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Gender and Ethnicity pay gap reports 2025
Our latest gender and ethnicity pay gap reports show some progress, but there’s still a lot of work to do. Our 2025 gender pay gap reporting is based on a snapshot gathered on 31 March 2025 and we’re pleased that the gender pay gap has narrowed slightly, now sitting at 2.28% with female police officer representation rising slightly to 23.2%. 
Staff representation remains strong at 53% and we’ve achieved equal representation at senior staff grades. However, the picture isn’t all positive. The gap for police officers widened due to senior female departures, and bonuses were heavily skewed, with 20 out of 21 going to men. Through 2026 we’ll be focused on:
· Building a strong pipeline of female talent
· Enabling and supporting flexible working for those returning from family leave
· Developing a range of retention tools to help tackle barriers facing employees which may see them explore alternative employments
· Promoting and encouraging allyship across BTP
This is our fourth year voluntarily reporting on our Ethnicity Pay Gap and we’re pleased to report that we’ve reduced the mean pay gap for Black, Asian and Mixed employees. Ethnicity representation across the workforce increased to 15.9%, which is above national averages and whilst pay gaps for Black, Asian, and Mixed employees continue to shrink, we need to do more. Senior roles remain 76% White. Bonus distribution improved for ethnic minorities overall, yet Black colleagues still face the greatest disadvantage. Recruitment diversity is improving, but progression barriers remain, and targeted action is planned through 2026 by:
· Being focused in our recruitment campaigns on how we engage with the community to attract ethnic minority applications.
· Work closely with our staff associations to represent the interests of ethnic minority groups.
· Develop a strong pipeline of future Black leaders via our Black Talent programme.
· Implement the cultural awareness training centring on black heritage and lived experience.
· Deliver on PRAP initiatives including implementation of the benchmarking tool (maturity matrix) creating the environment to retain diverse talent, embed fair practices and accountability.

In summary, while overall pay gaps are reducing, bonus allocation and senior-level diversity remain significant challenges. These areas will be a key focus as we move forward.
Want to know more or share your thoughts? Read the full report (attach the link) and join the conversation – your feedback helps shape our next steps.
Clare Conie 
Deputy Director of People and Culture

