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The gender pay gap, is different to equal pay, it shows the difference in the average hourly rate of pay between male and female employees.  

Legislation (Gender Pay Reporting under the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017) requires all employers with 250 or more employees to publish their gender pay gap annually.  This report covers employees paid ordinary pay in GMP as at 31 March 2025.   GMP is committed to the principles of the Equality Act 2010 and the equal treatment for all Police Officers and Police Staff, regardless of their protected characteristics or personal circumstances.

When producing the report we have followed the methodology required by the Government Equalities Office, which involves carrying out six calculations (shown below).  It does not involve publishing individual employee data.

· Mean gender pay gap – the difference between the average hourly rate of pay of male full-pay employees and female full-pay employees.
· Median gender pay gap – the difference between the midpoints in the ranges of the hourly rate of pay for male full-pay employees and female full-pay employees.
· Mean bonus gender pay gap – the difference between the average bonus pay paid to males and females
· Median bonus gender pay gap – the difference in median bonus pay of males and females
· Proportion of males and females who received a bonus.
· Proportion of males and females in each of our four pay quartiles

GMP is not able to influence Pay Scales for Police Officers and Police Staff, as these are agreed nationally.  Police Officer salaries are set by the Home Office and are based on a rank structure.  

We are confident that there are no differences in pay rates for different genders occupying equivalent roles and that this is not an equal pay issue.  GMP’s gender pay gap does not stem from paying men and women differently for the same or equivalent work.  Rather the gender pay gap is the result of the roles in which men and women work within the organisation and the salaries that these roles attract.  

Within GMP:
· on average, police officers are paid more than police staff employees;
· there are more police officers than police staff employees; and
· as there are more male police officers than female police officers, it has the effect of exacerbating GMP’s gender pay gap.

In addition to calculating the gender pay gap for the whole of the organisation we have also repeated the six calculations separately for Police Officers and Police Staff.  This significantly lowers the gender pay gaps for both groups.  
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Gender Pay Gap – Hourly Rate Comparison Table

	Hourly Pay
	Male
	Female
	Pay Gap
	Difference

	Mean
	Whole Workforce Hourly Pay
	£21.75
	£19.89
	8.55%
	£1.86

	
	Police Officers Hourly Pay
	£22.46
	£21.00
	6.48%
	£1.46

	
	Police Staff Hourly Pay
	£19.76
	£18.75
	5.13%
	£1.01

	Median
	Whole Workforce Hourly Pay
	£23.11
	£19.33
	16.36%
	£3.78

	
	Police Officers Hourly Pay
	£23.13
	£23.11
	0.09%
	£0.02

	
	Police Staff Hourly Pay
	£19.08
	£18.88
	1.05%
	£0.02


The below table shows the mean and median hourly pay of our officers and staff, by gender.  We have then calculated the differences in pay as a percentage; and also as a monetary value.



Whole Force Gender Pay Gap Data  
                                               







Total Force Bonus Payments
Based on the total force relevant employees (employees receiving their full pay) = 12,607 of which 1399 received a Bonus Payment 

	
	Male
	Female
	Gap/Difference

	Total Paid a Bonus Payment
	945
	454
	491

	Percentage of Force Paid a Bonus Payment
	7.5%
	3.6%
	3.9%

	Percentage of total bonus payments made
	67.55%
	32.45%
	35.1%

	
	
	
	

	Mean Bonus Payment
	£168.48
	£160.33
	£8.15

	Median Bonus Payment
	£100.00
	£100.00
	£0.00





Whole Force Gender Pay Gap – Quartile Split




Police Officers Gender Pay Gap

                                    







Total Police Officer Bonus Payments
Based on the total officer relevant employees (employees receiving their full pay) = 7,972 of which 1119 received a Bonus Payment 

	
	Male
	Female
	Gap/Difference

	Total Paid a Bonus Payment
	815
	304
	867

	Percentage of Officers Paid a Bonus Payment
	72.83%
	27.17%
	45.66%

	Percentage of total bonus payments made to officers
	10.22%
	3.81%
	6.41%

	
	
	
	

	Mean Bonus Payment
	£174.13
	£187.49
	-£13.36

	Median Bonus Payment
	£100.00

	£100.00

	£0.00



 
 Police Officers Gender Pay Gap – Quartile Split






Police Staff Gender Pay Gap

                                  







Total Police Staff Bonus Payments
Based on the total police staff relevant employees (employees receiving their full pay) = 4,635 of which 280 received a Bonus Payment 

	
	Male
	Female
	Gap/Difference

	Total Paid a Bonus Payment
	130
	150
	-20

	Percentage of Police Staff paid a Bonus Payment
	2.8%
	3.24%
	-0.44%

	Percentage of total bonus payments made to Police Staff
	46.43%
	53.57%
	-7.14%

	
	
	
	

	Mean Bonus Payment
	£133.02
	£105.29
	£27.73

	Median Bonus Payment
	£100.00
	£100.00
	£0.00



Police Staff Gender Pay Gap – Quartile Split
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Gender Pay Gap Action Plan

Our Culture and Inclusion Strategy includes nine objectives.  Five of these are internal objectives. 

The purpose of these objectives are :
to make GMP an inclusive, equitable, representative workplace where staff feel valued and that they belong, have a voice and will be supported  to be the best they can be, enabling them to deliver an excellent service to the public.

This action plan considers these objectives, and the actions assigned, that will help to address our Gender Pay Gaps.

Governance, oversight and monitoring of the Action Plan will be undertaken via GMP’s Culture and Inclusion Board and The Strategic Resourcing and People Board.
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Total Workforce 
12607


Female
5781


Male
6826



Total Police Officers 
7972


Female
2934


Male
5038



Total Police Staff 
4635


Female
2847


Male
1788



Objective Four - We will continuously and proactively review our processes and policies to ensure compliance with Diversity, Equality and Inclusion legislation and that high quality, robust Equality Impact Assessments are in place. 



We will review all of our family friendly and equality and diversity policies.  These will be updated where appropriate and where gaps have been identified, such as foster carers and neonatal care leave, existing policies will either be updated or a new policy/procedure introduced.




We will regularly review our family friendly policies against legislation changes and lessons learnt/data captured under our Culture and Inclusion Strategy, whilst ensuring they are aligned to the needs of our organisation and our workforce.



Median Hourly Pay	
Female	Male	19.329999999999998	23.11	




Mean Hourly Pay	
Female	Male	19.89	21.75	



Male	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.44140000000000001	0.48949999999999999	0.56669999999999998	0.66769999999999996	Female	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.55859999999999999	0.51049999999999995	0.43330000000000002	0.33229999999999998	




Median Hourly Pay	
Female	Male	23.11	23.13	




Mean Hourly Pay	
Female	Male	21	22.46	



Male	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.55520000000000003	0.57950000000000002	0.69589999999999996	0.69710000000000005	Female	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.44479999999999997	0.42049999999999998	0.30409999999999998	0.3029	




Mean Hourly Pay	
Female	Male	18.75	19.763000000000002	




Median Hourly Pay	
Female	Male	18.88	19.079999999999998	



Male	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.27550000000000002	0.41499999999999998	0.42970000000000003	0.42280000000000001	Female	
Lower Quartile	Lower Middle Quartile	Upper Middle Quartile	Upper Quartile	0.72450000000000003	0.58499999999999996	0.57030000000000003	0.57720000000000005	
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Objective One - Increase representation of the workforce to more accurately
represent the population of Greater Manchester, aiming to attract and retain

the widest talent pool and ensure that all staff can reach their full potential.

GMP to develop targeted mentoring and talent development programmes for
female officers and staff.

Postive Action Team will provide additional workshops to support, encourage
and develop under represented groups to apply to work for GMP.

Develop bespoke Career Pathways for women looking to develop into specialist
roles or promotion.

We will make stay interviews available for all Police Officers and Police Staff
who are considering or in the process of leaving GMP. Any lessons learnt from
these interviews will be logged and monitored to help inform us of future
actions.

Stay Interviews will be regulary advertised so that staff know they are available.

The Postitive Action Team will attend and facilitate recruitment events. This
will increase the awareness of GMP as an employer and is aimed at but not
solely exclusive to under represented groups.

GMP will offer exit interviews for all Police Officers and Police Staff who are
leaving GMP. Any lessons learnt from these interviews will be logged and
monitored to help inform us of future actions.

We will continue to create more flexibility within training timetables and
provision for officers and staff on flexible working patterns.

We will continue to engage with the Association for Women in Policing to find
ways to encourage more applications from females for roles within GMP; and
how we can support the retention of females in the organisation.
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GMP will produce data reports including a break down of those requesting exit
interviews, retention rates and common themes by protected characteristics.

Ensure we have staff data by gender and monitor this against our workforce
representation. This will feed into our recruitment and positive action teams to
allow recruitment plans to be developed to support the reduction of pay gaps.

GMP will produce data reports on those requesting stay interviews, our
retention rates and common themes against a breakdown of protected
charteteristics.

We will continue to monitor our Gender Pay Gaps to inform us where future
actions are needed.
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Objective Three - Ensure all staff receive continuous professional development
and training around Diversity, Equality and Inclusion to increase their

knowledge, understanding and benefits of diversity, equality and inclusion

Ensure all mandatory College of Policing training packages are programmed and
delivered.

Identify and offer leadership training to under represented. ’
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All female staff have awareness of and access to welfare and support provision
in Force, including Occupational Health and Wellbeing Services, Staff
Assosciations, Chaplaincy, GMP Staff Support Networks and Groups.

We will engage with staff support networks and help to facilitate events which
provide support to females and help to improve the retention of females, such
as the annual maternity events in conjunction with the Association for Women
in Policing.

We will continue to encourage all our staff to have meaningful conversations
with their managers to discuss their personal needs and discuss and seek
support on their performance, CPD and Career Aspirations.

We are committed to creating a positive and inclusive working environment.
We will not tolerate any form of discrimination, victimisation, bullying or
harassment, including harassment of our staff by visitors or external parties. All
staff can raise issues under our Grievance Policy or Reporting Concerns Policy,
issues raised will be taken seriously.




