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The Gender Pay Gap

We recognise as a police service that we have a major role in  
promoting equality. The face of policing is changing and it is 
more important than ever to ensure and demonstrate that 
diversity, equality and inclusivity are at the forefront of all we do.

We know that a workplace which embraces diversity is more likely to attract and retain talented 
people. We want to increase the representation of people from diverse backgrounds who want 
to use their talent and passion to make a difference and progress a career within Northumbria 
Police. The launch of our Police Constable Degree Apprenticeship (PCDA) has created new 
opportunities to complete a vocational degree qualification whilst earning a salary.

We continue to attract and recruit more females into police officer roles. 31.5% of our police 
officers are female, which is in line with the national position. We are making progress to further 
increase representation.

Whilst recognising societal trends regarding which jobs are more likely to attract males or 
females, we acknowledge our responsibility to ensure we break down barriers and challenge 
expectations particularly in relation to females in roles within STEM disciplines relevant to our 
force (for example technological, analytical and operational roles). We continue to proactively 
attract females and encourage them to consider a career within policing through targeted, 
bespoke recruitment campaigns.

We continue to consult with our workforce to understand the support they need. We have 
expanded our internal support networks, including Women in Policing, Menopause Action 
Groups and a Baby Buddies programme.

Overall, our efforts continue to focus on how we effectively attract, recruit, progress and retain 
talented people who are passionate about working for us.

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 we 
have 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. 



Reporting

All organisations employing 250 people or more are 
required to report on their gender pay gap annually. For 
public sector, this is by 30th March. All data within this 
report represents a snap shot as of 31st March 2019.

Having a gender pay gap is not unlawful; however it is 
important that organisations become more focused on 
bridging the pay gap that exists across the UK today.

• All measures are based on hourly rates of pay as of 31st March 2019, as well as  
bonus payments made between 1st April 2018 and 31st March 2019.

• The definition of pay is the gross ordinary pay as of 31st March 2019. Reporting 
guidelines stipulate that this must not include overtime, pay in lieu, benefits in kind  
or redundancy payments.

• The reporting measures and workforce analysis is based on officers and staff that 
worked for us on 31st March 2019. The data excludes volunteers as they are not  
paid employees.

• There have been two previous submissions, based on snap shots as of 31st March 
2017 and 31st March 2018. Data reported as of 31st March 2019 is referred to as 
2019 data, Similarly, data reported as of 31st March 2017 and 31st March 2018 is 
referred to as 2017 and 2018 data respectively.

Legal reporting requirements mean the figures reported represent all employees. 
However further in the report, the data is split into Police Officers and Police 
Staff. This is not a legal requirement, however is important to give the most 
accurate picture of the overall position. Whilst small changes are observed, 
overall the Gender Pay Gap measures are similar to those for 2017 and 2018. We 
continue to review the position against the national policing landscape. 



The 2019 Position
We have worked out the pay gaps for  
officers and staff separately to understand  
the position better:

Pay for police officers is 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 1.6%. This means the average 
hourly rate of all males combined is higher than that of females 
by 1.6%. This has decreased from 2.6% in 2017. Although 
officers at the same rank and same level of service are paid 
the same rate, two main factors underpin the mean pay gap 
for officers: 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.

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.

For police staff, the mean gender pay gap is 9.2%. The median 
pay gap is 5.1%. Both measures are slightly higher than 
reported in 2017. Although there is a higher percentage overall 
of 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.

The mean gender pay gap in 2019 is 
11.9%, a reduction of 0.4% since 2017.

Based on mean hourly pay, women  
earn £0.88 for every £1.00 a man earns.

11.9% 16.6%
Mean pay gap Median pay gap 

The median gender pay gap in 2019 is 
16.6%, an increase of 1.6% since 2017.

Based on median hourly pay, women 
earn £0.83 for every £1.00 a man earns.

11.9%
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Both measures remain lower than the national average*, consistent with previous reported figures.

*The national averages are provided by the Office For National Statistics, based on the Annual Survey of Hours and Earnings data.

Mean and median pay gap



Bonus pay gap

0.0%

0.19%

0.14%

Mean and median bonus pay gap 

of female employees received a bonus payment

of male employees received a bonus payment

There is no bonus pay gap, as there were an equal 
number of males and females receiving bonus 
payments of equal amount; 4 male officers and 4 
female officers received payments of £50 each.

We utilise 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. We do not have a traditional 
Bonus Payment Scheme; it is not driven by gender or any other 
characteristic. Resources are deployed based upon availability at 
that time, therefore it is not always possible to deploy an officer of 
a particular gender.

This is an improvement on the figures reported in 
2018, where the mean and median gap were 100%.



Pay quartiles

Pay quartiles are generated by lining up all officers and staff from the 
lowest hourly rate of pay, to the highest and dissecting into four equal 
quartiles. This allows for analysis into the distribution of males and females 
within the lower, lower middle, upper middle and upper quartile.

There continues to be a higher proportion of females in the lower and 
lower middle quartiles, whilst a higher proportion of males in the upper 
middle and upper quartiles.

The lower and lower middle quartiles are mostly made up of police staff, 
and the upper middle quartile is represented entirely by police officers at 
constable rank who are at the top of the pay scale for their rank (i.e. they 
have at least 7 years’ service). These officers make up 39% of the entire 
workforce. The below graphs demonstrate this in more detail:

39.0% of the total 
establishment is made 
up of police constables 
at the top of the pay 
scale for their rank.
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Quartiles split by officers and staff 

Lining up all officers and staff from lowest hourly rate of pay to 
highest, split into four equal segments. 
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The Shape of  
the Organisation 

Because we have more officers than staff, and because we 
have more male officers, this means overall we have a higher 
proportion of male employees (57%) than female employees 
(43%). This is consistent with the national landscape of policing.

When we combine all employees, it creates a greater pay gap than if they were calculated 
independently as 96% of Police Staff are in roles which are grades A - I on our police staff 
grading scale. The hourly rate of pay at these grades is below the average hourly rate of pay of 
a Police Constable. This is reflected on the previous page, where we line up all employees from 
the lowest hourly rate of pay to the highest to generate pay quartiles. 

31.5% 60.5%
of officers  
are female

of staff  
are female

The workforce is made up of: 

62%  
Police  

Officers 

38%  
Police  
Staff 

operating on two different pay scales. 



Officers: Assistant, Deputy  
& Chief Constable 

Staff:  
Banded posts 

Officers: Sergeant -  
Chief Superintendent

Officers: Constables

Staff:  
Grades I-K

Staff:  
Grades A-H
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The below infographic explains how our workforce is split by gender and 
by police officer rank/police staff grade. 19.5% of  employees’ work 

patterns are not a full time standard 
pattern, with reduced hours workers 
making up almost 15% of this figure. 
Alternative arrangements include full 
time hours within staggered, term-
time or compressed patterns. 

Over a quarter  
of police staff work part-time or  
reduced hours patterns and a further  
3% work across the alternative patterns.

7.6%  
of police officers work part-time  
or reduced hours patterns and a further  
6% work across the alternative patterns.

...and  over 80%  are female.

...and  over 90%  are female.



Closing the Gap

We know that a workplace which embraces 
diversity in all aspects is more likely to attract 
and retain talented people. We want to attract 
and retain people who want to use their talent 
and passion to make a difference and progress 
a career within Northumbria Police.

The force’s Positive Action programme offers opportunities to 
those who wouldn’t ordinarily consider Northumbria Police as an 
employer of choice whether in relation to culture, perceptions of 
the role or accessible role models. Importantly, the programme 
does not positively discriminate  towards those with certain 
protected characteristics but rather offers additional support and 
insight throughout the process. Initially, the pilot focussed on the 
recruitment process to increase female, BAME and place-based 
representation, initial results being promising and will continue 
to develop and progress. This will extend into progression and 
retention strategies within the Force. Some other priority areas to 
address the gender pay gap are summarised below: Overall, our efforts 
continue to focus on how we effectively attract, recruit, progress and 
retain talented people who are passionate about working for us.

• Police Constable Degree Apprenticeship 
(PCDA) has created new opportunities 
to complete a vocational degree 
qualification whilst earning a salary.  

• Direct Entry Inspector programme  
in place. 

• Exploration of ways to offer flexibility 
in more roles to enhance attractiveness 
and accessibility of roles for all people, 
particular in police officer roles. 

• Longer term community engagement 
strategy with education establishments 
to educate and inform children and 
teenagers that all roles are for all genders. 

• Continuing to review how roles are 
advertised internally and externally to 
maximise opportunities for all. 

• Collaboration with external networks to 
increase exposure and audience of officer 
and staff vacancies. 

• Women in Policing association and  
HeforShe campaign which focus 
on mentoring and development 
opportunities for female employees.

• Dedicated support group for menopause 
in the workplace, including awareness café 
events for all employees. as well as a Baby 
Buddies support group for all genders 
relating to parenthood. 

• Adaptations to uniform for women and 
cultural dress. 

• Forcewide Family Project which is 
reviewing policies and procedures in 
relation to families and flexible working. 

• Further activity to understand any 
 barriers to progression, particularly 
for females within the lower and lower 
middle quartiles.

• Investment into Forcewide inclusion  
and unconscious bias training. 

• Regular working groups focussed  
around key pillars of employee well-being 
to identify, understand and draw  
solutions to work-related issues which 
may impact employee well-being and 
experience at work.

Attraction and recruitment 

Progression and retention 


