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This report summarises the findings of the National Police Workforce & 

Wellbeing Survey 2026, highlighting key police workforce issues
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Context for this report

Leapwise, on behalf of Oscar Kilo, the National Police Wellbeing Service, conducted the 
National Police Workforce and Wellbeing Survey 2026. Designed through extensive 
consultation with the service and review of other public sector workforce surveys, the survey 
aims to be a vital tool for policing to:

ÅEmpower the workforce to raise concerns  and highlight opportunities to improve

Å Inspire & inform action  ǘƻ ƛƳǇǊƻǾŜ ǘƘŜ ǿƻǊƪŦƻǊŎŜΩǎ ŜȄǇŜǊƛŜƴŎŜ ŀƴŘ ǎŜǊǾƛŎŜ ǘƻ ǘƘŜ ǇǳōƭƛŎ

ÅTrack impacts of improvement actions taken , and wider environmental changes

ÅReduce complexity of the survey landscape  by becoming the central reference point for 
understanding police wellbeing and workforce issues

¢Ƙƛǎ ȅŜŀǊΩǎ ǎǳǊǾŜȅ ōǳƛƭŘǎ ƻƴ ǘƘŜ ǎƛƎƴƛŦƛŎŀƴǘƭȅ ǊŜŘŜǎƛƎƴŜŘ ǾŜǊǎƛƻƴ ǳǎŜŘ ƛƴ нлнрΣ ƛƴŎƻǊǇƻǊŀǘƛƴƎ 
ƘŜƭǇŦǳƭ ŦŜŜŘōŀŎƪ ŦǊƻƳ ƭŀǎǘ ȅŜŀǊΩǎ ǇŀǊǘƛŎƛǇŀƴǘǎΦ ¢Ƙƛǎ ȅŜŀǊΩǎ ǊŜǇƻǊǘ ƛƴŎƭǳŘŜǎ ŀƴ additional suite 
of questions that ask why observed trends occur, helping to identify key drivers that require 
actionΦ ¢ƘŜ ǊŜǇƻǊǘ ŀƭǎƻ ƛƴŎƭǳŘŜǎ ōŜƴŎƘƳŀǊƪƛƴƎ ŀƎŀƛƴǎǘ ƭŀǎǘ ȅŜŀǊΩǎ ǊŜǎǳƭǘǎ ǘƻ ǘǊŀŎƪ ǇǊƻƎǊŜǎǎΦ

The survey was run over four weeks from 1 June to 29 June 2026, with 33 forces actively 
participating in the survey (two forces extended due to exceptional circumstances, closing on 
5 and 6 July respectively). Nationally, the survey received 56,677 valid responses (including 
non- territorial forces) ς with a record 27.8% response rate among participating forces and 27 
forces achieving response rates of over 15%. 

This report provides key insights from the National Police Workforce and Wellbeing Survey 
2026 on England and Wales territorial forces. The survey is intended to provide essential 
information for national policing organisations  and local forces about employee wellbeing 
and experience . While Oscar Kilo leads national wellbeing support for policing, some of the 
issues highlighted in this report are addressed through other national programmes across 
policing. Next steps are available here, and information on further support here.

Table of contents for this report

Executive summary

Thematic findings: how do colleagues experience their 
work in policing?

Why are we seeing these trends?

Appendix 1: Differences by role, rank and staff grade

Appendix 2: Differences by team

Appendix 3: Differences by background characteristics

Appendix 4: Methodology

Sign up to our Newsletter and follow us on 
LinkedIn for the latest insights and updates 

from our work across UK policing

http://www.leapwiseadvisory.com/
https://www.oscarkilo.org.uk/
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This report covers a broad range of workforce experiences and views -  

from wellbeing and engagement to culture and leadership
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Issues covered within our framework and this survey

ÅWe do not report results for groups of fewer than 
15 responses to assure confidentiality ς instead, 
ǿŜ ƳŀǊƪ ǎƳŀƭƭ ǎŀƳǇƭŜǎ ŀǎ άb!έΦ
ÅPlease take care when interpreting results for 

groups with a small number of responses (<c.50). 
These are more sensitive to particularly negative 
or positive individuals. See the Appendix for group 
sample sizes.
ÅAs with any voluntary survey, we cannot rule out 

non- response bias (the risk that those who 
complete the survey differ from those who did 
not). While some research suggests dissatisfied 
staff may be more likely to voice concerns, other 
evidence1 has found the opposite: non -
respondents tend to be more disengaged. Like 
other public sector surveys, we assume non -
responses are missing- at- random (MAR), 
meaning that after accounting for observable 
characteristics included in the weighting 
framework, respondents and non - respondents do 
not differ.
ÅAll statistics have been calculated using weights 

to account for differing response rates . Given the 
large sample size and the use of weighting to 
ensure representativeness, these findings provide 
a robust evidence base for informing action.

ÅOverall wellbeing

Wellbeing Engagement

ÅOverall satisfaction
ÅIntention to stay
ÅeNPS

Workforce

How do the police workforce feel about their work?

How well supported does the police workforce feel?

The job

ÅWorkload pressures
ÅRole preparedness

Organisational climate

ÅOrganisational justice
ÅPsychological safety
ÅPersonal experiences 

People

ÅTeam support
ÅManager support
ÅService leadership

Organisational support

ÅLearning & develop.
ÅEnabling resources
ÅWellbeing support

Notes about the report
NPWWS 2026 responses
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From E&W territorial forces

Total  valid responses 55,602

Response rate (overall) 22% 

Response rate (among 
participating forces)

27%

Police Officers 32,471 (22%)

Police Staff 20,812 (23%)

PCSOs 1,343 (18%)

Specials & Volunteers 453 (5%)

Response number and rate by role

1wƘƻŘŜǎΣ /Φ !ǳōǊŜȅΣ Ŝǘ ŀƭΦ Ϧ²ƘƻΩǎ bƻǘ ¢ŀƭƪƛƴƎΚ bƻƴǊŜǎǇƻƴǎŜ .ƛŀǎ 
in Healthcare Employee Well - Being Surveys." Journal of 
Healthcare Management 70.5 (2025): 337- 353.



EXECUTIVE SUMMARY



OK NPWS -  National Police Workforce & Wellbeing Survey 2026

Summary | tƻƭƛŎƛƴƎΩǎ ƎǊŜŀǘŜǎǘ ǎǘǊŜƴƎǘƘ ǊŜƳŀƛƴǎ ƛǘǎ ǇŜƻǇƭŜΣ ōǳǘ ǘƘƛǎ ȅŜŀǊΩǎ 

survey shows worryingly poor wellbeing and significant cultural issues
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tƻƭƛŎƛƴƎΩǎ ƎǊŜŀǘŜǎǘ ǎǘǊŜƴƎǘƘ ǊŜƳŀƛƴǎ ƛǘǎ ǇŜƻǇƭŜ
Policing benefits from a highly committed workforce underpinned by perceptions of strong team support. Police officers and staff are 
confident in their ability to do the job, and report strong team culture and line manager support.

89% feel skilled to perform their role    82% cite their team works together to improve the service 

However, poor wellbeing remains a serious concern
Wellbeing remains critically low compared to other sectors, particularly in frontline and operational roles. Poor wellbeing (driven by 
unsustainable workloads) is reducing service quality, reducing compassion with victims and increasing risk of turnover.

56% report regular physical exhaustion due to work   44% report regular emotional exhaustion  

As policing prepares for major reform, results show substantial improvements are possible ς but the workforce remain sceptical
Some forces have demonstrated significant improvement since 2025, showing positive momentum is achievable, but sustained impr ovements 
will need system-wide improvements and improved management of change.

20% feel change is well managed   50% identify capacity and resources as a key barrier to effective change

Many feel that police culture is sub - optimal, with low psychological safety, fairness concerns and significant cynicism
The police workforce reports low psychological safety, and significant amounts of workforce misconduct ς with issues being signi ficantly 
more pronounced for junior ranks and under - represented groups.

23% of constables feel they will be supported if they make a genuine mistake, compared to 85% at ACC level

30% of colleagues say they plan to leave their force or policing within a year, driven by poor work - life balance, pay & leadersh ip
Despite considerable risk of attrition, forces can retain officers and staff by addressing key challenges identified by poten tia l leavers and 
focusing on key motivators expressed by those wanting to stay.

54% of potential leavers want better work - life balance  60% of stayers remain because they enjoy their role
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Strengths | Officers and staff generally feel capable, supported and 

committed, despite pressures
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The results indicate policing has a capable workforce that can work together effectively. Crucially, colleagues 

report high levels of discretionary effort, as 63% of the workforce (and 72% of officers) report r egularly working 

beyond their contracted hours without additional pay. These foundations represent strengths that reform and 

improvement efforts can build upon. 

89%
feel they have the skills and 
experience to do their job

82%
believe their team works 

together to improve the service 

74%
say their line manager sets a 

positive example

Compared to 72% in the NHSCompared to 78% in the armed forces Compared to 73% in the armed forces 

Most colleagues feel equipped and 
trusted to perform their role

The majority of the workforce also feel supported by both their teams 
and line managers 

83%
feel trusted to do the job

65%
believe their team handles 

disagreements constructively

73%
say their line manager takes a 
positive interest in their health 

& wellbeing

Compared to 72% in the NHSCompared to 56% in the NHS Compared to 89% in the NHS 
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80%
of colleagues experiencing high workloads cite insufficient capacity, compared with 15% of those with 
manageable workloads

Wellbeing & workload | The workforce reports worrying levels of fatigue and 

burnout due to work pressures
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Wellbeing remains poor, particularly in frontline roles: for example, 63% of colleagues in incident response report 
often or always feeling burnt out. 

44% 
report regular emotional 
exhaustion due to work

Compared to 32% in the NHS

53% 
face unrealistic time pressures

Compared to 29% in the NHS

Workload pressures ς identified to have the strongest influence on wellbeing in 2025 1 -  remain a significant issue.

Colleagues experiencing the greatest workload pressures point to insufficient capacity and cover as a key 
challenge. 

45% 
report regular burnout because of 
their job

Compared to 35% in the NHS

56% 
report regular physical exhaustion 
due to work

55% 
find it difficult to take enough breaks

1Drivers of wellbeing report available via the Oscar Kilo website here.

https://oscarkilo.org.uk/national-police-wellbeing-survey-2025-deep-dive-drivers-wellbeing
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Culture | Officers and staff experience significant workplace misconduct: 

underrepresented groups 2 - 3x more likely to face bullying or discrimination
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National averages mask cultural and safety gaps across the policing workforce, with underrepresented groups 
consistently reporting poorer experiences at work

See appendix 3  for full breakdowns.

Colleagues with an acquired 

gender are 2x more likely to 

experience bullying, 

harassment & discrimination 

Ethnic minority colleagues 

experience misconduct nearly 

2x as often as white 

colleagues

One in four colleagues with 

long term health conditions 

experience misconduct -  2.5x 

more than others

experienced bullying or harassment at work
in the last 12 months

14% experienced discrimination at work
in the last 12 months

12% 

14%

20%

Gender identity
same as sex

Gender identity
not same as sex

11%

24%

Gender identity
same as sex

Gender identity
not same as sex

20%

10%

Ethnic minority

White

20%

13%

Ethnic minority

White

7%

26%

No health
condition

Any health
condition

10%

25%

No health
condition

Any health
condition

Two in five Jewish colleagues 

were bullied or harassed at 

work ς 3x the average rate

12%

14%

19%

24%

25%

25%

26%

27%

41%

No religion

Christian

Hindu

Muslim

Other

Buddhist

Pagan

Sikh

Jewish

Bullying and harassment

Discrimination

Bullying and harassment
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Culture | Colleagues often fail to seek wellbeing support or report workplace 

incidents, citing a range of reasons for under - reporting
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Overall survey findings point to a culture affected by significant fear and cynicism, and decreasing engagement

Time constraints limit accessing health and wellbeing 
support, but career anxiety is also a barrier

38% cited l ack of time or workload pressures as a 

barrier to seeking health and wellbeing support

35% worry about impact on their reputation or 

career

58% disagree that senior leaders will act on survey findings

Most misconduct victims opt for silence, anticipating 
indifference or professional fallout

67% ƻŦ ǘƘƻǎŜ ǘƘŀǘ ŜȄǇŜǊƛŜƴŎŜŘ ōǳǘ ŘƛŘƴΩǘ ǊŜǇƻǊǘ 
bullying or harassment felt no action would be taken 

53% feared it would impact their career

Large portions of the workforce avoid seeking wellbeing support or reporting misconduct due to a fear of career 
repercussions or scepticism that  meaningful action will be taken if they flag issues .

1Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

7 pp drop in the share of workforce reporting they feel a sense of personal accomplishment due to their work 1 ς 
from 67% to 60% 

Compared to 75% in the Civil Service



OK NPWS -  National Police Workforce & Wellbeing Survey 2026

Culture | Confidence to challenge upwards is very low at junior grades, 

limiting learning and creating operational risk
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How confident do you feel disagreeing with or 
challenging...

% selecting 'very confident' or 'extremely confident'

Your colleagues

Your line manager(s)

Inspectors, CIs and staff equivalent

Supts, Chief Supts and staff equivalent

ACCs / ACOs and above

Constable Sergeant Inspector CI Supt ACC +

Confidence challenging peers increases with seniority, but 

confidence in upward challenge is consistently low. This 

reiterates policing inquiries that have repeatedly 

highlighted the issue: The Macpherson Inquiry (1999), 

Hillsborough (2012), the Casey Review (2023) and Angiolini 

(2024) all identified failures to challenge decisions and 

escalate concerns as key factors contributing to errors and 

organisational  failure.

Even senior leaders report lower 
confidence challenging line managers

Confidence challenging upwards is 
lowest among junior colleagues

Sources: 1. See for example, Edmondson & Lei (2014); Morrison (2014); Fenton-hΩ/ǊŜŜǾȅ et al. (2024) . 2. Ministry of Defence (2022), 
Psychological Safety in MOD Major Projects .

Research shows that psychological safety shapes 
whether people raise risks, challenge decisions and 
report mistakes τimpacting organisational  learning 
and decision - making. 1 For example: Psychological 

safety explained 38% of the variation in team 
performance within the Ministry of Defense. 2
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27%

30%

38%

52%

Practitioner

Supervisory
manager

Middle
manager

Senior
manager+

Culture | Confidence in organisation fairness is also low, with satisfaction 

with recognition and promotion processes increasing with seniority

E
X

E
C

U
T

IV
E

 S
U

M
M

A
R

Y

11

10%

23%

22%

30%

55%

86%

Constable

Sergeant

Inspector

Chief Inspector

Superintendent

ACC+

13%

16%

25%

37%

52%

82%

Constable

Sergeant

Inspector

Chief Inspector

Superintendent

ACC+

¢ƘŜ ΨǊŀƴƪ ƎŀǇΩ ƛƴ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ƻǊƎŀƴƛǎŀǘƛƻƴŀƭ ŦŀƛǊƴŜǎǎ -  with a 
disconnect between senior leaders and more junior officers and staff -  
warrants closer understanding to build transparency and credibility

Satisfaction with the fairness of the promotion system

The recognition I receive from my force for my work

20%

26%

33%

46%

Practitioner

Supervisory
manager

Middle
manager

Senior
manager+

% selecting 'satisfied' or 'very satisfied'

Trust in organisational 
recognition processes remains 
low across policing 

18% of the workforce are 

satisfied with the fairness of the 
promotion system

Compared to 33% in the armed 
forces

21% are satisfied by the 

recognition they receive from 
their force for their work
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Intention to leave | Those intending to leave report a desire for better work -

life balance , but enjoying the role is a key reason people choose to stay
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30% of the workforce are at risk of leaving their force or policing altogether within a year

54% of potential leavers cite better work - life 

balance
62% of stayers say they remain for the job security 

& pension 

60% of stayers say they remain because they enjoy 

their role

41% of stayers say they remain for making a 

difference 

44% of potential leavers desire better pay and 

benefits package

42% of potential leavers cite poor leadership

9% 15% 6% 23% 47%

Leave ASAP Leave policing within a year Leave organisation within a year Stay at least a year Stay at least 3 years

A desire for a better work - life balance is a key reason 
colleagues intend to leave their force or policing 
altogether. 

However, positively, most that say they want to continue 
in their organisation do so because they enjoy their role 
and feel they make a positive difference.
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Driving improvement | Some forces have shown significant improvements 

since 2025, but  ǘƘŜ ǿƻǊƪŦƻǊŎŜ ǊŜƳŀƛƴ ǎŎŜǇǘƛŎŀƭ ƻŦ ǇƻƭƛŎƛƴƎΩǎ ŀōƛƭƛǘȅ ǘƻ ŎƘŀƴƎŜ

E
X

E
C

U
T

IV
E

 S
U

M
M

A
R

Y

13

Change 
since 2025

Comparison of force scores between 2025 and 2026

Each row is a force. Only forces with a 15+% response rate both years 
are displayed.

2025 score      2026 score

Several forces have achieved substantial improvements since 
2025, demonstrating that workforce experience can improve 
when the right issues and interventions are prioritised.

As policing enters a period of significant reform, the survey 
highlights key challenge areas to effectively deliver change: 

Å 20% of the workforce say change is well managed
Compared to 26% in the armed forces, and 33% in the Civil Service

Å Change capacity is under significant strain , with many feeling 
stretched by resource pressures
o 50% identify capacity and resources as the biggest barrier 

to delivering change
o 27% identify communication & engagement as the key 

challenge 

As policing prepares for reforms, workforce sentiment suggests 
that success will depend not only on the reforms themselves, but 
ƻƴ ƻǊƎŀƴƛǎŀǘƛƻƴǎΩ ŀōƛƭƛǘȅ ǘƻ ŎǊŜŀǘŜ ŎŀǇŀŎƛǘȅΣ ŜƴƎŀƎŜƳŜƴǘ ŀƴŘ 
confidence needed to deliver them.
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Priorities for action

The survey raises a range of areas for policing 

leaders to prioritise:

ÅImprovements in workforce planning, workload 

management and streamlining processes to 

rebalance capacity and ensure officers and staff 

are not overwhelmed by workload pressures 

ÅFostering an environment that values constructive 

challenge, speaking up, feedback and learning

ÅBuilding trust in career progression through 

greater transparency in promotion decisions, and 

introducing more timely, meaningful and 

consistent recognition

ÅBuilding a culture where colleagues feel safe to 

seek support for wellbeing without fear of reprisal

Further analysis of key drivers is forthcoming, which 

will support better identification of key issues and 

drivers to address in order to  improve workforce 

experience and service to the public.

Next steps | Policing now has an opportunity to translate workforce insight 

into meaningful action
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Key next steps

Further national analysis

Deep dive reports will be published this autumn on:
ÅFactors shaping wellbeing, burnout and workload
ÅHow leadership influences workforce experience and change 

readiness 
ÅHow wellbeing support is accessed (or not) and where it can be 

strengthened

We want the survey to be a valuable resource to understand and 
better support workforce improvement. If there are specific questions 
you would like to explore further, please get in touch to discuss how 
we could support your priorities.

Oscar Kilo next steps

Oscar Kilo will use these findings to understand the workforce issues 
most closely linked to wellbeing. This will feed directly into the national 
mandatory wellbeing standards being developed with the Chief 
Medical Officer for Policing, and all of  our workstreams including 
around key issues of trauma, fatigue and early intervention. The deep 
dive reports that follow will also shape this work. We will also work 
alongside forces as they act on their local results, and will continue to 
support them as they develop their work further.



THEMATIC FINDINGS
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Wellbeing
Overall physical, mental and emotional 
wellbeing

Engagement
Overall satisfaction, motivation & 
advocacy for the service

Index scores versus last survey ς Scores are on a 0 to 10 scale and are calculated by combining all the questions within a theme*

ChangeWellbeing Change

Team support
Team culture and working relationships

Line manager support
How supportive and effective line 
managers are

Service leadership
How well senior leaders lead and support 
the service

Organisational justice
Fairness in the workplace

Psychological safety
Feeling safe to express oneself

Workload pressure
How much pressure workload issues place 
on employees

Role preparedness 
Capability to and clarity about carrying 
out the job 

The Job

People

Change is 2026 index minus 2025 index only using questions in both surveys; *responses mapped to a 0 - 10 scale then averaged

Organisational Climate

Organisational Support

Enabling resources and services
Resources and services that enable 
employees to perform their duties well

Wellbeing support
Support with wellbeing issues for 
employees and their families

Learning & development
Accessibility and usefulness of training

Engagement2026 2026

Overview | The workforce experience remains broadly stable, with continued 

pressures around wellbeing , workload , leadership and culture
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appearing in and responses from forces participating in both surveys
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What does the survey tell us: Function with highest score:

Overall workforce Change since 2025

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

Come to work even when you did not feel well 
enough to perform your duties?

Felt fatigue or physically exhausted by work?

Found your work to be emotionally exhausting?

Felt stressed about your finances?

Found it difficult to empathise with victims of crime 
due to the demands of your job?

Felt burnt out because of your job?

Wellbeing | High levels of fatigue, emotional exhaustion and burnout 

remain mostly unchanged across policing

17

üWorkforce wellbeing continues to be affected by sustained pressures, with over half of colleagues 
frequently experiencing fatigue or physical exhaustion due to work.

üNearly half the workforce report regular emotional exhaustion or burnout, highlighting the cumulative 
impact of policing demands.

üA quarter of the workforce often or always struggle to empathise with victims because of their role, 
raising concerns about the impact of poor wellbeing on service delivery.

Infrastructure/assets (score: 6.1)

Local - incident response (score: 3.9)

% Often or always% Often or always % Sometimes % Rarely or never

In the last 12 months, how often  (if at all) have 
you...

Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

Public sector 
benchmarking

NHS 2025
29% often or always 

felt exhausted by 
the thought of a 

shift

35% often or always 
found their work to 

be emotionally 
exhausting

32% often or always 
felt burnt out 

because of their 
work
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What does the survey tell us: Function with highest score:

Overall workforce Change since 2025

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

My work gives me a sense of personal 
accomplishment

The pay and benefits I receive are fair for the work 
I do

I feel that the work of my force makes a positive 
difference to the public

If a friend or relative was a victim of crime, I would 
be happy with the standard of support provided to 
them by my force

Engagement |  A strong sense of purpose and public impact has 

weakened since 2025, and concerns about pay persist

18

Finance, commercial & risk (score: 6.7)

Local - incident response (score: 4.6)

% Agree% Agree % Neither % Disagree

To what extent do you agree or disagree that...

Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

üDespite wider challenges, most colleagues continue to derive purpose from their work and believe 
their force makes a positive difference to the public, although these views have become less positive.

üMore than half of the workforce remain dissatisfied with their pay and benefits, making the reward 
one of the most persistent engagement challenges.

üConfidence in the service provided to victims is far from universal, with workforce views remaining 
more evenly split.

Public sector 
benchmarking

CSPS 2026
75% agree their work 
gives them a sense of 

personal 
accomplishment

AFCAS 2026
37% agree their pay 
and benefits are fair 
for the work they do

NHS 2025
63% agree they would 

be happy with the 
service provided
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On a scale of 0 to 10, how 
likely are you to recommend 

your force as a place to work? Your force National

Employee Net Promoter Score

Your force National

²Ƙŀǘ ƛǎ ǘƘŜ ά9ƳǇƭƻȅŜŜ 
bŜǘ tǊƻƳƻǘŜǊ {ŎƻǊŜέΚ
The eNPS is a standard 
metric used to measure 
workforce engagement. 
Respondents are asked, 
on a scale of 0 to 10, how 
likely they are to 
recommend their place 
of work. The score is the 
percentage of the 
workforce that are 
ΨtǊƻƳƻǘŜǊǎΩ όǘƘƻǎŜ 
selecting 9 or 10) minus 
the percentage that are 
Ψ5ŜǘǊŀŎǘƻǊǎΩ όǘƘƻǎŜ 
selecting 0 to 6).

For comparison, the 
eNPS is:
Å - 10% in the 
ΨƎƻǾŜǊƴƳŜƴǘΩ ǎŜŎǘƻǊ

Å+20% in health
Å+5% in non- profits

Promoters (9 -10) Passives (7- 8) Detractors (0 - 6)

eNPS by team, rank and grade

Source: 
https://www.hive.hr/the -
employee - engagement -
benchmarks - q1- 2026/
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Practitioner
Supervisory 

manager
Middle 

manager
Senior 

manager +Constable Sergeant Inspector CI Supt ACC +

Engagement | Advocacy for police organisations rises with rank, revealing a 

substantial frontline - to- leadership divide
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- 58%
Average score
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1: All axes start at 0%

Officers Staff PCSOs

0%1

Engagement | 30% of the workforce are at risk of leaving policing or their 

force within a year -  this is most pronounced in operational roles

Which of the following most reflects your current thoughts about working 
for your force?

Percentage of each team that is intending to leave
Defined as selecting ǘƘŜ ΨƭŜŀǾŜ !{!tΩ or leave within a year option s
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What does the survey tell us: Function with highest score:

Overall workforce Change since 2025

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

I face unrealistic time pressures

I find it difficult to take enough breaks

Workload pressures | High workload pressures remain across 

policing, despite fewer difficulties taking breaks

21

üWorkload pressures remain high across the workforce, with over half the workforce reporting 
unrealistic time pressures and difficulties taking sufficient breaks. 

üPressure is particularly acute in incident response, which records the lowest score of any function (1.6).

üVariation between functions continues to demonstrate workload pressures are not experienced 
equally across policing, with frontline roles experiencing the greatest challenge. See page 110 for 
breakdown between functions and page 41 for drivers of workload.

National - CTP (score: 5.5)

Local - incident response (score: 1.6)

% Agree% Agree % Neither % Disagree

To what extent do you agree or disagree that...

Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

Public sector 
benchmarking

NHS 2025
29% agree they face 

unrealistic time 
pressures
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What does the survey tell us: Function with highest score:

Overall workforce Change since 2025

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

I have the knowledge, skills and experience to do 
my job

I am trusted to do my job

I am clear of what is expected of me at work

Role preparedness |  The workforce still feel capable, trusted and 

clear about their expectations

22

Finance, commercial & risk (score: 8.3)

Local - incident response (score: 7.3)

% Agree% Agree % Neither % Disagree

To what extent do you agree or disagree that...
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Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

Public sector 
benchmarking

AFCAS 2026
73% agree they have 
the knowledge, skills 
and experience to do 

the job

NHS 2025
89% feel trusted to do 

the job

CSPS 2026
89% feel trusted to do 

the job

üRole preparedness is one of the strongest areas measured in the survey, with 89% of colleagues feeling 
capable and confident in their role (compared to 73% in the armed forces)

üThe workforce generally feel trusted to use their skills and experience, reflecting a positive level of 
autonomy in day - to- day work.

üVariation between functions is relatively limited, suggesting positive perceptions of role preparedness 
are widespread across policing.
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What does the survey tell us:

Overall workforce Change since 2025

Function with highest score:

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

If you raised a concern about workplace conduct 
that it would be properly investigated?

The fairness of the promotion system

The recognition you receive from your force for 
your work

Org. justice | Confidence in organisational fairness remains low, 

with only one in five colleagues satisfied with recognition for work

23

How satisfied or dissatisfied are you with...
% Satisfied% Satisfied % Neither % Dissatisfied

How confident are you that... % Confident% Confident % Somewhat conf. % Not confident
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Finance, commercial & risk (score: 5.5)

Road policing (score: 3.8)

Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

Public sector 
benchmarking

AFCAS 2026
33% satisfied with the 

promotion system

üRecognition and perceived fairness of promotions continue to be areas of concern, with 42% of 
colleagues feeling their organisation does not consistently reward performance fairly.

üA substantial proportion of the workforce lack confidence that concerns about workplace conduct 
would be investigated properly.

üVariation between functions suggests some parts of the workforce have been more successful than 
others at building confidence to assure fairness and accountability.
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What does the survey tell us:

Overall workforce Change since 2025

Function with highest score:

Function with lowest score:

ΨǇǇΩ Ґ ΨǇŜǊŎŜƴǘŀƎŜ ǇƻƛƴǘΩ

Your colleagues

Your line manager(s)

Inspectors, CIs and staff equivalent

Supts, Chief Supts and staff equivalent

ACCs / ACOs and above

If I make a genuine mistake at work, I feel that I 
will be supported by my force

When genuine mistakes happen, the focus is on 
learning and improvement

If I see mistakes or errors in my force, I know how 
to raise a concern

Psych. safety | Psychological safety remains a challenge, especially 

confidence to disagree or challenge leaders

24

ü7 out of 10 colleagues know how to raise concerns, providing a strong foundation for a positive 
speaking - up culture.

üHowever, confidence in challenging others decreases steadily with seniority, indicating a culture that 
limits upward challenge and potential identification of risks.

ü40% of colleagues feel they will not be supported if they make a genuine mistake at work, which may 
discourage openness and speaking up when things go wrong.

To what extent do you agree or disagree that...

% Agree% Agree % Neither % Disagree

How confident do you feel challenging... % Confident% Confident % Somewhat conf. % Not confident

T
H

E
M

A
T

IC
 F

IN
D

IN
G

S

Tech/ICT (score: 5.9)

Local - incident response (score: 4.3)

Change since 2025 calculated only using responses from forces participating in both the 2025 and 2026 survey

Public sector 
benchmarking

AFCAS 2026
56% agree if I make a 
mistake at work, I do 
not feel it will be held 

against me  
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hŦ ǘƘƻǎŜ ŜȄǇŜǊƛŜƴŎƛƴƎ ŀǎǎŀǳƭǘ ōȅ ŀ ƳŜƳōŜǊ ƻŦ ǘƘŜ ǇǳōƭƛŎΧ

experienced assault by a member of the public
in the last 12 months; excludes those with no interaction with the public

Formally reported

Informally reported

Did not report

experienced assault by a member of the organisation
in the last 12 months

hŦ ǘƘƻǎŜ ǊŜǇƻǊǘƛƴƎ ƛǘΧ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴǎ ŦƻǊ ƴƻǘ ǊŜǇƻǊǘƛƴƎ ƛǘ ŀǊŜΧ

I did not think it justified reporting 52%

Justice system wouldn't respond adequately 40%

No action would have been taken 34%

Remaining options: Too much time taken to report (26%); It was dealt with at the 
scene (20%); I was not aware of the procedures to report this (2%).

Experiences | A third of the police workforce have been assaulted by a 

member of the public in the last 12 months, but positively most report assault

25

31%

ω 46%are satisfied with the support they received
ω 51%are satisfied with the action taken

1%
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See breakdown by function here: page 116

41% of Officers
36% of Specials & Volunteers

22% of PCSOs
4% of Police Staff
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hŦ ǘƘƻǎŜ ŜȄǇŜǊƛŜƴŎƛƴƎ ƛǘΧ

experienced discrimination by a member of the public
in the last 12 months; excludes those with no interaction with the public

Formally reported

Informally reported

Did not report

hŦ ǘƘƻǎŜ ǊŜǇƻǊǘƛƴƎ ƛǘΧ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴǎ ŦƻǊ ƴƻǘ ǊŜǇƻǊǘƛƴƎ ƛǘ ŀǊŜΧ

No action would have been taken 64%

Too much time taken to report 23%

Concerned about the impact on my career 16%

Remaining options: Concerned about being labelled a troublemaker (13%); 
Concerned about confidentiality (13%); Concerned about being victimised (10%); I 
was not aware of the procedures to report this (6%).

Experiences | Discrimination from the public is less common, but reporting is 

significantly lower driven largely by a belief that no action would be taken  

26

16%

ω 43%are satisfied with the support they received
ω 41%are satisfied with the action taken
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See breakdown by background characteristics here: page 133

20% of Officers
20% of PCSOs

16% of Specials & Volunteers
7% of Police Staff
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hŦ ǘƘƻǎŜ ŜȄǇŜǊƛŜƴŎƛƴƎ ƛǘΧ

experienced bullying or harassment at work
in the last 12 months

Formally reported

Informally reported

Did not report

hŦ ǘƘƻǎŜ ǊŜǇƻǊǘƛƴƎ ƛǘΧ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴǎ ŦƻǊ ƴƻǘ ǊŜǇƻǊǘƛƴƎ ƛǘ ŀǊŜΧ

No action would have been taken 67%

Concerned about the impact on my career 53%

Concerned about being labelled a troublemaker 48%

Remaining options: Concerned about confidentiality (46%); Concerned about being 
victimised (36%); Too much time taken to report (5%); I was not aware of the 
procedures to report this (4%).

Experiences | 1 in 7 colleagues experience bullying or harassment at work, 

but only half report it as many anticipate inaction or negative repercussions

27

14%

ω 19%are satisfied with the support they received
ω 12%are satisfied with the action taken
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See breakdown by background characteristics here: page 135

20% of PCSOs
14% of Officers

14% of Police Staff
11% of Specials & Volunteers
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hŦ ǘƘƻǎŜ ŜȄǇŜǊƛŜƴŎƛƴƎ ƛǘΧ

experienced discrimination by a member of the organisation
in the last 12 months

hŦ ǘƘƻǎŜ ǊŜǇƻǊǘƛƴƎ ƛǘΧ ¢ƘŜ Ƴƻǎǘ ŎƻƳƳƻƴ ǊŜŀǎƻƴǎ ŦƻǊ ƴƻǘ ǊŜǇƻǊǘƛƴƎ ƛǘ ŀǊŜΧ

Formally reported

Informally reported

Did not report

Experiences | 1 in 8 of the workforce experience discrimination -  and again 

reporting is low due to belief no action would be taken or fear of career risk

28

12%

ω 17%are satisfied with the support they received
ω 13%are satisfied with the action taken
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No action would have been taken 70%

Concerned about the impact on my career 53%

Concerned about being labelled a troublemaker 48%

Remaining options: Concerned about confidentiality (44%); Concerned about being 
victimised (32%); Too much time taken to report (5%); I was not aware of the 
procedures to report this (4%).

See breakdown by background characteristics here: page 136

13% of Officers
13% of PCSOs

10% of Police Staff
6% of Specials & Volunteers






























































































































































































































