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https://www.btp.police.uk/SysSiteAssets/media/downloads/force-content/btp/about-us/btp-inclusion-and-diversity-strategy-2019-to-2022.pdf
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A refreshed five year strategy is now in place for 2023 – 2028.
This is supported by a Strategic Inclusion and Diversity (I&D) team 
employing a business partnering model driving Inclusion and 
diversity as a business imperative and woven into everything we do. 
With the refreshed plan there are five strategic priorities to support 
our aim to be a modern and inclusive employer which is outlined in 
the ‘Guardians of the Railway’ strategic plan and to deliver against 
the Police Race Action Plan (Police Race Action Plan: Improving 
policing for Black people (college.police.uk) and activities in the 
Violence Against Women and Girls Plan.

https://assets.college.police.uk/s3fs-public/Police-Race-Action-Plan.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/1033934/Tackling_Violence_Against_Women_and_Girls_Strategy_-_July_2021.pdf
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Aim 1:

We will deliver policing 
services that are fair, easy 
to access and responsive 
to the diverse needs 
of the people we serve.
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Aim 1
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Aim 1
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Within the Speak up, Interupt campaign we publicised conversation 
and action prompts that passengers could safely use if they witness 
sexual harassment, without fear of embarrassment or escalation. 
Examples of these can be seen below. 

We chose this strategy as academic studies and guidance from 
an expert consultant showed that common barriers to intervention 
are not knowing what to do; fear of causing embarrassment for 
themselves or others, and fear of escalating the incident (i.e. 
violence). 

We used Influencer marketing techniques and social content on 
Tiktok, Facebook, Instagram and Twitter. 

An advertising campaign on Facebook and Instagram attracted 4.3 
million impressions as well as a poster campaign on the London tube 
network which led to approximately 25 pieces of media coverage. 

This campaign generated an increase in public awareness on how to 
report sexual harassment as well as praise from several charities and 
subject matter experts. It can also be noted that two pieces of our 
campaign content went viral on Tiktok. 
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Aim 1

Very / Fairly 

Somewhat 

Not at all

Neither
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Aim 1

Use of Powers 
BTP had no insight when it came to traffic stops. As an organisation 
we were unable to identify if any disproportionality or disparity was 
present within any traffic stop carried out by BTP. To address this, 
and proactively feed into the NPCC Use of Power workstreams, a 
trial was launched to capture this activity. This trial proved to be a 
success and has been rolled out nationally. This use of power is low 
in volume and no concerns have been identified, therefore improving 
trust and confidence.
 
We created a ‘Stop and Search Champions’ scheme to build on our 
existing high standards and create a force wide network of trusted 
peer mentors who support colleagues to better understand and use 
this controversial but beneficial power. Recent schools of thought 
such as adultification and trauma informed approaches are broadcast 
through this network. They also offer a ground truth acting as a voice 
of the customer, completing the feedback loop. 

This supports our ongoing commitment to reduce disproportionality 
and not over-police Black people in line with the PRAP. We delivered 
continuous professional development (CPD) sessions, use of powers 
disproportionality workshops and a trial development programme for 
aspiring Sergeants (Step Up to Sergeant). This offered an operational 
and tactical level understanding to support our workforce with the 
skills required (Stop and Search / Use of Force).
 
Stop and Search Z Cards were created to obtain feedback from all 
who have been stopped and searched, not just about complaints 
but about the lived experience borne from that encounter. A QR 
code was added to the existing Z Cards to ensure we reach and 
obtain feedback from the community, particularly from groups and 
communities where the highest disproportionality exists; giving them 
an opportunity to be heard and for us to better understand 

the communities we police. The feedback enables improvement in 
how Stop and Search activities are conducted and can offer real 
time monitoring within events with traditionally high rates of Stop 
and Search, such as Notting Hill Carnival. This helps identify where 
training is needed; where  good practice can be celebrated and how 
we can engage and involve our communities.    
 
Themes have been identified such as a lack of awareness around 
routine handcuffing, searching of phones, searches exposing 
intimate parts and insufficient reasonable grounds. From this analysis 
tailored products have been developed such as through MyLearn 
(our learning management system) as well as videos, briefing packs, 
continual professional development inputs and targeted interventions 
with officers /teams who are outliers in their practice.

The PRAP requires us to explain or reform our activities where there 
is disproportionality and to strive to increase trust and legitimacy.  
We developed a model to make these improvements and trialled it 
at Notting Hill Carnival.  This was an innovative approach to Stop 
and Search, using a live scrutiny panel to provide a feedback loop, 
completed in real time, ahead of the next day’s deployment.  This 
helped to course correct poor practice and celebrate good practice 
with Stop and Search. The impact was more weapons seized on 
the back of a more proportionate approach. Where poor practice 
was identified, officers received additional training as a result This 
approach was praised and highlighted as good practice by the 
College of Policing and Her Majesty’s Inspectorate of Constabulary 
and Fire and Rescue Services (HMICFRS) and has been shared with 
other forces.  
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Aim 2:

To better reflect the local 
regional working age 
populations 
in our workforce.
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Aim 2
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Aim 2
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Aim 2

Ethnic MinorityWhite Not stated FemaleMale

Ethnicity
Police staff data (correct as of 03/02/2023)

Gender
Police staff data (correct as of 03/02/2023)

https://www.ethnicity-facts-figures.service.gov.uk/
https://www.ethnicity-facts-figures.service.gov.uk/
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Ethnic MinorityWhite Not stated

325 (10.4%)

2720 (86.8%)

FemaleMale

683 (21.8%)

2450 (78.2%)

Aim 2

Ethnicity
Police Officer data (correct as of 03/02/2023)

Gender
Police Officer data (correct as of 03/02/2023)
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Aim 2

Ethnic MinorityWhite Not stated FemaleMale

Ethnicity
Community Support Officer data (correct as of 03/02/2023)

Gender
Community Support Officer data (correct as of 03/02/2023)
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Aim 2
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Aim 2
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Aim 3:

To make sure everyone 
in BTP understands the 
importance of inclusion 
and diversity and how 
we all play a part in it. 
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Aim 3
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Aim 3
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Aim 3
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Aim 3
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Aim 3

https://www.btp.police.uk/SysSiteAssets/foi-media/british-transport-police/reports/gender-pay-gap-report-2022/gender-pay-gap-report-2022.pdf


28.

Aim 3

Ethnicity pay gap report
Whilst there is no legal requirement to carry out or publish an 
ethnicity pay gap report, we have given a commitment as part of our 
delivery of PRAP to implement an annual ethnicity pay gap report, 
so that we are aware of our data and can take appropriate action, as 
we have been doing for our gender pay gap over the last five years. 
We are proud to be one of the first UK police forces to report on 
the ethnicity pay gap. In the absence of a mandatory framework for 
ethnicity pay gap reporting, organisations who take steps to report 
their ethnicity pay gap have to select their own reporting measures. 

We have chosen to replicate the measures used in gender pay gap 
reporting and therefore this report includes an analysis of three 
measures: the mean, median and quartiles.

In 2022 the mean (average) ethnicity pay gap in hourly pay is:

• £20.21 for White group
• £19.12 for the Asian group
• £19.10 for the Black group
• and £19.43 for the Mixed group.

These figures show that the Asian, Black and Mixed groups 
are lower by 5.64%, 5.64% and 4.05% respectively. 

In 2022 median ethnicity pay gap in hourly pay is: 

• £20.33 for the White group
• £18.14 for the Asian group
• £18.05 for the Black group
• and £18.96 for the Mixed group.

The Asian, Black and Mixed groups are lower by 10.78%, 11.20% 
and 6.76% respectively lower than the highest median hourly pay 
rate.

The ethnicity pay data across all BTP employees confirms the White 
group has the highest median earnings for female staff. For female 
and male officers, the Black group are the highest earners. The Black 
group also has the highest hourly rate for male staff. The largest 
difference from the median is negatively experienced by the Black 
female staff at 8.05% and Mixed male officer group at 14.22%. 
Within female police staff those in the White group have the highest 
hourly median earnings (£17.04). For male police staff the Mixed 
group has the highest median hourly earnings at £18.03.

When looking at the quartile pay bands the White group has the 
highest representation in the upper quartile pay quartile – 86.4% of 
all employees, 89.81% of officers and 76.52% of police staff. As this 
is our first ethnicity pay gap report, significant work is required to 
understand this data and improve proportionality across all ethnicity 
pay quartiles through increased representation. A holistic approach 
is being applied, looking at many different areas, including attraction, 
retention, development opportunities and progression. Please see the 
full report here.

https://www.btp.police.uk/SysSiteAssets/foi-media/british-transport-police/reports/gender-pay-gap-report-2022/ethnicity-pay-gap-report-2022.pdf
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Aim 3
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Aim 3
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Aim 4:

To have significantly 
reduced or eliminated 
incidents of bullying 
and harassment.
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Aim 4

Our culture change and legitimacy linked to Violence, intimidation against Women and Girls 
(VIAWG)
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Leading into 2023 - 2024 
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https://www.college.police.uk/ethics/code-of-ethics
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https://assets.college.police.uk/s3fs-public/Police-Race-Action-Plan.pdf
https://galop.org.uk/
https://www.heforshe.org/en
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https://www.btp.police.uk/police-forces/british-transport-police/areas/about-us/about-us/
https://www.btp.police.uk/police-forces/british-transport-police/areas/about-us/about-us/our-structure/
https://www.spa.police.uk/
https://www.gov.uk/police-and-crime-commissioners#:~:text=PCCs%20are%20elected%20in%20areas,the%20police%20budget
https://btpa.police.uk/wp-content/uploads/2022/02/Draft-strategy-website-version.pdf
https://www.college.police.uk/about
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