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Literature review

To understand my topic I would like to focus on the main questions I have posed for myself in the proposal. The first is to review the recruitment of females into the police force over the last 10 years. The reason why I want to understand the recruitment side of this is to understand if recruiting females is a priority or if the police don’t encourage different parts of the community as a priority but just want to recruit police officers into the job regardless of who or what they are. 

From the Home Office Police Workforce report as of 31st of March 2020, it states that there were 40,319 female police officers that are in the 43 police forces. This confirmed that female police officers make up 31% of the police force. (Home Office, 2020)

[bookmark: _GoBack]From this report, below is a graph that illustrates the increase of female officers’ overs the last 10 years.  
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Figure 1 Proportion of female police officers, as at 31 March 2010 to 31 March 2020, England and Wales
(Source Home Office,	Work force open Data Table)

The above graph is produced from a data table which is part of the Home Offices report as such it is from a credible source. What I found interesting during reading this report is that the BAME part of the report was broken down into, Proportion of BAME officers and then by rank, like the female part of the report. It also gives a breakdown of the total workforce and promotions for both BAME and female police officers. However, it doesn’t touch upon the female joiner’s or the leaves in the same detail as it has for the people represented as BAME.  This poses a bigger question to me, as it is important to understand why anyone leaves any job especially a role like this with the amount stress and the types of things people see on a day to day basis. If there were reports on why females have left, couldn’t this lead into a working strategy to keep females in the job. It is broken down for everyone else not females. Is this fair?

Another report that follows this on is a news story from the Government via the Home Office, (Gov.uk, 2021) It stated that more females have recently joined the police force more than ever and the recruitment is 45% females. It does then to go on to discuss BAME officers. It does seem that the recruitment of female officers and BAME officers go hand in hand. In each instance here, they have been combined into one report as opposed to being perceived as important enough to each have their own individual report. Why are these two important subjects combined into one report or news article? Surely the increase of female officers is a news article in itself as is the BAME recruitment. This again is a reliable source of information as it has come from the government website, again sourced from the Home Office. 

Reviewing some more statistics from (Gov.uk, 2021), the overall general workforce from all of England and Wales are shown here. In this report it does an exact breakdown of people who identify as BAME in the workforce. However, when it then goes into the breakdown of male and females it only does a report on females that identify as BAME not all females. There seems a consistent theme here that plainly female statics aren’t reported on with as much detail as male statistics and also BAME. 
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Figure 4 Percentage of police officers from ethnic minority groups (excluding white minorities) by gender over time.  
(Source Police workforce, England, and Wales: 31 March 2020 Third edition, Gov.uk)


On this report it does provide information of females that identify as BAME as shown in the graph below, but this doesn’t tackle the reason why there are so little females in the force. 

Looking at this, I wanted to see what campaigns are out in the public to encourage the recruitment of female officers, and also what support with recruitment there is. Looking at the website jointhepolice.co.uk there is a video to encourage recruitment. I have viewed the video and it seems neutral and very diverse for both male and females and also BAME (jointhepolice.co.uk, 2021)

When I was going through training there were trainers that had a role in recruitment to encourage and support people that identified as BAME to join the police. We had a chat about it and the officer was trying to recruit other officers that also identified as BAME to help and assist in this moving forward with the increase of recruitment. What I noticed that there wasn’t the same support or guidance for females. This just highlights a common theme during reading the reports compiled that recruiting people that identify as BAME is more of a priority and reported on far more heavily than having a gender diverse police force. 

So why don’t we have recruitment support for females, why don’t we have recruitment officers assigned like they are for people who identify as BAME. Why is there a difference in how many women are in the police force let alone front line? Maybe looking into female’s experiences while going through the recruitment process and being a police officer may reveal some insight into this. Looking at Female officers’ perceptions and Experience (Wilson, 2016) goes into some of the experiences female police officers have had. This study was based in America; however, I have read it and I can relate to some of the points that have been mentioned in the report. 

Fitness, having more females on recruitment panels and sexual harassment are mentioned but I would like to close in on something that stuck out for me which was ‘Inadequate Training’ (Wilson, 2016, p78) 

When we went through the 6 months initial training it went into a lot of detail around traffic offences, theft, burglary; however, at no point did the trainers pull all the females in the class and say to them, let’s talk about sexual offences and rape. Let’s go into detail how you will help victims of rape, female and male and sometimes children and how you respond to that. I was the only female on my shift for a long period of time and I can’t even begin to put into words how many rape, sexual assaults involving women, men and children I have been too and dealt with. It was so common, It is now a joke on my shift that I am the guru to knowing how and what to do in these cases. On one side this is good because I am supporting people through this terrible time, but equally bad because I am not getting the opportunity to go to other public order offences. This on my shift is classed as ‘women’s work’. Wilson’s report was done over 6 years ago, and the same problem is still there regardless of area. 

So how do we shape up compared to other countries. Reading ‘are other countries doing something we need to adopt?’ (Prenzler, Fleming & King, 2010) which is based in Australia and New Zealand are slightly higher than England and Wales at 33%; however, the journal mentions another recruitment problem such as having a family lifestyle. Translated I read this as in having children. I don’t understand this point, why can’t females be pregnant and still do a police officer’s role. Why can’t females have a role in the police force, front line and still have a family. Males do it or is this an old-fashioned perception that females should stay at home and look after the children and males go out and be the bread winners. It is a shame that in this modern-day society an out dated phase of ‘family lifestyle’ is used. 
 
The next part of my objectives is to understand the level of diversity in the response role within the police force in South Wales Police. This is focusing on the front line response officers. I will review this to see if any other similar surveys have been completed on this topic.

When trying to locate previously done surveys about this matter I struggled. There is a lot of information on how many females are in the police force compared to males. How many females are of rank or in management, but I have been unable to find a true breakdown of how many of the 31% females that make up the police are on the front line. When I write front line I mean the police officers that go to the emergency calls responding to 999 calls. The female police officers that walk the street to ensure the safety of the community. There isn’t a breakdown of this, why?

From my own experienced, yes there may be 31% female in the police force, but they aren’t front line. I briefly touched upon my own experience, I was the only female officer with 7 other male colleagues on my shift. This ratio isn’t 31%. Surely to gain a true perception of the working police force that polices this community we need to breakdown the police force by operation. This is why I intend to request information from South Wales Police under the Freedom of information act to understand the breakdown of females in the front-line response role. I initially was going to send a survey out; however, as I review the subject more, I have found that exact figures can be obtained directly from the human resources department in the police. 

The last point was to complete and evaluate the females in management roles also known as rank in the police force across the United Kingdom. Referring to a report the Home Office compiled.  (Home Office, 2020) 

[image: ]
Figure 2 Proportion of female police officers, by rank as at 31 March 2010 to 31 March 2020, England and Wales
(Source Home Office,	table D2)

Many female police Officers are in the lower level of constable rank. Now this could be because previously there hasn’t been very many females recruited into the police and therefore as there is an increase in female intake now with the recruitment drive of Boris’ Bobbies (Hall, 2019) the date could have become somewhat ‘skewed’. But how does this breakdown compare to female diversity and males of rank. 
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Figure 3 – Gender distribution of police officers in England and Wales as of 2020, By rank.
(Source Statista 2020)

So what is holding the equality of females in managerially roles also known as ‘Rank’ back? (Dick & Jankowicz, 2001) A research study was performed to understand the differences between male and female candidates and their values and focuses. It is interesting that the articles touch upon the family lifestyle again and makes a comment that ‘once the females have children they don’t look to improve on rank of constable’. Looking at the table below showing the results performed by the article, this shows females scoring higher than males 6-5, so if females are from this research more ideal for the role of management why are the not as many women in rank in the police? 

Also reviewing Gender Diversity: two steps forward, one step back (Silvestri, M, 2015) this article states that the progression for females in the police force is in a form of regression and not progressing in line with the whole idea of equality within males and females in the work force. This also ties in with the most recent topics of discussion in the public about the ‘Gender Pay Gap’. 

The Gender pay gap is all about the disparity of males and females in the same roles; however, with females frequently being paid less than their male counterparts. This also sheds light of the number of males and females in higher paid roles and if the level of diversity is equal or is out of balance.  

Reviewing the Gender Pay Gap review conducted by the office of national statics and published on the government website in 2021 it does show that there is still a pay gap between male and female police officers of rank (ons.gov, 2021). A big question for me is how such a difference can exist. Each year the pay scale is set for police officers up until you are 7 years into the force and then it goes up with inflation only unless you go for promotion. If you go for promotion or rank, then the start for all police officers of rank is the same and then increasing marginally before there is no increase. There technically should be no disparity even if it is only 2 or 3%. 

To look at the level of impact this would have on a person, let look at an inspector’s salary. This information is taken from the trusted site of the police federation (Policefed.Org, 2020). If a person is at way point 3 for an inspector’s salary they would be earning £57,162 annually. By the report done by the government of a disparity of 3% this means a male inspector may be paid close to £1700 more than a female. Now that doesn’t sound much but it is about £141 less each month.
 
[image: ]
Figure 5 – Explore the gender pay gap by occupation 
(Source: Office for National Statistics – Annual survey of house and earnings (ASHE) 2021 )

What’s even more interesting is that on the above graph it shows that within lower rank and normal constables there is still a gender pay gap for male and female constables. This is only 2%; however, this is still a surprising result as everyone as a constable should be earning the same wage as per your service, up until now. 

With the apprenticeship and degree program this will cause further disparity. This is because you will have someone on a 2 year degree course and will pass their probation and go up a pay grade; however, you will have another person who is on the 3 year apprenticeship course and will be for example 2 years and 6 months in and will be earning less than the degree holder who has passed the course and has been made a substantive officer and the officer with the more experience will still be on a lower salary until they pass the course and become a substantive officer. This then goes against what the whole idea of having way points are and potentially could influence the gender pay gap further. Looking at it holistically one could argue there are more females now joining as previously discussed that there are now 45% females joining the newer recruitment; however, this still isn’t equal. 

Whilst completing my literature review, I have used mainly government websites for statistics and reports. I have also used published peer reviewed articles that are available online. All this information is legitimate, and I am satisfied that the information is true and valid. 
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