
OVERVIEW  
With effect from 30 March 2018 all public, private 
and voluntary sector organisations with 250 
employees or more are required to publish their 
gender pay gap position.  The first Northumbria 
Police report can be found on the force website. 

This data is refreshed annually; this report being the 
second to be published, showing the position a year 
on. 

 

Gender pay gap measures are different to the 
concept of equal pay. Equal pay refers to the 
requirements of employers, in line with the Equality 
Act 2010, whereby men and women in the same 
employment performing equal work must receive 
equal remuneration. This is a principle the Force 
has always observed. Gender pay gap, on the 
other hand, is a measure of the difference between 
men’s and women’s average earnings based on 
hourly rate of pay. It is expressed as a percentage of 
men’s earnings.  

This report is based on hourly pay rates as at 
31 March 2018 and bonuses paid between 1 
April 2017 and 31 March 2018.  

As a reminder, the regulations require 
employers to publish the following specific 
measures in order to identify their gender 
pay gap:  

Mean gender pay gap The difference 
between the average hourly rate of male and 
female employees.  

Median gender pay gap Lining up all existing 
hourly rates, the difference between the mid-
point of that of male employees compared to 
that of females.  

Mean bonus gap The difference between the 
average bonus paid to male employees and the 
average of those paid to females.  

Median bonus gap Lining up all bonus values 
paid in the relevant period, the difference 
between the mid-point of all bonuses paid to 
male employees compared to the average of 
those paid to females.  

Bonus proportion The proportion of male 
and female employees who were paid a bonus 
during the relevant period.  

Quartile pay band The proportion of male 
and female employees falling in each of the four 
natural groups formed when dividing all rates of 
pay into four equal sized areas.  

2018/19 

The definition of pay is gross ordinary pay and 
bonus pay as of the snapshot date of 31st March 
2018. It does not include overtime, pay in lieu, 
benefits in kind or redundancy pay.  

The definition of employees is those who are 
employed by Northumbria Police as of 31 March 
2018, irrespective of the duration of their 
employment. This includes police officers and police  
staff. 



ANALYSIS 
MEAN AND MEDIAN GENDER 
PAY GAP 

2017 2018 Progress 

12.3% 12.2% Improvement 
of 0.1% 

15.0% 13.9% Improvement 
of 1.1% 

 

Mean gender 
pay gap 

Median gender 
pay gap 

The mean pay gap for Northumbria Police is 
12.2% when measuring all hourly rates 
combined and the median value of the same is 
13.9%. Both of these measures show an 
improved position compared to March 2017, 
showing progress towards closing the gap.  

Overall, the proportion of females employees 
has slightly increased. 

Officers 

Pay for Police Officers determined by the Home Office and at a national level, and is based upon rank 
and length of service.  

The mean pay gap for officers is 1.4%, an improvement of 1.2 percentage points (from 2.6%) reported 
last year. This means the average hourly rate of all males combined is higher than that of females by 
1.4%. Although officers at the same rank and same level of service are paid the same rate, two main 
factors underpin the mean pay gap: The Force has more male officers than female, and on average, males 
show longer length of service which means, on average, more males are at the higher end of the pay 
increments in each rank. Since the last report, the proportion of female officers has slightly increased. 

The median gender pay gap for officers is 0%. This occurs as both female and male officers have an equal 
median hourly rate of pay. Officers are predominantly at Police Constable (PC) rank with a length of 
service which places them predominantly on the highest point of the pay scale within the PC rank, 
regardless of gender. This results in no gap under this measure.  

Staff 

The mean gender pay gap is 9.4%.The median pay gap is 6.3%. Although there is a higher percentage 
overall female staff compared to male staff, there remains a lower representation of females in some 
positions, particular in senior roles. In addition, there are also more males occupying operational police 
staff roles; Detention Officers and Police Community Support Officers (PCSOs) roles which attract a 
slightly higher hourly rate of pay due to both grade and shift enhancements.  



QUARTILE PAY BANDS  

There were 9 bonus payments paid in the 12 month period ending 31st March 2018; of which all were 
paid to male officers. Of all payments, 5 were £50, 3 were £500 and one was £1,000. Because no 
payments were made to female officers or staff, this results in both the median and mean gap being 100% 
when comparing the difference between female and male bonus payments. 

MEAN AND MEDIAN BONUS GAPS, AND BONUS PROPORTIONS  

 2017 2018 

Officers 5 females & 12 males 0 females & 9 males 

Staff 2 females & 3 males 0 bonuses paid 

Total 7 females & 15 males 

22 total bonuses paid 

0 females & 9 males 

9 total bonuses paid 

 2017 2018 

Mean bonus gap -112% 100% 

Median bonus gap 0% 100% 

Bonus proportion 0.39% of females & 
0.46% of males 

0% of females & 
0.3% of males 

Bonus payment breakdown 

WHY THE GAP? 
Northumbria Police utilises the national Police 
bonus payment scheme. Bonus payments are 
awarded for occasional work of an outstanding, 
unpleasant, demanding or important nature. 
The scheme is open to both police officers and 
police staff. Northumbria Police does not have 
a traditional Bonus Payment Scheme; it is not 
driven by gender or any other characteristic. 
Bonus payments are considered by taking into 
account the complexity of a particular job or 
situation. Resources are deployed based upon 
availability at that time, therefore it is not 
always possible to deploy an officer of a 
particular gender. 

 2017 2018 

Officers Lower:               Female 29.6%    Male 70.4%
Lower Middle:    Female 37.4%    Male 62.6%
Upper Middle:    Female 29.0%    Male 71.0%
Upper:               Female 26.2%    Male 73.8% 

Lower:                  Female 29.4%      Male 70.6%
Lower Middle:      Female 34.8%      Male 65.2%
Upper Middle:      Female 31.2%      Male 68.8%
Upper:                  Female 27.2%      Male 72.8% 

Staff Lower:               Female 66.7%    Male 33.3%
Lower Middle:    Female 55.7%    Male 44.3%
Upper Middle:    Female -            Male - 
Upper:               Female 45.3%    Male 54.7% 

Lower:                  Female 66.8%      Male 33.2% 
Lower Middle:      Female 56.1%      Male 43.9% 
Upper Middle:      Female -              Male - 
Upper:                  Female 41.7%      Male 58.3% 

Quartile pay bands breakdown for officers and staff 

There remains more males than females within each hourly pay quartile, except for the lower quartile 
where there are more females. This is because there are more male officers than female officers and the 
fact there are more males with a longer length of service than females (15+ years) therefore are more 
likely to be earning the highest hourly rate of pay for their rank. The upper middle quartile is composed 
solely by PCs at their highest pay scale for their rank, there are no members of police staff in this 
quartile.  Compared to March 2017, there has been slight increase in the number of females included in 
the upper middle and upper quartiles. There is also a slightly higher proportion of female officers who 
have a length of service between 10 and 30 years compared to the same time last year. 



Northumbria Police Workforce: Organised by Hourly Rate of Pay (Lowest to Highest) 

ADDING CONTEXT: HOW WORKFORCE DEMOGRAPHIC INFLUENCES 
THE MEASURES 
The workforce composition influences the gender pay gap; overall it employs a higher 
proportion of males than females. 

At 31 March 2018 41.2% of the total employees were female, an increase since March 2017. 

There are more males in police officer roles (although the proportion of females has 
increased since March 2017) and the inverse is true for staff, consistent with the national 
landscape in policing.  

At 31 March 2018 30.3% of officers were female & 60.4% of staff were female. 

When lining up all employees in order of hourly pay from lowest to highest (particularly 
considering the measurement of the median pay gap) it is observed that 40% of the total 
employees are police officers at Police Constable rank who are at the highest pay scale. As 
such, this influences the pay gap. This explains why there are no police staff within the upper 
middle quartile; these officers therefore populate the lower middle, upper middle and upper 
quartile (as highlighted below). 

On average, male officers have a longer length of service than their female counterparts. As a 
result, they are more likely to receive a higher hourly rate of pay as they are more likely to 
be earning the highest hourly rate of pay for their rank which further contributes to the 
gender pay gap. The majority of officer roles, and PCSOs, are within area commands on the 
front line and the gender split for the three area commands is consistent with the overall 
ratio of males to females within officer roles.  There are more males in operational staff roles 
(for example driver and firearms training) whereas support function roles are performed by a 
higher proportion of females compared to males. 

Analysis and understanding of gender within the Force facilitates development and 
implementation of positive action activities. The Northumbria Police and Crime Plan and Joint 
Equality Objectives provide a clear commitment to delivering the Force’s equality obligations 
in relation to its workforce.  At a national level, the National Police Chiefs Council (NPCC) 
2018-2025 Strategy has committed to the equality agenda through its 2025 vision “policing 
will be a profession with a more representative workforce that will align the right skills, 
powers and experiences to meet challenging requirements”.   

The Force and Office of the Police and Crime Commissioner (OPCC) has committed to a 
range of positive action activities throughout the employee lifecycle to reduce the gender pay 
gap. These focus on attracting, recruiting, developing and retaining female officers and staff, 
with particular emphasis on promotion and career development.  

OUTCOME 


