This is slightly higher than the same period in 2025/26 (64 / 1.55%), but lower than 2024/25 (83 / 2.01%), and 2023/24 (83 / 1.99%). The total leavers of 66 equates to an average of 22 which is marginally over the projection of 21. 

Of the 66 leavers, 37 were resignations (56.06%), 19 retired (28.79%), 7 transferred to another force (10.61%), 2 were deaths in service (3.03%) and 1 was dismissed (1.52%). When focusing on resignations and transfers out of force only, the total of 44 equates to a turnover rate of 1.19% which is higher than the same period last year (1.09%) but lower than the previous 2 years. 

Of the 44 resignations and transfers out of force, the most common reasons for leaving were personal/professional development and training which was cited by 22 officers (50.00%) which is the same as previously reported. The second highest reason was personal circumstances, which was cited by 9 individuals (20.45%). This was followed by 4 officers (9.09%) who resigned during the Regulation 13 process. The reasons for leaving continue to be monitored and discussed in exit interviews to assess any trends, and if any interventions or enhanced support is required. 

It should be noted however, that attrition has increased in recent months with 29.60 leavers already confirmed for July, 28.23 for August and 19.00 for September. As a result, the turnover profile for the remainder of the year is currently being reviewed with a view to increasing the projected attrition (from 21 a month to 24). This will require the recruitment intakes to increase however there is flexibility in the plan and candidate pipeline to accommodate this. 

Staff (including PCSOs): Between April and June 2026, a total of 49 staff (including PCSOs) left the force, which is a turnover rate of 2.09%. This is a marginally higher proportion than the same period in 2025/26 (49 / 2.00%) but lower than the same period in 2024/25 (74 / 2.94%), and 2023/24 (105 / 4.17%).

Of the 49 leavers, 24 were resignations (48.98%), 20 retired (40.82%), 3 were dismissed (6.12%), 1 was an ill-health retirement (2.04%) and 1 was a death in service (2.04%). 

Of the 24 resignations, the most common leaving reasons were personal circumstances (9
 / 37.50%), work/life balance and wellbeing (7 / 29.17%), and personal/professional development and training (5 / 20.83%). These are the top 3 reasons as reported in 2025/26 albeit the order has changed. 

Retention Summary and Activity

The Force continues to maintain a well-established retention approach, aligned to the People and Learning Strategy pillars of Attract, Support and Develop. Retention activity spans the entire career lifecycle and remains focused on understanding the reasons for leaving, strengthening engagement and supporting long-term workforce wellbeing and development.
Individuals in the early stages of service remain most likely to resign, however this is mitigated with recruitment activity that continues to provide realistic information about the challenges and rewards of policing, helping to attract committed and well-informed candidates.

Enhanced support for probationary officers remains a key area of focus, particularly at recognised retention risk points such as initial posting. Structured touchpoints enable concerns to be identified and addressed at an early stage, improving the overall employee experience and supporting successful transition from training into operational roles.

The Force’s health and wellbeing offer continues to be a significant strength and an important contributor to workforce resilience and retention. Retention themes are routinely embedded within leadership development Be the Change programmes, helping leaders understand the factors influencing workforce retention and their role in supporting positive employment experiences. Development opportunities, including a new mentoring platform, attachments, promotion pathways and Positive Action initiatives (the ‘Achieve’ programmes) further reinforce the organisation’s commitment to personal and professional development. 

Kent’s network of 48 Retention Ambassadors continues to provide confidential and independent support to officers and staff considering their future within the organisation. Recent interventions have focused on postings, management relationships and career development. The ambassador network is diverse and representative of the workforce, with good representation across gender and ethnicity.

The Force continues to engage actively with national forums, academic partners and cross-force networks to ensure local retention activity remains informed by emerging evidence and best practice. The recent rises in attrition will continue to be monitored with a view to further potential interventions in the event of a more sustained increase. 

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

Kent Police’s share of the year 2 national Neighbourhood Policing growth is 43, which takes the total requirement to 352.82 officers. A total of 43 posts are being delimited from Child Centred Policing which result in 43 new Neighbourhood Task Force posts being created. As part of that project, a total of 28.98 FTE officers will transfer into the new roles from Child Centred Policing on the 7th September 2026. 
Therefore, at the time of writing, the projected September 2026 position is 338.66, which is -14.16 under the 31st March 2027 target of 352.82. Whilst the force is working on plans to achieve the requirement by 31st March 2027, there is a September 2026 monitoring point whereby the force can claim up to 80% of the grant. Currently, the force is projected to be under the September 2026 requirement by –5.56 officers, however, plans are being progressed to ensure this is achieved. 
In addition to the officer uplift, the force has also committed to ensuring that the PCSO position for 31st March 2027 is in line with the original baseline set in March 2025 (54.53 FTE). It should be noted that this only relates to the role of Neighbourhood Task Force PCSO as that role is categorised under the POA framework as POA code 1a (Neighbourhood Policing). The other two PCSO roles of Child Centred Policing Team PCSO and Rural Task Force PCSO are not included as they are categorised as POA code 1c (Specialist Community Liaison). 

With regards to the Neighbourhood Task Force PCSO role, as at 31st March 2026, there were a total of 52.81 fte which is -1.72 under the requirement of 54.53. There is an intake scheduled for the 2nd November 2026 and March 2027 which will ensure the requirement is achieved.

For information, as at 31st March 2026, there was an overall total of 85.93 FTE PCSOs which is 15.57 FTE under the establishment of 101.50. 

5. Attendance and Wellbeing  

The following table shows the breakdown of average days lost per person for April to June for each financial year from 2015/16 to 2026/27. Staff figures include PCSOs. 
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The average days lost per person for officers for April to June 2026 was 2.35, which is 0.21 average days higher than the same period last year and the highest level for this period since 2016. For staff, the average days lost per person for April to June 2026 was 2.21 which is lower than the same period in the last two years, but higher than the same period in any of the previous years shown in the table. 

The following table shows the breakdown of average hours lost per person for officers and staff by month for April to June 2026 and 2024/25 and 2025/26:
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The tables demonstrate that officer absence was lower in April than the same month last year but higher in May and June. All three months (April to June 2026) are higher than the same months in 2024. For staff, absence is lower in every month when compared to the same months last year and April and May were also lower than the same months in 2024, with June being broadly similar to June 2024.

For officers, the primary reason for the higher absence this year is due to increases in psychological related and musculo/skeletal related absences. For staff, there has been an increase in psychological related absence but all other absence reasons have reduced or remained static. 

Attendance remains a strategic force priority, with regular performance monitoring and reporting. Performance products are currently being updated to ensure clearer insight into areas of concern and opportunities for targeted intervention.

The Operational HR team and PIU continue to work closely with local leaders and are increasing activity to promote the consistent application of Attendance Support processes, including better use of Positive Attendance Management principles. This aims to help ensure that attendance concerns are identified and managed at the earliest opportunity, whilst providing appropriate support to officers and staff. The teams are supporting strategic inputs to Senior Leadership teams to support the absence trend discussions and awareness. Most recently this was completed for West Division at their Away Day, by way of example. 

To further strengthen management capability, joint Continuing Professional Development (CPD) sessions have continued to be delivered in partnership with Health Services, focusing on key attendance management themes including the creation of supportive working environments, getting the best outcomes from Occupational Health appointments, effective management of workplace adjustments, understanding health-related absence and addressing workplace factors that may impact attendance. These sessions have enhanced manager confidence and capability whilst promoting a consistent standard of practice across the organisation. Dates have been agreed until the end of 2027 to maintain the focus.

Health and Wellbeing 

Health and Wellbeing Services continue to support officers and staff across the force with Occupational Health appointments, delivered by the internal clinicians, with additional services from the contracted Force Medical Adviser (FMA) and progression of requests for ill-health retirement consideration via the contracted Selected Medical Practitioner (SMP) doctor.
The Counselling and Wellbeing team continue to provide quality therapeutic interventions and proactive sessions, such as the High Risk role screening process and the supportive sessions for managers outlined above 
The Health and Wellbeing teams continue to liaise with the National Police Wellbeing Service, via the College of Policing and are now involved in two pilot projects led by Professor John Harrison, National Police Chief Medical Officer. These are a clinicians’ assurance process, which commenced in June 2026 and the Occupational Health Needs Evaluation, which commenced in January 2026. Both these pilots have a small number of forces assisting, with the intention to inform future occupational health needs and assurance processes across policing nationally.
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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 2.35 0.21

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 2.21 -0.20
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Officers

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 7.44 6.96 7.65 7.32 6.49 6.38

2026/2027 FYTD 5.68 6.39 6.77

26/27 Variance to 25/26 -0.28 0.85 1.15

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 6.25 6.26 6.51 6.10 6.88 7.41 6.98 6.38 4.82 6.51

2026/2027 5.23 5.38 5.73

26/27 Variance to 25/26 -0.29 -0.70 -0.52

Average Hours Lost Per Person

Average Hours Lost Per Person


