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1. Background  

1.1. Operation Uplift, the programme to recruit 20,000 officers nationally began in August 2019.  The force 
created a Strategic Delivery Board in order to effectively manage the enabling functions which support 
the recruitment and training of the additional officers. 

1.2. Since the implementation of Op Uplift, Sussex Police have met the targets allocated for Years 1 & 2. The 
target for 2020/2021 was 129 Officers, with an additional 50 funded by the precept, the target for 
2021/2022 was 121 additional Officers with an additional 30 funded by the precept, and the target for 
Year 3 is an additional 163 Officers, plus 20 as agreed through the precept and 9 Officers for the 
Regional Organised Crime Unit (ROCU).   In order to cover higher attrition levels, the force has had to 
increase the planned recruitment numbers, in 2020/2021 the force actually recruited 211 Officers, in 
2021/2022 the force actually recruited 249 Officers in this period.  For Year 3, the force is aiming to 
recruit 380 additional officers in total. 

1.3. A particular focus of Op Uplift is to increase the diversity of the new recruits to better represent the 
community’s forces serve.  There is scrutiny on the progress of recruitment, management of the 
pipeline and the diversity of applicants required by monthly reporting to the Home Office.  

 

2. Recruitment Plans 

2.1. The recruitment plans for 2022/2023 is as below: 

Intakes Numbers of new recruits 

June 2022 76 Student Officers 

September 2022 88 Student Officers 

October 2022 40 Student Officers 

January 2023 88 Student Officers 

March 2023 88 Student Officers 

2.2. The force will recruit to the Police Constable Degree Apprenticeship (PCDA), Detective Degree Holder (D 
DHEP) and Degree Holder (DHEP) entry routes, the split of entry routes will be dependent on the pipeline 
and numbers of applications received within each campaign, as well as the workforce requirements of the 
force. 

2.3. There is a need to have a flexible Workforce Plan, which is regularly reviewed and adjusted accordingly to 
manage the entry route split as well as to account for attrition.  We have had to increase the planned 
recruitment number as a result of increased attrition in our pipelines, as well as officers leaving the force. 

2.4. Sussex are in the process of recruiting officers via the new entry route of the Degree in Professional 
Policing (DiPP) for individuals who have already obtained a Degree in Policing at University.  Students will 
undergo an intensive immersion course with the force supporting them through to Independent Patrol, 
once they reach division these officers will have no further study.  Sussex are finalising the numbers for an 
intake in January 2023, which will be in addition to the recruitment plan already stated above. 
   

2.5. We will continue to work with our local schools, colleges and universities talking to young people about 
careers in policing.  We are also exploring working with Veterans from military backgrounds as we 
recognise the transferrable skills they have, which can add great value to our organisation.  

 

3. Diversity 
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3.1. There are now more women and people from diverse backgrounds serving as police officers than ever 
before, with national figures showing women account for 42.4% of new recruits and ethnic minorities 
account for 11.7% of new recruits.    

3.2. Sussex Police are reporting as one of the top forces in the country for female representation, with a 41.6% 
joiner rate over the last 12 months, this is against a three-year average of 33.7%.  at the end of 2021 the 
female representation of new joiners was reported at 52.7%, which was greater than the national 
proportion of the workforce who are female.   

3.3.  In relation to candidates who identify as Black, Asian, Mixed Heritage and other background Sussex are 
reporting at 6.0% over the last 12 months rolling rate, against the local population of 6.3%.  In 2021 those 
who joined Sussex from Black, Asian and Ethnic Minorities was reported at 11.3%.   
Appendix A shows the breakdown of diversity reporting for Gender and Diversity as of 31 March 2022.  

3.4. Year 3 will be the last opportunity within Op Uplift to continue this success and increase the diversity of the 
force, to support this aim Sussex, along with Surrey, have recently undertaken a large recruitment drive 
called “Operation Recruit” with funding support from the National Police Uplift Programme.  This was a six 
day period of action by our Positive Action and our Recruitment and Attraction teams where a dedicated 
recruitment van was set up in the heart of the community of Langley Green, Crawley, and were supported 
by colleagues including local PCSOs, Detectives and Neighbourhood PCs. In addition, Police Officers from 
Operations Command, including our Dog and Roads Policing Units, attended to demonstrate the wide 
range of career paths within policing.  Our aim was to focus on places of worship, residential homes and 
businesses, to whom we dropped over 12,000 leaflets around Langley Green, Ifield, Bewbush and 
Broadfield. These leaflets sign posted and encouraged people to come along to speak to those at the 
recruitment stand about careers in policing.    Whilst the engagement with the community was positive, we 
are yet to evaluate whether there has been a positive impact on applications from underrepresented 
candidates identified as above.   

 

4. Attrition 

4.1. The force attrition is currently sitting at 4.3% for unplanned leavers for Police Officers, 9.9% for 
unplanned leavers for Police Staff and 16.0% for PCSOs.  We are aware that a number of our PCSOs will 
be joining the PCDA to become Police Officers during this year. 

4.2. A number of factors are affecting our Attrition rate which we have seen increase over the last 12 months. 
We are now seeing those who delayed their retirements during the pandemic, leave the force, and we 
are seeing an increase in early retirements as a result of the changes to the national Pensions Legislation, 
which we’ve been unable to predict.   

4.3. The attrition rate for Student Officers has also increased and now sits at 23.5% for intakes joining from 
2020 / 2022, which equates to 51 out of the 217 students who joined in this period, via all the new entry 
routes, have left.  The Police Now entry route saw particularly high attrition, the force is no longer 
recruiting officers to this entry route.   

4.4. All those who leave the force are asked to complete an Exit Questionnaire and results are evaluated twice 
annual to monitor any trends in reasons for leaving.   A summary of reasons is presented at the Force 
Capacity, Capability and Performance Board as well as the Strategic Delivery Board for Operation Uplift.  
The main reasons reported for leaving up until now have been work life balance and career progression.  
However, we are expecting financial impact to become a theme in the future and work is ongoing to 
review and re-fresh communication around what the force can do to support employees.   

4.5. The force has listened to feedback from Student Officers and Learning & Professional Development has 
been working hard with the HEI Consortium to made changes to the PEQF programme, of which includes: 

o Improve the study guidance delivered in Year 1 

o Improve the timing of knowledge assessments, to evidence full operational competence 
with these written assessments, as well as try to reduce the volume of these 

o Re-design the programme structure of Year 2, so that modules are delivered consecutively  

o Review and amend the implementation of Protected Learning Time (PLT) and update the 
force guidance so it is clear to supervisors and learners how best to use this time.  It is 
hoped that new plans will make resourcing on divisions easier as well remove the worry for 
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Student Officer that their protected time could be cancelled.   

o Putting in place enhanced support for those with additional learning needs, including 
dyslexia (currently at over 18% of new joiners) and consider necessary adjustments on an 
individual basis to help students access learning.   

4.6. An Inspector within Learning & Professional Development has also been allocated to be a specific point of 
contact to speak to any Student Officers, who have expressed they may want to leave, to fully understand 
reasons behind this and put relevant support in place to encourage them to stay.  For those that do decide 
they want to exit the organisation, it is expected that an exit interview is carried out so that the force can 
collect reasons and monitor any trends.  It should be noted that the majority of reasons collected so far by 
the force are for personal reasons not linked to the learning programme itself.   

 
4.7. A targeted campaign is also being planned aimed at Sergeants as first line leaders to make sure they have 

an understanding of the support student officers require, in order to better support them during their 
learning.   

  

5. Challenges to Recruitment 

5.1. Year 3 of Op Uplift is likely to be challenging as coming out of the pandemic we have seen a shift in the 
labour market with a high demand in vacancies against a low supply in available candidates. This is 
replicated across forces nationwide, especially in the South East.   The Institute of Employee Services (IES) 
states that there is approximately 1.1 million less workers in the labour market compared to pre Covid 
levels, with majority of these in the 50 years plus age group, who as a result of the pandemic may be 
considering part time working.  We are aware that The Met and Thames Valley Police Forces struggled to 
recruit in Year 2 of Uplift failing to meet their targets set; this poses a threat to Sussex Police as each 
force is recruiting from the same pool of people.  

5.2. We are seeing a higher than normal dropout rate of our candidates not engaging, choosing other career 
paths or due to a change in their personal circumstances since applying are now withdrawing. Reducing 
dropout rates is a priority therefore we are concentrating our efforts on keeping our candidates within 
the pipeline “warm”, ensuring they are kept up to date throughout their recruitment journey with regular 
communication.  

5.3. A Specialist Skills Recruitment Working Group has also been set up to consider more general attraction, 
especially for those areas that require subject specific skills.  The group will focus on roles within IT, Joint 
Transport, Forensics and Contact, to refine the approach to attraction and trial new strategies and tactics 
to proactively seek candidates.  The onboarding process will also be reviewed to improve timeframes to 
become more competitive; the views of all new employees will help identify areas of focus.  This evidence 
will also support the force with strategies to ensure that we are able to retain these skills within the 
current labour market and the with the increased cost of living. 

5.4. There has also been a number of high-profile national cases in the media which has affected the publics’ 
confidence in policing.  This may impact the forces’ ability to recruit as an employer of choice.  With the 
support of Media & Communications, discussions are taking place to shape the branding of the force and 
increase visibility of success stories from our Officers to increase interest in policing and encourage 
greater applications.  

 

6. Conclusion  

6.1. We know that the third year of Op Uplift will be the most challenging, however we are confident that the 
force can reach the required numbers and help contribute to the national goal of 20,000 new officers into 
policing.   

 

7. Appendices 
 

Appendix A – Ethnicity and Sex Representation Report 31 March  


