
Northumbria Police

Gender  
Pay Gap 
Report  2021

www.northumbria.police.uk

www.northumbria.police.uk



The Gender Pay Gap

We recognise as a police service that we have a major role in 
championing diversity, equality and inclusion (DE&I). The face  
of policing continues to evolve and it is more important than ever 
to ensure and demonstrate DE&I 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. We continue to attract and recruit more females into police officer roles. 

At the snapshot reporting date (31 March 2021) 34.9% of our police officers are female,  
which is higher than the national position (32.4%). 

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 females to consider a career within policing through targeted, bespoke 
recruitment campaigns. 

We continue to consult with our workforce to understand the support they need to inform  
policy, procedure and practice. Overall, our efforts continue to focus on how we effectively 
attract, recruit, retain and progress 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. 



Key progress highlights 
between March 2020 and 
March 2021 Reporting Dates

• We have continued to increase the number  
of female officers recruited into the force.

• As of 31st March 2021, 34.9% of all officers  
are female, the highest proportion of female  
officers to date. 

• As of 31st March 2021, 60% of all staff are female. 

• In the recent police officer promotion boards, 
51.39% of female applicants were successful.

• We have run a targeted media campaign called 
‘Jobs for the boys, Yeah right’ to increase female 
representation in police officer roles and  
breakdown stereotypes.

• We have delivered 18 female focussed engagement 
events throughout the year as part of our  
positive action attraction strategy. 

• Delivered several virtual and in person inputs  
to schools, colleges, and universities to engage  
with young people and dispel myths.

• Invested into organisation wide foundation  
Diversity, Equality and Inclusion training.

• We have trained additional mentors and coaches 
through the College of Policing to support 
underrepresented groups including female. 

• Delivered an extensive programme of wellbeing 
events, many focused on women’s health.  

• The Women’s network ran a campaign #BleepKind 
to remove barriers relating to the job-related  
fitness test for female officers, staff and volunteers.  

• We have committed to be an Endometriosis 
Friendly Employer in partnership with Endometriosis 
UK which allows us to support those directly 
or indirectly impacted by this condition in the 
workforce, who are predominantly women  
and those assigned female at birth.

Key areas of progress between our last reporting snapshot date (31 March 2020) 
and the current snapshot reporting date (31 March 2021) are as follows:



Reporting
All organisations employing 250 people or more  
are required to report on their gender pay gap 
annually.  For the public sector, this is by 30th March. 
All data within this report represents a snapshot  
as of 31st March 2021.  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.

• The definition of pay is the gross ordinary pay as of 31st March 2021. 
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 2021. The data excludes 
volunteers as they are not paid employees.

• There have been four previous submissions, this is the fifth.

• Data reported in 2022 is referred to as 2021 data; similarly,  
data reported in 2021 is referred to as 2020 data, and so on.

Legal reporting requirements mean the figures reported represent all employees. 
However further on 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 and explains drivers behind the gender  
pay gap. Whilst small changes are observed, overall, the Gender Pay Gap 
measures are similar to previous years. We continue to review the position  
against the national policing landscape and overall national picture.



The 2021 Position
Northumbria Police, like other police 
forces in the UK, continues to be made  
up of more police officers than police 
staff. Whilst the gender profiling within 
policing becomes more balanced, 
there continues to be more male police 
officers than female officers (34.9% 
of officers were female in Northumbria 
Police on the snapshot reporting date.) 

The inverse is true for police staff with more women  
employed than men in staff roles (60% of staff 
were female in Northumbria Police on the snapshot 
reporting date.)  On average, police officers continue 
to earn a higher hourly rate than police staff which 
is in line with the national policing landscape. These 
key gender imbalances across the England & Wales 
policing landscape contribute to the gender pay gap.

The mean pay gap is 11.3%. 

The mean gender pay gap in 2020 was 
11.2%, and has decreased since 2017. 

11.3% 24.9%
Mean pay gap Median pay gap 

The median pay gap is 24.9%. 

The median gender pay gap in 2020 was 
20.2%, and has increased since 2017.

Mean and median pay gap



There are a number of reasons why there is a median gender 
pay gap in our organisation. There are more officers than staff 
and more officers are male. Furthermore, officers continue to 
earn on average more than staff. Therefore, we continue to 
see a gender pay gap. 

We are continuing to increase the proportion of females recruited into police officer 
positions in the organisation, addressing underrepresentation. Whilst in the long term this 
is positive from a representation standpoint, in the short term it increases the number of 
females who earn below the average hourly rate for police officers.  Therefore, it increases 
the number of officers falling under the “middle” marker (i.e., they fall within the lower/
lower middle quartiles) when lining up people from smallest to largest hourly rate of pay.  
This contributes to the median pay gap increase, as the number of females in the lower  
half of the workforce is increasing.

We have worked out the pay gap 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 4.7%. This  
means the average hourly rate of all males combined is higher than that of females by  
4.7%. Although officers at the same rank and same level of service are paid the same rate, 
two main factors continue to 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 9.3%. The median pay gap is 6.2%.  
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. 

Why an increase in the median pay gap?
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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. 

This is also how the median pay gap is calculated, as the median 
measures the middle value from the lowest hourly rate of pay to 
highest. There continues to be a higher proportion of females in the 
lower quartile, 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 mostly 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 graphs 
demonstrate this in more detail:

% of females in each pay quartile across reporting periods
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Bonus pay gap

-180% 0%

1.31%

0.48%

Mean bonus pay gap Median bonus pay gap 

of female employees received a bonus payment

of male employees received a bonus payment

The mean bonus pay gap is -180% because the mean  
bonus amount was £171 for women and £61 for men.  
 
In total, 12 bonuses were paid to females and 41 to males. 

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.



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.

21% 23%

Female officers 
make up 21% of 
the workforce

Female staff 
make up 23% of 
the workforce

Overall, male police 
officers continue  
to have the biggest  
representation in  
the Force at 40%. 

The 
remaining 
16% is  
male  
staff.



18.4% of the  
total workforce work  
hours and patterns  
outside of full-time  
hours – 13.6% are  
part time, whilst  
the remaining 4.8%  
work variations  
of other patterns. 

Over a quarter  
of the officers working part time,  
almost 91% are female. For staff, this  
is almost three quarters female (73.6%).

Female police officer representation continues to 
increase year-on-year. This is driven by a number of 
factors, including local and national Positive Action 
initiatives. Whist a positive reflection in terms of diversity 
of the workforce, from a pay perspective this increases 
the proportion of female officers earning less than the 
average hourly rate of pay for the force. It is only after  
6 years of continuous employment that this will start  
to positively impact the gender pay position.

When looking at our workforce demographic since 
gender pay gap reporting began in 2017, it illustrates 
how we have almost as may female officers as female 
staff. This helps further explain the gender pay gap, 
because on average the female officers are more likely 
to earn more than the female staff. Whilst female officers 
earn on average almost the same hourly rate of pay  
as their male counterparts, from our mean and  
median analysis by employee type earlier female  
staff on average earn less than male staff.
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11% of officers work hours and patterns 
outside of full-time. This compares to 
30% of staff. There are a higher majority of 
staff roles which facilitate working less than 
full-time hours, not just those with dedicated 
shift patterns but often roles in various 
departments allowing for flexibility outside  
of the standard full-time requirement. All 
police officers join the service on full-time 
working hours, and it is therefore driven by 
the individuals to personally change their 
working hours and patterns. 

Only 5 police staff members work 
term-time hours, and 80% of them 
are female.



Addressing 
the Gap
We know that a workplace which 
embraces diversity 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.

Whilst we are making progress like never before in 
attracting and recruiting female police officers, we 
recognise there are a number of opportunities to 
improve what we do and how we achieve a balanced 
gender profile at all levels of the organisation, for 
both officers and staff. One way we will achieve this 
is through our force’s Positive Action programme 
which 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. 
Overall, our efforts continue to focus on how we 
effectively attract, recruit, progress and retain 
talented people who are passionate about working 
for us. Looking into 2022, there are a number of 
opportunities to progress even further with our 
ambitious plans to accelerate diversity, equality  
and inclusion within our organisation. 

Attraction
To engage with 
underrepresented 
communities to 
promote Northumbria 
 Police as an employer 
of choice for females 
by building trust  
and confidence  
within communities 
and breaking  
down stereotypes  
in policing. 

Recruitment
To deliver a fair 
recruitment 
experience to ensure 
the most skilled and 
qualified female 
candidates from  
all communities are 
not disadvantaged 
and are encouraged 
to apply.

Retention
To champion 
an inclusive 
environment, focusing 
on job satisfaction 
and remove any 
disproportionate 
impact identified for 
females through the 
employee lifecycle.

Progression
To ensure all 
female officers 
and staff seeking 
lateral progression 
or promotion can 
do so in a fair and 
transparent manner 
through targeted 
opportunities. 

Workplace 
Design 
To create a workplace 
where female officers  
and staff can thrive 
through considered 
and inclusive 
workplace design. 
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To close the gap, we have refreshed  
our gender pay action plan which  
brings together activity delivered  
through the positive action and  
wider diversity, equality and inclusion 
strategies. This gender pay action  
plan is focussed on five work streams:


