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Dashboard 
 
PURPOSE 
 
The purpose of this report is to provide Members with an update on the 
Police Scotland workforce as at Q2 of financial year 2025/26. 
 
Members are invited to discuss the contents of this paper. 
  

Agenda Item 3.1 
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1. BACKGROUND 
 
1.1 The attached report is the sixth strategic dashboard since the 

publication of the People Strategy 2024-2027 and the Strategic 
Workforce Plan 2024-2027 following endorsement at SPA People 
Committee on 14 November 2023 and approval at SPA Board on 30 
November 2023. 

 
1.2 It is designed to assure members that all pertinent people issues 

have been identified and are being managed from a strategic 
perspective. 

 
2.  FURTHER DETAIL ON REPORTING TOPIC 
 
2.1  The format of the report is thematic, with the data presented, as 

well as available analysis and insights, aligned to the six outcomes 
outlined across both the People Strategy and Strategic Workforce 
Plan.  

 
2.2  In the transitionary phase prior to the full People Committee reset 

in August 2026, we continue to maintain these quarterly strategic 
dashboards with incremental improvements. Q1 saw the inclusion of 
SPA data within strategic dashboards to demonstrate a whole 
workforce position. In Q2, we have provided additional data and 
analysis on re-rostered rest days, cancelled rest days and modified 
duties as we continue to replace task reporting with high level 
insights. Our thematic reports aim to provide a more in-depth 
analysis of specific focus areas, which will be signposted from the 
dashboard. 

 
2.3  The strategic dashboard at Appendix A covers the period 01 July 

2025 to 30 September 2025. All data is correct at the published 
date.  Data on other reports to this Committee may differ.  This is 
because the data is extracted at different times from Police Scotland 
internal systems. These systems are dynamic and continuously 
updated as information is refreshed, explaining data differences in 
reporting. 

 
2.4  The activity contained within the report continues to impact 

positively on addressing the findings and management actions 
articulated in the HMICS Thematic Inspection of Organisational 
Culture in Police Scotland December 2023 as People Cultural 
Indicators. 

 
2.5   Members are invited to discuss the content of this report.  
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3. FINANCIAL IMPLICATIONS 
 
3.1 The financial implications relating to these workforce insights and 

trends include: cost of sickness absence, officer and staff numbers, 
overtime and productivity. 

  
4. PERSONNEL IMPLICATIONS 
 
4.1 The implications relating to these workforce insights and trends are 

described in detail within the body of the report. 
 
5. LEGAL IMPLICATIONS 
 
5.1 There are no legal implications in this report 
 
6. REPUTATIONAL IMPLICATIONS 
 
6.1 There are no reputational implications in this report. 
 
7. SOCIAL IMPLICATIONS 
 
7.1 There are no social implications in this report. 
 
8. COMMUNITY IMPACT 
 
8.1 There are no community implications in this report. 
 
9. EQUALITIES IMPLICATIONS 
 
9.1 There are no equalities implications in this report 
 
10. ENVIRONMENT IMPLICATIONS 
 
10.1 There are no environmental implications in this report. 

RECOMMENDATIONS 
 
Members are invited to discuss the content of this paper. 
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Staff FTE
30/06/2024

5,130.3

Special Constable numbers
30/06/2024

375

Post Occupancy Rate 
Officers/Staff

Officers – 95.74%
Staff – 97.47%

Staff Hires

128

Police Officer Promotions

216

Turnover Officer , staff and 
combined

5.96%

Main reasons for leaving

Officers 
Retirement  - 2.15%

Staff – 
Other Employment – 2.61%

Exit Survey

29% of Leavers 
completed.

Cost of Absence

£22M

Abstractions
Avg Remaining Hours

Officers – 74.75%
Staff – 81.56%

% employees on Flexible 
Working

Officers – 17.69%
Staff – 40.67%

Completion rates

Officers – 88.63%
Staff – 91.95%

Attendance Rates

Officers – 88.98%
Staff – 92.12%

OST out of card

Officers FTE
30/06/2024

Police Hires

278

Voluntary Leavers Officer and 
staff

Officers – 278
Staff - 135

Absence

  AWDL YTD WDL%

      7.3  7.1%

Average Training Days

Officers –13.17
Staff – 2.91

Assaults on Staff & Officers

2089

Employees Hiring Leavers Availability Training Wellbeing

PY

154
PQ

172

Police Staff Promotions

70
PY

75
PQ

102

PY

6.7
PY

6.6%

PY

2002
PQ

1999

Duty Modifications

    Officers Staff

      2270 131
PQ

2253
PQ

142

New Grievances Submitted

40

PY

37
PQ

31

RRRD Bank Balances

23,083

PY
32,557

PQ
22,617

At a Glance - 2025/26 – Q2
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IHR trend EAP/ OHU referrals

Specific Illness

Key Data, Trends and Benchmarks

RIDDORS

% OST out of card % OST out of card

People Strategy Outcome 1 - We prioritise wellbeing and 
keep our people safe, protected and well-equipped
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People Strategy Outcome 1 - Insight, Analysis & Activity

Key Points to Note

Absence

A 0.4% percentage point increase has been recorded in % Working Days Lost (WDL) in comparison to Q1.  This increase is majority attributed to a rise in 

officer %WDL, which has increased by 0.5% percentage points, although staff have also recorded an increase of 0.2%.  For officers, this increase is 

recorded in both long- and short-term absences of 0.3% and 0.2% respectively. The most significant increase broken down by absence category is in long 

term Psychological Disorders which has increased by 0.3%.

In Q2, the top 3 reasons for WDL, for both employee types, are Psychological Disorders, Musculo-skeletal and Miscellaneous.

The cost of absence of £22m for this quarter is higher than the recent trend for organisations with more than 5,000 employees, suggested by the Chartered 

Institute of Payroll Professionals. (circa £20m, the same as our Q1 performance).

Wellbeing

The number of assaults reported in Q2 2025/26 has continued to trend upwards since Q3 2024/25, with this quarter recording 2089 assaults, a 4% 

increase on last quarter.  When looking at the previous 2 years, Q2 does represent the highest number of assaults in comparison to the rest of the quarters 

throughout the financial year. 
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People Strategy Outcome 2 - We support our people to be confident 
leaders, innovative active contributors and influencers 

Acting Ranks and trend Leadership Pipeline 

Leadership training 
provision and uptake

% officers in 
leadership roles 
without specific 

training

Key Data, Trends and Benchmarks

Leadership Pipeline 
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People Strategy Outcome 3 - Support our people to identify with and 
demonstrate Police Scotland values and have a strong sense of belonging 

Total Turnover Rate
Voluntary Resignation 

data

Retention Rate
(% employees who 

remained in 
organisation)

Exit survey data
Exit Survey

To be updated

Key Data, Trends and Benchmarks
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People Strategy Outcome 3 - Insight, Analysis & Activity

Key Points to Note

Turnover

Police Staff turnover has reduced by 0.2 percentage points in comparison to last quarter and by 1.37 in comparison to Q2 2024/25.  This reduction is 

recorded across all types of turnover, voluntary, involuntary and in retirements.  

In contrast to the position for police staff, police officer turnover has increased in comparison to the previous quarter and same time last year by 0.18 

and 0.34 percentage points.  When comparing to last quarter, this increase is largely related to an increase in retirements which represents 0.15% of 

the increase with 0.03% relating to voluntary leavers.  Continuing the trend from last quarter, probationer voluntary turnover continues to increase and 

has been rising since this time last year.  The % of voluntary turnover of probationers has risen by 0.25 since Q1.  The divisions with the highest rates 

of probationer turnover are Glasgow Division (G) (0.45%), North East Division (A) (0.26%), Highlands & Islands Division (N) and Lanarkshire Division 

(Q) (both 0.19%).

Stress Impact

The % of WDL related to stress is currently at 1.6% for officers and 1.2% for staff.  If we compare this with the same point in time over the past two 

years these figures are above the average.  Officers represent the most significant increase when comparing both employee types which is up 0.3 

percentage points in comparison to last year.  For officers, Policing Together Division, Criminal Justice Service Division (CJSD), Contact, Command 

and Control Division (C3) & Ayrshire Division (U) are the highest divisions over the force-wide average.  For staff, Glasgow (G), Tayside (D) and Fife 

(P) divisions represent the divisions furthest over the force-wide average.  It should be noted that some divisions have smaller cohorts of employees 

which affect the percentage recorded.

It is also worth noting that Policing Together, CJSD and C3 have the highest proportions of officers with duty modifications, over double the proportion 

in comparison to their retrospective organisational profiles. 
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SWP Outcome 1 - We design our organisation and 
organise our workforce to create capacity and efficiency

Workforce Overview 
(FTE, etc)

RRRD and TOIL banks Modified Duties

Post Occupancy Rates Abstractions

Key Data, Trends and Benchmarks

Overtime Hours 
(Average per 
employee)

Flexible Working
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Total Cancelled RRRD in Q2 26,166

Top 5 Cancelled RRRD % Officer Proportion
OPERATIONAL SUPPORT DIVISION 3,719 14.2% 9.0%
G DIVISION 3,335 12.7% 14.1%
SPECIALIST CRIME DIVISION 2,715 10.4% 11.6%
Q DIVISION 2,339 8.9% 7.8%
E DIVISION 2,056 7.9% 6.5%

Total RRRD in Bank (September 2025) 22,911

Top 5 Days In Bank % Officer Proportion
G DIVISION 5,674 24.8% 14.1%
SPECIALIST CRIME 2,559 11.2% 11.6%
OSD 2,197 9.6% 9.0%
C3 1,668 7.3% 3.6%
U DIVISION 1,428 6.2% 4.5%

SWP Outcome 1 - We design our organisation and 
organise our workforce to create capacity and efficiency

A Closer Look – Re-Rostered Rest Days (RRRDs)
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SWP Outcome 1 - We design our organisation and 
organise our workforce to create capacity and efficiency

A Closer Look – Modified Duties

Officers on Modified Duties

 31-Mar-22 31-Mar-23 31-Mar-24 31-Mar-25 30-Sep-25
ADJUSTED 257 394 531 671 736
IHR RETAINED (OFFICERS) 5 7 7 8 8
PROTECTED (PRE-NATAL, POST-NATAL) 23 17 18 18 23
RECUPERATIVE 137 107 142 190 202
RESTRICTED (PSD) 6 9 7 7 10

428 534 705 894 979
37% 36% 37% 38% 38%

ADJUSTED 311 504 655 793 856
IHR RETAINED (OFFICERS) 24 27 30 35 35
PROTECTED (PRE-NATAL, POST-NATAL) 120 121 151 145 128
RECUPERATIVE 248 239 291 385 422
RESTRICTED (PSD) 24 54 66 121 144

727 945 1,193 1,479 1,585
63% 64% 63% 62% 62%

TOTAL 1,155 1,479 1,898 2,373 2,564

DEPLOYABLE WITH RESTRICTIONS

NOT DEPLOYABLE
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SWP Outcome 1 - Insight, Analysis & Activity

Key Points to Note 

Workforce Capacity

Officer FTE has increased in comparison to the previous quarter by 13.93 FTE.  Although turnover has increased in Q2 in comparison to Q1 the 

total FTE has not fallen as a result of an intake of 243.  Staff FTE has also increased by 61.74 (1%) in comparison to last quarter.  In comparison 

to last year, this represents a 5% increase in total staff FTE.

RRRDs

RRRD banks have increased in comparison to the previous quarter (+2%) but are still down from  the previous year (-29%). The increase in July 

coincides with the US president’s visit to Scotland. Looking at the cancelled rest days in Q2, the top 5 Divisions account for 54.1% of the total, 

which is higher than the proportion of the organisation that the same divisions equate to. 

Modified Duties

In comparison to 2025/26 Q1, the number of officers on modified duties have increased when comparing both deployable with restrictions and 

non-deployable officers. The trend demonstrates that the current ratio of deployable to non-deployable remains the same as last year and the 

breakdown of reasons demonstrate the span across each category.

An ALP Officer is now embedded and continues to focus on progressing the High-Level Action Plan presented to the SPA People Committee in 

August 2025.  This area of work links directly to the 25/26 HR Strategic Work Plan activity to “Evolve the focus of the Duty Modifications Panel to 

enable increased capacity to the frontline.

Separately, an audit led by BDO is now underway focused on evaluating the processes (including occupational health interventions) supporting 

officers on recuperative duties to ensure everything possible is being done to support and enable them to return to full operational duties as soon 

as possible and within 12 months, minimising the number of officers who then require transitioning to longer term ‘adjusted’ duties (+12 months).
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SWP Outcome 2 - We are clear on the skills, capabilities and 
experiences we need

Overall Training 
Completion Rates

% officers eligible to 
apply for promotion 

per rank

Actual Promotions 
Staff and Officer

Promotion application 
rates and  success 

rates

Average Training Days 
per employee

Mandatory Training 
Completion rate

Key Data, Trends and Benchmarks

Mandatory Training 
Completion rate
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SWP Outcome 2 - Insight, Analysis & Activity

Key Points to Note

Training

The average number of days training (which takes account of online training) for police officers have increased in comparison to the position at the 

same time last quarter.

Training completion rates have fallen for both police officers but have risen for police staff based in comparison to Q1.

Development

Looking at the information being captured from MyCareer discussions it is recorded that training is the most commonly chosen selected development 

for both police officers and police staff so far in the 2025/26 cycle.

A full joint thematic report on Learning, Training and Develop & Leadership and Talent will be presented under item 3.3
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SWP Outcome 3 - We attract and retain suitable talent

Time to recruit officers 
and staff

Turnover
Promotions Staff and 

Officer

Voluntary turnover 
Officer, Staff and 

special constables
Cost per Hire

Key Data, Trends and Benchmarks

New-Hire Turnover

Exit Survey
To be updated
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SWP Outcome 3 - Insight, Analysis & Activity

Key Points to Note 

Promotions

Staff promotions have increased by 54.5% on previous quarter.  The subdivision largely responsible for these increases are Human Resources as a 

result of restructure.  An increase in promotions from the previous quarter was also recorded in Governance Audit and Assurance and Forensic 

Services.

Thematic Reporting

A report has been requested by SPA People Committee members that provides an understanding of work currently being done in respect of Special 

Constables and to explain what the ambition is in this area. This will be presented under item 3.8.
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