
 

GENDER PAY ACTION PLAN 

Objectives Actions Measures 

Review of pay and 
reward policies to 
ensure they are 
equally accessible to 
all 

Undertake equal pay audit - identify 
any specific unfairness in practices and 
pay relating to gender 

Project plan complete and audit near completion 

Audit report to the Pay and Allowances Meeting 

The creation of an action plan signed off by the Pay and 
Allowances Meeting 

The rectification of any areas where unequal pay is identified 

Introduce new Pay & Allowances 
policy and Reward & Recognition 
policy to provide framework and 
governance ensure consistency of 
approach 

Continue to monitor the impact of newly published Pay, 
Allowances & Expenses and Recognition & Reward policies 

Provide justification & governance rules around all additional 
payments 

Internal audit sign-off on process 

Promote 
flexible/agile working 
practices 

Publication of new policy - outcome 
rather than process driven 

Policy published, with accompanying communications plan 
setting out purpose and the cultural ethos being driven 
towards 

Reduction in number of Flexible Working appeals 

Pilot flexible working advocates Evaluation of pilot 

Role modelling of senior leaders who 
work flexibly 

Evidence that this is in place 

Utilise the modern workplace agenda 
to influence positive change 

Action plans in place for a variety of departments, detailing 
barriers for each role and the enablers that might allow for 
these to be overcome 

Evidence of agile working practices being put in place, 
considering factors around time, location and role 

Production of benefits realisation documents where agile 
working has been implemented 

Review of 
recruitment practices 
to ensure free from 
gender bias 

Limit essential criteria on recruitment 
profiles to maximum of 8 to mitigate 
against self-de-selecting in women 

In-house audit of advertised roles 

'Valuing difference' training for all staff 
& officers involved in interviews to 
ensure recruitment is conducted in a 
fair way 

Restriction on interview panel participation without training 
completion 

Provide support/mentoring to female 
candidates who feel under confident in 
their ability to complete assessment 
processes 

Increase in proportion of successful female candidates 

Encourage gender balanced panels Ensured that information within key guidance documents such 
as the Recruitment Code of Practice, the new Recruitment of 
Police Staff policy as well as documents distributed by the 
recruitment team 

Increase positive 
action initiatives 

Hold recruitment events/open days 
targeted at female candidates, helping 
to breakdown perceived barriers 
within the process 

Further increase in representation of females at recruitment 
events, with an initial target of 50% 

Further increased proportion of female police officer recruits 

Increase training and mentoring 
events for women to increase 
confidence and success in promotion 

Audit of attendance at training and mentoring events, and 
effect upon those who then enter into promotion exercise 

Make full use of in-house mentors 
and coaches by stipulating that part 
of their work must be with staff who 
are underrepresented in Policing 

Number of mentoring opportunities which have been 
provided 

Ensure requests job re-evaluations are 
consistent amongst males and female 

Analysis of job evaluation data 


