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Abstract

This dissertation examines the persistence of sexism within policing, exploring how cultural, structural, and organisational factors continue to shape the experiences of female officers. Drawing on a mixed-methods approach, the study combined a questionnaire of 30 participants with two in-depth interviews. The findings highlight that while overt sexism has declined in visibility, covert practices and exclusionary “boys’ club” cultures remain deeply embedded. Women reported facing undermining comments, barriers to promotion, and feelings of imposter syndrome, while men often acted as perpetrators or bystanders. The study also revealed complicity among some women, reflecting the pressures of tokenism and internalised sexism.
Although legislation such as the Equality Act (2010) and initiatives like Positive Action have contributed to structural progress, participants frequently described reforms as superficial and tokenistic. The findings therefore suggest that cultural change in policing remains fragile, with entrenched attitudes undermining equality initiatives. The dissertation concludes that lasting reform requires addressing informal norms, strengthening accountability, and recognising intersectionality, particularly the compounded barriers faced by minority women. By doing so, policing can begin to dismantle embedded inequalities and build a culture of genuine inclusivity and trust
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1.  Introduction
1.1 A History of Women in Policing 
Women have participated in policing for over a century, and their roles have evolved with wider cultural, societal and organisational change.
 On 19 September 1829 Robert Peel introduced the Metropolitan Police Act, creating the first British police service. This force was dominated by men; it was not until 1915 that the first female officer to be given the power of arrest was appointed, her name was Edith Smith. Her appointment proved significant given the wider social context and position of women within society at that time and although it was a milestone in policing history barriers were still present, and women were met with consistent resistance. In the earliest stages of female presence in policing there was clear segregation; women did not undertake the same roles as their male counterparts, nor did they even work in the same buildings. The title that was appointed to females, WPC (Woman Police Constable), abolished in 1999, was used to make a clear distinction between officers. Differentiating between PC and WPC made a clear and intentional divide between each gender’s role within the force; a separate rank structure was even present for each title (BAWP, 2022) evidencing the disparity between genders and lack of institutional recognition and respect for female officers
 In 1970 progress was seemingly made when legal reforms such as the Equal Pay Act were introduced. The Equal Pay Act meant that those completing jobs that were similar in their nature should receive the same pay, although this did not come into force until 1975. Additionally occupational segregation was removed from police forces, resulting in the disappearance of a separate rank structure, buildings and separated tasks between genders. The removal of occupational segregation suggested that some equality was present but substantive change was still to be made. Institutional resistance remained persistent, highlighted by the Edmund-Davies Committee’s 1979 report, which argued that increasing the number of women officers could undermine police efficiency and credibility due to the perception of females being less physically able (Jackson, 2025). Such views highlight the tension between legislative change and existing cultural resistance within the police service. By 1995 the first female Chief Constable was appointed marking a clear change in the direction that policing would take and a move towards progression and equality. 

1.2 Does Sexism Exist Within Policing?
Sexism within policing is a long-standing issue, with misogyny and hostility towards women evident throughout the history of the police. Sexism refers to the prejudice and discrimination of an individual, particularly women, because of their sex. Recent high-profile inquiries, such as the Baroness Casey Review, renewed scrutiny of police culture and attitudes. Whilst sexism is not exclusive to women and can affect all genders, overt and covert mistreatment of females has been present within policing (Casey, 2023) and is deeply embedded within the culture. Female uniforms are an example of how sexism formed part of the culture and was put into practice. 
 Uniform provides a visual representation to the public and is the first thing that is typically noticed within policing. Uniforms were created to promote consistency in an organisation and are typically associated with a level of professionalism within a role. The use of a uniform allows for equality amongst employees and is said to promote unity in a team (Greenbergs, 2025). Within policing uniform has historically been perceived as a sexist tool, it reinforced unnecessary gender stereotypes within a professional environment. The allocated uniform for females consisted of skirts as well as a handbag which would contain a small truncheon, which differed in size to the males, and all aspects of the uniform lacked practicality as well as diminishing the professionalism of a female officer. Studies suggested that the style and choice of the uniform undermined the authority of those wearing it (BAWP, 2022).
 The existence of a sexist culture could correlate with the underrepresentation of females in policing. The most recent Census identified that 51% of the population in England and Wales were female (Office for National Statistics, 2021) but the Home Office states that only 36.1% of police officers are female (GOV.UK, 2025), showing a massive underrepresentation when compared to the wider population. The gap between these statistics highlights the importance of addressing and examining how sexism impacts females within policing and alters their experience. The underrepresentation also directly contradicts the Peelian Principle, invented by Robert Peel, specifically “the police are the public and the public are the police”.

1.3 Rationale for Project 
This dissertation addresses the issue of sexism within policing and how it has, and continues to, shape the female experience and the culture. Barriers that prevent progression, such as nepotism, discrimination and imposter syndrome, which are nurtured by a male-dominated and sexist culture, contribute to the continuing underrepresentation of women within forces across the UK. Recent evidence from several studies highlights the persistence of this problem and the importance for further investigation. As discussed previously, women currently account for only 36.1% of police officers in England and Wales when compared to 51% of the wider population, highlighting the gap in representation. In addition to this, high-profile inquiries such as the Baroness Casey Review (2023) have exposed ongoing issues regarding the culture and gender equality within forces today. These concerns show that sexism remains current, which is the rationale for this study.

1.4 Structure of the Project 

Chapter Two reviews existing research on sexism in policing and identifies gaps.

Chapter Three will discuss the methodology, the participants of the research, how information will be obtained and the ethical considerations of methods used.

Chapter Four will address the results of the research undertaken, highlighting the key themes, and will analyse the findings.

Chapter Five concludes the dissertation by returning to the research question, drawing conclusions based upon the existing research and findings generated through the study and providing recommendations for the future.

1.5 Aims and Objectives

The aim of this dissertation is to address and examine the prevalence of sexism within modern day policing and its impact on female officers. 

Objectives

1. To review existing literature on sexism and gender inequality within policing.
2. To evaluate organisational barriers and cultural attitudes affecting the experiences of female officers.
3. To assess the impact of recent inquiries on police culture and the extent to which education on inequality is addressed.
4. To consider the implications of the findings for officers as well as the impact on public confidence. #

2.  Literature Review 
2.1 Concept of Gender and Why It Is Important
Gender is a key concept in society that is often central to a lot of debate; it is closely associated with social movements and cultural change. It is a term that can provoke strong emotions depending on the audience and context. The concepts of gender and sex are often conflated despite their differences. 
 The notion of “gender” was popularised in mainstream society by sexologist John Money in the 1950s. As discussed in an article by Simkus (2023) Money argued that gender was linked to behaviour, self-representation, and expressions of male or female identity (Money, 1955). His work has been contested, particularly due to the case of David Reimer, which has been criticised due to the dangers associated with imposing gender identity. While Money popularised the term, West and Zimmerman (1987) later distinguished gender from sex and argued it is ‘done’ through everyday action. Some of their teachings supported ideas put forward by Money, specifically that gender was linked to behaviour, but they were far less controversial and more widely accepted within Sociology. Gender continued to be widely discussed through the 1970s and 1980s, it became a significant focus for feminist sociology. Ann Oakley’s work stated that gender refers to the socially constructed idea of femininity and masculinity (Oakley, 1972). Gender encompasses the roles, expectations and norms within society that are adopted through socialisation at a young age. By contrast, sex refers to the biological category assigned at birth, determined by physical characteristics such as reproductive organs. Debates surrounding gender remain highly relevant in contemporary society, raising the question of why gender continues to matter.
Gender holds continued significance within society due to its ability to influence opportunity, status and power. There is commentary within society that would suggest gender is overemphasised, sociological theory and everyday experience demonstrate that gender inequalities remain embedded within institutions such as policing. In Gender Trouble (1990) Judith Butler introduced the idea that gender is performative. She argues gender identity is constituted through repeated gendered acts. Butler’s work on gender performativity emphasises the belief that gender is not fixed and can be fluid and transitioning. This perspective raises important questions for policing, a profession traditionally dominated by men and characterised by a culture of masculinity, often described as toxic. The performance of policing tasks, associated with physical capability and authority, reinforce masculine ideals and marginalise women, who are often perceived as less likely to possess these traits.
 Similarly, Connell’s (1987) work on hegemonic masculinity discusses the dominant form of masculinity which is idealised and sustains patriarchy. This theory is particularly relevant to policing, where traits such as physical strength, emotional control, and assertiveness are desired, reinforcing assumptions that women are less suited to the role and may underperform when compared to their male colleagues. Connell’s work has been influential but not existing without limitation, with later revisions acknowledging limitations and responding to critiques. Nonetheless, the concept of hegemonic masculinity remains a valuable tool for understanding how organisational cultures privilege men and sustain gender inequality. 
 A further development in gender theory was the concept of intersectionality, introduced by Crenshaw (1989). Intersectionality highlights how gender does not operate in isolation but interacts with other identities such as race and class to shape experiences of inequality. Intersectionality critiques movements that only address a single issue as it acknowledges how this type of progress can further marginalise those from several groups experiencing inequality and fail to address their specific struggles. Intersectionality is particularly relevant to policing, where the experiences of women may be aggravated by additional barriers linked to ethnicity or socio-economic background. While this dissertation focuses primarily on gender, intersectionality provides a useful reminder that each women’s experience needs to be examined within its unique context.
 The theoretical perspectives discussed illustrate how gender stereotypes are constructed and reproduced, and how these processes relate to policing and its organisational culture. As society has developed, so too has the legal framework underpinning it, with legislation increasingly aimed at promoting equality.

2.2 Legalities: Sexism and The Equality Act
Legislative changes within the UK have played a vital role in aiding progression of gender equality in the workplace. The Equal Pay Act (1970) represented a significant development, as it was the first major step towards gender equality within the wider social context. This was followed by the Sex Discrimination Act (1975), which focused on treatment and opportunity in the workplace rather than pay. More recently, the Equality Act (2010) consolidated and simplified existing legislation, creating a modern framework for equality. It is important to note that despite these advances, the extent to which such legislation transformed workplace culture, particularly within policing, is up for debate.
 The Equal Pay Act (1970) was the first UK legislation to address the gender pay gap. It made it illegal to pay women less than men for the same role or for work of a similar nature. This represented a significant step, suggesting a shift in attitudes towards women in the workplace. However, the Act did not come into effect until 1975, meaning women continued to receive unequal pay during this period. Moreover, while it addressed pay, it did not tackle the organisational barriers that limited women’s progression, such as restricted promotion opportunities and vulnerability to dismissal on gendered grounds. In policing, this was particularly evident as women were often confined to roles perceived as less demanding, which sustained inequality despite formal pay parity.
 The Sex Discrimination Act (1975) followed shortly after the Equal Pay Act and aimed to address issues beyond pay by creating a fairer working environment and reducing inequality. Its scope extended beyond the workplace to include education, training, and access to goods and services. The legislation prohibited discrimination on the grounds of sex and marital status and introduced protections for pregnancy. It also sought to ensure fairness in recruitment and dismissal processes. In policing, however, cultural barriers persisted, as shown by the fact that the first female Authorised Firearms Officer (AFO) was not appointed until 1982, reflecting ongoing resistance to women in specialist roles. Women also remained disproportionately underrepresented in senior ranks, a pattern often explained by the ‘glass ceiling’ and ‘glass wall’ theories. Academic research supports this: Alexander (2023) found that female officers frequently take longer than male counterparts to reach supervisory ranks, illustrating how structural and cultural barriers continue to restrict progression. Evidence from Women in Research (2025), a sector-based organisation focusing on workplace inequality, similarly highlights the persistence of invisible barriers to female advancement. Likewise, workforce reports from SFJ Awards (2025), a professional body within the criminal justice sector, note that during the 1990s female officers were often channelled into Domestic Violence Teams rather than frontline or specialist roles. While the Act represented an important step towards equality, its effectiveness was limited: overt discrimination was restricted, but unconscious bias and sexism continued to operate covertly, particularly within policing.
 The Equality Act (2010) brought significant change by consolidating previous equality laws into a single framework. It applied across several areas of society, including employment and education, and aimed to promote fairness and reduce discrimination. The Act defined nine “protected characteristics”: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. Importantly, sex rather than gender was identified as a protected characteristic. This meant that discrimination against women could be challenged in law, but certain organisational and cultural issues around gender were not covered. For policing making this distinction is important: while female officers were formally protected against discrimination based on sex, issues embedded within the policing culture, such as stereotypes around strength, were not directly addressed. The Act also strengthened protections for women experiencing pregnancy or maternity-related discrimination, recognising that women had often been treated unfairly due to pregnancy or related health conditions (Maternity Action, 2013). In policing, this protection was especially relevant given the demands of shift work, required fitness tests and limited flexibility around maternity leave, all of which have historically put women at a disadvantage. 
 One of the most important parts of the Equality Act was the Public Sector Equality Duty (PSED). This placed a duty on public bodies, including police forces, to eliminate discrimination, promote equality of opportunity, and improve relations between people with different protected characteristics. For policing, this marked a shift towards a more proactive approach. Forces were now expected to take practical steps to address underrepresentation and remove barriers for marginalised groups. Forces ,such as Gwent, responded by setting up a dedicated “Positive Action” team. The team’s role is to help build a more representative workforce by encouraging people from underrepresented groups to apply, and by supporting officers, including women, to progress into promotion. Their work includes holding seminars and information sessions, and according to the Strategic Equality Plan (Office of the Police and Crime Commissioner for Gwent, 2022), the team has already helped change the demographics of recruitment. Positive Action is an example of putting the PSED into practice rather than simply treating it as a piece of guidance. 
 Despite these positives, Positive Action has been criticised. Some argue it comes close to “positive discrimination,” which is unlawful under the Equality Act. Cheraitia (2023), for example, describes a tribunal case where a tie-breaker appointment in favour of a candidate with a protected characteristic was challenged, raising questions about whether such schemes are fair or simply a “tick-box” exercise. Broader academic critiques of equality measures also suggest that while diversity initiatives may create the appearance of progress, they can fail to tackle the cultural and structural barriers that sustain inequality (Noon, 2010). Reports such as HMICFRS (2021) have also found that, despite equality laws, cultural and systemic barriers remain within policing, with women and minority officers continuing to report disproportionate barriers to progression. The Casey Review (2023) reached similar conclusions, stating that sexism and discrimination are still embedded in police culture. While the Equality Act provided a clear framework for equality, legislation alone has not been enough to produce the deeper cultural change still required within policing.

2.3 Is Policing a Boys Club?
Policing has historically been male-centric, and although the number of female officers has increased, women remain underrepresented. According to the House of Commons Library (Allen and Wong, 2024), only 35% of officers in England and Wales were female. By 2025, Home Office data showed this figure had risen by just 1.6%, reflecting only minimal progress. This imbalance is also cultural. Recent scrutiny, including after the murder of Sarah Everard, highlighted deep-rooted issues within UK forces. (Casey, 2023) The notion of a “boys’ club” has been explored beyond policing, with evidence from other sectors highlighting its impact. For example, Cullen and Perez-Truglia (2019) examined the corporate world and found that informal male networks often provided men with advantages over their female colleagues, particularly when building relationships with those in positions of power. This is highly relevant to policing, where men continue to dominate senior leadership roles and are therefore better positioned to benefit from such dynamics. However, critics argue that using corporate research in this way can oversimplify the specific organisational challenges of policing, which are shaped by its unique hierarchical and operational culture. (Loftus, 2008)
 A male-benefitting culture is reflected in patterns of representation across ranks, where significant gaps remain despite progress in the policing sector. The proportion of female Chief Constables in the UK is relatively high compared with overall female presence in policing. In 2023, The Telegraph reported that women held 19 out of 49 Chief Constable posts (40%), a striking increase from 2019 when only four forces had a female Chief (Hymas, 2023). While this growth suggests visible progress at the top level, it masks the limited presence of women elsewhere. For example, in 2023 only 27% of middle management positions (Sergeant and Inspector ranks) were held by women, rising marginally to 28% in 2024. At senior management level (Chief Inspector and above), women accounted for 30% in 2024, a figure that has plateaued in recent years (HeForShe, 2024). Although the rise of women entering the rank structure suggests progression, structural inequality persists.
 Critics argue that the increased number of female Chief Constables may reflect tokenism rather than genuine cultural transformation. Tokenism refers to the promoting of individuals from underrepresented, diverse groups to create the appearance of equality, while leaving deeper organisational inequalities unchallenged. Kanter’s (1977) research into tokenism highlighted that women in male-dominated professions often experience isolation and dissatisfaction, as they may feel selected for symbolic reasons rather than for their abilities. Applied to policing, this raises the concern that women in senior roles may be presented as evidence of progress, while entrenched barriers within the broader rank structure remain unaddressed. Alexander and Charman (2023) caution that visible gains at senior level should not be mistaken for cultural transformation, as gendered barriers to progression remain deeply rooted across the hierarchy. The uneven distribution across the hierarchy highlights the persistence of male dominance in policing. The underrepresentation of women in middle and senior management may be shaped by organisational culture, limited structural support for progression, and the persistence of the “boys’ club” dynamic, which continues to marginalise women despite formal advances. This imbalance has implications for policy and organisational decision-making; potentially disadvantaging female staff whose perspectives remain underrepresented at senior levels and therefore unheard.
 A further aspect of policing culture that reinforces the idea of a “boys’ club” is the persistence of what has been described as “canteen culture.” HMICFRS (2023) defines canteen culture as a shared set of norms, values and attitudes among officers, often expressed in ways that are racist, sexist, or otherwise discriminatory towards marginalised groups. This culture is deeply embedded in policing and has attracted significant critique. Policing is often considered an exclusive environment, one that outsiders cannot easily access or understand. Such exclusivity risks allowing toxic behaviours to persist unchecked and reduces opportunities for challenge. As Loftus (2008) argues, police culture plays a key role in shaping how officers perceive others and influences their everyday decision-making. More recently, Turner (2024) identified sexism and misogyny as persistent traits in police culture, noting that separation between male and female colleagues often discourages men from reporting inappropriate behaviour. Research by O’Connor Shelley et al. (2011) also suggests that male officers frequently failed to support female colleagues, even in operational settings, further evidencing the gendered divisions within the profession. A culture that normalises such separation not only undermines accountability but also weakens solidarity and inclusivity within policing.
 Taken together, these findings suggest that while women’s increased representation in senior leadership positions indicates some progress, it has not dismantled the entrenched “boys’ club” culture in policing. Formal equality legislation and diversity initiatives may have created opportunities at the top, but cultural norms such as canteen culture, informal male networks, and persistent gender segregation continue to privilege men. This highlights how inequality within policing is sustained both structurally and informally, meaning that the voices and perspectives of women often remain marginalised and unheard at critical levels of decision-making. The existence of a “boys’ club” within policing not only shapes the experiences of female officers but also influences retention, as women are less likely to remain in a culture that does not support or include them. Even for those who achieve success, being perceived as “token” appointments can undermine morale and diminish their sense of achievement. This perception can also contribute to imposter syndrome, an issue frequently reported by women in male-dominated professions (Kataria and Verma, 2024). 
 While existing research and reports provide valuable insights into sexism, tokenism, and cultural barriers within policing, much of the literature stops short of exploring how these issues shape the lived experiences of women on the ground, particularly in relation to morale, retention, and day-to-day workplace culture. This gap provides the rationale for the next section, which identifies where further investigation is required and how this dissertation seeks to contribute.



2.4 Gaps in Existing Research
There is a wide body of research that has explored gender inequality and sexism within policing. Much of this focuses on representation and recruitment statistics, the historical development of women’s roles, and the persistence of cultural issues such as canteen culture and the “boys’ club” dynamic. Theoretical perspectives such as hegemonic masculinity (Connell, 1987), intersectionality (Crenshaw, 1989), and tokenism (Kanter, 1977) have also been used to explain the barriers faced by women in male-dominated institutions such as policing. While this provides a strong foundation, there remain several gaps in the existing literature that highlight the need for further investigation.
 One limitation is that much research concentrates on historical change or early legislative developments such as the Equal Pay Act and the Sex Discrimination Act. While these are important, there is less focus on how more recent legislation and initiatives, such as the Equality Act 2010 and the Public Sector Equality Duty, have influenced the lived experiences of officers in practice. Programmes like Positive Action are designed to address underrepresentation, but their effectiveness in changing culture and progression opportunities for women has not been fully evaluated.
 Another gap lies in the emphasis on quantitative data. Representation statistics are readily available and frequently discussed, but they cannot capture the personal experiences of female officers who work within a culture that has long been criticised as toxic and exclusionary. There is limited qualitative research that explores how sexism and discrimination are experienced on an everyday basis within contemporary UK forces. Without this, the statistics lack context and fail to show how culture and structure interact to shape women’s careers.
 Closely linked to this is the underexplored area of retention and progression. Much attention has been paid to increasing recruitment numbers of women, but less research addresses why women may leave the profession or why they face disproportionate barriers to promotion. Concepts such as tokenism and imposter syndrome suggest that even when women do reach senior roles, they may not feel fully accepted or supported. This indicates that numerical representation does not necessarily translate into genuine equality.
 Finally, existing research has often concentrated on high-profile forces, particularly the Metropolitan Police, due to the scrutiny it has attracted. However, this risks overgeneralising cultural problems without considering variation across different forces in England and Wales. There is a need for more localised and comparative research to understand how widespread issues such as misogyny, exclusion, and lack of support truly are across the service.
 This dissertation seeks to address these gaps by combining statistical data with qualitative research into the lived experiences of female officers. By doing so, it provides an updated perspective on whether equality legislation and diversity initiatives have translated into meaningful cultural change and highlights the barriers that continue to restrict women’s progression in modern policing.





3.  Methodology 
3.1 Sample and Participants 
Building on the gaps identified within the existing literature, this chapter outlines the research design adopted for the study. It details the selection process of participants, the ethical considerations underpinning the research, and the chosen methods to collate data. A mixed methods approach was selected, combining both qualitative and quantitative methods. This design was chosen as it enables the study to capture statistical data alongside lived experience, thereby offering a richer understanding of the complexity of sexism in policing. Relying solely on quantitative data would risk overlooking individual perspectives, while a purely qualitative approach might limit the generalisability of findings. A mixed methods approach enhances the research process and, as Ahmed, Pereira and Jane (2024) argue, can lead to more effective interventions due to the greater depth and breadth of evidence it produces. This outcome is particularly valuable when examining issues of culture and inequality within policing.
 Selecting an appropriate sample is crucial in research, as it affects both the validity of findings and their representativeness. A range of sampling methods exist, each with strengths and limitations depending on the context (Jupp, 2006). For this study, a combination of volunteer, snowball, and purposive sampling was employed, reflecting the sensitivity of the topic and the need to access participants with relevant knowledge and experience. 
 For the questionnaire, volunteer and snowball sampling were used. Volunteer sampling involves individuals self-selecting to take part, which was important given the sensitive focus on sexism in policing, as it allowed participants to engage willingly and share experiences more openly. Snowball sampling, where participants share the study with colleagues, was also beneficial as it extended the reach of the survey, particularly in a profession where trust and confidentiality are highly valued (Simkus, 2023b). However, both approaches risk bias, as the demographic cannot be controlled and responses may be drawn from networks with similar perspectives. Despite this, the methods were appropriate for generating a broad insight within the time constraints of the study. In total, 30 participants engaged with the questionnaire, including both male and female staff and officers working across different areas of policing.
 For the interviews, purposive sampling was used. This method involves deliberately selecting participants for their expertise or relevance to the research question (Hassan, 2024). It is well suited to qualitative research, as it allows for in-depth, meaningful insights rather than generalisable data. Two officers were interviewed: one male and one female, each with over 20 years of service. They were selected from different areas of policing, with one holding a rank above Sargent and the other working as a Constable. Their long service and differing roles offered valuable perspectives on how experiences of sexism may vary according to gender and rank. While purposive sampling may introduce researcher bias and limits generalisability, it was essential for accessing informed, context-rich accounts.
 While the sampling methods used had limitations, they were appropriate for the aims and scope of this study, enabling access to both broad and in-depth perspectives on sexism within policing. Given the sensitivity of the topic and the potential risks for participants in sharing personal experiences, it was essential to ensure robust ethical safeguards, which will be outlined in the next section.


3.2 Ethical Considerations 
In research it is vital that participants are fully informed of the aims of the study and the safeguards in place to protect them, particularly when addressing emotive topics such as sexism and gender inequality.
 Informed consent was obtained from all participants. At the beginning of the questionnaire, an introduction outlined the purpose of the research, its sensitivity, and participants’ rights, including the option to skip questions or withdraw without consequence. Signposting was provided to the Professional Standards Department (PSD) or a supervisor should participants feel the need to disclose misconduct. Implied consent was obtained through questionnaire completion, while verbal consent was secured before interviews.
 Anonymity was prioritised. Questionnaires were completed via a platform requiring no login, and names were not recorded. Although interview participants were known to the researcher, identities and force details were withheld in all outputs. Protecting anonymity was critical to minimise risks of victimisation or bullying.
 Data was stored securely on a password-protected, two-factor authenticated laptop and in locked storage. All materials will be destroyed following completion of the dissertation.
 Researcher bias was also considered. Selection bias was mitigated by interviewing both male and female officers of different ranks, while confirmation and interpretation bias were addressed by analysing all responses in full, including those that challenged personal assumptions, and by preserving participants’ own words in reporting (Williams, 2024).
 Finally, ethical approval was granted by the University of Wales Trinity Saint David, and the study was conducted in line with institutional guidelines.
 These safeguarding measures not only protected the participants but also enhanced the credibility and trustworthiness of the findings, ensuring that the data collected reflected the participants’ authentic perspectives rather than being compromised by ethical or methodological shortcomings.

3.3 Design Process: Questionnaire and Interviews
The design of this research aimed to capture both statistical trends and in-depth personal experiences, reflecting the complex nature of sexism in policing. A mixed-methods approach was chosen, combining an online questionnaire with two interviews that involved participants who had not completed the questionnaire. A mixed-method approach felt appropriate given the nature of the topic as it has been noted for being beneficial when exploring sensitive arenas. (Ahmed, Pereira and Jane, 2024)
 The questionnaire consisted of 13 questions, of which eight were closed and five were open. Closed questions provided numerical data, while open questions allowed participants to expand on their experiences and perspectives. Questions were selected and designed by the researcher to reflect key themes identified within the literature review, including the existence of sexism, perceived changes over time, personal or witnessed experiences, reporting mechanisms, cultural change, and the identity of perpetrators. Google Forms was used as the platform to distribute the questionnaire, offering anonymity and accessibility.
 Interviews were conducted in an unstructured format, allowing participants to lead the discussion. This approach was chosen due to the personal and sensitive nature of the topic, giving participants freedom to share their experiences in their own words. Prompts were only used when discussions went off-topic, ensuring the focus remained on policing and sexism while avoiding researcher influence and bias. The use of questionnaires within this research design allowed qualitative data to be obtained as well as quantitative. There has been research previously suggesting that qualitative data is unscientific, but it has recently become a form of data that has gained widespread acceptance within the academic and scientific communities, and it’s use certainly benefited this dissertation. (Silverio et al., 2022)
 The implementation of this design ensured that the quantitative data provided an overview of patterns across a wider sample, while the qualitative data added depth and context by exploring lived experiences in detail. Together, these methods created a balanced research process capable of addressing the aims of the study and allowed for deeper understanding of the topic, which is a common praise of the mixed methods approach. (McLeod, 2024)
 While this design provided both breadth and depth, it was not without limitations. Questionnaires relied on self-reporting, meaning responses may have been influenced by personal bias or reluctance to disclose sensitive information for several reasons, such as concern over being involved in an investigation. Similarly, the unstructured nature of interviews, while valuable in allowing participants to speak freely, reduced comparability between responses and made analysis difficult. Despite these challenges, the combination of methods was considered the most appropriate for exploring the sensitive and multifaceted issue of sexism in policing.
 Overall, the methodology adopted in this study was designed to balance breadth and depth, combining quantitative data from questionnaires with qualitative insights from interviews. The use of mixed sampling techniques ensured access to a diverse range of perspectives, while ethical safeguards and reflexivity around researcher bias enhanced the credibility of the findings. Although limitations such as self-reporting and small interview numbers are acknowledged, the approach was considered the most appropriate for exploring the sensitive and complex issue of sexism in policing. The following chapter presents the results of this research, beginning with the quantitative findings from the questionnaire.

4.  Analysis of Results
4.1 Quantitative Results 
Throughout the research stage of this dissertation, both qualitative and quantitative data were collected. This section presents the quantitative results from the questionnaire, which was completed by 30 participants, including both officers and police staff. The questionnaire consisted of 13 questions in total, eight of which were closed and designed to generate statistical data. Results are reported using percentages, with attention given to key themes such as the existence of sexism and the identification of perpetrators.
 The first four questions served as participant identifiers, covering sex, gender, age category, and the role held within policing. These questions provided important context when interpreting the results later. Understanding the characteristics of the sample such as the gender balance, age range and location worked within policing helps when identifying patterns as each individual’s characteristics can effect their exposure to sexism. 
The first question asked participants to define their sex. Nineteen participants identified as male and eleven as female. The underrepresentation of women reflects wider policing demographics, where female officers remain a minority nationally and locally.
[image: Forms response chart. Question title: How do you define your sex?. Number of responses: 30 responses.]


The second question asked participants to define their gender. The results were identical to Question 1, with all respondents identifying as male or female. No non-binary or transgender participants took part, which highlights a limitation in capturing the perspectives of underrepresented groups.

[image: Forms response chart. Question title: How do you define your gender identity?. Number of responses: 30 responses.]

The third question asked participants what area of policing they currently worked in. Eighteen participants worked in response, six in CID, two in neighbourhood teams, two in traffic, one in firearms, and one in a staff role. The majority of participants were from response roles which likely paints an accurate picture of their experience, but perspectives from specialist or staff roles remain limited, which must be considered when interpreting the results.
[image: Forms response chart. Question title: What area of policing do you currently work in?. Number of responses: 30 responses.]

The fourth question asked participants which age range the fell into. 7 participants placed themselves aged 18-25, 16 participants were aged 26-35, 5 were aged 36-45 and 2 were aged 46-55.

This distribution provides a representative spread across early, mid, and later career stages. When interpreting the findings, it is important to consider that those in younger categories are likely to have fewer years of service and may therefore have different experiences of sexism compared to older colleagues who have witnessed cultural changes over time. While recruits entering the service since 2018 may not have encountered policing at its most overtly sexist, the Casey Review (2023) indicates that sexism remains a significant issue.

[image: Forms response chart. Question title: What is your age?. Number of responses: 30 responses.]
The fifth question addressed the reason for the dissertation, is there a sexist culture within policing? Eighteen participants answered no and twelve answered yes. While the majority response suggests sexism is not universally acknowledged, it is important to note that 63.3% of respondents were male. This imbalance may have influenced the outcome. However, the fact that seven women and five men answered yes indicates that some male officers also recognise sexism as an issue.
[image: Forms response chart. Question title: Do you think that there is a sexist culture within policing?. Number of responses: 30 responses.]
The sixth question asked whether participants felt the culture within policing had changed. One participant felt the culture had worsened, thirteen believed it had improved, eleven reported no change, and six were unsure or gave their own comments. Overall, many recognised progress, but the number who felt no change had occurred highlights that improvement is not universally experienced.
[image: Forms response chart. Question title: Do you think the culture has changed since you&apos;ve been employed within policing?. Number of responses: 30 responses.]


The seventh question asked whether preferential treatment, linked to sex or gender, existed within policing. Sixteen participants answered no, ten answered yes, and four provided written responses. These results suggest that while most participants did not perceive inequality, a significant minority did. The data does not specify which gender is advantaged, only that perceptions of inequality remain present.
[image: Forms response chart. Question title: Do you think that there is any preferential treatment linked to sex and/or gender within policing? eg. job opportunities, promotions . Number of responses: 30 responses.]

The eighth question asked whether participants had ever reported sexist behaviour to a supervisor or the Professional Standards Department. Twenty-four participants answered “no” and six answered “yes.”
The disparity suggests either that sexist incidents are limited, or more plausibly, that many individuals are reluctant to report such behaviour even if they experience or witness it. This reluctance may reflect concerns about repercussions, lack of trust in reporting mechanisms, or a belief that complaints will not be taken seriously, all of which have been highlighted in previous reviews of policing culture (Casey, 2023).
[image: Forms response chart. Question title: Have you ever had to report any sexist behaviour to a supervisor or PSD?. Number of responses: 30 responses.]
The next section will discuss the qualitative data that was obtained throughout the research and in addition to the quantitative data. 




4.2 Qualitative Results 
Two interviews were conducted as part of the research. The first participant (F) was a female officer of a rank above Sergeant, with over 20 years of service across several departments. The second was a male Constable (M) with almost 30 years of experience in different areas of policing. Both interviews took place in settings comfortable to the participants, allowing them to reflect openly on their experiences. While their perspectives differed, with F describing being a direct target of sexism and M speaking largely as an observer, both agreed that sexism has always existed within policing. The following section outlines the key themes that emerged from their accounts.
Overt Sexism (Past and Present)
Both participants recalled examples of overt sexism, particularly in earlier years of their careers. Participant F remembered being the only woman on her shift and labelled “Dolly Daydream” by colleagues, a nickname that undermined her professionalism. She was also asked, “What good would you be in a fight?” despite receiving the same training and carrying the same equipment as her male peers. Participant M recounted hearing women referred to as “split ass” and described a Superintendent who allegedly said he would give a job to “the one with the biggest tits.” That such comments came from senior figures suggested this behaviour was not only normalised but shielded by power imbalances that discouraged challenge.
 Both participants acknowledged that overt sexism has declined over time, but they agreed it remains present in subtler forms. M described a persistent “wink wink nudge nudge culture”, where women are still objectified, though less openly than before. These accounts reflect wider findings such as the Casey Review (2023), which concluded that misogynistic attitudes remain embedded in policing. Participant F also noted that in her current rank she had “never felt so disrespected” particularly by male Constables who openly challenged her decisions, suggesting continuing resistance to women in leadership.
The “boys’ club” Mentality
Alongside overt sexism, both participants identified a culture of male exclusivity. M highlighted that comments about female colleagues’ appearance or assumed personal lives were still common, though usually shared only among men. Such behaviour reinforced exclusionary subcultures that marginalised women and allowed sexism to persist informally. F described how this culture contributes to feelings of imposter syndrome among women, particularly when pursuing promotion. This aligns with the wider literature on “boys’ clubs”, where informal male networks create barriers to progression and reinforce the idea that women are outsiders.
Perpetrators
Both participants stated that men were the main perpetrators of sexist behaviour. Even those who were not directly involved often acted as bystanders, witnessing inappropriate conduct without intervening. F offered an example that complicates this narrative, recalling an incident in which her first female supervisor failed to challenge a male colleague’s sexist remarks. This indicates that women, too, can sometimes enable sexism by remaining silent, possibly due to fear of being ostracised or judged.
 Together, the interviews highlight that while overt sexism may be less explicit than in the past, it has not disappeared. Instead, it persists in more subtle forms, supported by exclusive male networks and silence from both men and women who fail to challenge inappropriate behaviour. These findings illustrate the endurance of a “boys’ club” culture, echoing the wider literature and demonstrating how sexism continues to shape the lived experiences of officers today.
4.3 Themes of Results 
This section draws on data obtained from both the questionnaire and interviews to explain how sexism manifests within policing and whether the culture has shifted. The findings are evaluated against the study’s aims.
Overt Sexism: Past and Present
Both interviews confirmed that overt sexism has been a persistent feature of policing, though participants disagreed on the extent to which it has changed. Participant F recalled being nicknamed “Dolly Daydream,” which she interpreted as undermining her professionalism, while also being asked “what good would you be in a fight?” despite identical training to her male peers. Participant M described offensive terms such as “split ass” and recounted senior officers openly sexualising women during promotion discussions.
 These findings reflect how sexism in policing has historically been overt and normalised, often framed as banter (Loftus, 2008). F’s experiences illustrate the influence of hegemonic masculinity (Connell, 1987), where toughness and strength are valued and women are devalued. M’s account of sexualised promotion processes aligns with Kanter’s (1977) theory of tokenism, where women in male-dominated settings are judged on gendered criteria. Cunningham and Ramshaw (2019) similarly found that women in senior roles were often undermined by claims they progressed only due to gender.
 Although participants acknowledged progress, they also highlighted persistence. M’s description of a “wink wink nudge nudge” culture indicates that while overt comments may have declined, covert expressions of misogyny remain. This echoes the Casey Review (2023), which concluded that sexist attitudes are still deeply embedded. Wider research into workplace harassment found 43% of women had been victimised by colleagues compared to 8.3% of men, showing how ingrained the problem remains (Lali Magsi & Ariel, 2024). Taken together, these findings suggest overt sexism has reduced in visibility but continues to marginalise women in practice.
The Boys’ Club Mentality
A second theme was the persistence of a boys’ club culture. Participant M described men privately discussing women’s appearances and sexual lives, reinforcing male exclusivity while objectifying women. F similarly highlighted barriers to progression, with women experiencing imposter syndrome in male-dominated environments.
 These accounts reflect research positioning policing as a setting where informal male networks hold significant power (Loftus, 2008; Cullen & Perez-Truglia, 2019). Participants linked this to promotions and opportunities, echoing critiques that male-dominated cultures advantage men while excluding women (Casey, 2023). International evidence reinforces this: a study of Turkish policing found nepotism and reliance on personal ties shaped careers, limiting access for outsiders (Mutlu, 2000). While not directly transferable to the UK, it illustrates how exclusionary practices sustain inequality across systems.
 Although female representation at senior ranks has grown, the endurance of male subcultures reflects Connell’s (1987) concept of hegemonic masculinity, where male bonding and exclusionary practices reinforce privilege. The boys’ club may now be less overt, but its persistence aligns with Noon’s (2010) argument that organisations under scrutiny conceal exclusionary practices rather than dismantling them. Even with visible statistical progress, lived experiences of exclusion remain central to women’s careers in policing.
Perpetrators and Complicity
When asked to identify perpetrators, both participants highlighted men. M described men making sexist remarks, while F recalled being directly targeted. Questionnaire data supported this, with most respondents naming male officers, especially older men or those in senior ranks. This supports evidence linking sexism to hierarchical structures privileging men and limiting accountability (Casey, 2023). The University of Portsmouth (2023) similarly linked “machoism” in policing to hostility towards women and barriers to career advancement.
 However, the findings also complicate this narrative. F described her female supervisor failing to challenge sexist remarks, suggesting women may also enable such behaviour. This reflects Kanter’s (1977) theory of tokenism, where women in minority positions adopt dominant norms to avoid exclusion. Recent research also highlights cases of women perpetuating sexism against other women, reflecting internalised bias (Spalding, Schachtman & Kaiser, 2024). Loftus (2008) similarly argues that silence and humour normalise sexism in policing.
 These accounts show that addressing perpetrators requires structural as well as individual change. Without tackling the culture of complicity, both men and women may continue reinforcing behaviours that disadvantage women.
Changing the Culture: Challenges and Resistance
Participants and questionnaire respondents expressed mixed views on cultural change. Some cited increased female representation and training, while others felt little had shifted. One respondent described “huge naïve behaviour embedded in the culture that things are fixed with a quick attempt for evidence to get promoted,” while another criticised ineffective vetting processes that allow biased officers to progress.
 These perspectives reflect critiques that diversity measures create the appearance of progress without tackling underlying dynamics (Noon, 2010). HMICFRS (2021) and the Casey Review (2023) similarly concluded that training and policy exist but fail to dismantle informal sexist cultures. The view that progress relies on “brave individuals” also reflects Kanter’s (1977) claim that women who succeed are treated as exceptions, not evidence of systemic change. Questionnaire data showing limited reporting of sexism further demonstrates that speaking out remains uncommon.
 Participants also noted that sexism in policing cannot be separated from wider social attitudes. This resonates with Crenshaw’s (1989) concept of intersectionality, highlighting how female officers from minority backgrounds may face compounded barriers. Overall, while progress has occurred, it remains fragile, undermined by tokenism, superficial interventions, and resistance. Until informal norms are addressed directly, sexism is likely to persist

4.4 Gaps Within Findings
While the findings of this dissertation provide valuable insight into how sexism manifests within policing and the impact on female officers, several gaps and limitations need to be acknowledged. These gaps affect how far the results can be generalised and highlight areas that require further research.
 One limitation relates to the sample. The questionnaire was completed by 30 participants, which, while sufficient to identify key trends, remains a relatively small dataset when applied to a profession as large and complex as policing. The reliance on volunteer and snowball sampling also raises questions of bias, as those who chose to participate may already have strong views or experiences of sexism, while others may have avoided engagement. This inevitably shapes the picture that emerges and means the findings should be treated as indicative rather than representative (Jupp, 2006).
 The demographic balance of the sample presents another limitation. Nineteen participants identified as male compared to eleven female, meaning women’s voices were underrepresented in a study focused on sexism. The absence of non-binary and transgender perspectives further restricted the scope, excluding groups whose experiences of discrimination may be distinct. Additionally, ethnicity was not captured within the demographic questions, meaning intersectional barriers could not be explored. This absence is significant given that previous literature highlights how gender interacts with race and class to produce compounded inequalities (Crenshaw, 1989). By focusing primarily on male and female perspectives, the research reflects only part of the wider picture. For example, Adisa et al. (2025) found that Black female officers reported more severe inequality compared to their non-Black colleagues, a perspective that has not specifically been addressed within this dissertation.
 Methodological constraints also shaped the findings. The use of only two interviews, while allowing for detailed accounts, limited the range of perspectives. Both participants were highly experienced officers, which brought valuable insight, but it also meant that the voices of younger or less experienced officers were not captured. The experiences of young serving officers are often intertwined with mistreatment: research found that female officers reported discrimination linked to intersectionality, including age (Zempi, 2018). Equally, reliance on self-reported data brings potential issues of underreporting. Given the sensitive nature of sexism, some participants may have been reluctant to share experiences or may have downplayed incidents due to fear of repercussions. This possibility is supported by the questionnaire data itself, which showed that the majority of respondents had never reported sexism formally, suggesting a culture of silence that may extend to research participation (Casey, 2023). Elizabeth et al. (2024) similarly note that reluctance to report is often linked to perceptions that sanctions imposed on perpetrators are insufficient compared to the severity of their actions, further discouraging disclosure.
 Thematically, the research highlighted overt sexism, the boys’ club mentality, perpetrators, and cultural change. However, some areas were less developed. Nepotism and promotion bias were mentioned but not explored deeply enough to establish clear patterns. International research has shown how these dynamics can embed inequality. For example, Mutlu (2000), in a study of Turkish police forces, found that career opportunities were often shaped by nepotism and reliance on personal connections, disadvantaging those outside dominant groups. While the social and organisational context differs from the UK, the findings underline how informal networks and non-meritocratic practices can perpetuate inequality across policing systems more widely.
 Similarly, while participants discussed internal culture, the broader implications for public confidence in policing were not addressed. This reflects the scope of the project but also leaves important questions unanswered about how sexism within the police service impacts its relationship with the communities it serves (HMICFRS, 2021).
 Overall, these gaps do not undermine the value of the findings but show that they provide only a partial picture. They highlight the need for further research that engages with larger, more diverse samples, captures intersectional experiences, and considers both internal and external impacts of sexism in policing.

5. Conclusions and Recommendations 
5.1 Does Sexism Exist Within Policing? (Revisited)
The findings of this dissertation confirm that sexism continues to exist within policing, though its form has shifted over time. Both interviews and survey responses illustrated that overt sexism, once normalised as banter, has become less visible yet persists in covert expressions and exclusionary practices. The persistence of a “boys’ club” mentality, evidenced in informal networks and private conversations, echoes existing literature (Loftus, 2008; Casey, 2023) and demonstrates how inequality is embedded not only in individual attitudes but in organisational culture.
 Importantly, the research highlights that sexism is not uniform in its effects. While men were consistently identified as perpetrators, complicity by women also emerged, reflecting internalised pressures to conform to dominant norms (Kanter, 1977). The lack of representation from non-binary and minority ethnic perspectives further underscores that the study captures only a partial picture. Nevertheless, the evidence strongly indicates that sexism remains a lived reality for many female officers, particularly in areas such as promotion, specialist roles, and workplace credibility.

5.2 Cultural Change: Current Tools and Future Recommendations  
While there has been visible progress, including legislative reform and greater female representation, cultural change remains fragile. Policies such as the Equality Act (2010) and Positive Action initiatives have provided important structural tools but are often criticised as tokenistic or surface-level interventions (Noon, 2010). Questionnaire responses in this study reinforced these concerns, with participants describing diversity initiatives as “box-ticking” rather than transformative.
 Future progress requires a dual focus on formal systems and informal culture. On a structural level, reforms to recruitment, promotion, and vetting are essential to prevent individuals with discriminatory attitudes from advancing. At a cultural level, leadership must prioritise accountability, ensure that sexist behaviour is consistently challenged, and create safe spaces for officers to report without fear of reprisal. Research also suggests the importance of addressing intersectionality (Crenshaw, 1989), recognising that women from minority backgrounds may face compounded barriers.
 In conclusion, while overt sexism may have declined, its covert forms remain embedded in policing culture. Lasting change will require moving beyond surface interventions to confront the informal norms that sustain inequality. Only through this shift can policing achieve both internal equality and the external trust it seeks to maintain.
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Appendices 

Appendix A

Questionnaire 

Research into Sexism and Gender Inequality within policing

How do you define your sex?
Male
Female
Prefer not to say
Other

How do you define your gender identity?
Male
Female
Non binary
Transgender
Prefer not to say
Other

What area of policing do you currently work in?
First point of contact (control room)
Response
Neighbourhood
CID
RPSO
Firearms
Training (driving, OST, taser etc)

What is your age?
18-25
26-35
36-45
46-55
56-65
65+

Do you think that there is a sexist culture within policing?
Yes
No

Do you think the culture has changed since you’ve been employed within policing?
Yes, its gotten worse
Yes, its gotten better
No, it hasn’t changed at all
I’m not sure
Other

Do you think that there is any preferential treatment linked ot sex and/or gender within policing? Eg. Job opportunities, promotions 
Yes
No
Other

What areas do you think that the preferential treatment exists within? Eg/ Accessing promotion, opportunities etc.
Long answer text

Is there a certain area of policing that you think seism is most prevalent in, if so what area?
Long answer text

Tell me some of your experiences of sexism and gender inequality within policing. Was this with regard to another or yourself?
Long answer text

Have you ever had to report any sexist behaviour to a supervisor or PSD?
Yes
No 
I’d rather not say

Who do you feel are the main perpetrators of sexism within policing? 
Long answer text

What can be done to change the culture?
Long answer text

Appendix B
This was the disclosure provided at the beginning of my questionnaire.

“This survey is in relation to my dissertation project which focuses on the culture within policing and whether or not sexism and gender inequality still exist and, if so, how prevalent they are. 

Please do not feel that you have to discuss anything you are not comfortable with. I can appreciate that this topic is sensitive to some and if there is anything that you feel you need to report then please speak to a supervisor/colleague whom you feel comfortable with or alternatively contact PSD. Thank you.”


Appendix C 
What areas do you think that the preferential treatment exists within? e.g. Accessing promotion, opportunities etc.

Response 1:Certain departments and higher management are very heavily male dominated, including the selection of uniform. Asking women what they need to fit them well in order to do there job.
Response 2: There is positive discrimination to help females get into certain departments, I have also heard females make comments along the lines of “I stand a good chance of getting though, because I’m a woman”
Response 3: Only getting courses depending on area you work
Response 4: Promotions, I feel that in certain departments eg firearms it appears that males are put forward more courses more frequently than females who have waited longer
Response 5: Below
Response 6: Accessing promotion
Response 7: Promotion, Specialist Roles, Selections for Courses. Pretty much everything in Policing
Response 8: Personally there is a preconceived idea across all of policing that leaves women at a disadvantage. However sadly I have witnessed a female take advantage of her looks and using them to her advantage. This also supports misogynistic behaviour.
Response 9: Promotion or job opportunities withing fire arms policing in that it is predominantly a male role. Also SOLO/RASSO officers that in my experience are again predominantly female, and I feel that the role is more targeted towards females as they may be more, empathetic/understanding emotionally, although I do not believe this is the case and that male officer's can be equally as good at these qualities.
Response 10: None
Response 11: Opportunities in certain work streams
Response 12: Opportunities within the force
Response 13: I think that there aren’t any areas of preferential treatment
Response 14: Certain departments, for instance firearms, traffic etc, dog unit. Recruitment.
Response 15: N/a
Response 16: Not specific area
Response 17: Entering the police and rank structure
Response 18: Unsure
Response 19: Certain departments are more favourable to men and promotion is tied to who you’re willing to sleep with.
Response 20: Changing roles, promotion

Is there a certain area of policing that you think sexism is most prevalent in, if so what area?

Response 1: No
Response 2:None
Response 3: The leadership
Response 4: Sometimes superiors can take advantage of their officers depending on sex
Response 5: Teams that are more male dominated or dominated by those with outdated views
Response 6: Special ops teams (dog handlers/RPSO/firearms)
Response 7: Specialised roles, eg rpso, firearms etc
Response 8: Firearms and other specialist roles
Response 9: Most areas in policing have it
Response 10: Personally I see it in RPSO and promotion. The old boys club continues to exist.
Response 11: Generally in firearms or RPSO. I do not believe that this is meant on purpose, but because the role's have been dominated by men for such a long period of time that it is not seen as accessible for females, and they may be intimidated or put off joining due to the heavy male environment. I have always felt that there is still a "boys club", mentality to many firearms officers which as a male can be off putting to joining, so this may be a reason for females not being prevalent in the role. Equally training/OST staff and PSU roles have historically been male orientated and I have witnessed very little female presence in these roles.
Response 12: No not really
Response 13: Rank with the force control room
Response 14: I think what sexism does exist in policing is split equally across All areas, but if you look at the proportion of rank and file officers who have been dealt with for sexism related issues, against the proportion of high rank officers, it is more prevalent in higher ranks by ratio
Response 15: I think sometimes the culture in training is not great, it appears that more males are being selected for courses rather than females, particularly courses like M0E, taser etc. However, the culture has improved but it is still not where it needs to be. I believe females should be encouraged to take up these courses.
Response 16: N/a
Response 17: Not that I am aware of.
Response 18: Unknown
Response 19: Specialist operation
Response 20: Not sure
Response 21: Response, Traffic, Firearms, SMT

Tell me some of your experiences of sexism and gender inequality within policing. Was this with regard to another or yourself?

Response 1: I haven’t had any
Response 2: Uniform, is selected purely with males in mind
Response 3: A male colleague made several comments to a female colleague along the lines of asking her to make the tea for the shift as she was a woman, and that this was her job. This was reportedly said to have been said in humour, however it was perceived by the female team member to happen persistently, and amount to bullying and harassment. Male colleague suspended pending investigation.
Response 4: Would rather not provide
Response 5: Myself - I have experienced inappropriate comments from male colleagues which are passed off as jokes (advances, sexual comments) Others - I have also witnessed comments made about my female colleagues which I do not feel are acceptable and seem to be sexist in their nature (comments about their body, sexual comments etc)
Response 6: No
Response 7: Other individuals.
Response 8: Recently a capable sgt was told there was no room for her on the department in her current role. This is a female looking for progression which should be supported and instead they're provided with a dead-end.
Response 9: The only area's I have really experienced sexism would be surrounding gender/size/build in that I have heard comments from male officers that females would not be strong enough by themselves to carry out detainment or arrest of large aggressive males. 
Response 10: Very limited. Once had someone question the capabilities of two females crewed in a car. But apart from that very little.
Response 11: To another
Response 12: I don’t see any sexism of gender inequality on a day to day basis, and have a supervisor who would stamp this out very quickly if it ever happened. Previously, I have had a supervisor who was as very misogynistic and sexually assaulted a colleague, and have been peripherally involved in an incident where two officers of very high rank were suspended for amongst other things, sexist behaviour. Another officer of high rank criticising female officers for having their hair untied after they were assaulted also smelt of sexism to me
Response 13: On response, there’s been times where other officers often underestimate females strength in confrontational situations.
Response 14: I can hand on heart say I feel I’ve been treated equally and been considered equally. If anything with some opportunities I think I have been given an advantage because I am female eg the force wanted more female taser officers so I jumped forward onto an earlier course.
Response 15: I do not believe I have any experience in this field
Response 16: Another. Member of team given words of advice in regard to misogynistic behaviour towards female colleague.
Response 17: More from members of the public than staff
Response  18: None at the moment
Response 19: Witnesses several instances of direct sexism that went unpunished despite being reported

Who do you feel are the main perpetrators of sexism within policing?

Response 1: I haven’t seen any
Response 2: Old school cops
Response 3: I don’t know.
Response 4: It could be anyone
Response 5: Males
Response 6: No comment
Response 7: Older men
Response 8: Those who are longer in service and are maybe not caught up with the evolving world.
Response 9: Individuals within the higher echelons of each force
Response 10: Senior officers.
Response 11: Men
Response 12: SMT can be slightly biased towards recruiting/promoting women. But this is sometimes positive discrimination. Whether that’s right or not I can’t say.
Response 13: Probably make officers
Response 14: The males within policing
Response 15: My experience has only ever been with men being the perpetrators, with no real distinction in rank
Response 16: I don’t think there is a specific gender that are perpetrators. It depends on the individual officers. I don’t think there is a specific rank or department either.
Response 17: Older males
Response 18: Male officers
Response 19: Male
Response 20: Public
Response 21: If your female or from an ethnic background more likely to get positions
Response 22: Male officers
Response 23: SMT

What can be done to change the culture?

Response 1: Continuous training and challenging behaviour which is inappropriate
Response 2: Ask more what women need rather than just assuming
Response 3: I don’t know.
Response 4: Unfortunately not much. There are already education and courses put in place to teach officers. However, I believe decoys behaviour mostly stems from upbringing and friend groups.
Response 5: The questions being raised about whether or not there is sexism and listening to peoples experiences
Response 6: Training / changing the culture
Response 7: Challenging this behaviour
Response 8: Education
Response 9: It’s bigger than the Police, it’s societal.
Response 10: Has a whole from working within the police I do not believe the organisation has any inherent sexism that affects how it operates. There is a clear pattern that some roles have a high proportion of one gender or another, however I do not believe this is linked to inequality of job opportunities. Out of any organisation I have worked in, the standards of respect between colleagues is definitely the highest within the police. I believe this is linked to a shift in the way officers are trained as well as the average of the workforce decreasing with retention of staff. Retention, funding, staffing levels, leadership and emotional support after traumatic incidents are the weakest parts of police from my perspective.
Response 11: Continued training, not one of courses. Sadly it shows huge nieve behaviour embedded in the culture that things are fixed with a quick attempt for evidence to get promoted.
Response 12: in all honesty I believe the culture can be changed, but very slowly. I believe that certain roles by nature, suit certain genders, eg. RPSO for men, and PPU/SOLO/RASSO for women. Whether we like it or not gender will always sit where it is most comfortable and it takes a few brave individuals to branch off out of their comfort zone to make a name for themselves, and make change. Like the roles mentioned above, men and women are now "present", in each, and it wasn't that long ago that there were no females in senior positions, that is very much not the case now. There is an arguement that vetting or more stricter vetting can weed out sexism, but this is not an exact science and unconscious bias will always linger in the minds of each sex/gender. More honest conversations in a "safe" environment are needed with senior officers, where people can discuss these issues with no fear of reprisals, so that a working strategy to better tackle inequality or sexism can be put in place.
Response 13: Get rid of SMT ‘boys clubs’
Response 14: Continue to be inclusive of all and giving equal opportunities to all within the police
Response 15: Identify areas that are most affected and try and educate and direct behaviours appropriately.
Response 16: So much effort has been put into addressing culture in the police over the past 20 years, and in terms of building a better atmosphere for it I don’t really think anything more can be done The biggest single failing is in our hiring and promotion processes. Someone joining the police only have their values and personality examined by a very easy to fudge online values test, and a short interview. This is the same issue that lets potential criminals and violent or corrupt officers slip through the cracks. Also we NEED to have more stringent process in place to re-vet someone when they are promoted or move laterally, how are ranks as high as superintendent still getting sacked for culture related issues? Who they are as people will have been well known in the force for years prior.
Response 17: 1.) Encourage more women to take up different courses and encouraged to join different departments. Particularly male dominated ones. 
Response 18: Stand up and challenge behaviour
Response 19: To challenge and report any and all sexist behaviour
Response 20: Education and proactive action from line management
Response 21: Unsure
Response 22: Make it equal for all
Response 23: Accountability and whistleblowing. More education. More protection for those reporting issues. Right to be believed etc.
Response 24: Several senior leadership need to retire

Appendix D
Interview Approach
The interviews were unstructured by design. Participants were invited to share their experiences of sexism within policing in their own words. The researcher began with an open question (“Can you tell me about your experiences of sexism in policing?”), and no fixed set of questions was used. Occasional prompts were given only to encourage further detail or maintain focus on the topic. This flexible approach was chosen to allow participants to speak freely and minimise researcher influence.

Appendix E

Unused quotes from interviews. 

“you can do the dishes. I would cook on nightshift. Generally it was expected and accepted as the norm”
“described as out of control by a male colleague and he made it clear he couldn’t protect me”
“mindful of who got chose to do what job, vulnerability, dv, safeguarding”
“always paired with females”
“pushback that a man would never receive”
“they’d sent the men and women would occasionally get the softer/more understanding call approach”
“attitudes have changed, people have grown up in a culture of sexism not being accepted” 
“inputs and the threat of sanctions from PSD”
“id suggest in RPSO and firearms. Not CID and you don’t see it in MST because there’s been a strong female presence”
“if women had several partners its thought about and talked about”
“women getting jobs for sleeping with people, I’ve heard it”
“main perpetrators, I only get to hear it from the men’s side so its men”

i
image3.png
How do you define your gender identity?
30 responses

@ Male

@ Female

@ Non binary

@ Transgender

@ Prefer not to say




image4.png
What area of policing do you currently work in?
30 responses

@ First point of contact (control room)
@ Response

@ Neighbourhood

@®cp

@ RPSO

@ Firearms

@ Training (driving, OST, taser etc)
@ Staff Role




image5.png
What is your age?
30 responses

® 1825
@® 26-35
©® 3645
@ 46-55
@ 56-65
@65+




image6.png
Do you think that there is a sexist culture within policing?
30 responses

® Yes
® No





image7.png
Do you think the culture has changed since you've been employed within policing?
30 responses

@ VYes, it's gotten worse

@ VYes, it's gotten better

@ No, it hasn't changed at all

@ I'm not sure

@ | think theres a clear divide between the
old school cop and the newer recruits.

@ | feel in general it has improved but that
those who now still have sexist views
stand out ever more, making it appear
worse as it is more unaccepted





image8.png
Do you think that there is any preferential treatment linked to sex and/or gender within policing? eg.

job opportunities, promotions
30 responses

® Yes
® No

@ Certain departments are still very male
dominated

[

@ | think certain departments want more of
certain genders on a department for
statistics and not because of ability to...

@ Not sure | think there could be | haven't
seen enough of it yet





image9.png
Have you ever had to report any sexist behaviour to a supervisor or PSD?
30 responses

® Yes
® No
@ I'd rather not say





image1.png
Prifysgol Cymru
% Y Drindod Dewi Sant

N University of Wales
Trinity Saint David

%





image2.png
How do you define your sex?
30 responses

@ Male
@ Female
@ Prefer not to say





