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Figure 1
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Source: Appendix 4 of this report.

iii) Pay of senior police offi cers
As mentioned in the introduction, pay rates for senor police offi cers are also set through the 
police negotiating framework, with rates of basic pay for Chief Constables and Deputy Chief 
Constables differentiated according to the size and population of the county. Assistant Chief 
Constables’ pay is governed by six scale rates.

Senior police offi cers may however be entitled to other benefi ts. Although not eligible for 
overtime (see Section 4) and leaving aside pension arrangements for the present (see Section 8),
senior offi cers may receive bonuses (related to achievement of targets which may be set by 
local Police Authorities or national policing plans), benefi ts-in-kind, such as the use of vehicles,
and allowances for expenses. In addition, there is some evidence of ‘golden handshakes’ and 
re-negotiation of pension and severance arrangements for senior appointments (especially 
where transfers occur between police forces). It should be noted that such additional payments 
are not uncommon for senior managers and executives in the public sector6, let alone among 
CEOs and senior appointments in the private sector. Nevertheless, these additional payments 
drive a signifi cant wedge between published scale rates and actual remuneration levels.

Figure 2 reports on pay scale rates compared to actual remuneration levels for Chief Police 
Offi cers (Panel A) and Deputy Chief Offi cers (Panel B) by police force for 2009-2010. The 
actual remuneration data are collected by the Home Offi ce (in contrast, scale rates are published
online). The remuneration data are incomplete, insofar as data for a few police forces were not 
made available, and the data on additional bonuses, in-kind benefi ts and expenses may not be 
comprehensive. Where data are available on recruitment bonuses or severance payments, these 
are included in the calculation of additional remuneration. Where there is staff turnover, and pay
can be annualised, it is done so in the calculations in Figure 2 but, for some forces, it is clear that
there was a gap between the departure and reappointment of senior offi cers and an annualised 
pay level cannot be constructed. The police forces in the panels are ranked from those where 
scale rates are lowest (typically, the smaller English counties), through the larger metropolitan
forces and fi nally, to the London Metropolitan Force (Commissioner and Deputy Commissioner).

6 For example, payment of recruitment and retention premia is almost universal among very senior managers (VSMs) in 
the National Health Service.
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For Chief Police Offi cers (Chief Constables, in most cases), scale pay rises from just over 
£127,000 to over £181,000. Actual remuneration varies more widely, from £140,000 to 
£226,000. (The Chief Commissioner of the London Met is an outlier). In general, additional 
remuneration in the form of bonuses, expenses, in-kind benefi ts and additional payments 
(where identifi ed) adds just under £30,000 to the scale fi gure, on averaging increasing pay 
above the scale rate by 21%. For deputy Chief Police Offi cers (normally Deputy Chief 
Constables), the additional remuneration categories add around £16,500 to base pay – an 
increase of 14%. Many Assistant Chief Constables also receive additional payments which 
would typically add around 10% to base pay.

Figure 2A
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General comparisons of pay of police offi cers with other occupations are considered in greater 
detail in the next section. However, it seems appropriate to consider specifi cally comparable 
remuneration of senior appointments in the public sector at this point. Pay scales for senior 
appointments to sectors covered by the Senior Salaries Review Body are publicly accessible7. 
Clearly these senior appointments cover a wide range of occupations and it is unclear which 
level of senior appointments in these fi elds would be directly comparable to Chief and Deputy 
Chief Constables. However, by way of illustration, scale rates for very senior managers in the 
NHS vary from £105,000 (Band 1, PCT Chief Executive) to £204,000 (SHA Chief Executive, 
London). Pay of CEOs of NHS Foundation Trusts is typically somewhat higher. The pay of 
Permanent Secretaries in the Civil Service varies between £140,000 and £190,000; and pay 
band 3 of the Senior Civil Service varies from £101,000 to £208,000. Most such positions are 
also entitled to some form of bonus arrangement (though as a fraction of pay, they would 
typically be lower than for senior police offi cers) but recruitment premia are common in, for 
example, the senior echelons of the NHS and in specifi c civil service appointments.

In the absence of specifi c job evaluations, it is hard to make any direct comparisons between 
pay of senior police offi cers and these occupations, although it will be noted that the scale rates 
for these senior public sector appointments bracket the remuneration levels for police offi cers 
depicted in Figure 2. However, senior police offi cers themselves would typically draw 
comparisons with the pay levels of senior appointments in local government, since senior 
police offi cer appointments are made at the local level. Senior appointments in local 
government do not come under any centralised pay-setting arrangements, and appointment 
procedures seem to have generated a high degree of pay dispersion, with some well-publicised 
appointments of local government chief offi cer at rates well above those of senior police 
offi cers. On the other hand, it could be argued that realigning senior police pay with senior 
local government pay is not the solution, and indeed that a further analysis of the pay of senior 
local government appointments is overdue. Moreover, there is some evidence that the tenures 
of local authority senior executives have become more closely related to performance and of 
shorter duration where performance targets are not attained8. In contrast, use of performance 
targets for senior police offi cers is patchier and sub-standard performance is less likely to lead 
to severance other than through retirement.

7 The latest report is: Review Body on Senior Salaries (2010) Report No. 73, Thirty-Second Report on Senior Salaries, 
March 2010, Cmnd 7804, TSO. The SSRB remit covers judicial appointments, senior appointments to the armed forces
and the civil service, very senior managers in the NHS (but not Foundation Trusts) and it currently also makes 
recommendations on parliamentary pay.

8 See House of Commons, Public Administration Select Committee (2010) Top Pay in the Public Sector: Report, Formal 
Minutes, Oral and Written Evidence, Sixth Report of Session 2009-10 – HC Session 2009-10, 172-I.
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3. Earnings in the police service compared to other occupations

This section and subsequent sections analyse the earnings and hours of police relative to other 
occupations, rather than simply describing scale rates and scale rate increases. These analyses 
use the Annual Survey of Hours and Earnings (ASHE), an employer-based survey conducted 
by the Offi ce of National Statistics, and described more fully in the text box on the next page. 
ASHE is the most comprehensive survey of earnings across all occupations in the UK. An 
attraction of the survey is that, being based on a large sample derived from National Insurance 
numbers, pay distributions can be analysed disaggregated down to 4-digit occupation. This 
allows us to identify two categories of police offi cers in the data, as well as many other
specifi c occupations.

i) Weekly earnings of police and comparisons with other occupations
Tables 2 and 3 consider the weekly earnings of police offi cers in 2009 (the most recent year
of ASHE available) relative to a number of other occupations using the ASHE data. ‘Weekly 
earnings’ includes overtime pay and, in this particular comparison, both full-time and
part-time staff. The role of overtime payments is considered in more detail in a subsequent 
section of this report.

The object of the tables in this section is to locate police earnings in the pay distribution using 
two broad defi nitions of comparability. First, the tables illustrate the range of occupations
with median pay comparable to the median pay of both junior and senior police offi cers (for a 
defi nition of ‘median’ and other distributional measures, also see the ensuing text box). Second,
median pay levels are identifi ed for other occupations, primarily in the public sector, which 
might constitute broad comparison groups for police offi cers in a ‘public facing index’. It 
should be re-emphasised that this report does not advocate any specifi c reference occupation
as the comparator to the police force; it merely provides these two benchmarks as potential 
comparators. And note also that, whereas Table 1 considered police scale rates in relation
to other occupations, these tables consider actual earnings (including, as already stated, 
overtime payments).

Taking Table 2 fi rst, and as a preliminary to investigating police pay; the fi rst row of data refers 
to the weekly earnings of all occupations, for men, in 2009. ASHE grosses up to identify just 
over 12 million male jobs with a median weekly wage of £491, up 1.4% from the previous 
year. Mean (average) earnings are higher (due to the skewness of the earnings distribution)
and grew at a slightly lower rate than median earnings. The 25th percentile of the male weekly 
earnings distribution in 2009 was £330.7 and the 75th percentile was £716.7. The ratio of these 
two numbers, known as the ‘interquartile range’ (IQR) was 2.2. (The text box also discusses 
the meaning of ‘percentile’ and ‘quartile’). In Table 3, comparable statistics for the earnings
of women are presented. Women’s average earnings are lower. In part, but not wholly, this is 
because women on average work fewer paid hours. This greater variance in women’s weekly 
hours is also refl ected in the higher IQR of women’s pay, at 2.8.

The report now focuses on police pay in relation to alternative comparators. Occupations are 
ranked by median earnings – from the occupation with highest median pay to the lowest.
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Tables 2 and 3 highlight the two categories of police offi cers that are identifi ed in ASHE – 
inspectors and above, and sergeants and below9.

From Table 2, median weekly pay of senior male police offi cers (inspectors and above), at 
£1,026, is just over double median average earnings for men as a whole, and grew at almost 
double the rate of overall median earnings between 2008 and 2009. Pay in these bands is 
relatively compressed, with an IQR of 1.3, but it should of course be borne in mind that the 
more narrowly the occupation is defi ned, the lower the likely variance of pay within the 
occupation. Weekly pay of inspectors and above is on a par with other professional managers 
in the public and private sector as can be seen from the occupations with median earnings in a
similar bracket – for example senior civil servants, and solicitors, judges and legal professionals.

For more junior male police offi cers (sergeant and constables), median weekly pay is £743.40 
in 2009. At the lowest quartile, police offi cer pay is £625.40 and at the highest quartile, 
£860.50. This puts these police offi cers on a par with many broadly ‘white collar’ occupations 
such as quantity surveyors, accountants and engineers, and slightly higher than senior offi cers 
in the fi re service. Note however that train drivers, at £768.9 at the median, on average earn 
more than police sergeants and constables. Comparing this police group with other public 
sector occupations, median weekly earnings of police sergeants and constables exceed those
of paramedics by around £30 per week, (male) nurses by around £160 per week, fi refi ghters 
(below senior level) by around £190 per week, and prison offi cers by around £210 per week.

9 Although earnings data in ASHE are the most accurate data available, given the large sample size, the fi gures on 
employment by occupational category should be treated with caution since weighting to appropriate population fi gures is 
only done at a higher level of occupation aggregation and by other weighting factors within ASHE. The weighted total 
police force numbers in ASHE shown here, even allowing for inclusion of other police categories such as transport 
police (who are on the same scale rates as the police forces analysed here) and the forces in Scotland and Northern 
Ireland, are too high relative to actual police employment. 
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The ASHE data, and the use of percentiles of distributions

The ASHE data set

Much of the analysis of earnings and hours in this report uses data from the Annual Survey 
of Hours and Earnings (ASHE), collected by the Offi ce of National Statistics. The Annual 
Survey of Hours and Earnings (ASHE) provides information about the levels, distribution 
and make-up of earnings and hours paid for employees within industries, occupations 
and regions. It is collected from employers on the basis of a sample of National Insurance 
numbers and pay records and, for this reason, is generally agreed to be more accurate than 
earnings data self-reported by employees. For the questionnaire, see:

http://www.statistics.gov.uk/downloads/theme_labour/ASHE-2009/2009-form.pdf

The ASHE was developed to replace the New Earnings Survey (NES) in 2004. ASHE 
includes improvements to the coverage of employees, to the method of imputation for item 
non-response and to the weighting of earnings estimates, relative to NES. However, trends 
in earnings can be tracked over long periods using combinations of NES/ASHE. The latest 
published ASHE (October 2010) is for 2009.

Given the large sample size of ASHE, it can be used to analyse distributions of earnings
to the 4-digit level of the Standard Occupational Classifi cation (SOC) dating from 2000.
Two important 4-digit SOCs for the ensuing analysis in this report are:

1172 Police Offi cers (inspectors and above) (Classifi ed as SOC 152 before 2002)
3312 Police offi cers (sergeant and below) (Classifi ed as SOC 610 before 2002)

Some other non-offi cer grades in the police force are subsumed into various categories including:

4113 Local government clerical offi cers and assistants
4142 Communication operators
4150 General offi ce assistants/clerks

ONS does not fl ag up how it allocates reported police service job titles into SOC categories.

Analysis of percentiles of distributions

Much of the analysis of this report utilises percentiles of the distribution of earnings,
hours, and so forth. A percentile is the value of a variable below which a certain percent
of observations fall. So the 75th percentile of the earnings distribution (also called the 
third quartile) is the level of earnings below which 75% of observed earnings levels will be 
found. The median is the 50th percentile, where exactly half the observations fall below and 
above the observation. It is often more useful to look at the median of a distribution rather 
than the commonly-used mean when the distribution is skewed.

Other useful statistical measures include deciles, which are ordered by each tenth percentile 
of the distribution starting from the lowest to highest observation and quartiles, which are 
each twenty-fi fth percentile (the ‘second quartile’ is therefore the median). Useful measures 
of inequality of distributions of earnings include ratios of percentiles e.g. the ‘50/10 ratio’ 
is the ratio of earnings at the median to a person at the tenth percentile, and the ‘75/25, or 
inter-quartile, ratio’ is the ratio of earnings of a person at the 75th percentile to a person at 
the 25th percentile.

ASHE data provide not just means and medians of distributions (of, for example, earnings 
or hours in a particular SOC) but also various percentiles of the distribution, where size of 
sample permits. ONS highlights the ‘confi dence intervals’ that can be attached to statistics 
of the distribution where samples are relatively small.
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For female police offi cers, the picture is similar. For the higher ranks (inspectors and above), 
numbers of women are relatively small, so ASHE does not provide a complete statistical 
distribution. Perhaps surprisingly, pay of female inspectors and above is on average slightly 
higher than male inspectors and above in 2009. Pay of female police inspectors and above is
in fact the second highest identifi ed occupation in the ranking of median pay from highest to 
lowest. However, pay of senior female police offi cers fell between 2008 and 2009.

For female police offi cers at the rank of sergeant and below, Table 3 provides a slightly 
different group of comparators to men in Table 2, refl ecting the different occupational mix of 
jobs held by men and women in the economy. At median weekly earnings of £624.9, female 
police offi cers earn on average around £120 a week on average less than male police offi cers
at these grades, and this weekly pay level is very close to that earned on average by female 
managers and secondary school teachers, according to the table. As with male police offi cers, 
female police offi cers earn signifi cantly more than female fi refi ghters, nurses and prison offi cers,
although considerably less than female train drivers and slightly less than female paramedics.

ii) Position of police offi cers in the earnings distribution: changes over time
The report now investigates the question of where police offi cers’ earnings are positioned in 
the overall distribution of earnings, and how this position has changed over time. It exploits the 
sequence of ASHE surveys from 1998 to 2009 to examine this issue (the starting point is again 
driven by data availability rather than any other criterion).

Figures 3A and 3B, for men and women respectively, consider this issue in the case of police 
offi cers (sergeant and below). Given that most police are full-time, and earnings for women
are depressed by part-time work, we consider the weekly earnings of full-time workers only 
(including additional payments such as overtime). The results depicted in the fi gures are 
described fi rst, before a note of caution is injected.

In the case of men (Figure 3A), the median earnings of a male junior police offi cer, as defi ned 
here, are located at around the third quartile point of the earnings distribution. In plain terms, 
this means that the earnings of a male junior police offi cer located at the mid-point of the 
distribution of earnings of junior male police offi cers has earnings that are greater than around 
three-quarters of full-time men. Looking at the time trend, the ratio of the median to the overall 
earnings distribution rose slightly in the fi rst part of the period considered, and broadly 
stabilised thereafter.

Both fi gures also present the location of the inter-quartile range for junior police relative to the 
gender-specifi c full-time earnings distributions. Thus a male junior police offi cer at the 25th 
percentile point of the police distribution had earnings that exceeded roughly 65% of the earnings
of full-time men in the distribution; for a male junior police offi cer at the 75th percentile of the 
distribution, earnings exceeded 80-85% of the male distribution over the period.
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Figure 3A
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Figure 3B
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For female police offi cers (Figure 3B), the percentiles of the earnings distribution are at a 
higher level of the overall earnings distribution: for example, the median earnings of a female 
police offi cer are on average at the 80th percentile of the full-time women’s earnings 
distribution, although there is some degree of volatility over the period. The third quartile of 
female police offi cers’ pay, on average, is only exceeded by around 10% of women’s earnings. 
It should not be too surprising that female police offi cers do relatively better than male offi cers 
in terms of their position in the overall distribution of earnings – both male and female police 
offi cers are on the same pay scales even if (as we shall see) junior female police offi cers on 
average earn less than junior male police offi cers.
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There is an important caveat in these comparisons. ASHE data are only published in deciles 
and quartiles rather than individual percentiles of the distribution (see the earlier text box for a 
discussion of these terms). Without going to the original date tapes, we have to ‘guesstimate’ 
the exact percentiles of the overall earnings distribution at which police earnings are located. 
But, even if we were given more precise numbers, it is in the nature of distributions that 
sampling error becomes more important at the tails of the distribution simply because there
are fewer observations at the tails in normal distributions. Specifi cally, because senior police 
offi cers are located above the 9th decile of the earnings distribution, it is not possible to 
undertake these comparisons with any degree of accuracy for that occupational category; for 
similar reasons the third quartile estimates in Figure 3 (especially for women) should be treated
with more caution than those for the fi rst quartile and the median of the police pay distributions.

For completeness, a simpler statistic is also presented: the cumulative growth of earnings of 
male police offi cers and female police offi cers over the same period relative to the average 
cumulative growth of earnings for all occupations. Since we are comparing average (mean) 
growth rates, the numbers are not directly comparable with the trends in medians and quartiles 
in Figure 3. The results are presented in Figures 4A and 4B for male police offi cers and female 
police offi cers respectively.

Figure 4A shows little difference in the overall cumulative increase in earnings between 
occupations as a whole, and junior and senior male police offi cers. In contrast, Figure 4B 
shows that, whereas junior female police offi cers’ earnings have grown slightly more slowly 
than those of occupations as a whole, senior female police offi cers’ pay have grown more 
rapidly albeit with greater volatility. This refl ects the relatively small number of senior female 
police offi cers and probably also refl ect a greater fraction of those women achieving promotion 
to higher grades in the senior police force.

Figure 4A
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Figure 4B
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iii) Pay of women relative to men in the police forces
As already suggested from Figures 3 and 4, pay of senior female police offi cers is on average 
on a par with that of senior male police offi cers, although the ratio is highly sensitive to the 
distribution of the relatively small number of senior female police offi cers across the different 
senior ranks. What of gender-pay differences among junior police offi cers, relative to 
occupations as a whole? We focus on earnings of full-time employees including overtime,
and the relevant comparisons are illustrated in Figure 5. It can be seen that earnings of junior 
female police offi cers have averaged from 85% to 90% of those of male police offi cers.
This ratio is higher than among occupations as a whole. This earnings gap has shown some 
volatility among the police over time, although it has tended to narrow slowly in occupations 
as a whole. Comparisons at other points in the earnings distributions (for example, at the fi rst
and second quartiles) are very similar to those illustrated here and so are not shown in the fi gure.
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Figure 5
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iv) Pay of police staff other than offi cers
As suggested in the Introduction, the police service employs a variety of staff in occupations 
other than police offi cers. The police service is also required to submit information on earnings 
and hours on these groups to the Offi ce of National Statistics as part of the Annual Survey of 
Hours and Earnings, but the ONS does not then separately describe the pay of these other 
occupations (with the exception of the category ‘traffi c wardens’) within the police service. 
Some occupations within the police service, for example, managers, clerical offi cer and assistants,
communications operators (such as dispatchers and control room staff) are aggregated into 
broad identifi able categories in ASHE such as ‘local government clerical offi cers’. Other job 
titles which are more specifi c to the police service, such as Community Support Offi cers, 
fi ngerprint and forensic analysts, investigators, and custody offi cers are aggregated into more 
generic headings within the Standard Occupational Classifi cation (SOC) (which dates from 
2000 and therefore precedes the development, of, for example, PCSOs as an occupation with 
substantial numbers of employees). Finally individual police services employ a few people in 
variety of occupations (including, for example, nurses and tailors) of which there are too few, 
relative to the general occupational category, to draw any conclusions about pay.

In this section, the ASHE returns for 14 police forces in England and Wales in 2009 are utilised 
to examine average pay levels for various common occupational categories within the police 
service, other than police offi cers. We are grateful to the forces concerned for providing this 
information at our request. Since individual forces utilise their own job titles and descriptions 
in their ASHE returns, the aggregation into categories undertaken as part of this research is 
necessarily somewhat arbitrary. Moreover, ASHE being a 1% sample, this section necessarily 
implies that we are taking a sample of individuals from a sample of forces, and the data should 
be taken as indicative rather than representative on police service pay in these occupations. 
The sample gives around 280 individuals in all in a variety of occupations. After excluding 
part-timers (by ONS defi nitions, those working less than 120 hours in a month) and those 
occupations where we have less than four observations, we are left with around 235 members 
of identifi able occupations.

Table 4 therefore provides data on average basic and gross weekly earnings for several 
occupations in the police service, along with overtime earnings and earnings from shift premia 
(the latter cannot be obtained for the published ASHE data since it is aggregated into gross 
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earnings) using our sample data. The fi nal column of the table then provides the average 
weekly gross earnings from a comparable SOC for each group, which may indeed include
the police group identifi ed. Only the data for traffi c wardens are provided from the published 
ASHE data, and can therefore be taken as nationally representative.

Average earnings among these selected occupations can be compared with those of police 
offi cers in Tables 2 and 3; in most cases they are of course, signifi cantly lower: that is, police 
offi cers are in general on similar earnings levels to managerial grades in the police service. 
Earnings levels in the police service occupations identifi ed here are broadly comparable with 
the SOC codes for these occupations (where such occupations can be identifi ed from the
SOC manual of occupational classifi cations). This should be expected by construction;
if they are not, we cannot rule out that the discrepancy arises from mis-classifi cation or from 
inappropriate comparison groups10. However one very interesting facet of these data are the 
magnitudes of shift premia – which are not separately reported in the published ASHE data. 
Shift premia are more signifi cant than overtime payments for most groups and for some 
occupations are a substantial component of pay: 12% of pay for custody offi cers, signifi cant 
for traffi c wardens (by imputation from individual returns), and 5 to 10% of pay for other 
categories. Since, as described in the next section, we do not know from published ASHE data 
the magnitude of shift premia as opposed to explicit overtime payments for police offi cers, 
these fi gures may give some guidance as to the likely magnitudes for offi cers.

10 It should be noted that ONS do not explain how individual jobs are assigned to general SOC classifi cations – for 
example, it is not done explicitly by job evaluations. It may well be that some groups – for example, managerial
grades in the police service – are assigned to more, or indeed, less plausible occupational categories in terms of job 
comparisons, by ONS than is done here. In defence of ONS, it should be noted that there is a large discrepancy in job 
titles across police forces and any assignment strategy will not therefore be without error.
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Table 4 : Selected police service occupations: earnings and comparisons

Police service 
occupational 
category

Average 
weekly 
basic 
earnings 
(£)

Average 
weekly 
gross 
earnings 
(£)

Average 
weekly 
overtime 
earnings

Average 
weekly 
shift 
premia

Comparable 
occupation
in ASHE
(SOC code)

Average 
weekly 
gross 
earnings in 
comparable 
occupation

Forensics; 
investigation 
services

525.64 611.84 17.74 46.42 Business & 
public service 
professionals 
(24)

734.40

Business and 
operations 
managers

810.37 813.09 0 0 Public sector 
managers
(118)

697.6

IT & systems 611.30 611.30 0 0 IT operations 
technicians 
(3131)

578.00

Clerical offi cers 437.86 484.37 14.06 19.33 Local 
government 
offi cers/
assistants
(4113)

384.60

Clerical assistants 350.18 371.94 1.95 13.61 General offi ce 
assistants
(4150)

311.40

Custody detention
offi cers

418.65 530.98 12.77 65.14 Prison service 
offi cers
(3314)

492.00

Communications 
managers & 
supervisors

736.78 805.54 13.45 13.96 - -

Dispatchers,
call centre 
offi cers etc

421.48 515.84 11.88 50.99 Communication 
operators
(4142)

468.40

Fingerprint 
and forensic 
technicians

499.40 544.77 12.67 31.74 - -

Community 
Support Offi cers

412.09 452.90 14.25 33.19 - -

Traffi c Wardens 433.4 490.4 (0.0) (56.6) 9242 -
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4. Overtime hours and earnings

i) Police overtime hours in comparison to other occupations
In this section of the report, police overtime – measured both by hours and overtime earnings 
– is explored. Again, the Annual Survey of Hours and Earnings is utilised, since employers,
in their responses to this ONS survey, are asked to differentiate earnings and hours of their 
employees into earnings received in ‘normal’ hours in comparison to those received in 
overtime hours.

It should be noted that these statistics relate to paid overtime. Although ‘normal hours’
are defi ned for most occupations, most white collar occupations are not eligible for formal 
overtime payments. The same is true for many senior positions within administrative 
structures; for example, ASHE does not report any senior police offi cers receiving overtime 
payments (they are not eligible), so the focus is here on junior police offi cers (sergeant and 
below). Finally, it should be noted that overtime payments are not prevalent in some public 
sector organisations where there have been major adjustments to pay structures and the 
organisation of work practices.

Table 5, for men, and Table 6, for women, follow the format of Tables 2 and 3 in describing 
overtime hours of male police offi cers and female police offi cers at different percentiles of
the distributions of hours, in comparison to average overtime hours for occupations as a
whole, relative to other ‘public sector facing’ comparator organisations and relative to ‘high 
overtime’ occupations. Other occupations with roughly similar overtime patterns to the police 
are also described.

Table 5, shows that male police offi cers (sergeant and below) on average worked 3 overtime 
hours a week in 2009 – a signifi cant fall from the year before. The median number of overtime 
hours worked was 3.6 hours. At the 25th percentile of the distribution, the fi gure was 1.7 hours 
and, at the 75th percentile, 6.9 hours. Because the median is larger than the mean, this implies 
that the distribution is negatively skewed (unlike the earnings distribution) – most male police 
offi cers worked some overtime but the average (mean) was reduced by a minority of male 
police offi cers working little or no overtime. By way of comparison, average overtime hours 
for occupations as a whole are slightly lower, whilst the quartiles (including the median) are 
slightly higher.

Comparing occupations, the table shows that some public sector occupations such as 
fi refi ghters and nurses had fewer average overtime hours than the police, although paramedics 
worked slightly more overtime hours. Not surprisingly, the table shows that occupations with 
high overtime hours include HGV drivers and other occupations in the transport industry, as 
well as postal workers. Occupations with similar patterns of overtime hours to the police 
include IT and scientifi c professionals, persons working in security occupations and, perhaps 
slightly surprisingly, administrators in ‘government and related occupations’ (which will, of 
course, include white collar staff employed by the police forces).

Table 6 considers the overtime of female police offi cers. On average female police offi cers 
work slightly fewer overtime hours than men. This is true of female occupations in general. 
Given the different occupational mix of female occupations, slightly different comparators
are used in Table 6 when compared to Table 5 but it will be seen that female police offi cers
in general work fewer overtime hours than females working in postal services but somewhat 
more hours than the larger number of females working in nursing and caring organisations.
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ii) Overtime earnings
In general, the fi gures in the last sub-section do not bear out the assertion that police offi cers 
are working large amounts of overtime on average; however it should be noted that 25% of 
male police offi cers are working at least 9 hours of overtime and 25% of female police offi cers 
at least 5 and a half hours of overtime a week. Moreover, it is likely that ASHE understates the 
total amount of overtime pay in one important respect. If junior police offi cers have their shifts 
switched without suffi cient notice, they are also entitled to premium rates above basic pay of 
either one-and-a-third, one-and-a-half or double time (this does not apply to senior offi cers). 
Temporary work for another police force (known as ‘mutual aid’) may also entitle the offi cer 
to higher pay rates. These are forms of ‘shift premia’ rather than overtime per se. ASHE adds 
‘shift premia’ into basic pay rather than overtime pay, even if paid at overtime rates. So data 
such as those contained in Tables 2 and 3, which incorporate all sources of gross earnings, will 
incorporate shift premia as well as ‘pure’ overtime hours, and other allowances, but ‘overtime 
pay’ is simply defi ned as pay attached to additional hours over and above ‘normal’ hours, 
rather than ‘premium hours’ or altered shift patterns. As noted in the previous section, these 
shift premia seem to be substantial for some other occupations within the police service but
we cannot make a direct inference concerning offi cers’ shift premia here.

With this caveat in mind, Figure 6 illustrates the distribution of weekly overtime pay in 2009 
for male police offi cers and female police offi cers (derived from Table 14.4a, ASHE, 2009) – 
that is, pay received during overtime hours. For male police offi cers, the amount of weekly 
overtime pay varies from £15 at the lowest decile to almost £300 at the highest decile. The 
mean weekly payment is £69.4 and the median is £80.2. For female police offi cers, there are 
not large enough sample sizes to derive signifi cant statistics at some deciles, but weekly 
overtime payments vary from just under £15 at the lowest decile to just over £143 at the 
highest quartile, with an average (mean) of £44.1 and a median of £63.4. Overall, this implies 
that overtime contributes around 8.5% of total pay. This calculation excludes shift premia paid 
at overtime rates.

Figure 6
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Finally, in this section, Figure 7 illustrates the trends in overtime hours from 1999 to 2009 for 
men, comparing ‘all occupations’ (Figure 7A) with male police offi cers (sergeant and below) 
in Figure 7B. The comparisons are for overtime hours worked at the 25th, 50th (median) and 

A4 Disney.indd   270A4 Disney.indd   270 07/03/2011   12:0407/03/2011   12:04



271

Appendix 4 – The Remuneration of the Police in the United Kingdom

75th percentiles. Trends for women are very similar and there are more missing values for 
female police offi cers across the distribution, so these comparisons are not illustrated here11.

Figure 7A shows a gradual decline in hours of overtime worked at the illustrated points of the 
distribution (the quartiles) for ‘all occupations’. In contrast, Figure 7B shows a gradual 
increase for police in the fi rst part of the period, with no clear trend thereafter and indeed, as 
shown previously, a sharp fall in 2009.

Figure 7A
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Figure 7B
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Note: ASHE data on police overtime hours in 2003 ar not available.

11 The ASHE data for 2003 are not available.
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5. Regional pay variations

In this section, police pay across regions is considered, using ASHE data on regional data by 
occupation. Since sample sizes are relatively small, the data largely comprise measures of 
central tendency (median and mean) rather than distributions. Weekly pay will vary across 
regions for three reasons: fi rst because of the existence of additional payments related to
cost-of-living and housing costs in the south-east of England and, especially, the London area; 
second, because police forces have different age structures and mixes of relatively junior and 
senior grades (for example, constables relative to sergeants) and third: because of differential 
use of overtime payments and different components of pay. ASHE does not provide detailed 
data in the published summaries to allow us to disentangle these factors although of course
it is straightforward to predict that average pay, other things being equal, should be higher in 
London and, to a lesser extent, the south-east, than elsewhere.

Figures 8A and 8B provide estimates of weekly pay for men and women across the regions at 
the pay median and pay mean respectively for police constables and sergeants. The bars are 
labelled with these average amounts so, for example the median weekly pay of a male police 
offi cer in these grades in London is £846.30 a week and, for a female police offi cer, £719.00. 
As expected, London wages are the highest, but it appears that wages in the south-east are not 
the next-highest category – indeed median wages in the south-east lie in the middle of the 
distribution, although somewhat high when mean earnings are considered. It appears for both 
means and medians that police offi cers in Wales are paid above the national average. These 
slightly surprising fi ndings perhaps warrant further investigation but may refl ect differences
in age-profi les and tenure of the respective police forces.

Figure 8A
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Figure 8B
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It also useful to look at how these differences in average police pay across the regions relate to 
average pay across all occupations across the regions. Whilst police pay is highest in London, 
so too is pay in other occupations, particularly in the private sector, whereas the pay of police 
forces in Wales, say, may be higher relative to other occupations. The ratios of mean and 
median weekly police pay, for men relative to these averages for occupations as a whole,
are given in Figure 9.

Since average police pay is in the upper half of the overall pay distribution, it is not surprising 
that Figure 9 shows that these ratios are greater than 1, but the range of differences in quite 
considerable. For median pay, the ratio is highest in Wales and the north-east at over 1.5;
both these regions are typically among lower-paid regions in private sector occupations. At the 
other extreme, police pay in London and the south-east is only just over 1.25 times the local 
average, with Eastern England and the south-west also at the lower end. When comparing 
means, the ratios are lower, because many other occupations have pay distributions that are 
less compressed in the upper tail than junior police offi cers. Nevertheless, a similar pattern 
emerges, with London and the south-east, followed by Eastern England and Scotland, as 
regions where the police ‘pay premium’ is lower than the average.
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Figure 9
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6. Police pay: international comparisons

 Introduction
International comparisons of police pay are, like any international pay comparisons, not 
straightforward. First, it is diffi cult to get exactly comparable earnings measures across countries.
For example, there is variation as to whether the data are provided for actual earnings or for 
scale rates; whether data are hourly, weekly or monthly or annual values of pay; whether 
overtime is or is not included and so on; indeed in one country in this comparison (Denmark), 
ongoing accrual of pension rights are included in the earnings fi gures. Second, police forces
in other nations often have different functions and no direct comparators with their UK 
equivalents, and data are only available for certain occupation groups in the police force or 
aggregate together functions such as crime prevention with prosecution, which would be 
distinct occupations in the UK. Third, exchange rates fl uctuate. Not only is it diffi cult thereby 
to make direct cost-of-living comparisons, but periods of sustained exchange rate changes 
(such as the rise in the Australian dollar) considerably affect cross-country comparisons of 
police pay. Finally, statistical sources in various countries differ radically in not only the data 
that are collected, but also in what is made publicly available either through offi cial websites 
or through correspondence with researchers depending on freedom of information provisions.

In general the United States and northern European countries undertake more comprehensive 
surveys of earnings and have more open provision of this data than some of the other countries 
examined here. However, even after this host of caveats, some striking facts emerge as to the 
position of police in the pay distribution of other countries, relative to the UK.

i) Germany
Policing in Germany is the responsibility of states (Landes), with the exception of border 
police and certain specialist federal criminal investigations. However data on local variations 
in police pay are not publicly available. In June 2009, average annual earnings in Germany 
totalled €37,692 – that is, roughly £34,000. From a response to a specifi c request to the 
German statistical offi ce, the Statistisches Bundesamt, information on average police pay has 
been obtained for this report. The average annual pay of a male Police offi cer at the same point 
in time was €39,108 – that is, roughly £35,500, and for a female Police offi cer was €30,120 
– which is roughly £27,400. The absolute earnings of police staff in the UK and Germany are 
therefore comparable, but it should be noted that police earnings in Germany are much closer 
to mean earnings for all occupations than in the UK. However, the data defi nition for the 
German police data is “police offi cers including administrative staff (excluding apprentices)”. 
Administrative staff are not included in the calculations of police pay levels in the UK, and 
their inclusion in Germany is likely to bias the average of police pay downwards, relative to 
the UK. Therefore the fi gures for German police probably understate the average earnings of 
uniformed offi cers.

ii) Denmark
Denmark has a national police force, with some differences in organisation between the 
Copenhagen force and other areas. One of the attractions of examining earnings in Denmark
is that highly detailed earnings are available online from Statistics Denmark. Hourly earnings 
data at mean and quartiles for both men and women are available at the 3-digit level of 
disaggregated occupational category, which is defi ned as ‘police offi cers and investigators’. 
This coding implies that the two categories of junior and senior police offi cers examined in
the UK data are aggregated into one category in Denmark. A unique and interesting aspect
of Danish earnings data are that they compute the value of all current and accrued payments 
(i.e. including pension rights as well as overtime) on an hourly basis. So, although these data 
are comparable across occupations in Denmark, it is hard to present the absolute value for 
cross-country comparisons without making strong assumptions. Nevertheless, grossing up
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data to a measure of annual earnings by assuming a 35-hour week gives median or mean total 
remuneration (including accrued pension rights) of police offi cers in Denmark in the range 
£53,000 to £58,000. Not surprisingly this is high by comparison with the UK police forces and 
arises from the inclusion of pension rights in the data for Denmark – an appropriate step would 
be to add the UK employer’s contribution as a % of earnings to total UK police earnings to get 
a comparable fi gure – which would involve an addition of almost 25% to the UK earnings 
fi gure. However, comparisons of earnings across the Danish pay distribution can be made
on a standardised basis, and an interesting fi nding is that, as in Germany, police earnings in 
Denmark are much closer to overall annual earnings than in a number of the other countries 
considered here: for men, police pay is on average 13% to 18% higher than average male pay; 
for female police offi cers, the differential is around 20%.

iii) Sweden
The Swedish police force is organised on somewhat similar lines to that of the UK, with 
county police forces overseen by a national supervisory structure. There are also some 
agencies organised at the national level. The Swedish data, available online from Statistics 
Sweden, are also highly detailed, to the 4-digit level, with one category identifi ed as ‘police 
offi cers and detectives’. As in Denmark, the data are provided as means and quartiles, 
differentiating men and women. Earnings are monthly and narrowly defi ned, which facilitates 
grossing-up to obtain annual pay averages. These data are arguably particularly interesting 
when comparing to the UK: gross annual earnings of these police offi cer categories in £ 
sterling seem to be somewhat lower than those for police offi cers in the UK; moreover, in 
relation to average pay, police pay in Sweden is much closer to average pay than in the UK and 
in a number of Commonwealth countries examined here. Taken with the data for Denmark and 
Germany, it seems that earnings of police offi cers in continental Europe are much closer to 
nationwide average earnings levels than in the UK.

iv) United States
As is well known, United States (US) police forces operate at different levels of jurisdiction. 
Federal police offi cers are involved in the enforcement of Federal Law and homeland security 
whereas state police operate at the level of state jurisdiction, such as state traffi c laws but also 
narcotics, supervision of state parks etc. At the county level, law enforcement is in the hands of 
the Sheriff’s department, which in metropolitan areas may involve the existence of a county 
police force, and these forces carry out most of the duties that would be associated with local 
police forces in the UK. Given the variety of jurisdictions and levels of policing, there is wide 
heterogeneity in police pay in the United States.

The United States Bureau of Labor Statistics provides a wealth of data on occupational 
earnings (means, deciles and quartiles of the distribution) broken down by highly disaggregated
codings and area breakdowns to the county level. So, for example, it is possible to learn that 
the highest paid police and sheriff’s patrol offi cers in 2009 work in San Jose-Sunnyvale-Santa 
Clara California (on an annual average salary of $95,000) which compares favourably with a 
police offi cer working in Oklahoma ($34,520 annual average)12. On average, however, US 
police and sheriff’s patrol offi cers earn 17-18% more than US fi refi ghters, 17% (mean) to 26% 
(median) more than US private investigators, and 27% (mean) to 60% (median) more than 
average earnings in US occupations as a whole. The wide disparity in the median relative to 
the mean of all occupations lies in the much greater skewness of the all-occupation distribution 
of earnings relative to that of the police and greater inequality of earnings in the US relative to 
other industrialised countries.

In general, average (mean/median) salaries for police offi cers and patrolmen (excluding higher 
ranks) in the US equate to around £33,000 to £35,000 in the UK – slightly lower than UK 
averages for police offi cers at constable and sergeant level. For additional relevant occupational

12 See http://www.bls.gov/oes/current/oes333051.htm

A4 Disney.indd   276A4 Disney.indd   276 07/03/2011   12:0407/03/2011   12:04



277

Appendix 4 – The Remuneration of the Police in the United Kingdom

categories in the United States, salaries in 2009 averaged for ‘First Line Supervisors/Managers 
of Police and Detectives’, $78,580 (£49,000); for ‘Detectives and Criminal Investigators’, 
averaged $65,860 (£41,000), and for ‘Police, Fire and Ambulance Dispatchers’ averaged
$36,470 (£22,800).

Finally, it should also be noted that police pension funds vary greatly across the United States, 
by state and area level in generosity, funding status and size. In some states, for example,
the New York City and State Common Retirement funds, assets are pooled across several 
categories of public sector employees including teachers, state or local employees and 
uniformed services, so these are among the largest public sector funds in the United States.
In other states, police operate their own funds with specifi c institutional features (for example 
as to the ‘defi ned benefi t’ component or as a ‘defi ned contribution’ fund) and various degrees 
of generosity.

v) Canada
Canadian police forces have pay scale rates for cadets, after training, for constables (3 grades) 
and upwards through sergeant to senior offi cers. Pay differs by province and within province, 
but individual provinces such as Ontario do provide scale rates on internet sites13. Other 
unoffi cial sources of information include recruiting agencies and sites with posted vacancies.

In general, provincial police earnings vary widely in Canada. Urban conurbations such as 
Toronto pay higher rates, but so do more far-fl ung localities where police staff may be eligible 
for additional relocation payments (in Ontario, for example, of up to $30,000 over a longer 
period for service in the northern part of the province). Typical scale rates would start at just 
over $40,000 but most junior police offi cers would expect to increase their pay to a range of 
$55,000 to $75,000 (or £34,000 to £45,000 at current exchange rates). In addition, overtime 
rates are payable and there are additional benefi ts including sick pay and pension arrangements.
Above the level of constable, scale rates rise through sergeant to higher ranks, as in the United 
Kingdom. Press reports suggest that it is ‘not uncommon’ for offi cers at senior constable or 
sergeant rank to earn up to $100,000 after overtime in Canada, but such reports should be 
treated with extreme caution.

According to Statistics Canada, weekly earnings across all occupations in Canada averaged 
$877.75 in 2009. Since hourly earnings rose (from the same source) by 2.3% between 2009 
and 2010, annualising this fi gure gives average earnings in 2010 of around Canadian $46,700 
(or approximately £28,300). The scale rate of pay of a constable 1st to 3rd class in (say) 
Ontario therefore ranges from 36% to 74% higher than Canadian average earnings, while 
junior ranks have the opportunity to earn overtime on top of scale rates and of course there
are higher ranks above constable in Canada.

vi) Australia
Pay scales and prospective earnings of police in Australia again differ across states with pay 
levels that vary according to whether the individual is engaged in general duties or within
a specialist unit. The career structure starts at a probationary constable, moving through 
constable, senior constable, sergeant and senior sergeant to higher grades of inspector and 
above, within some variation across states. Information from offi cial sources on average 
earnings is not as easily available as in some other countries, but recruiting sources give typical 
pay ranges that vary from $53,500 to $70,800 in New South Wales to $41,000 to $61,000 in 
Queensland for constables, with sergeants receiving around $70,000 and special constables 
$90,000. Converting these fi gures into £ sterling has to take account of the volatility of the 
Australian dollar: the Australian dollar has strengthened markedly in recent years.

A useful comparison arises from a summary factor sheet from offi cial sources: www.
joboutlook.gov.au which states that median earnings of a junior police offi cer in Australia

13 See, for example: http://www.opp.ca/ecms/index.php?id=98
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are around $1,300 weekly which converts to £764 at a 2010 exchange rate of around
Aus $1.7 = £1. This is just above median earnings of a male police offi cer for the UK in Table 2.
Just over three-quarters of Australian police are male so, if the difference in male-female police 
earnings in Australia is similar to that of UK (see Figure 4 above), this gives a differential in 
earnings in favour of an Australian police offi cer relative to a UK offi cer of around 6 per cent. 
However this is highly sensitive to the exchange rate chosen. More pertinently, however, the 
same document suggests that median weekly earnings for all occupations in Australia are 
around $1,000 – thereby suggesting that police offi cers’ pay lies around 30% above the national
average. This is somewhat lower than the differential observed for both the UK and for Canada.

vii) New Zealand
New Zealand is a particularly diffi cult country for which to get comparative pay distributions 
since Statistics New Zealand tends to collect annual surveys of household incomes rather than 
earnings by occupation. This partly refl ects the very different nature of employment and 
occupation structures in New Zealand but perhaps also the fact that New Zealand, not being a 
member of OECD, has not gone through the process of standardising statistical sources that 
has occurred in other OECD countries.

Offi cial recruitment sources report that New Zealand police offi cers start at NZ$51,000 and 
can expect to have annual earnings of NZ$57,000 (the latter fi gure equates to around £26,000 
at the NZ $ to £ exchange rate of the last 12 months)14. As in Australia and Canada (and 
Scotland) there remains a ‘cadet’ category on lower pay scales. To obtain estimates of average 
earnings of police offi cers, the only statement provided by Statistics New Zealand is that 
average earnings of police offi cers is around $55,900 in the 2006 Census. Current (2010) 
average earnings for all occupations in New Zealand are around $40,000 and were around 
$35,300 in 2006. On the heroic assumption that police earnings and average earnings grew at 
the same rate, this implies that the ‘average’ pay of a police offi cer in New Zealand was around 
58% higher than average earnings in this period. This appears to be one of the highest premia 
to police earnings that we observe around the world and may refl ect the very different 
occupational structure in New Zealand to elsewhere. It may also refl ect the fact that police 
offi cers in New Zealand are salaried and overtime is only reimbursed with time off in lieu.

 Summary of international evidence
Table 7 provides a summary of international comparisons of police pay based on the countries 
summarised in the preceding sub-sections. Despite the variety of defi nitions of pay and 
measures of police staffi ng, as described in the introduction to this section, several key
factors stand out. First, there is great variety in pay structures and earnings levels across the 
comparison countries. Secondly, however, Continental European countries tend to have levels 
of police earnings much closer to average earnings in the economy as a whole, where the 
‘premium’ paid to police offi cers is much less apparent whereas police pay relative to average 
earnings is, on balance, comparable to UK levels in many Commonwealth countries and also, 
on average, in the United States (although the local nature of pay-setting in the United States 
allows for great heterogeneity in earnings).

14 Source: http://www.newcops.co.nz/About/TheJob/Benefi ts
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7. Recruitment and retention

An important issue in judging whether remuneration levels are appropriate is that of workforce 
recruitment and retention. Police forces in the UK have not had serious diffi culties in recruiting 
offi cers for many years, as the occupation has been seen as one with attractive pay and 
prospects. In this section, the focus is on reasons for exiting the police, using aggregated 
tabulations of exit rates for police forces in England and Wales based on offi cial returns 
(Annual Date Return 581) and on separate data on turnover rates by police offi cers.

Figure 10 presents administrative fi gures on reasons for leaving for police total workforce (not 
just offi cers) in England and Wales in 2008-09, by length of service. Since these are absolute 
numbers, it should be kept in mind that there are around 144,000 police offi cers in England 
and Wales and over 90,000 staff supporting the police – exits from both offi cer strength and 
associated police staff are included here. The dominant reason for leaving is voluntary 
resignation, and it can be noted that around 13,000 police offi cers and staff in total resigned in 
this period – around 6% of the total workforce (this ignores transfers to other forces or duties). 
By way of comparison, voluntary turnover rates in private industry would normally average 
around 13% annually, although 2008-09 had a particularly low turnover rate in the private 
sector due to depressed labour demand; moreover public sector turnover rates in general tend 
to be lower than the private sector.

Among police offi cers excluding other police staff, exit rates (‘wastage’) are lower than this. 
The average ‘wastage’ rate among police offi cers among forces in England and Wales for 
2009-10 is 4.7% of the forces’ strength. This rate includes offi cers who may not have left
the police forces as a whole but who had transferred to another force. The ‘wastage rate’ by 
force varies from a high of 8.5% (Lincolnshire) to a low of 3.0% (Devon and Cornwall). 
Interestingly, given that London is often a high turnover area in other occupations, the largest 
police force, the London Metropolitan, has one of the lowest wastage rates (3.7%) although 
many of the other south-eastern Police Authorities (such as Bedfordshire, City of London, 
Essex and Surrey) have higher-than-average exit rates. These fi gures for police offi cers again 
refl ect the relative attractiveness of pay and conditions and the incentives to remain within the 
force after a certain number of years’ tenure given the ‘backloading’ of pension incentives.

Reverting to the fi gures for the whole police workforce, and not just police offi cers, voluntary 
departures dominate all service durations until 10 years and over, but are largest in absolute 
number between 6 months and 5 years service. Not surprisingly, exits at 10 years and over are 
dominated by retirement – on normal conditions or on medical-related conditions. In 2009-10 
there were around 5,000 retirements – around 4% of the total workforce, supplemented by 
some 250 medical retirements. However it should be noted that in addition to ’pure’ medical 
retirements, standard retirement pensions may include various additions for disability and 
injury, as discussed shortly.
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Figure 10
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8. Pensions and retirement

i) Overview of police pension schemes
Police pensions in the UK, and reforms thereof, have a long history.15 Most current police 
offi cers – both active and retired – are members of the Police Pension Scheme (PPS), which is 
an unfunded contributory fi nal salary pension scheme that dates from 1987, although the key 
principles of the scheme date back to its inception in 1921 and to subsequent legislation. 
However, since April 2006, this scheme has been closed to new members, and new entrants to 
the police force are offered membership of the New Police Pension Scheme (NPPS) which was 
introduced as part of the reform process to public pension schemes that was initiated in the 
early 2000s (see Pensions Policy Institute, 2008). Important differences between the PPS and 
NPPS are discussed below.

Police staff members of the police services will typically belong to the various local 
government pension schemes, though police staff members of the Metropolitan Police Service 
belong to the Civil Service Pension Scheme. However, in contrast to the police scheme, local 
government pension schemes are not a national scheme, and are at least partially pre-funded.
A typical local government pension scheme is again a fi nal salary scheme, has an accrual rate 
of 1/80th plus 3 times fi nal salary as a lump sum (1/60th for new members since 2008 with no 
additional lump sum), and a typical rate of employee contributions of 5-6% (raised in 2008 to 
up to 7.5%). These pension arrangements (and reforms thereof) are pretty standard across the 
public sector so, in what follows, the discussion will concentrate on the relatively unique 
features of the pension schemes for police offi cers: the PPS and the NPPS.

A key characteristic of PPS (and, to a lesser extent, the NPPS), relative to other public sector 
pension schemes, is that rights are accrued faster and offi cers can retire with an immediate 
pension earlier. Under PPS, offi cers can retire after a full 30 years’ service – which for an 
entrant aged 18 could imply retirement on a full pension as early as age 48 – or at 50 years
of age with 25 years’ service. Offi cers with less than 25 years’ service can retire with an 
immediate pension either at their Voluntary Retirement Age (VRA for constables and sergeants 
is 55; for senior ranks (inspector and above), VRA may be between age 55 and 60) or at the 
deferred pension age of 60. Offi cers can continue to serve beyond their respective VRA.

A key reform therefore embodied in the New Police Pension Scheme (NPPS), for entrants 
from 2006 onwards, is to introduce a Normal Pension Age (NPA) of age 55. In terms of 
number of years of working life to gain a full pension, however, even after this change police 
pension scheme members have an advantage relative to other pension schemes. Almost all 
other public sector pension schemes had a NPA pre-reform of age 60, which has been raised
in most cases to age 65. Firefi ghters are intermediate between most schemes and the police 
pension scheme in having originally had a NPA of 55, now raised to 60. Police are now 
broadly on a par with the armed forces where a full career average pension can be obtained at 
age 55 (or after 34 or 37 years of service depending on rank). But members of the armed forces 
can obtain a limited intermediate pension after far fewer years of service and, as with the 
police, there are provisions for disability and health-related pensions from an earlier age.

PPS also has another unique feature: a two-tier accrual rate by which pension rights accrue
at an annual rate of 1/60th for the fi rst twenty years, followed by rights accruing at 1/30th for 
each year thereafter. This ‘backloading’ of pension incentives provides for very rapid accrual 
of rights later in the career and gives a strong incentives for those who have been in the police 
force for a number of years to remain in the force to NPA (see some of the ‘vignettes’ in 
Section 1 above). A retiring member of PPS can then receive the pension as an annual sum 
(annuity) or opt to have part of it commutated to a lump sum. A combination of the value of 

15 For a good account of the evolution of the police pension schemes, see: House of Commons, Library (2009) Police 
pension scheme, standard note SN/BT/700. For a comparison of the 1987 and 2006 police pension schemes with other 
public sector schemes, see Pensions Policy Institute (2008) An assessment of the government’s reforms to public sector 
pensions, London, October.
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the pension and the commuted lump sum gives large sums on retirement, especially for senior 
ranks, as illustrated by some case studies below. But it should be borne in mind that other 
public sector schemes also offer scope for lump sum commutation of service pensions.

Case studies of pensions based on Offi cers at top of Payscale with 30 years’ service, 
retiring on the 1987 scheme at or under the age of 50, without London weighting or CRTP,
on 31 August 2011. Lump sum calculated assuming maximum commutation and using 
the factor for age 50 or below as at March 2011. Calculated fi gures given to nearest 100.

Table 8

Final Salary Full annual 
pension

Lump sum at 
retirement

Annual 
pension (after 
commutation)

Calculation n/a (2/3) x fi nal 
salary

(19/4) x full 
pension

(1/2) x fi nal 
salary

Constable £36,519 £24,300 £115,600 £18,300

Inspector £50,751 £33,800 £160,700 £25,400

Chief Superintendent £78,636 £52,400 £249,000 £39,300

Chief Constable
(N Yorks)

£133,068 £88,700 £421,300 £66,500

Chief Constable 
(Kent)

£151,215 £100,800 £478,900 £75,600

The reformed police pension scheme for new entrants, NPPS, scraps this two-tier accrual 
structure, replacing it with an accrual structure which whilst simpler is still unique in the public 
sector. Each year’s service accrues pension benefi ts based on a 1/70th of fi nal salary, and the 
fi nal pension will be paid on this formula for years of service at age 55 plus a lump sum 
equivalent to 4 times fi nal salary. Survivors’ benefi ts are also made slightly more generous in 
the NPPS than the PPS, but there are changes to ill-health benefi ts in the opposite direction, 
which are described shortly.

The police pension scheme, which is more generous than other public sector pension schemes 
in terms of earlier Normal Pension Age (both PPS and NPPS), and, in the case of PPS, high 
accrual rates after 20 years’ service, does not come cheap. Arguably, its relative generosity 
refl ects the disproportionately stressful nature of a police career16. Moreover, serving police 
offi cers would also point out that not all this additional cost is borne by the taxpayer; the 
employee’s contribution in PPS is 11% – a rate higher than all other public sector pension fund 
members bar fi refi ghters. In the NPPS, the employee’s contribution rate is 9.5%, which is 
higher than all public pension schemes including fi refi ghters, who had their contribution 
reduced to 8.5% in the reform of their pension scheme, which also took place in April 2006.

Some of the key features of the two police pension schemes are summarised in Table 8.

16 For a discussion of the correlates of stress in the police force, see P. Collins and A. Gibbs (2003) ‘Stress in police 
offi cers: A study of the origins, prevalence and severity of stress-related symptoms within a county police force’, 
Occupational Medicine, 53 (4), 256-264. This study found a high fraction of offi cers exhibiting stress indicators. 
However, it also found that many of the determinants of that stress (such as work overload, lack of control and 
consultation, and work life interfering with domestic life) were not specifi c to policing. It is often argued that life 
expectancy of police offi cers after retirement may be shorter than for other occupations with comparable earnings,
but this cannot be corroborated from offi cial data. 
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Table 9: Summary of provisions of Police Pension Scheme and New Police Pension Scheme

Scheme Police Pension Scheme
(PPS) 1987

New Police Pension Scheme 
(NPPS) 2006

Eligibility Joined force up to 05-04-06 Joined force from 06-04-06

Employee contribution rate 11% of salary 9.5% of salary

Maximum pension 2/3 fi nal salary 1/2 fi nal salary + 4 x lump sum

Accrual rate 1/60th 20 years+1/30th after 20 1/70th 

Maximum service full pension 30 years 35 years

Earliest pension 48.5 (as early as 46 if transferred
in service); deferred 60

55; deferred 65

Indexation of pension Was to RPI (2010 on to CPI) Was to RPI (2010 on to CPI)

Survivor’s pension 50% of member’s pension 50% of member’s pension

Ill-health benefi t One level of benefi t Two tier benefi t on severity

As already mentioned, the combined police pension systems are costly – not only do they
exact high employee contributions (by the standards of other public pension schemes) but the 
employer contribution is also high – at just over 24% of earnings. The Pensions Policy Institute 
(PPI) (2008) calculates the average value of the annually accrued pension rights of a serving 
male police offi cer as 35% of annual earnings in PPS – that is, the ‘worth’ of an extra year’s 
pension discounted from retirement to any working age is around 35% of salary in each year. 
This value is slightly lower than that of men in the armed forces, which PPI calculates at 39%, 
is about the same as that of fi remen (also 35% of salary) and considerably higher than for men 
in the other public sector schemes, which PPI value at between 22% and 29% of salary. In 
relation to the new police pension scheme (NPPS), PPI calculate this to be worth 29% of salary 
for a male police offi cer, which is a reduction of 6 percentage points – signifi cantly exceeding 
the reduction in the employee contribution rate. For fi remen and for the civil service scheme 
reforms, the reduction in the value of pensions relative to earnings is greater; for other public 
sector scheme reforms, somewhat less. PPI also calculate values of women, which are 
somewhat lower than for men (presumably refl ecting lower lifetime earnings not outweighed 
by higher life expectancy)17.

In summary, several points arise from this discussion. First, the police pension schemes are 
more generous than other public sector schemes, refl ecting the earlier normal pension age. 
Second, although the employee’s contribution rates to the PPS and NPPS are greater than in 
other public sector schemes, these higher rates do not fully compensate for the higher value
of the pension, relative to other schemes. As in most public sector schemes, around two thirds 
of the cost is borne notionally by the employer, not the employee. Third, the reduction in 
generosity of the NPPS relative to the PPS is signifi cantly greater (at least for men) than the 
fall in employee contribution rates. This refl ects the abolition of the two-tier accrual rate and 
so, fourth and fi nally, the value of pensions relative to earnings in the PPS (unlike the NPPS)
is disproportionately weighted towards serving offi cers with more than twenty years’ service. 
Whilst PPI calculates the average value of the PPS to serving male police offi cers as 35% 
(28% for female police offi cers), the return is lower for 30 year olds (a proportion of whom 
will exit the service before reaching NPA) whereas it is as high as 26% to 62% for 50 year 
olds, depending on actual retirement age.

17 It should be noted that the generosity of all public pension schemes has been reduced by the decision in 2010 to shift 
from indexing benefi ts in payment and earnings’ revaluation to the CPI price index rather than the RPI index. This 
change will have a particularly signifi cant effect for those schemes with a lower average retirement date such as those
of the police and armed forces.
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A note of caution should be added concerning the calculation of the ‘value’ of public sector 
pension schemes relative to earnings. The PPI calculations assume identical exit rates before 
NPA, mortality assumptions, and salary increases over the working lifetime across all public 
sector pension schemes. The PPI calculations would overstate the value of the police pension 
schemes to the extent that (a) a lower fraction of police offi cers reach NPA, whether through 
exiting the force or early death, or (b) police offi cers have lower life expectancy in retirement 
than other public sector workers. The second possibility is indeed a rationale for the earlier 
NPA for police offi cers relative to other occupations such as the civil service, local government 
and health care. Moreover, the earnings profi les constructed by PPI simply assume constant 
and identical growth of earnings over the working life across all schemes; an assumption 
designed to facilitate comparisons across broad public sector groups. The police earnings 
profi le therefore does not capture the heterogeneity of police careers described in the 
‘vignettes’ in Section 1 of this report. Further detailed work would be needed to provide 
specifi c earnings profi les for particular public sector occupations18.

ii) Evidence on police retirement
Figure 11 illustrates the distributions of ages of male and female members of the Police 
Pension Scheme by three categories of status: active, retired and deferred – the last category 
being members who are not currently working in the police force and who cannot receive their 
pension until age 60 (age 65 from 2006 in the NPPS). The data are for March 2008 from the 
records of the pension scheme itself.

Figure 11A

0

15,000

5,000

10,000

20,000

25,000

30,000

35,000

N
um

be
r

50,000

45,000

40,000

PPS membership by age and status: men 

Membership by age
Active members

Membership by age
Deferred members

Membership by age
Pensioner members

 A
ge

 

 0
-1

9 

 2
0-

29
 

 3
0-

39
 

 4
0-

49
 

 5
0-

54
 

 5
5-

59
 

 6
0-

64
 

 6
5-

69
 

 7
0-

74
 

 7
5-

79
 

 8
0-

84
 

 8
5-

89
 

 9
0-

94
 

 9
5-

99
 

 1
00

 

18 As in R. Disney, C. Emmerson and G. Tetlow (2010) ‘The value of teachers’ pensions in England and Wales’, Fiscal 
Studies, 31, March, 121-150.
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Figure 11B

0

2,000

4,000

6,000

8,000

10,000

16,000

14,000

12,000

Membership by age
Active members

Membership by age
Deferred members

Membership by age
Pensioner members

PPS membership by age and status: women

N
um

be
r

 A
ge

 

 0
-1

9 

 2
0-

29
 

 3
0-

39
 

 4
0-

49
 

 5
0-

54
 

 5
5-

59
 

 6
0-

64
 

 6
5-

69
 

 7
0-

74
 

 7
5-

79
 

 8
0-

84
 

 8
5-

89
 

 9
0-

94
 

 9
5-

99
 

 1
00

 

The largest numbers of active male police offi cers are grouped in the age bracket 40-49; for 
women, the peak numbers are in the age bracket 30-39. Of around 100,000 active male police 
offi cers, only 8,500 are aged 50 and over. Less than 3% of serving female police offi cers are 
aged 50 and over.

There are almost as many retired male police offi cers as active – at over 95,000 – plus an 
additional 12,500 with deferred pension rights and a further 800 male dependents of retired 
female police offi cers. The ages of retired male police offi cers are fairly evenly spread between 
age 50 and 70, peaking in the 60-64 age category19. There are almost 6000 men in the PPS who 
are retired and currently below age 50. Deferred male members of PPS are spread across the 
age range and beyond age 50, since deferred pensions cannot be obtained in PPS until age 60. 
Among women, there are just over 31,000 active members. Almost half of retired members of 
PPS are aged under 50 (3,800 out of 8,200, in round numbers), and the age distribution of 
members with deferred rights and pensioners is very similar. The large number of retired 
relative to active members is, of course, one reason why the PPS is a costly scheme in terms of 
required fi nance. Not shown in the fi gures are that the average annual pension in payment to a 
male police offi cer (mode and median) lies in the range £16,000 to £19,000 and for a female 
police offi cer, £8,000 to £10,000, and that there are 13,000 serving offi cers in the NPPS.

Figure 12 examines ordinary retirements (as opposed to ill-health retirements) for the England 
and Wales police forces grouped by duration of police service to retirement. Men and women 
are aggregated in these data; it is likely that, on average, a female Police Offi cer’s years of 
service at retirement are lower than those of a male Police Offi cer (as also indicated by the 
disparity in average pensions in payment between males and females). These data are taken 
from offi cial returns from police forces to the Home Offi ce reference ADR533 (the numbers 
disaggregated by police force are too small to permit any detailed analysis by individual 
forces) for two fi nancial years: 2008-09 and 2009-10.

19 No inference concerning expected length of life can be drawn from any statistic as to the average age of retired members 
of the PPS. For further discussion of this issue, see footnote 15 supra.
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Figure 12
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Not surprisingly, ordinary retirements (i.e. not on grounds of ill-health) are grouped at 30 
years’ service, although a signifi cant number fall just short of this fi gure. The signifi cant 
number retiring at longer durations of service than 30 years arise from two sources: primarily 
senior ranks with more years of active service, and those who have deferred pensions and 
normally have to wait to age 60 to obtain them (and thereby have accrued years of pension 
scheme membership beyond years of active service). The data do not provide actual retirement 
data from active service. However the vast majority of such retirees choose to take a lump sum 
(an option not open to deferred pensioners) and, from the numbers of those taking the lump 
sum, it is possible to calculate that around 8-9% of those who fi rst receive their pension after 
30 years+ of pension scheme membership are in fact deferrers rather than those retiring with 
more than 30 years of active service.

iii) Ill-health retirement
Both the original police pension scheme (PPS) and the revised police pension scheme from 
2006 (NPPS) offer scope for retirement on grounds of ill-health. Ill-health is defi ned in terms 
of the capacity to continue to perform the duties of a police offi cer; however the schemes differ 
in how they treat a claimant in terms of capacity to serve in an alternative occupation.

In the PPS, ill-health retirement could be obtained by any offi cer permanently medically 
unable to continue to serve as a police offi cer. The base component of this would be accrued 
rights to the standard pension. An offi cer with only 2 years of service could receive a pension 
immediately based on 2/60th of earnings “without enhancement”20. Above fi ve years’ service 
the offi cer receives an enhancement. An offi cer with at least fi ve but not more than 10 years’ 
service has his service doubled. An offi cer with 10 or more years’ service has his service 
enhanced by 7/60ths, with a minimum pension of 20/60ths and a maximum pension of 40/60ths. 
In addition there is a cap on any ill-health pension of the pension the offi cer would have been 
entitled to had he continued to serve to his voluntary retirement age (age 55 for constables and 
sergeants). Thus enhancements are related to length of service rather than the nature of the
ill-health or disability (subject to that disability rendering the offi cer permanently unable to 
serve in the police force).

20 But of course the fact that the pension is received immediately rather than at NPA is an actuarial ‘enhancement’.
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In the NPPS, there is a two-tier ill-health benefi t which relates, not to length of service, but as 
to whether the offi cer is capable of employment outside being a serving police offi cer. For 
those who are permanently unable to engage in any employment, the enhancement is half the 
service the offi cer would have earned had he continued to serve until Normal Pension Age
(age 55), up to a maximum of 35 years’ service. This part of the ill-health retirement scheme
is similar to PPS except insofar as the accrual structure is linear rather than non-linear (see 
section (i) above). However, for ill-health retirees deemed medically capable of working 
outside the police force as a serving offi cer, the pension benefi t payable is simply the accrued 
ordinary pension without enhancements. In addition, in recent years police forces have been 
encouraged to make greater efforts to re-employ offi cers suffering from particular forms of
ill-health in alternative positions e.g. away from front-line duties in order to reduce the
ill-health retirement ‘bill’.

Figure 13 graphs the distribution of ill-health retirement in two years by length of service 
within the PPS. Clearly the incentives to retire on ill-health grounds are rather limited at very 
low tenures and then rise above a tenure of 10 years. However, for those with service of more 
than 20 years, the incentives to accrue rights within the ordinary pension scheme are already 
attractive. Although ill-health retirement is subject to medical examination (and the incidence 
of ill-health may grow in line with stress for police offi cers with longer durations of tenure), it 
is clear from the graph that ill-health retirements are indeed pretty evenly distributed across the 
tenure bands for tenures of 10 years and above.
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Finally, an in addition to ill-health benefi ts, it should be noted that there is the entirely
separate issue of injury benefi ts, which are not fi nanced out of the pension scheme and which 
revolve around the issue of injuries sustained in the course of the duties as a serving police 
offi cer. This has been the subject of a recent review by the Home Offi ce, and remains under 
further consultation21.

21 Home Offi ce (2008) Review of Police Injury Benefi ts: Government Proposals, London.
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9. Pay bills of police forces

i) Variations across forces in employment and pay ‘mix’
So far, the analysis has focussed on individual data on earnings, with some regional 
breakdowns. In this section, the focus is on pay bills across police forces in England and 
Wales, and the determinants of those changing police pay bills. The data used are police force 
returns to CIPFA (the Chartered Institute of Public Finance and Accountancy) made available 
by the Home Offi ce. The data contain detailed expenditure breakdowns by police force, as well 
as employment numbers disaggregated by grades, some geographical measures and some 
output measures. The data are comprehensive for recent years for forces in England and Wales, 
but many data points are missing for Scotland and the Northern Ireland data are too aggregated 
to be of use here. In what follows, the focus is on the returns for police forces in England and 
Wales, using data for the fi nancial years 2009-10 and 2008-09 and also or the panel of returns 
combining the years 2004-05 to 2009-10. These police forces are the two London police
forces (London Metropolitan and City of London), the six joint forces in England for Greater 
Manchester, Merseyside, Northumbria, the West Midlands and South and West Yorkshire, the 
31 non-metropolitan (‘county’) police forces for England, and the 4 police forces for Wales. 
However since the two London forces cover, respectively, a very large population and a very 
dense population, these two forces are omitted from some of the visual and statistical analyses.

In principle, these data permit a fuller analysis of the relation between inputs and measured 
outputs (primarily crime clear-up rates conditional on crime incidence). This analysis might
be termed an ‘effi ciency’ or ‘productivity’ measure, although the pitfalls of constructing such 
indices for public sector services based on partial measures of outputs is well known, even 
when inputs are measured pretty comprehensively as in this data set. The focus here therefore 
is on ‘employment mix’ in terms of the relative proportions of employment categories such as 
senior/junior uniformed staff, fraction of support staff, overtime paid relative to ‘base pay’ and 
so on, utilised by different police forces. As will be demonstrated shortly, there is a clear 
relationship between the size of the police force in each geographical area, and in its pay bill, 
on the one hand, and population level and density on the other. However within the police 
force and police pay bill, different mixes of police employment ‘inputs’ are possible, and these 
variations are explored here.

To illustrate these points, the four charts in Figure 14 illustrate some of the correlations 
between these variables using the data for the 41 police forces in England and Wales excluding 
the two London police forces for the fi nancial year 2009-10.

Underlying the data is a very strong relationship between the size of the total police force, and 
indeed total police staff, in every force and the size of the population in the area covered by the 
force, whether county or metropolitan area or joint area force. Consequently, there is also a 
strong positive correlation between the size of the total salary bill of a police force and the area 
population covered by each force. This is illustrated in Chart A.

There might also be a relationship between area population density and the size of the police 
force. The larger authorities in terms of population density tend to be metropolitan urban areas 
that might require more intensive policing. On the other hand, larger areas, in terms of population
size, may allow the development of specialised units and achieve economies of scale that 
require less police resources per head. This is examined in Chart B, which shows that there is
a clear demarcation between four of the larger joint forces and the remaining areas in terms of 
population density. The population densities of these four joint forces are higher, and so indeed 
is the average number of police. This gives the strong positive correlation in the data between 
population density and size of the police force. But examining the two separate groups of 
forces, which we may term the high density and low density areas, it is clear that within these 
two types of areas, the size of the police force per head of population varies widely.
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Charts C and D refer explicitly to the mix of police staffi ng and the relation to area 
characteristics. In both charts, the horizontal axis measures population per police offi cer in 
each area, which is derived by combining some of the data in Charts A and B.

In Chart C, the percentage of the pay bill arising from support staff as a % of the total pay bill 
is measured against population per police offi cer. ‘Police staff’ here includes all ancillary staff 
in addition to police offi cers, such as traffi c wardens, community support offi cers and broadly 
white collar staff. Since the vast majority of these staff are on lower pay rates than offi cers, a 
higher percentage of support staff pay in the pay bill will be associated with an even higher 
ratio of support staff to police offi cers. There are various potential hypotheses as to what the 
relationship of this ratio with population density per police offi cer might look like. If the non-
offi cer staff is simply an overhead that is broadly proportional to ‘core’ employment of police 
offi cers, there should be absolutely no relationship between population density per offi cer and 
the proportion of support staff i.e. a broadly horizontal-aligned array of points in the scatter 
plot. If the support staff required to underpin a police force is fi xed, the array of points would 
be vertically aligned. If more intensive policing (i.e. greater population per offi cer) requires 
greater back-up by other resources, than there might be a positive relationship between the 
population per offi cer and the percentage of support staff in the pay bill. And this is broadly 
what is observed in Chart C, although the scatter relationship is more widely dispersed. For 
example, at a population density of around 400 people per offi cer, one police force has a 
support staff pay bill that is around 25% of the total whereas another police force has a 
proportion of the pay bill much closer to 40%.

This dispersed nature of the scatter plot is seen most clearly in Chart D. Since there is a degree 
of variation in population density per police offi cer (as in Chart B), one might expect that 
offi cers might be more hard-pressed in areas of high population density if policing intensity is 
higher. This might be refl ected in a higher overtime bill, both for offi cers and support staff: in 
other words a positive relationship between overtime pay in the total pay bill relative to police 
offi cer pay bill on the one hand, and population density per offi cer – proxying the intensity of 
policing, on the other. In fact, Chart D illustrates no such relationship. Indeed overtime pay in 
relation to total offi cer pay seems a random variable across area forces, which is uncorrelated 
with any other observables. Again at 400 people per offi cer, the overtime pay bill is double in 
one force that of another; much the same is true at the level of 500 population density per 
offi cer. There may be systematic reasons why different police forces pay different amounts of 
overtime pay, but they do not show up as systematic correlations in these data.

In general, employment mixes vary widely across police forces. Table 9 pools the data on the 
43 police forces for the fi ve fi nancial years 2004-05 to 2009-20 and provides some indicators 
of ‘employment mix’ and ‘pay bill mix’ across police forces. The fi rst row shows that the cost 
of overtime in the pay bill is, on average, low but varies between 2% and 8% of pay bill. The 
second row shows that the police force with the highest ratio of senior police offi cers (i.e. 
inspector and above) to total police offi cers has twice the fraction as the lowest force. And
the fi nal column suggests that whereas in one police force there are 2 support staff for every
5 police offi cers, in another force there are more support staff than police offi cers. This last 
statistic, although striking, should not be treated as evidence of excessive ‘bureaucracy’ since, 
as mentioned before, ‘support staff’ include a variety of grades such as traffi c wardens, 
community support offi cers, telephonists, dispatchers and the like. Nevertheless, these ranges 
for specifi c indicators are interesting and would warrant more investigation in a more 
structured framework concerning the mix of policing resources across forces.
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Table 10: Ranges of specifi c indicators across police forces, England and Wales

Variable Lowest First 
quartile

Median Second 
quartile

Highest

Overtime pay as % 
total pay bill

2% 2% 4% 7% 8%

Senior offi cers as 
% of total police 

offi cers

6% 6% 8% 11% 12%

Ratio of support 
staff to police 

offi cers

41% 58% 67% 75% 109%

ii) A statistical analysis of ‘drivers’ of pay bills of police forces
This sub-section considers the key ‘drivers’ of total pay bill growth across police forces, using 
the CIPFA data for the years 2004-05 to 2009-10. At a basic accounting level, the pay bill of a 
police force is simply determined by the number of employees times the average earnings of 
each of those employees. Over time, the growth of the pay bill can then be approximated by 
the net growth of average earnings plus the net growth of the number of employees, at least for 
relatively small changes in the pay bill. In turn, in this accounting framework, these totals of 
employment and employment growth can be broken down into the fraction of employees in 
different categories (offi cer, support staff, junior versus senior staff) times the average earnings 
of each group, and average earnings can be broken down into pay rates for normal hours 
relative to shift premia, overtime payments etc.

Whilst this accounting exercise will fully ‘explain’ the total pay bill and its change over time, it 
seems useful to identify the key ‘drivers’ of both pay bill differences across forces and changes 
in average pay bills over time. For example, it seems likely (and indeed proves to be the case) 
that the number of police offi cers employed by a particular force will be the key determinant of 
its pay bill. However, the use of support staff relative to police offi cers may be higher in a force
with more police offi cers (or indeed lower). A force that has recruited, or retained, a larger 
number of police offi cers may thereby be able to reduce the amount of overtime worked by its 
police offi cers. And individual forces may have differences in the ‘mix’ of its offi cers in terms 
of the fraction of senior offi cers, with a force with a greater share of senior offi cers of course 
having a higher pay bill given its total complement of offi cers than one with a lower share. So 
although the accounting exercise will fully describe the pay bill, these relationships (or ‘partial 
correlations’) between the determinants of police pay are of interest in their own right.

This section therefore uses a statistical exercise, in the form of multiple regression analysis, to 
examine these relationships between the various ‘drivers’ of pay bills across forces in England 
and Wales, and also changes in those pay bills over time. Since this is not an accounting 
exercise, but a statistical method, it will examine average relationships between variables such 
as the components of pay and employment which will not fully ‘explain’ all the variation in the 
data. Therefore sampling theory will be applied to highlight the ‘signifi cant’ relationships in 
the data22.

To summarise the statistical results that follow: the key ‘driver’ in explaining differences in 
police force total pay bills over time, pooling across six years of data, is the number of police 
offi cers employed across forces. There is evidence that higher pay bills are also associated with 
a higher fraction of support staff. Remembering that support staff are generally paid less than 
police offi cers, this suggests that employing greater numbers of police offi cers is associated 

22 Strictly speaking, sampling theory is not normally applied when we have a complete survey (of police force data) rather 
than samples (of police force data). In effect, “measurement error” is created by the imposition of behavioural 
relationships (or “parameters”) on the data.
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with employing disproportionately greater numbers of support staff. On the other hand, greater 
employment of offi cers and support staff is associated with a lower fraction of overtime 
payments in total payments, suggesting that overtime is partly a response to underemployment 
of police staff relative to ‘need’ (as measured by population and population density). There
are also systematic variations across forces in pay bills that cannot be ‘explained’ by these 
measured indicators of employment mix and pay rates and overtime premia.

When looking at changes in pay bills over time, the key ‘driver’ is the annually negotiated pay 
uplift. Not surprisingly, pay bills change by almost 1 to 1 in line with pay uplifts. However the 
change is in fact slightly less than 1 to 1, suggesting that police forces facing a greater pay 
uplift at a given point in time attempt to fi nd economies elsewhere that offset cost increases. 
Specifi cally, there is evidence that both overtime as a proportion of the pay bill and support 
staff as a fraction of police workforces fall when the increase in scale rates and, therefore, the 
underlying growth of the total pay bill, is higher. In general, there is no evidence that growing 
overtime payments or increasing numbers of senior police offi cers have contributed to the size 
and growth of police pay bills; if anything, in the former case, the relationship is the reverse.

To demonstrate these results, a statistical model is estimated which includes the following variables:

• The variable to be explained is the total wage bill of each police force in England and 
Wales in each of six years from 2004-05 to 2009-10, denoted by total pay23.

• The explanatory variables are:

 – Number of police offi cers employed, denoted by num offi cers

 – The proportion of overtime in the total pay bill, denoted by % overtime

 – The proportion of senior police offi cers to junior, denoted by % senior offi cers

 – The number of support staff relative to the number of police offi cers, denoted by % 
support staff

 – The size of the pay uplift for offi cers negotiated each year denoted by pay uplift

 – A set of categorical variables for each police force, to capture heterogeneity in pay 
bills, and pay bill growth, across police forces. In terms of levels of pay, these capture 
differences in pay bills across police forces not otherwise explained by the other 
variables; in terms of pay bill growth, these explain the growth in pay bills across 
forces not explained by the other variables.

• The numerical variables total pay, num offi cers and pay uplift are converted into natural 
logarithms for ease of interpretation of the coeffi cients – these are denoted ln total pay, 
ln num offi cers and ln pay uplift. When we look at changes in variables (constructed as 
the differences in the logarithms of the variables between the two periods), the notation is 
used: Δln total pay, Δln num offi cers and so on (the variable pay uplift is already a variable 
in changes, not levels).

The results are described in Table 10.

Consider fi rst the results in the column headed ln total pay. The coeffi cient indicates that a 
10% higher number of police offi cers in one police force relative to another is associated with 
a 11.6% higher total pay bill (although statistically, a 1 to 1 relationship between differences in 
numbers of offi cers and pay bills cannot be rejected). The other positive coeffi cient suggests 
that a 10% increase in the fraction of support staff is associated with a 10% higher pay bill. 
This is harder to interpret except as a reverse causation – that is, that a higher pay bill, other 
things being equal, is associated with a higher fraction of support staff. Reverse causation also 
likely underlies the other, negative, coeffi cients in the column. Clearly, a greater fraction of 
overtime pay and a greater fraction of overtime in total pay, other things being equal, would 
increase the pay bill. It seems likely, however, that police forces with higher pay bills (driven 

23 The analysis again excludes the two London police forces as their size and character are very different from the
other forces.
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by numbers of police offi cers and support staff) would attempt to reduce overtime payments, 
and perhaps promotions. The negative sign on the annual pay uplift in police scale rates also 
has no intuitive meaning when comparing across police forces; however the role of pay uplift 
becomes important when looking at changes in the total pay bill over time.

Changes in the pay bill over time are investigated in the next column in Table 10, headed Δln 
total pay. Here the crucial driver of pay bills across police forces over time is the annual pay 
uplift – the coeffi cient suggests that, were police pay scale rates to be raised by 10% by pay 
negotiations, the forces’ pay bill would grow by, on average, 9.3%. The fact that the growth
in pay bill in such circumstances grows by slightly less than 10% suggests that police forces 
attempt to make economies elsewhere when pay uplifts are higher. This would again suggest 
reverse causation and explain the two signifi cant negative coeffi cients in the column – those
on the change in overtime and the change in support staff. The former, the larger coeffi cient, is 
best interpreted as say that a 10% increase in pay bills would lead forces to reduce the fraction 
of overtime pay by 20%. This sounds like a large amount, but given that the median force has 
an overtime bill of 4% of total pay, it would only involve reducing that fraction to 3.2% of pay. 
In similar vein, the coeffi cient on Δ% support staff suggests that the median force (in terms of 
fraction of support staff – see Table 9) would attempt to reduce its share of support staff 
(relative to offi cers) by around 4%.

Table 11: determinants of total pay bill, and growth of total pay bill by police force,
2004-05 to 2009-10

Variable to be explained: ln total pay ln total pay

Explanatory variables:

ln num offi cers  1.16 (0.23)** -

% overtime −6.76 (0.90)** -

% senior offi cers −1.19 (1.35) -

% support staff  1.04 (0.15)** -

ln pay uplift −0.28 (0.11)* -

Δln num offi cers - −0.06 (0.23)

Δ% overtime - −2.25 (0.93)*

Δ% senior offi cers - −0.19 (1.23)

Δ% support staff - −0.65 (0.25)*

ln pay uplift -  0.93 (0.11)**

R2 (fraction of data variation explained) 0.9831 0.4474

Number of observations 254 209

F test (test of explanatory power of the
set of variables)

F(47, 206)=254.51
Prob >F=0.0000

F(47, 161)=2.77 
Prob>F=0.0000

Notes on Table:
Coeffi cients are explained in text. Numbers in parentheses are standard errors. ** indicates statistical signifi cance at the 1% level; * at the 5% level. The regressions also 
include a categorical (‘dummy’) variable for each police force allow the intercept of the equation to shift for each police force.
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To summarise the results, therefore, the key determinants of total pay across police forces and 
over time are the number of police offi cers and the pay uplifts awarded to police offi cers. 
Differences in overtime across police forces or over time do not contribute to higher pay bills, 
in the sense that it appears that forces use overtime variations as a response to higher 
employment of police offi cers and higher basic pay for police offi cers. There appears to be 
some complementarity between greater numbers of police offi cers and a higher fraction of 
support staff, but again there is evidence that, over time, police forces adjust their use of 
support staff in response to higher-than-average changes in pay uplifts to police offi cers. 
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Appendix 5 – Methodology

1. The review has drawn upon information gathered from a number of sources. Views of 
interested parties were submitted to the review in response to consultations, during oral 
evidence sessions, and in a series of seminars. An economic comparative study was 
commissioned and data were provided by police forces, the Home Offi ce, and the Police 
Negotiating Board and were subsequently analysed by the review.

Call for evidence

2. Upon the launch of the review on 1 October 2010, a call for evidence was issued to interested 
parties. This was in the form of a letter from the Reviewer explaining the purpose and scope of 
the review, with information regarding the review team, the review’s terms of reference, and a 
timetable. The aim was to collect evidence about:

• entry routes to the police service;

• deployment (including shift arrangements, overtime, and mutual aid);

• post- and performance-related pay;

• pay progression and length of service;

• exit routes from the police service and ill-health; and

• the pay negotiating machinery.

3. A set of sample questions was provided for consideration, although consultees were advised 
that they should not be restricted by the questions posed, and that everything relevant to the 
review would be considered. The letter to consultees also advised that, as the review would be 
open and collaborative, the responses received by the review team would be posted on the 
review’s website in order to invite further comment and discussion.

4. Fifty-eight formal submissions were received and placed on the review’s website http://review.
police.uk (see Appendix 6 for a list of the written submissions received). The review team 
contacted, and conducted oral evidence sessions with, a number of consultees following the 
submission of evidence in order to clarify or gain a fuller understanding of points which had 
been raised (see Appendix 7 for a list of oral evidence sessions and visits to police forces).
The submissions and subsequent oral evidence sessions were used to in the review’s analysis. 
A number of the submissions are cited in the report.

Website consultation and analysis

5. In addition to the review’s call for evidence, a website consultation was carried out. Any 
member of the public was able to contribute, and many contributions were made by police 
offi cers, staff and special constables.

6. The consultation covered many of the issues which the review would consider in the short-
term. The seven questions posed were as follows:

1. In the current fi nancial environment, how would you change overtime rates?

2. Should good performance by offi cers, staff or teams, be recognised in pay or allowances? 
If so, how? Do you think Competence Related Threshold Payments, superintendents’ 
bonuses or ACPO bonuses currently achieve this?

3. What pay and conditions incentives would encourage police offi cers and staff to work on 
the front line (for example, in response and neighbourhood policing teams)?

4. Do you think Special Priority Payments recognise those working in less popular roles,
or those which require specialist skills? If not how would you achieve this?
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5. How would you treat offi cers on restricted duties? Should ill-health retirement be changed, 
and if so how?

6. What factors should infl uence whether you move up pay scales; for example, time served, 
performance, skills or others?

7. Are there any other aspects of police offi cer and staff pay or conditions that should be 
changed in order to make them more fair to taxpayers, whilst also recognising the need to 
be fair to offi cers and staff?

7. By 31 October 2010, 7,100 comments had been received. A thematic analysis of the responses 
to each of the consultation questions was carried out. The review commissioned Greenstreet 
Berman Ltd to consider each of the comments and provide a summary of the contributions, 
primarily so that the strength of feeling of police offi cers and staff could be assessed, 
understood and taken into account. The full methodology of the thematic analysis and the 
report are on the review’s website: http://review.police.uk.

Seminars

8. The review team held three seminars in November 2010. They were attended by a range of 
representatives from police forces and staff associations, as well as individuals from other 
organisations. The purpose of the seminars was to gather views on current pay systems and 
processes from people directly engaged in policing. Mr Winsor and Sir Edward Crew attended 
and participated in all of the seminars, and Sir Edward chaired each one. The seminars were: 
deployment (9 November 2010), exit routes (10 November 2010) and post- and performance-
related pay (11 November 2010).

9. At the seminars, participants were asked to identify problems with existing approaches to pay 
and conditions, and to propose practical solutions. Transcripts of the seminars, from which 
comments have been cited in the report, have been placed on the review’s website. A full list
of attendees is included in each of the transcripts.

Economic comparative study

10. The review commissioned a comparative assessment of the total remuneration packages and 
conditions of service of police offi cers and police staff in relation to:

• other relevant domestic public servants;

• other relevant domestic occupations in other sectors;

• police offi cers in other jurisdictions.

11. The assessment was conducted by Professor Richard Disney, Professor of Labour Economics 
at Nottingham University. His work involved:

• an assessment of the current worth of police offi cer and staff remuneration packages, 
including pensions and allowances;

• assessments of the pay and conditions of a broad range of police offi cer and staff ranks and 
positions, when making comparisons with other domestic and international sectors;

• a commentary on how favourably the current police package compares with other public 
sector and private sector employment packages;

• a commentary on how well the current police package compares with the packages of 
police offi cers in other jurisdictions and other staff employment packages.

12. Findings of the economic comparative study (see Appendix 4 for the full report) have been 
used in the review’s analysis.
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Data collection 1

13. All 43 police forces in England and Wales were asked to provide a range of data on post- and 
performance-related payments, deployment, and entry and exit routes from the police service. 
The review team worked with police force representatives to determine the most appropriate 
available data. Contact with the police forces was made through the CIPD Police Forum at a 
meeting on 21 October 2010, and the data request was made by email from the CIPD Police 
Forum chair to all forum members on 26 October 2010.

14. Several pieces of information were requested in this initial data collection, including:

• the total value of Competence Related Threshold Payments, Special Priority Payments and 
bonus payments, issued per year since 2003/04;

• the total cost of offi cer and staff overtime for each of the overtime rates, per year since 
2000/2001;

• the total cost of offi cer and staff overtime per function, per year since 2000/2001;

• the numbers of offi cers with current approved business interests, and the numbers of 
offi cers who had had their business interest applications rejected;

• the numbers of police offi cers and staff dismissed from the police force using the 
unsatisfactory performance procedures;

• the numbers of offi cers currently employed on the High Potential Development Scheme; and

• the percentage of police staff (excluding PCSOs) who are also members of the Special 
Constabulary.

15. Forty-one police forces provided data to the review team. These data were then collated into a 
dataset for analysis.

Collection of Annual Survey of Hours and Earnings data

16. The Annual Survey of Hours and Earnings is a national survey run by the Offi ce of National 
Statistics. Data from this survey were used in the economic comparative analysis conducted on 
police offi cer earnings for the review by Professor Richard Disney. However, due to the coding 
process adopted by the Offi ce of National Statistics for police staff roles, it is not possible to 
separate data in relation to police staff from data about people in other public bodies in similar 
roles. For example, a member of police clerical staff would be included in a category with 
other public sector clerical workers, even though the police staff member’s functions may be 
considerably more specialised. It was therefore necessary to collect some additional data (the 
raw ASHE data for members of police staff) for an economic comparative analysis regarding 
police staff specifi cally.

17. The review asked a representative from each police force to confi rm whether or not they had 
retained a copy of their 2009 return to the Annual Survey of Hours and Earnings. Of the 33 
police forces which responded, 17 had kept a copy of their police staff return. Those police 
forces which had retained their 2009 ASHE return were subsequently asked to send a copy to 
the review. A total of 13 police forces submitted their returns, covering in aggregate 268 police 
staff. The relevant anonymous data from the returns were then collated into a dataset for 
analysis (see Appendix 4 for the report and detailed methodology).

Data collection 2

18. On 15 December 2010, a data request was sent to police forces (again using the CIPD Police 
Forum) requesting data regarding police forces’ offi cer headcount per hour of duty and the 
potential savings of two staff progression scenarios.

19. A template was provided to police forces to enable them to provide the Review team with
the following:
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• total offi cer strength (full-time equivalent) by rank;

• the numbers of offi cers regularly working a rotating shift pattern;

• the numbers of offi cers regularly working between the hours of 8:00pm and 6:00am; and

• the numbers of offi cers on duty per hour and by rank, for each hour of two prescribed 
24-hour periods: a Wednesday and a Saturday. Police forces using duty management 
systems were asked to provide the data for the Wednesday and Saturday the previous week. 
Those without a duty management system were asked to collate the data on the following 
Wednesday and Saturday.

20. In addition to the above data, police forces were asked to provide estimated fi gures for the 
potential cost savings to their police forces if a progression freeze were implemented for police 
staff. For this purpose, police forces were asked to class police staff as non-warranted offi cers, 
therefore including PCSOs and designated offi cers. A template was provided so that police 
forces could provide estimates for the fi nancial years 2011/12, 2012/13, 2013/14 and 2014/15 
in a consistent format. Estimates were requested for each of these fi nancial years, in both the 
cases of a one-year and a two-year staff progression freeze. Police forces were asked to include 
employer national insurance and pension contributions in their estimated fi gures.

21. A total of 22 police forces completed the templates and provided data on the offi cer headcount 
per hour on the two days requested. Fifteen police forces provided estimated savings from a 
staff progression freeze. Both of these sets of data were used in the review’s fi nancial modelling.

22. Additional data used in analysis

• Police Negotiating Board (PNB) 2009 Equal Pay Survey

• Police Negotiating Board (PNB) CRTP Survey: 2005, 2006, 2007, 2008, 2009

• Local Government Employers’ 2009 Survey of Special Priority Payments, payments for 
exceptional performance & post-related allowance: Report of Main Findings

• The Chartered Institute of Public Finance and Accounting (CIPFA) Police Actual Revenue 
Expenditure and Income 2000/01 to 2009/10

• Police Authorities’ statements of accounts (2009/10) (used to provide details of chief 
offi cers’ remuneration, including salary, bonus, expense allowances, and benefi ts in kind).

23. The Home Offi ce Annual Data Requirement (ADR) is a list of all requests made to all police 
forces in England and Wales using the Home Secretary’s statutory powers to require the 
provision of information. Police forces submit a variety of data relating to police personnel 
such as rank, ethnicity, disability, age, sickness, secondments and promotions. Some of these 
statistics are published in a Home Offi ce Statistical Bulletin entitled ‘Police Service Strength’.
Those data not previously published are not verifi ed with police forces subsequent to submission.
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Alex Marshall, Chief Constable, Hampshire Constabulary

Association of Chief Police Offi cers

Association of Chief Police Offi cers: Restricted offi cers and unsatisfactory performance procedure

Association of Chief Police Offi cers: Voluntary early retirement and voluntary severance

Association of Chief Police Offi cers: Organisational health

Association of Chief Police Offi cers Women’s forum

Association of Police Authorities

Association of Scottish Police Superintendents

Association of Special Constabulary Chief Offi cers

Avon & Somerset Police Authority

British Transport Police Authority

British Transport Police

Chair of the Offi cial Side of the Police Staff Council

Chief Police Offi cers’ Staff Association

Chief Police Offi cers’ Staff Association: Supplementary submission

Confederation of British Industry

Crown Prosecution Service

Essex Police Authority

John Randall, Independent Chair of the Police Negotiating Board and Police Advisory Board 
for England and Wales

Joint Secretaries of the Police Staff Council

Kerrin Smith, Detective Chief Inspector, North Yorkshire Police

KPMG

Lawrence T. Roach QPM, Deputy Assistant Commissioner of the Metropolitan Police,
1990 to 1996

Linda Van den Hende

Local Government Association

Lord Blair of Boughton QPM

Mark Rowley, Chief Constable, Surrey Police

Metropolitan Police Authority

Metropolitan Police Service

Metropolitan Police Disability Staff Association

National Black Police Association

National Association of Muslim Police

National Association of Retired Police Offi cers

National Policing Improvement Agency
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National Trans Police Association

Nigel Brook, Assistant Chief Offi cer, West Yorkshire Police

Northern Ireland Justice Minister

Northern Ireland Police Board

Northern Ireland Police Service

North Wales Police

Northumbria Police

Offi cial Side of the Police Negotiating Board

Paul Kernaghan, former Chief Constable of Hampshire Constabulary 1999 to 2008

Police Authorities of Wales

Police Federation of England and Wales

Police Federation of England and Wales: Supplementary submission

Police Federation of Northern Ireland

Police Mutual

Police Superintendents’ Association of England and Wales

Police Superintendents’ Association of England and Wales: Supplementary submission

Police Superintendents’ Association of Northern Ireland

Prospect

Robert Bartlett, retired chief superintendent

South Yorkshire Police

South Yorkshire Police Authority

Staff Side of the Police Staff Council

Unison

Unite
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Appendix 7 – List of oral evidence sessions

The review conducted a series of oral evidence sessions, visits to police forces and informal 
discussions with police offi cers and members of staff. The principal meetings and individuals 
are listed below, but this is not exhaustive. The review is very grateful to those who provided 
their time and their thoughts.

1. Offi cial Sides of the Police Negotiating Board and Police Staff Council:

Association of Chief Police Offi cers of England, Wales and Northern Ireland

Sir Hugh Orde QPM, President
Commander Richard Morris, Chief of Staff to the National Olympic Security Coordinator
Chief Superintendent Robert Price

Association of Chief Police Offi cers of Scotland

Chief Constable Ian Latimer, Northern Constabulary
Mr Peter Thickett, Director of Human Resources, Lothian and Borders Police

Association of Police Authorities of England, Wales and Northern Ireland

Councillor Rob Garnham, Chair
Mrs Ann Barnes, Chair of the Offi cial Side of the Police Negotiating Board
Councillor Malcolm Doherty, Chair of the Offi cial Side of the Police Staff Council
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Assistant Chief Constable Nick Ingram
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Mr Raj Jethwa, Head of Research
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Sergeant Terry Spence, Chair
Sergeant Stevie McCann, General Secretary
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Police Superintendents’ Association of England and Wales

Chief Superintendent Derek Barnett, President
Chief Superintendent Irene Curtis, Vice President
Chief Superintendent Graham Cassidy, National Secretary
Chief Superintendent Tim Jackson, National Deputy Secretary
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Police Superintendents’ Association of Northern Ireland

Chief Superintendent Gary White, President
Superintendent Robert Drennan, Vice President

Police Superintendents’ Association of Scotland

Chief Superintendent David O’Connor, President
Ms Carol Forfar, General Secretary

Unison

Ms Carol Nobbs, Chair of the Staff Side of the Police Staff Council
Mr Ben Priestley, National Offi cer
Mr David Bryant, National Offi cer
Mr Chris Hanrahan, Police and Justice Executive

Unison Scotland

Mr Raymond Brown, Staff Side Chair of the Police Support Staff Council Scotland
Mr George Irvine, Staff Side Vice Chair of the Police Support Staff Council Scotland
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British Transport Police

Chief Constable Andrew Trotter QPM

Cambridgeshire Police

Deputy Chief Constable John Feavyour
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Mr Philip Leigh, Head of Staffi ng Services

City of London Police

Commissioner Adrian Leppard

Dorset Police

Mr Graham Smith, Director of Human Resources
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Chief Constable Ian Arundale
Deputy Chief Constable Jackie Roberts
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Mr Glen Thomas
Ms Sarah Welsby

Fife Constabulary

Assistant Chief Constable Andrew Barker

Greater Manchester Police

Chief Constable Peter Fahy QPM
Chief Superintendent Timothy Forber
Superintendent Christopher Sykes
Inspector Jamie Daniels
Inspector Paul Hatton
Sergeant Lynsey Curry
Sergeant Liz Hopkinson
Constable Robert Carroll
Constable Michael Hayman
Constable Jenny Minshull
Constable Jennifer Mitchell
Constable Liam Redgrave
Constable Linda Turner
Constable Susan Webb
PCSO Helen Parr
Ms Cathy Butterworth, Director of Human Resources
Ms Gillian Low, Detention Offi cer

Humberside Police

Chief Constable Tim Hollis CBE QPM

Kent Police

Chief Constable Ian Learmonth
Temporary Deputy Chief Constable Alan Pughsley
Assistant Chief Constable Allyn Thomas
Assistant Chief Constable Gary Beautridge
Assistant Chief Constable Andy Adams
Chief Superintendent Paul Brandon
Mr Ian Drysdale MBA, Head of Human Resources
Ms Sarah Mott, Rewards and Benefi ts Manager
Temporary Detective Chief Inspector Lee Whitehead
Inspector David Coleman
Inspector Francis
Inspector Joseph Holness
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Constable Timothy Moody
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Lancashire Constabulary

Chief Constable Steve Finnigan CBE QPM

Leicestershire Police

Ms Alison Naylor, Director of Human Resources

Merseyside Police

Mr Colin Matthews, Human Resources

Metropolitan Police Authority

Mr Kit Malthouse, Deputy Mayor
Ms Jane Harwood, Deputy Chief Executive
Mr Alan Johnston

Metropolitan Police Service

Sir Paul Stephenson QPM, Commissioner
Deputy Commissioner Tim Godwin OBE QPM
Assistant Commissioner Lynne Owens QPM
Assistant Commissioner Ian McPherson QPM
Commander Peter Spindler
Mr Martin Tiplady, Director of Human Resources
Chief Superintendent Gordon Briggs
Chief Superintendent Matthew Horne
Chief Superintendent Alastair Jeffrey
Chief Superintendent Michael Johnson
Chief Superintendent Peter Terry
Chief Superintendent Philip Williams
Superintendent David Harper
Superintendent Robert Murrill
Superintendent Keith Surtees
Superintendent Elaine Van-Orden
Superintendent Helen Wallace
Mr Kevin Courtney, Head of Pay and Benefi ts
Chief Inspector Seb Florent
Chief Inspector Keith Giannoni
Chief Inspector Simon Turner
Inspector David Cottrell
Inspector Darren Lewis
Inspector Kevin Jefferey
Inspector Andrew Noise
Inspector Alex Rothwell
Acting Inspector Derek Carroll
Sergeant Mick Berry
Sergeant Paul Cubberley
Sergeant John D’Arcy
Sergeant Callum Drummond
Sergeant Nicola Duffy
Sergeant Andrew Harding
Sergeant Dave Humphrey
Sergeant Alun Jones
Sergeant Alan Low
Sergeant Nigel Mussett
Sergeant Gary Myers
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Sergeant Lucy O’Connor
Sergeant Anthony O’Sullivan
Sergeant Susan Pawsey
Sergeant Tony Smellie
Constable Nigel Baker
Constable Zara Baker
Constable Martin Browning
Constable Colin Burnett
Constable Anita Butler
Constable Andrew Davenport
Constable Richard Fowler
Constable Peter Frost
Constable Analeigh Hipkin
Constable Alan Hopkins
Constable Graham Holmes
Constable Wayne Grimwood
Constable Baljit Kaur
Constable John Knox
Constable Karen Lambe
Constable Andrew Roberts
Constable Cassie Taylor
Constable Steve Thornton
Constable David Williams
Constable Sophie Wiles
Constable Justin Wiseman
PCSO Jonathan Browne
Mr Deonne Beavers, Custody
Ms Lisa Hearn, Duties Offi ce
Ms Merle Hughes, Police conference liaison offi cer
Ms Claire Kirk, ‘Home Offi ce Large and Major Enquiries System’ indexer
Mr Sanjay Patel, Analyst
Ms Sandy Payne, Borough Operations Offi ce
Ms Kate Stanley, Clerical support worker

Ministry of Defence Police

Chief Inspector Pam Hewitt, Human Resources Policy

Norfolk Police

Chief Superintendent Jo Shiner

Northern Ireland Policing Board

Mr Jimmy Spratt MLA, Chair of Human Resources Committee
Mrs Rosaleen Moore OBE, Vice Chair of the Human Resources Committee
Mr Adrian Donaldson, Chief Executive

Northumbria Police

Ms Joscelin Lawson

North Yorkshire Police

Chief Constable Grahame Maxwell QPM
Ms Joanna Carter, Chief Finance Offi cer
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Police Service of Northern Ireland

Chief Constable Matt Baggott CBE QPM
Deputy Chief Constable Judith Gillespie OBE
Mr Joe Stewart OBE, Director of Human Resources

South Wales Police

Mr Umar Hussain, Director of Finance

Strathclyde Police

Chief Constable Stephen House QPM

Suffolk Constabulary

Chief Constable Simon Ash

Surrey Police

Chief Constable Mark Rowley QPM
Inspector Craig Knight

Thames Valley Police

Ms Terri Teasdale, Director of Resources

West Midlands Police

Chief Constable Chris Sims QPM
Deputy Chief Constable David Thompson
Mr Derek Smith, Director of Resources

4. National Police and External organisations

ACPO Terrorism and Allied Matters

Mr Alan Williams, Director of Finance

British Airways

Mr Paul Farley, Head of Reward
Mr Dave Lucas

Ernst and Young

Mr John Marsh, Business Development Director

Her Majesty’s Inspectorate of Constabulary

Sir Denis O’Connor CBE, QPM, Her Majesty’s Chief Inspector of Constabulary
Mr Steve Corkerton, Head of Workforce

Her Majesty’s Prison Service

Mr Michael Spurr, Chief Executive Offi cer of the National Offender Management Service

KPMG

Mr Mick Williams, Senior Manager
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London Fire Brigade

Mr Dominic Johnson, Head of Employment Relations

Metropolitan Police Disability Staff Association

Mr Andy Garrett, Chair

Metropolitan Police Inspectors’ Branch Board

Inspector Mark Crake, General Secretary
Inspector Perry Oliver, Deputy General Secretary

Ministry of Defence

Commander Dominic Argent-Hall

National Policing Improvement Agency

Chief Constable Peter Neyroud QPM, former Chief Executive 2007 to 2010
Temporary Chief Constable Nick Gargan, Chief Executive
Ms Angela O’Connor, Chief People Offi cer
Mr David Hayes, Workforce Change Manager
Ms Sarah Hughes
Mr Stuart Villers
Ms Laura Welsh

Police Mutual Assurance Society

Mr Stephen Mann, Chief Executive
Mr James Henderson, Director

Police Negotiating Board and Police Advisory Board of England and Wales

Mr John Randall, independent Chair

Policy Exchange

Mr Blair Gibbs, Head of Crime and Justice

PriceWaterhouseCoopers

Mr David Williams, Senior Manager and former Director of Personnel in West Midlands Police.

Reform

Mr Dale Bassett, Research Director

Royal Mail

Mr Ian Bond, Group Head of Reward

Welsh Assembly Government

Ms Karin Phillips, Deputy Director of the Community Safety Division
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5. Individuals
The Lord Blair of Boughton QPM, Commissioner, Metropolitan Police Service, 2005 to 2008
The Rt Hon Kenneth Clarke QC MP, Home Secretary, 1992 to 1993
The Lord Condon of Langton Green, Commissioner, Metropolitan Police Service 1993 to 2000
The Lord Dear of Willersey, Chief Constable, West Midlands Police 1985 to 1990
The Lord Howard of Lympne QC, Home Secretary, 1993 to 1997
Mr Shabir Hussain, former Commander in the Metropolitan Police Service
The Rt Hon Lord Hutton of Furness PC, Chair of the Independent Public Service

Pensions Commission
Sir David Phillips QPM, President of the Association of Chief Police Offi cers 2001 to 2003
The Lord Wasserman of Pimlico, Adviser to Her Majesty’s Government on policing and 

criminal justice

High Potential Development Scheme offi cers:

Sergeant Sarah Bordman
Sergeant Nigel Doak
Sergeant Nicola Duffy
Constable Jonathan Evans
Constable Tor Garnett
Sergeant Katy Barrow-Grint
Sergeant Dan McKnight
Sergeant Stephen Moore
Sergeant Heather Whoriskey

Individuals convened by the Police Superintendents’ Association:

Superintendent Martin Darlow
Superintendent Michael Prior
Chief Superintendent Simon Torr
Chief Superintendent Joanna Young
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To review the remuneration and conditions of service of police offi cers and staff, and to make 
recommendations that enable the police service to manage its resources to serve the public 
more cost effectively, taking account of the fi scal challenges.

The review should consider the remuneration and conditions of service for police offi cers and 
staff, in England and Wales, and how they are determined. The review recommendations 
should be costed and of suffi cient detail to enable effective implementation.

In particular, the review should make recommendations on how to:

• Use remuneration and conditions of service to maximise offi cer and staff deployment to 
frontline roles where their powers and skills are required;

• Provide remuneration and conditions of service that are fair to and reasonable for both the 
public taxpayer and police offi cers and staff;

• Enable modern management practices in line with practices elsewhere in the public sector 
and the wider economy.

 Context
In reaching its recommendations, the review must have regard to:

• The tough economic conditions and unprecedented public sector defi cit, and the 
consequent Government’s spending review;

• The resolution by the Government that the public sector must share the burden of the defi cit;

• The Government’s policy on pay and pensions;

• Analysis of the value of current remuneration and conditions of service for police offi cers 
and staff, as compared to other workforces;

• A strong desire from the public to see more police offi cers and operational staff out on the 
frontline of local policing;

• A recognition that there are also less visible frontline roles which require policing powers 
and skills in order to protect the public;

• The particular frontline role and nature of the Offi ce of Constable in British policing, 
including the lack of a right to strike;

• Parallel work by the police service to improve value for money;

• Wider Government objectives for police reform, including the introduction of police and 
crime commissioners, the reduction of police bureaucracy and collaboration between 
police forces and with other public services;

• Other relevant developments including the Independent Public Service Pensions 
Commission led by Lord Hutton, the Hutton Review of Fair Pay in the Public Sector 
led by Will Hutton, any emerging recommendations from them, and the Government’s 
commitment to protect accrued pension rights;

• The impact of any recommendations on equality and diversity.

 Timing
Given the urgency of this matter of serious national importance to the police service, the 
review is invited to publish its fi rst report on short term improvements to the service in 
February 2011. A second report on matters of longer-term reform should follow in June 2011.
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