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Introduction

•   Mean gender pay gap 
•   Median gender pay gap 
•   Mean bonus gender pay gap 
•   Median bonus gender pay gap 
•   Proportion of males and females receiving a bonus 
•   Proportion of males and females in each quartile band 
 
Full definitions of the above can be found within the ACAS guidance within the following 
link www.acas.org.uk/genderpay.  
 
We are required to publish this data on both the Force’s website and the government 
website on an annual basis. The purpose of this data is to assess: 
 
•   The levels of gender equality in our workplace 
•   The balance of male and female employees at different levels 
•   How effectively talent is being maximised and rewarded 
 
The challenge in our Force will be to eliminate any gender pay gap. 

Durham Constabulary are required by law 
to carry out Gender Pay Gap Reporting 
under the Equality Act 2010 and (Gender 
Pay Gap Information) Regulations 2017. 
 
These regulations require all organisations 
who have a headcount of 250 employees 
or more to comply with the above 
reporting frameworks. 
 
 
 

The data used in this report is at 31st March 
2022. At this point in time, we employed 
approximately 2,475 officers and staff.  
 
This report involves carrying out six 
calculations which show the difference 
between the average earnings of men and 
women in the Force: it does not involve 
publishing individual employee data.  The 
calculations we are required to publish are:  

The challenge in our 
Force will be to 
eliminate any 
gender pay gap. 
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The overall workforce is split by gender as follows: 

Gender Pay Gap  31st March 2022 

•   Mean (average) pay gap is 13.34% 
•   Median pay gap is 22.64% 
 
This compares to the Mean and Median Pay Gap data (Officers & Staff) at 31st March 2021: 
 
•   Mean (average) pay gap is 13.82% 
•   Median pay gap is 24.26% 
 

Mean and Median Pay Gap (Officers & Staff) 
 31st March 2022 

Male 

Female 

Total 

1,249 

1,226 

2,475 

51% 

49% 

100.00% 

Gender                                                           Employees                                    Percentage Split
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Police Officers Average and Median  31st March 2022

This shows the combined pay gap for both officers and staff.  Given the relative workforce mix and 
differing salary levels between officers and staff, the above table needs to be interpreted with caution. 

Published Average and Median for Officers and 
Staff  31st March 2022

Average hourly rate 

Median 

18.13 

18.09 

15.71 

14.00 

£2.42 

£4.09 

13.34% 

22.64% 

Published                                            Male                    Female                     Gap                Percentage

Average hourly rate 

Median 

19.58 

19.75 

18.61 

19.64 

£0.97 

£0.11 

4.95% 

0.56% 

Published                                            Male                    Female                     Gap                Percentage



It is important to note that male and female officers are paid the same salaries at each rank, which 
in turn is based on national pay scales which assists in pay parity. The difference arises from the fact 
that there are fewer women in senior ranks than men, although this has improved in recent years. 

The above table shows a pay gap which reflects the position that proportion wise, there are more 
females in senior police staff positions than males. It should also be noted that there are also 
significantly more females in the lowest quartile pay band compared to males.

% of Employees in each Quartile

Police Staff Average and Median  31st March 2022
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Lower 

Lower Middle 

Upper Middle 

Upper 

Total 

42% 

38% 

27% 

30% 

34% 

58% 

62% 

73% 

70% 

66% 

100% 

100% 

100% 

100% 

100% 

Quartile                                       Female                                 Male                             Grand Total

% of Police Staff Employees in each Quartile

Lower 

Lower Middle 

Upper Middle 

Upper 

Total 

73% 

68% 

60% 

60% 

65% 

27% 

32% 

40% 

40% 

35% 

100% 

100% 

100% 

100% 

100% 

Quartile                                       Female                                 Male                             Grand Total

Average hourly rate 

Median

15.33 

14.10 

14.16 

13.31 

£1.17 

£0.79 

7.62% 

5.60% 

Published                                            Male                    Female                     Gap                Percentage



Total Employees  Salary Quartile Bands 

Bonus Payments

Male 

Female 

Male Proportion 

Female Proportion 

226 

393 

37% 

63% 

282 

337 

46% 

54% 

309 

310 

50% 

50% 

432 

186 

70% 

30% 

Total Employees                                 Low                   Midlow               Midhigh                 High

Nil bonus payments made.

Conclusions
Clearly there is a need to eliminate any gender pay gap as shown in this report, and the 
Constabulary will strive to continue to achieve this. 
 
The latest figures show that the overall gender pay gap has decreased since last year from 13.82% 
to 13.34%. For Police Officers the mean gap has decreased from 5.09% to 4.95%. For Police Staff 
the mean gap has decreased from 8.72% to 7.62%. 5

In terms of the combined workforce, the above table shows a pay gap which reflects the position 
that there are more males in senior positions than females. It also shows that there are 
significantly more females in the lowest quartile pay band compared to males.
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•   Having strong role models across the Force. Our work during 2022 to further embed and 
     promote the value of ‘lived experience’ and our force ‘Inclusion Charter’ has assisted at this area. 
•   Continuing to develop our ‘STAR Gender Equality through Inclusion’ Support Network. The 
     STAR group are currently reviewing branding and will consider a refresh in the forthcoming year. 
•   In September 2022, The STAR group hosted an inperson development day (the first face to face 
     networking event led by the group, since the start of the COVID pandemic). The event was themed 
     ‘If you can see it, you can be it’.  Speakers came from both within and outside policing. The event  
     was open to all Durham Constabulary staff and there was a positive level of attendance. The day  
     was extremely well received. The STAR group intend to host a similar event in 2023. 
•   Working with the Occupational Health Department, the force have taken the innovative and 
     supportive step of introducing free sanitary products for all our female staff. This has been 
     sponsored by Unison, the Police Federation of England and Wales (PFEW) alongside the local 
     PCC. This will benefit those affected by ‘period poverty’ and those who might have an 
     unexpected need for such products. Professional dispensary units have been put in every 
     single police building in the force area.

A summary of proactive and ongoing activity underway or planned is given below.

•   Ensuring open and transparent recruitment procedures to encourage females to apply to join 
     the force at all levels. Over the last 5 years there has been a steady upward trend in the number 
     of female officers securing appointment with the force. 
•   Transparent procedures for identifying and delivering learning and development needs across 
     the force, as part of maximising both its capacity and capability. 
•   Ensuring open and fair promotion processes across the Force. 
•   Facilitate awareness sessions for roles where there is typically underrepresentation from 
     females e.g., Public Order, Firearms, Roads Policing and Police Liaison Team (PLT). 
•   Continue to invest in our Positive Action workstream, ensuring that we consider gender 
     disproportionality across Attraction, Recruitment, Progression and Development as well as in 
     terms of how we retain and support our Officers and Staff.
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Taking Action

Attraction, Recruitment, Retention, Development 
& Career Support 

Internal Culture & Inclusivity



Promote Collaboration & Sharing of Best Practice

•   The force ensures we participate and attend 
     the Regional Gender Board and associated 
     meetings, promoting best practice from our 
     force and learning from other organisations, 
     to help support our work around wider inclusion. 
•   We continue to engage with the national 
     ‘HeForShe’ campaign, the aim; to champion 
     gender equality by male colleagues being 
     advocates of change, an additional form of 
     support to female colleagues and to have 
     males stand up as champions for equality. 
     Within the past twelve months representatives 
     of ‘HeForShe’ Durham have attend two national 
     conferences to understand the challenges facing 
     equality in policing nationally. This has 
     highlighted the ongoing need to challenge 
     inappropriate sexualised behaviour within the 
     workplace. Locally, a further inhouse event was 
     held for a cohort of male colleagues identified as 
     having leadership roles. With this session aiming 
     to challenge the acceptance of misogynistic 
     behaviour, encouraging proactive reflection and 
     consideration of how individuals can influence 
     future cultural change in Durham Constabulary. 
•   In addition, we continue with the training of 
     female staff as part of our coaching and 
     mentoring programme and that our leadership 
     and talent scheme is open and accessible to all. 
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•   STAR have also looked at how we support women who are menstruating and are subject to 
     random substance misuse testing (currently a urine test). The information provided will help 
     reduce embarrassment felt by some officers. 
•   Continued development of the Force Menopause Support Group (Mini MAG). During 2022 
     membership of the Mini MAG has grown and the force have facilitated several ‘Menopause 
     Café’s’. We continue to attend National MAG meetings to remain attuned to best practice and 
     updates in the area. 
•   The force promotes the application of family friendly policies and ensure our policies are 
     regularly reviewed and updated in conjunction with HR to ensure they are in line with legal and 
     best practice. 
•   The application of flexible and agile working practices. The increase in hybrid / ‘working from 
     home’ has improved worklife balance and overall wellbeing. In some instances, providing 
     greater scope and assistance for those with caring responsibilities.  
•   Ensure that uniform adaptions are progressed and available where needed e.g., sweat wicking 
     tops / hypoallergenic / additional uniform.
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Summary

•   In July 2021, the Violence Against Women and Girls (VAWG) National Police Chiefs Council (NPCC) 
     taskforce was implemented.  
•   During 2022, Durham Constabulary introduced a Detective Chief Inspector to perform the role of 
     Operational/Tactical VAWG lead to ensure the National recommendations were reviewed and 
     applied to what was required at a local level.  
•   The last 12 months has seen significant developments in how VAWG crime types are tackled; 
     this has included Safer Street funding of just under £1 million to enhance how we respond to 
     VAWG incidents. The focus for Year 2 of our response is to ensure a WholeSystem approach to 
     tackling VAWG and engaging with our communities, particularly those marginalised groups.  
•   Internal procedural justice is a key focus for 2023 as we look to implement change based on the 
     findings of an internal ‘Call It Out’ survey which was conducted in November 2022. The survey 
     was completed by 20% of the workforce and provides a valuable insight into Durham 
     Constabulary’s internal culture. From March 2023 onwards, a ‘Call It Out’ survey task and finish 
     group will commence which will ensure voices are heard across the organisation and relevant 
     change implemented. STAR will form part of the membership of this critical group and will help 
     to shape and develop the work and next steps which follow. 
•   Further collaborative work is planned for 2023 in support of the force response to VAWG, including 
     join up with Durham University in addition to collaboration between Durham Constabulary, 
     Newcastle University, West Mercia and West Yorkshire will commence into understanding the impact  
     of certain outcomes on racially minoritised women’s participation in domestic abuse investigations.

Assistant Chief Constable (ACC) 
Tonya Antonis 
Executive lead for Diversity 
Equality & Inclusion

As an organisation we acknowledge that there is more work to do to reduce and ultimately eliminate 
the gender pay gap within the Force. We will maintain our ongoing review of our procedures which 
impact on gender equality. In addition, we will continue with the delivery of our Leadership, Inclusion 
and Wellbeing training, which aims to support the development of a holistic inclusive culture. 
Durham Constabulary also positively engages with the National Policing Wellbeing and Inclusion 
Survey run across all Forces in England and Wales and is committed to proactive work in relation to 
the local findings and outcomes from this survey work. 

Violence Against Women & Girls (VAWG)

Assistant Chief Officer (ACO) 
Gary Ridley


