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Abstract: 
The aim of this dissertation was to explore whether female police officers in Cardiff East perceive discrimination and to examine the factors influencing these perceptions. The researcher conducted a thorough and critical review of existing academic literature addressing gender discrimination and differential treatment in policing, with particular attention to how these issues impact promotion opportunities for women within the force.
To deepen understanding of why female officers may feel discriminated against and to uncover the underlying factors contributing to these perceptions, expert interviews were conducted. These interviews sought to identify recurring themes related to the treatment of women in policing, with the literature review providing a strong foundation for the development of interview questions focused on key areas of concern.
The findings of this research reinforce much of the literature discussed in Chapter Two, highlighting three central themes: gendered team cultures and dynamics, experiences of discrimination and harassment, and challenges related to leadership, promotion, and recognition.
By successfully addressing these themes and completing the research milestones, the dissertation answers the core question: "Do women in the Cardiff East Response Police workforce feel discriminated against and treated differently compared to male response officers?" The evidence gathered aligns closely with both the perspectives of police officers and established academic research, confirming the presence of gender-based disparities within this policing context.
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Chapter 1- Introduction 
This study aims to address the central research question: Do women in the Cardiff East Response Police workforce feel that they are discriminated against and treated differently compared to male response officers? Through qualitative interviews and thematic analysis, the research seeks to uncover the nuanced realities faced by female officers, highlighting both overt and subtle forms of gendered experiences. By focusing on the Cardiff area, the dissertation provides a localized yet insightful perspective on the ongoing issues surrounding gender dynamics in policing, contributing to the broader discourse on workplace equality in law enforcement. 

1.1 Background 
The question of gender equality within policing has become a significant focus in recent academic and policy discussions, reflecting wider societal concerns about workplace discrimination and fairness (Silvestri, 2018; Brown & Heidensohn, 2000). This dissertation explores the experiences of women working in the Response workforce within the Cardiff police division, focusing specifically on whether they perceive discrimination or differential treatment compared to their male counterparts. Despite notable progress in diversifying police forces globally, female officers continue to report experiences of discrimination, exclusion, and differential treatment compared to their male colleagues (Loftus, 2008; Martin, 1999). These gendered dynamics have implications not only for individual officers but also for organisational culture and effectiveness (Reiner, 2010). Understanding these perceptions is crucial for informing policies that promote equity and improve organisational effectiveness.

1.2 Research Rationale 
Despite increasing attention to gender equality in policing, numerous studies indicate that female officers continue to face systemic challenges related to discrimination and differential treatment within law enforcement agencies (Silvestri, 2018; Martin, 1999). Policing remains a traditionally male-dominated profession, where organisational cultures often reflect masculine norms that can marginalise women and limit their career progression (Loftus, 2008; Brown & Heidensohn, 2000). These gendered workplace dynamics not only affect individual officers’ wellbeing and job satisfaction but also have wider implications for police legitimacy, diversity, and effectiveness (Reiner, 2010; Archbold & Schulz, 2012).
Although broad patterns of gender inequality in policing have been documented, there is a notable gap in localized, qualitative research exploring how women officers perceive their treatment in specific police forces, such as Cardiff’s Response workforce. This geographic focus is critical because organisational culture and experiences of discrimination can vary significantly between police divisions and regions due to differences in leadership, community context, and internal policies (Westmarland, 2001; Gunnison et al, 2018). Understanding the lived experiences of women in this context is vital to developing tailored strategies that address workplace inequities and promote inclusive policing environments (Braun & Clarke, 2006).
This study seeks to fill this gap by exploring whether female response officers in Cardiff feel discriminated against or treated differently compared to their male counterparts. The findings aim to provide empirical evidence to inform local policy interventions and contribute to the broader scholarly conversation on gender and policing. By adopting an interpretivist, qualitative approach, the research captures nuanced insights into the subjective realities of female officers, which quantitative data alone may overlook (Creswell, 2013; Azungah, 2018).

1.3 Aims and Objectives
The aim of this dissertation is to explore and understand whether women in the Cardiff Response police workforce perceive that they are discriminated against or treated differently compared to their male counterparts. It seeks to investigate female officers’ experiences and perceptions regarding workplace equality, with the goal of providing insights that can inform policies and practices to promote gender equity within the police force.
These aims will be accomplished through the following objectives:
1. To explore and analyse current academic literature that discusses female police officer’s views upon whether or not their gender influences promotion and other officer’s attitudes towards them.

2. To determine the most appropriate research approach for investigating the sensitive issue of how women feel they are treated within the police force compared to male officers.

3. To conduct primary research and analyse the data collected to better understand the themes and views of experts towards how women officers in the Cardiff East, feel regarding discrimination in the police work force.

4. To offer recommendations addressing the key issues identified regarding whether women in the Cardiff Response workforce perceive discrimination and differential treatment compared to their male counterparts.

1.4 Structure 
To ensure the effective fulfilment of the outlined objectives, dedicated chapters will systematically address each goal. Chapter Two will review and critically evaluate both historical and contemporary academic perspectives on female police officers, examining promotion and exploring the potential influence of ideas of gender norms
Chapter Three will focus on selecting and justifying the most appropriate research methodology and techniques for primary data collection.
Chapter Four will present a detailed analysis of the data gathered through the chosen methods, identifying key themes and insights emerging from the findings.
Finally, Chapter Five will conclude the dissertation by discussing the broader implications of the research, drawing conclusions, and offering practical recommendations informed by the study’s results and scholarly analysis.
1.5 Conclusion
In conclusion, this introductory chapter has established the foundation for investigating whether women in the Cardiff Response police workforce perceive discrimination and differential treatment compared to their male colleagues. It highlighted the significance of exploring gender dynamics within policing, underscoring the persistent challenges female officers face despite progress towards workplace equality. By clearly outlining the study’s rationale, aims, and objectives, as well as providing a roadmap for the dissertation’s structure, this chapter sets the stage for a comprehensive examination of female officers’ experiences in a localized context. The forthcoming chapters will build upon this foundation to deepen understanding and contribute meaningful insights to both academic discourse and practical policy development.




























2. Chapter Two: Literature Review 
2.1 Introduction
The purpose of this chapter is to examine current academic literature that will discuss the topic of female police officers, particularly reviewing how their gender influences promotion. It will also review how their gender could affect officer’s attitude towards them. It will consider what provisions have been put in place by police forces to eradicate gender discrimination with regard to promotion and whether female police officers perceive these provisions to be effective. This chapter will also establish any gaps in the literature that have not been considered or researched that would aid female police officer’s to not feel that their gender has an influence on their career development and day-to-day work life. It will also establish whether this particular topic has been discussed within the area of Cardiff East and if this chapter highlights an area of concern that has not been addressed in current academic literature. This chapter will complete the first objective of this dissertation:
To explore and analyse current academic literature that discusses female police officer’s views upon whether or not their gender influences promotion and other officer’s attitudes towards them. 
This objective will be achieved by examining a wide range of literature sources that were gathered from Google Scholar, Google Books, online documents, and the University of Wales Trinity Saint David’s (UWTSD) online library. They include academic journals and existing primary research on the topic of women police officers. Commonly searched terms were "gender norms in the police," "how do female police officers feel their gender impacts promotion," "promotion in the police," and "attitudes towards female police officers." The literature reviewed in this section will serve as a foundation for the researcher in developing primary research and the methodology for data collection.

2.2. Female Police Officers
The inclusion of women in policing in Cardiff began in 1947, when 17 female officers were appointed as constables—a moment South Wales Police described as the beginning of modernisation within the force (South Wales Police, 2022). Despite this historical milestone, academic research focusing on female officers remained sparse until the 1990s. Brown (1998) noted a general absence of scholarly discussion prior to this time. However, Young (1991) highlighted persistent hostility toward women in the force, stating that “policemen are overtly and consistently hostile towards women in the job” (p. 193), indicating long-standing resistance to gender integration. 
Historically, policing in the UK has been characterised by gendered structures and practices. Female officers were often segregated into specific roles and departments, limiting their opportunities for career advancement and integration into mainstream policing activities. For instance, in the 1970s, Devon and Cornwall Constabulary maintained separate departments for women, restricting their duties to specific areas such as shoplifting and missing persons cases. This segregation persisted until the implementation of the Sex Discrimination Act in 1975, which mandated equal treatment and opportunities for women in the workplace (Brown, 1998).
It was not until 1995 that England appointed its first female chief constable, and Wales followed even later, with Barbara Wilding becoming Chief Constable of South Wales Police in 2004 (Cape et al, 2008). Despite her trailblazing appointment, there remains a surprising lack of academic discussion or critical evaluation of Wilding’s contributions or leadership, representing a notable gap in the literature.
Recent studies and reports indicate that gender discrimination persists within police forces, including those in Wales. A report by the HM Inspectorate of Constabulary and Fire & Rescue Services (2023) on South Wales Police notes that while the force has made strides in promoting gender equality, challenges remain. For example, although the proportion of female officers promoted has increased, women are still underrepresented in senior leadership roles, particularly at the rank of inspector and above.
Additionally, incidents of misconduct and a lack of accountability have been reported. In 2019, Gwent Police issued a public apology for mishandling complaints from female officers about abusive behaviour by a male colleague. The delay in addressing these concerns and the subsequent resignation of the accused officer before disciplinary action were taken highlight ongoing issues related to gender and power dynamics within the force (BBC News, 2021). 
In response to these challenges, various initiatives have been implemented to promote gender equality and support female officers. South Wales Police's Strategic Equality Plan outlines commitments to improve the recruitment, retention, and progression of female officers, including the establishment of support networks and mentoring programmes. Similarly, Gwent Police has developed a Strategic Equality Plan focusing on fostering an inclusive culture and addressing disparities within the workforce (Gwent Police and Crime Commissioner, 2023).
While these initiatives represent positive steps, their effectiveness in addressing the lived experiences of female response officers in Cardiff requires further investigation. The success of such programmes depends on their implementation, the commitment of leadership, and the active participation of all members of the force. Despite legal advancements, challenges remain. Research by Cunningham and Ramshaw (2019) highlights that female officers continue to face issues such as sexual harassment, exclusion from informal networks, and limited access to career development opportunities. These systemic barriers contribute to a work environment where women may feel marginalised and unsupported.
2.3 Gender Norms
Policing in the UK has historically been shaped by masculine norms and structures. While policies and laws have evolved to support gender equality, many women in frontline roles—such as response policing—report ongoing experiences of discrimination and unequal treatment (Brown, 1997 and Loftus, 2008). This literature review explores key themes that frame female officers’ experiences in Cardiff and beyond, focusing on workplace culture, professional progression, and support systems.
For this research, "gender norms" are understood as:
“Social norms defining acceptable and appropriate actions for women and men in a given group or society… They play a role in shaping women and men’s (often unequal) access to resources and freedoms, thus affecting their voice, power and sense of self” (Cislaghi et al., 2019).
In policing, Schuck (2024) highlights how gender norms manifest in expectations that female officers should adopt caregiving, rather than authoritative, roles—expectations not equally placed on male colleagues. Schuck also suggests that deviation from these norms carries social consequences, which helps to explain why outdated stereotypes persist.
Garcia (2003) similarly observes that:
“If a woman acts too feminine, she is criticised for not being suitable for the job. However, if she acts too masculine, she is criticised for not acting like a woman.”
This double bind places female officers in a difficult position, potentially impacting their confidence, role assignment, and progression through the ranks. Schuck (2024) reinforces this by stating that women who diverge from traditional roles are penalised more severely than their male counterparts. Even when they conform to expectations, they may be criticised for failing to embody the "ideal" officer.
Martin (1991) adds that policing remains a male-dominated profession built upon traditional, masculine ideals—physical strength, emotional control, and decisiveness—creating barriers for women not only in gaining acceptance but in navigating an entrenched culture.

2.4  Brotherhood, Sisterhood and the ‘Boys Club’
The police force has long been described as a masculine institution, often dominated by a culture referred to as the ‘police brotherhood’—a tightly knit, male-dominated culture that often excludes women from informal networks and decision-making circles (Wright, 2018). This ‘brotherhood’ culture fosters solidarity among male officers but can simultaneously marginalise female colleagues, making them feel like outsiders (Silvestri, 2003).
This culture is reinforced by shared experiences, language, humour, and social bonding that often exclude women (Brown & Heidensohn, 2000). For example, informal socialising after shifts (e.g. drinking culture) or male-oriented banter can alienate female officers and reduce their access to informal mentorship and peer support (Holdaway & Parker, 1998).
In contrast, efforts to build ‘police sisterhood’—supportive, gender-inclusive networks for female officers—have been shown to offer some resistance to exclusionary norms (Martin & Jurik, 2007). However, these networks often lack the same influence as male-dominated circles and are sometimes viewed as less legitimate by the wider organisation (Silvestri, 2003). Gauthier (2007) notes that some women attempt to create informal support systems—a “sisterhood”—to counterbalance their marginalisation. However, Sanders (2022) suggests that these networks are not always successful. In fact, competition among women in a male-dominated environment can foster internal division, with some officers feeling pressure to outperform or distance themselves from other women rather than offer support. This undermines solidarity and further complicates women's ability to navigate professional challenges.

Studies consistently show that female officers face both overt and subtle forms of discrimination. This can range from sexist remarks and exclusion from specific assignments, to a lack of support in handling high-pressure situations or complaints (Brown, 1997; Westmarland, 2001). In Gwent and South Wales Police, some female officers have previously reported concerns about being treated unfairly or not being taken seriously when raising misconduct issues (BBC News, 2021).
Additionally, the public perception of authority in policing tends to favour traditional male attributes, which can further affect how female officers are treated by both colleagues and the public during response duties (Loftus, 2009).
Sanders (2002) found that women who challenge male behaviour or question dominant cultural norms are frequently marginalised. While some women feel included in the professional camaraderie, this acceptance appears contingent upon conforming to male-dominated norms and not openly opposing them. This implies that female officers must often suppress their perspectives to avoid alienation.
Sanders also introduces the concept of the “Boys’ Club,” a deeply embedded, gendered hierarchy that affects who gains access to leadership, inclusion, and informal networks of power. Women from her case studies reported feeling that their skills were undervalued, and that their policing style—often more communication-focused—was not respected by male peers. These perceptions create a systemic barrier to promotion and recognition.

2.5 Promotion
Promotion is another area where research suggests that gender disparities persist and that that female officers face considerable barriers to promotion, often related to gendered assumptions and unequal opportunities (Rabe-Hemp, 2008).  Women in UK police forces, including those in Wales, remain underrepresented in senior and supervisory roles. Despite initiatives to encourage female leadership, cultural and structural barriers continue to slow progress (HMICFRS, 2023).
Research consistently shows Morabito and Shelley (2018) reinforce this point, arguing that many promotional paths are informally closed to women or influenced by bias, even when not explicitly discriminatory. Common issues include, Lack of encouragement to apply for promotion, especially after maternity leave or part-time work arrangements, perceptions that women must work harder than men to prove competence and a belief that promotion criteria favour “male” leadership traits like assertiveness or physical presence (Silvestri, 2003; Dick & Cassell, 2002).
This is echoed in South Wales Police’s PEEL report, which acknowledges improved gender representation but highlights a continuing gap in the promotion of women beyond certain ranks (HMICFRS, 2023).
Contrary to these structural limitations, Bishopp (2013) found no significant gender difference in exam performance for promotion. This finding is particularly relevant when examining the College of Policing’s National Police Promotion Framework (NPPF) sergeant exam. Recent data shows that of 3,840 candidates, 1,166 were female (30%) and 2,674 male (70%). Interestingly, the female pass rate was 56.8%, while the male pass rate was lower at 43.7%.
These results indicate that women, although underrepresented among applicants, perform better when they do engage with the process. This raises important questions about barriers to entry, such as whether systemic or cultural factors discourage more women from applying for promotion in the first place.
Sanders (2002) points out that while women’s participation in policing has increased, their representation in higher ranks remains disproportionately low. HeForShe (2021) data supports this, revealing that 89% of UK police forces have a higher percentage of men in senior roles compared to their overall workforce composition, despite pledges for equality.
Further analysis by Morabito and Shelley (2018) shows that women are often promoted into specialised roles perceived as extensions of stereotypical femininity—such as working on cases involving sexual offences or child abuse. These roles, while crucial, are frequently viewed as career cul-de-sacs, offering limited pathways to further advancement.
Lonsway (2002) asserts that women are not only fully capable but often excel in policing roles. Nonetheless, she found that very few women actually secure promotions, indicating deeper systemic issues beyond merit.
Huff and Todak (2022) suggest that the structure of the promotional system is designed around male assumptions—such as the ability to dedicate large amounts of time outside of work to study or leadership development—without accommodating the responsibilities often carried by women, particularly mothers. Their case study interviews revealed that female officers with children faced implicit bias and negative attitudes, with some being told that pursuing promotion while parenting was unrealistic or unprofessional.
Specific research in Cardiff is limited, but findings from Welsh police forces and national studies suggest these issues are likely present.   
Further research using interviews with serving female response officers in Cardiff is essential to explore the extent and nature of perceived discrimination and how organisational culture affects their careers and day-to-day working lives.

2.6 Conclusion
The literature clearly identifies that gender remains a significant factor in shaping the career trajectories of female police officers. Despite progress, deep-rooted cultural norms, informal networks like the “Boys’ Club,” and systemic challenges continue to limit women’s advancement and equal treatment. This review has also highlighted an underexplored gap regarding how these issues play out in specific local contexts, such as Cardiff East. The next chapter will build upon these findings by collecting and analysing primary data from officers within this locality, providing a grounded understanding of whether and how these challenges persist in current policing environments.
















Chapter 3: Methodology
3.1 Introduction
The previous chapter successfully addressed the first objective of this dissertation by analysing key literature on the topic of whether women in the police force perceive discrimination and differential treatment compared to their male counterparts. This chapter aims to fulfil the second objective of the study, which is: To determine the most appropriate research approach for investigating the sensitive issue of how women feel they are treated within the police force.
Research can be broadly defined as the systematic process of inquiry aimed at discovering, interpreting, and revising facts, theories, or applications. It involves the collection, analysis, and interpretation of data to increase knowledge on a specific topic. Research is a key method used across academic disciplines and helps to establish new facts or validate existing theories (Bryman, 2016). 
The primary research method will be explored through the Research Onion framework by Saunders et al. (2016), which will guide the research process. This framework will assist in identifying and justifying the chosen research strategy for this dissertation.

3.2 Research Onion
A popular tool used by researchers, The Research Onion offers a structured approach to designing and conducting research, emphasizing the sequential steps researchers should take to make decisions at each stage. It provides clarity, especially when choosing between different methodologies, strategies, and techniques. Researchers can refer to the various layers to make informed decisions about their research designs (Saunders at al, 2009). 
[image: Saunders et al (2009) model of a research onion. | Download Scientific ...]
Model of research onion (source: Saunders et al, 2009) 

The diagram shown above, illustrates the chosen primary research method for this dissertation. The ‘onion’ refers to the layers of research techniques that it includes, from the outer of research philosophy, to data collection techniques.

3.2.1 Philosophy 
For the purpose of this dissertation, since the research focuses on understanding women’s feelings and perceptions about discrimination and treatment within the police workforce, an interpretivist philosophy would be appropriate. Interpretivist assumes that social reality is subjective and constructed by individuals (Saunders, 2009). It assumes that reality is socially constructed, meaning that people’s experiences and interpretations shape their realities.
Interpretivist researchers seek to explore how individuals make sense of their world, focusing on the context and complexity of human behaviour rather than trying to identify universal laws. It often involves qualitive methods like interviews, which is a method that will used in this dissertation to gain deeper insights into participants viewpoints and their perceptions of how women feel that they are treated in a police work force (Creswell et al, 2017). 

3.2.2 Approach
By looking at the illustration of the research onion, for this particular research, an inductive approach would be more appropriate due to wanting to explore people’s experiences, without starting from a fixed hypothesis. The inductive approach will be used to understand patterns and theories, some of which may involve nuances issues that are not fully captured by existing theories. This is valuable in areas like workplace discrimination, where social dynamics are complex and evolving and since this type of research is open-ended, it promotes empathy and deeper connection with the participants realities, which can produce authentic and meaningful data (Azungah, 2018). 
3.2.3 Strategy and Choice
The research strategy defines the overall plan and approach to collecting and analysing data to answer the research question. It links the philosophical stance and research approach with the actual data collection methods. The researcher will be conducting interviews with a number of police officers from Cardiff East in relation to the perception on whether or not females believe that they are discriminated against and treated differently compared to male response officers. By using interviews, particularly, semi-structured interviews, this allows flexibility to probe deeper into individual experiences and adapt questions based on responses (Bryman, 2016).  Furthermore, the participants of these interviews will be a range of different level of experience officers in order to gain insight into how perceptions may differ between how long someone has been a police officer. 
3.2.4 Time Horizon
The time horizon refers to the timeframe over which your research data will be collected. (Saunders et al, 2009) describes two main types such as cross-sectional which is a snapshot at a single point in time as well as longitudinal which is data collected over and extended period to observe changes or development. For this dissertation and particular study, the cross-sectional time horizon is most appropriate as the aim is to explore current perceptions and experiences of women officers regarding discrimination and differential treatment. The use of interviews are typically conducted within a defined timeframe and the aim is not mainly to measure changes over time, but mostly to understand the situation as it stands now (Bryman, 2016). 
3.3 Techniques: Data Collection and Analysis
3.3.1 Data Collection 
The data collection for the qualitative interviews was conducted using an interview sheet, which were emailed to selected participants. The sheet contained a set of pre-written questions. This method was chosen to manage the volume of qualitative data being collected, as conducting and transcribing in-person or virtual interviews would have been time-prohibitive. By receiving written responses, the data could be analysed more efficiently within the project’s time constraints. A blank copy of the interview sheet can be seen in Appendix A of the dissertation. 

3.2.2  Sampling – Interview Design and Matrix Analysis
The researcher conducted seven interviews with carefully selected participants, each chosen for their relevant expertise and firsthand experience with the study’s focus. This purposive sampling approach ensured that the participants were specifically drawn from the Cardiff East division, aligning with the geographical scope of the research. As such, the sample was non-random, prioritizing depth of insight over representativeness.
For a detailed overview of the literature review and the framework used to design and analyse the interview questions, please refer to Appendix C of this dissertation.

3.2.3 Data Analysis
The qualitative data collected through the structured interview sheets were analysed using a manual thematic analysis approach. This method was chosen due to the relatively small sample size and the rich narrative nature of the data, which required close reading and interpretation to identify meaningful patterns and insights related to the research question.
Thematic analysis, as outlined by Braun and Clarke (2006), provides a flexible and rigorous framework for systematically coding qualitative data, identifying recurrent themes, and interpreting these themes in context. This approach enables the researcher to capture both explicit and implicit meanings within participants’ responses, facilitating a comprehensive understanding of how female officers perceive their treatment compared to male colleagues.
The analysis process involved several key steps:
1. Familiarisation: The researcher first thoroughly read all the completed interview sheets multiple times to become deeply familiar with the data and its nuances.
2. Initial Coding: Each response was manually coded by highlighting significant words, phrases, and sentences that related to experiences, perceptions, or attitudes about discrimination, workplace culture, promotion, and leadership.
3. Theme Development: Codes were then grouped into broader categories based on similarities and patterns. These categories were reviewed and refined to form coherent themes that reflected common experiences across participants while also noting divergences.
4. Review and Refinement: Themes were cross-checked against the original data to ensure they accurately represented participants’ views. Ambiguous or overlapping codes were re-examined to enhance clarity and distinctiveness of each theme.
5. Interpretation: Finally, the themes were interpreted in relation to the existing literature, research objectives, and the specific context of policing in Cardiff East. This step helped situate the findings within broader theoretical frameworks on gender and workplace discrimination.
Given the sensitive nature of the topic, care was taken to preserve the authenticity of participants’ voices by using direct quotations where appropriate and maintaining anonymity through unique participant identifiers. Manual thematic analysis also allowed the researcher to remain closely engaged with the data, ensuring an empathetic and nuanced interpretation aligned with the interpretivist philosophical stance underpinning the study.

3.3 Reliability and Validity 
Reliability in qualitive research refers to the consistency and dependability of the data collection process and findings (Saunders et al, 2009). By using semi-structured interview questions improves reliability by ensuring that all participants are asked a similar set of core questions. This consistency helps ensure that data can be compared and analysed systematically, even though the responses may vary based on personal experiences. Through the use of written responses by collecting the data through interview sheets, reduces the risk of transcription errors and provides a direct record of the participants words.
Validity refers to the extent to which the research truly measures what it intends to measure  (Creswell et al, 2017). In this case, its about whether the interview responses genuinely reflect women’s perceptions and experiences of discrimination in response policing. In order to enhance validity, triangulation and context-sensitive questions have been considered by including participants of varying ranks and asking them to include personal experiences, potentially comparing the responses across roles. Participants were also encouraged to elaborate on their answers to provide depth and clarity. Lastly, ethical considerations, such as confidentiality and voluntary participation, helped create a safe environment for participants to answer openly and honestly ( Denzin et al,1998). 

3.4 Limitations 
As the participants in this study are full-time response police officers, their availability and time management may vary, potentially impacting their ability to complete the interview questions thoroughly. Time constraints may lead some participants to provide shorter or less detailed responses in an effort to complete the task quickly and return to their daily duties. Additionally, since the completed responses were returned via police force-issued email accounts, participants may have felt cautious about sharing fully honest or critical reflections. Concerns about potential email monitoring or internal oversight may have influenced the openness and depth of their answers, particularly when discussing sensitive or negative experiences related to their employer.

3.5 Ethical Considerations 
Given the sensitivity of this research topic, ethical considerations were a top priority throughout the study. A comprehensive ethics form was submitted and approved by the University of Wales Trinity Saint David (UWTSD) prior to the commencement of the project, ensuring that all aspects of the research met institutional ethical standards.
Before participating, individuals were fully informed of the nature and aims of the study, as well as how their responses would be used in the data analysis. In line with the approved ethical procedures, participation was entirely voluntary, and participants retained the right to withdraw at any point without consequence.
Although qualitative interviews allow for more open and flexible dialogue, strict measures were taken to protect participants’ anonymity and privacy. All personal data were anonymised and stored securely on a password-protected device. Given that responses were returned via police-issued email addresses, particular care was taken to reassure participants that their identities would be protected and that no information would be traced or disclosed.
Ethical research practices are essential to ensure social responsibility and to minimise any risk of harm to participants (Saunders et al., 2009; Yip et al., 2016). It is acknowledged that ethical standards may evolve over time due to scientific and technological developments (DeRenzo & Moss, 2005). To mitigate any potential distress, interview questions were carefully worded to avoid being intrusive or causing psychological discomfort (Saunders et al., 2009). According to Pietilä et al. (2019) and Schulte & Sweeney (1995), ethical integrity must be upheld during the design, recruitment, data collection, and storage phases of any study.
As all participants were over the age of 18 and took part voluntarily, the research posed no foreseeable ethical risks. Participants were free to withdraw at any stage, and all data collected were kept confidential and anonymous. Data security was maintained through encrypted and password-protected storage, ensuring no risk of data misuse.

3.6 Conclusion
This chapter has identified and illustrated the research methodology that will be used and why these are the most appropriate methods to complete this study. 
This chapter completed the second objective: To determine the most appropriate research approach for investigating the sensitive issue of how women feel they are treated within the police force.






Chapter 4: Data Analysis and Findings 
4.0 Introduction
This chapter presents the core findings of the research through a structured analysis of the primary data collected from serving officers within the Cardiff East Response policing unit. The purpose of this chapter is to examine whether women in this workforce perceive themselves as being discriminated against or treated differently compared to their male counterparts—an inquiry that forms the central research question of this study.
Drawing upon qualitative data gathered through structured interview sheets, the chapter uses thematic analysis to explore participants’ lived experiences and perceptions. The structure of the chapter is designed to logically present the methods used for data analysis, a summary of participant demographics, and the emergent themes identified through careful coding and interpretation of responses.
Thematic analysis, following the approach of Braun and Clarke (2006), provides the foundation for identifying patterns and deeper meanings within the qualitative data. This approach is particularly well-suited to studies exploring complex social issues such as gender discrimination, as it allows for a nuanced and context-sensitive understanding of participants’ narratives.
The chapter begins by outlining the analytic framework and methodological procedures used, followed by a presentation of participant demographics to contextualise the findings. The main body of the chapter then explores the three key themes derived from the data: Gendered Team Cultures and Dynamics, Experiences of Discrimination and Harassment, and Leadership, Promotion and Recognition. Each theme is supported with illustrative quotes from participants and discussed in relation to existing academic literature to provide both depth and validation.
By interpreting these findings through the lens of current research, this chapter contributes to a more localised and contemporary understanding of gendered experiences within South Wales Police, specifically the Cardiff East Response unit. It also serves as a crucial step in addressing the study’s third objective: to identify the key issues related to gendered workplace treatment and discrimination, and to use these insights to inform the recommendations presented in the final chapter.



4.1 Data Analysis
Data analysis is the process of systematically applying statistical and/or logical techniques to describe and illustrate, condense and recap, and evaluate data. It involves inspecting, cleaning, transforming, and modelling data with the goal of discovering useful information, drawing conclusions, and supporting decision-making (Braun et al, 2006). The data analysis presented in this chapter is guided by the central research question that underpins this study: Do women in the Cardiff, Response work force feel that they are discriminated against and treated differently compared to male response officers?

4.2 Method for Analysis 
Given the qualitative nature of this research, it was necessary to adopt an analytical method suited to identifying recurring themes and patterns across participant responses. Data was collected through structured interview sheets, which yielded a considerable amount of narrative information. To facilitate a manageable and systematic analysis, all responses were transcribed and compiled into a single master document.
Each participant was assigned a unique identifier (e.g., P1, P2, etc.) to maintain confidentiality while enabling traceability of individual responses throughout the analysis. To allow for gender-based comparisons, each participant’s gender was recorded alongside their identifier within the transcript.
Due to the modest number of respondents, computer-assisted qualitative data analysis software (CAQDAS) was not utilised. Instead, a manual thematic analysis approach was employed. This involved reading through the transcribed responses multiple times to familiarise with the data, followed by the identification and coding of recurring ideas, phrases, and sentiments. These codes were then organised into broader themes that reflected commonalities in participant experiences and perceptions.
Thematic analysis, as outlined by Braun and Clarke (2006), served as the guiding framework for this process. This approach not only allowed for the emergence of meaningful patterns within the data, but also ensured that the analysis remained grounded in the participants’ own words and perspectives. Ultimately, this method of analysis enabled the researcher to answer the central research questions while enhancing the credibility and trustworthiness of the findings (McMillan et al, 2009).

4.3 Demographics and Descriptive Statistics 
To facilitate meaningful comparison and identify patterns within the data, participants were categorised according to their rank, length of service, and gender within South Wales Police. This stratification was necessary to explore whether these variables influenced respondents’ perspectives, particularly in relation to experiences of promotion, team dynamics, and perceptions of organisational change.
Rank and experience were key considerations in the research design, as officers with longer service and higher rank were more likely to have encountered promotion opportunities or observed shifts in team structures and leadership styles. These individuals may also have greater insight into changes in institutional culture or policy over time. Conversely, officers with fewer years of service may have had more limited exposure to such organisational developments. Previous studies have highlighted that professional seniority often correlates with differing workplace experiences and expectations (Brown et al, 2000) and (Silvestri, 2007).
Gender was also an essential variable in this study, given the central research question focused on how female officers perceive their treatment compared to their male counterparts. While the primary objective was to capture the experiences of female officers, a small number of male respondents were also included to provide a comparative perspective. Including both perspectives allowed for a more nuanced understanding of gendered experiences within the Response workforce (Westmarland, 2002).
Data collection was conducted through the distribution of a structured interview sheet, which was emailed to selected officers based in the Cardiff East division. Participants were purposively sampled based on their relevance to the study's aims. A total of seven responses were received: five female officers and two male officers. The interview sheet included a brief overview of the study’s purpose, ensuring participants were informed about how their responses would be used. In line with ethical research practices (British Psychological Society, 2014), participants were given the option to decline participation if they did not wish to contribute.
This purposive sampling approach allowed the researcher to focus on those individuals most likely to provide relevant insights into gendered experiences and career progression within South Wales Police, while also ensuring variation in rank and service length.











4.4 Interview Sheet Findings
4.4.1 Theme one: Gendered Team Cultures and Dynamics 
[image: A group of white and colorful cubes with black text]The researcher invites participants to share their perspectives on the team culture, focusing specifically on gender dynamics and the interactions between male and female officer members. From their responses, a distinct interpretive theme emerged: more than half of the participants in Cardiff East perceived their team environment as male-dominated, emphasizing the importance of ‘fitting in.’
Some teams are described as “harmonious” and respectful, however, others report exclusion and male dominated cliques-being left out of informal bonding, and needing to conform to be accepted (P1, P3, P4, P6). Female officers suggest that they are often expected to adapt to a ‘banter’-oriented or macho culture. The term ‘banter’ is commonly used , but can be interpreted as excluding or targeted at female officers and being the only female on a team is described as ‘isolating’. Workplace culture often frames ‘normal’ as male; female officers must adapt rather than the system adjusting, which represents findings from chapter two as (Loftus et al, 2008) and (Martin, 1991) suggest that policing culture is shaped by masculine norms. 
This theme is among several that reinforce the theories and insights discussed in Chapter Two of the research, closely relating to concepts of gender norms and the ‘brotherhood’ culture. While participants do not explicitly use the term ‘brotherhood,’ their descriptions reflect the definition of brotherhood outlined in the literature review. The literature review discusses this abstractly or through older cases, therefore, this research provides fresh evidence, specifically to Cardiff East. 
[image: A telephone receiver attached to a cord

AI-generated content may be incorrect.]

In relation to this theme, participants repeatedly observed that task allocation was often influenced by gender. Women were more frequently assigned to cases involving emotional, sexual offences, or domestic abuse, while male officers were typically tasked with more aggressive or physically demanding roles (P1, P3, P5, P6, P7). Participants from all genders used terms like “Boy jobs” and “Girl jobs” to describe this division. However, female officers expressed that this gendered allocation limited their opportunities for career growth and development. These patterns align with findings discussed in chapter two, where Brown (1998) highlights that historically, female officers were often assigned gendered roles that restricted their chances for advancement and full integration into mainstream policing duties.












4.4.2 Theme Two: Experiences of Discrimination and Harassment
[image: A wooden object with text on it

AI-generated content may be incorrect.]Analysis of the interview data revealed that only the female participants reported experiencing gender-based discrimination, while male participants generally expressed a lack of awareness regarding such issues—suggesting the presence of gendered blind spots. Although not all female officers described direct experiences of discrimination, many indicated they would feel hesitant or ‘cautious’ about reporting such incidents, particularly concerning who they would report them to. Several female participants (P1, P2, P3) recounted instances of overtly sexist behaviour, inappropriate comments, and the undermining of their professional abilities. These officers often chose not to report the behaviour due to fears of not being taken seriously, being labelled as difficult, or experiencing social isolation within the team. One participant (P1) shared that when she did report discriminatory treatment, the outcome involved minimal support, lengthy investigations, and damage to her professional reputation.
These findings reflect patterns identified in the literature review (Chapter 2). Recent studies highlight that Gwent Police—located near Cardiff East—acknowledged mishandling complaints made by female officers regarding inappropriate behaviour by male colleagues. This context may help explain why participants in the present study expressed caution and hesitation when considering whether to report misconduct.

4.4.3 Theme Three: Leadership, Promotion and Recognition
When it comes to this theme, on the whole, participants answered in a positive light when it came to female officers being respected in leadership roles. Terms such as ‘respond well’ and ‘treat them with the same respect’ have been used when referring to male officers responding to female officers in a leadership role. Which supports literature from chapter 2, that suggests that South Wales Police have made advances in promoting gender equality (the HM Inspectorate of Constabulary and Fire & Rescue Services, 2023). However, some participants, (P1, P2, P3, P7), have also included times where, from their perspective, a female officer has been treated differently in a leadership role that is based on their gender and have not received the same respect. 
The primary insights for this theme were drawn from Participant 1, the only respondent holding the substantive rank of Sergeant. While Participants 2 and 5 had experience as acting sergeants, P1 was the only individual who had completed the formal promotion process. Nonetheless, P2 reported experiences that closely mirrored those of P1. Both described instances where female leaders were undermined or dismissed, highlighting that holding a higher rank does not necessarily protect against gendered attitudes.
Regarding promotion, the findings indicate that female officers often report lower levels of confidence, which can lead them to delay or avoid pursuing advancement opportunities. Concerns around maternity leave and the impact of pregnancy on career progression were also prevalent. These results echo the observations of Morabito and Shelley (2018), referenced in Chapter 2, who note that promotional pathways are often informally restricted for women.
Participants also noted that while female officers are often highly visible due to their gender, this visibility does not always result in positive recognition. Instead, women reported being perceived as ‘diversity picks’—selected not for merit but to meet representation targets. This perception can diminish the legitimacy of their achievements and reinforces the belief that their promotions were based on gender rather than capability.
This theme reflects the participants’ shared experience of the burden of representation, where female officers feel pressured to constantly navigate a narrow and often contradictory set of expectations. They reported feeling the need to demonstrate competence without appearing arrogant, to be authoritative without being perceived as bossy, and to maintain a professional appearance without seeming overly concerned with their looks. As Participant 1 explained: 
“Females have to always find a balance of being authoritative but not too bossy, smart but not too arrogant, presentable but not too much effort, nice but not too nice”.
Participant 3 echoed similar sentiments:
“I find that as female officers, we are expected to be firm, but not too firm. We can not be too nice as we are called weak or ‘getting attached’ to a victim”.
These accounts closely align with Garcia’s (2003) findings, as discussed in Chapter 2, which highlight the internal conflict many women in policing experience—struggling to avoid being labelled either too feminine or too masculine. Similarly, Silvestri (2003) and Dick et al. (2002) note that traits traditionally viewed as masculine—such as assertiveness and emotional detachment—are often considered prerequisites for promotion, reinforcing gendered expectations within the profession.

4.5 Matrix Analysis of Qualitative Data from Expert Interviews
A matrix analysis of the interview data is presented in Appendix C of the dissertation.

4.6 Result of Findings 
This chapter presents the key findings derived from semi-structured interviews with serving police officers in Cardiff East. The data were analysed using thematic analysis, which identified three major themes: Gendered Team Cultures and Dynamics, Experiences of Discrimination and Harassment, and Leadership, Promotion and Recognition. These themes are discussed below, supported by participant responses and contextualised with relevant literature explored in Chapter Two.
Findings for theme one, indicate that gendered team dynamics persist within Cardiff East policing, with many participants describing male-dominated cultures and informal norms that favour conformity to masculine behaviours. Female officers reported exclusion from bonding activities and noted the isolating impact of being the only woman on a team.
Gender also influenced task allocation, with women often assigned emotional or domestic cases, while men were given physically demanding roles—limiting female officers' development opportunities. These findings echo the literature discussed in Chapter Two, particularly the concepts of masculine policing cultures (Loftus, 2008; Martin, 1991) and gendered task division (Brown, 1998), while offering updated insights specific to Cardiff East.
Findings for theme two, only female participants reported experiences of gender-based discrimination, while male officers demonstrated limited awareness—highlighting potential gender blind spots. Several women described sexist remarks, professional undermining, and hesitancy to report misconduct due to fear of dismissal, reputational harm, or social exclusion.
These findings align with the literature in Chapter Two, particularly regarding organisational mishandling of complaints in nearby Gwent Police, and suggest a broader culture of underreporting and insufficient institutional support for addressing gender-based issues.
And finally, findings for theme three, while participants generally reported respect for female leaders, several noted that gendered attitudes still influence how leadership is received, with some female officers being undermined despite their rank. Female participants highlighted a lack of confidence in seeking promotion, concerns about maternity leave, and the perception of being viewed as “diversity picks”—undermining the legitimacy of their achievements.
These findings reflect the burden of representation, where female officers feel pressure to strike a delicate balance between confidence and likability. This supports literature in Chapter Two (Garcia, 2003; Silvestri, 2003), which discusses the conflicting expectations placed on women in policing and how masculine traits are often rewarded in promotion pathways.

4.7 Conclusion 
This chapter has presented the key findings of the research, drawn from primary data collected through qualitative interviews with expert participants. It has fulfilled objective three of the dissertation by identifying and analysing core themes, as interpreted through participant responses.
The final chapter will conclude the study by discussing its broader implications, offering potential recommendations, and addressing the central research question: Do women in the Cardiff, Response work force feel that they are discriminated against and treated differently compared to male response officers?

















Chapter 5- Conclusion and Recommendations
5.0 Introduction
The primary aim of this research was to explore, if women in the Cardiff, response work force feel that they are discriminated against and treated differently compared to male response officers.
The preceding chapters of this dissertation have systematically addressed each stage of the research process—introducing the topic, outlining the methodology, and presenting the analysis of qualitative data gathered through expert interviews. Each chapter has worked toward fulfilling the dissertation’s core objectives, culminating in the previous section’s exploration of key findings.
This final chapter will now address the remaining objective: to offer informed recommendations based on the issues identified around how women officers feel surrounding discrimination. It will also provide a conclusive response to the central research question, “Do women in the Cardiff, Response work force feel that they are discriminated against and treated differently compared to male response officers?”, while acknowledging the study’s limitations and suggesting directions for future academic inquiry.
5.1 Completion and Achievement of Objectives 
[bookmark: _Hlk202183518]1.  To explore and analyse current academic literature that discusses female police officer’s views upon whether or not their gender influences promotion and other officer’s attitudes towards them. 
Chapter Two provided a thorough analysis of the existing literature.
[bookmark: _Hlk202183527]  2. To determine the most appropriate research approach for investigating the sensitive issue of how women feel they are treated within the police force compared to male officers.
Chapter Three addressed this by identifying qualitative expert interviews as the most fitting approach, based on the research gap highlighted in Chapter Two.
[bookmark: _Hlk202183534]3. To conduct primary research and analyse the data collected to better understand the themes and views of experts towards how women officers in the Cardiff East, feel regarding discrimination in the police work force.
In Chapter four, the third objective was fulfilled through data analysis, which revealed three central themes. 
[bookmark: _Hlk202183542]4.  To offer recommendations addressing the key issues identified regarding whether women in the Cardiff Response workforce perceive discrimination and differential treatment compared to their male counterparts.
This final objective will be fulfilled in Chapter Five.

[bookmark: _Hlk202070217]5.2 Main Findings
Building on the literature review and subsequent research, several clear themes emerged throughout the dissertation. These included descriptive themes, which identified recurring patterns in participant responses, and interpretive themes, which explored deeper social, cultural, and psychological implications beyond the surface findings. The research revealed significant gaps in localized, contemporary evidence, with much of the existing literature being outdated. However, by employing qualitative methods, this study confirmed the continued male dominance within response policing culture and provided current, Cardiff-specific examples of exclusion and gendered social dynamics. Furthermore, the research supported the literature review by shedding light on barriers women face beyond test performance, highlighting psychological and cultural factors that contribute to hesitancy and discouragement in pursuing promotion. Through primary data, participants illustrated how gender norms identified in the literature have materialised in Cardiff and the perceived consequences women anticipate if they challenge these norms.
[bookmark: _Hlk202070231]5.3 Recommendations
Throughout this research, a large future research recommendation has been identified that can be made that would aid women in feeling supported and treated fairly in the police force. A theme of lack of support or mentorship was picked up within this dissertation, however, the literature review weakly supported this, suggesting a literature gap. Most studies mention informal male networks, but the interviewees highlight the absence of female mentorship or support systems as a daily barrier. Without acknowledging this problem, the issue can not be addressed, therefore, development on creating confidential and accessible channels for reporting discrimination is essential. Effective reporting systems that ensure transparency and protection against retaliation encourage victims to come forward, something that, from the research suggests, is still not in place at present (Silvestri, 2007).
A second recommendation would be to review task allocation practices within response policing. This appears to be centralised on the idea of gender norms which have been discussed throughout the dissertation, many participants explained their frustrations surrounding this topic and women officers perceived that they were being allocated certain incidents based on their gender and perceived ‘physical ability’. Therefore, ensuring equitable task distribution prevents gendered occupational segregation and enhances career development opportunities for female officers (Brown, 1998). 
A final recommendation would be to conduct regular surveys within the work force in order to help identify issues of gender bias and discrimination, providing data to inform policy changes (HMICFRS, 2023). The findings within this research give emotional depth to structural inequalities which is often underexplored in academic work, which tends to prioritise structural or statistical outcomes. This dissertation captures the emotional toll, resentment, feeling ‘fed up’, which humanises the impact of discrimination. 
[bookmark: _Hlk202070245]5.4 Limitations
One of the most significant limitations of this research project was its overall scale and scope. The topic of gender-based discrimination in policing is inherently sensitive and highly subjective, relying heavily on personal experiences, perceptions, and emotional responses. As such, the interpretive nature of the study demanded careful navigation of participants’ views, which are deeply individual and context-specific.
The researcher’s own positionality—as a female officer serving within the Cardiff East response unit—also presented a potential limitation. While this insider status provided valuable contextual understanding, it raised concerns regarding potential bias. To mitigate this, the researcher maintained a strong commitment to objectivity and reflexivity, ensuring that personal perspectives did not influence data interpretation and that findings were presented with accuracy and integrity.
Initially, in-person interviews were chosen as the primary method for data collection. However, this approach proved time-consuming due to the extensive effort required to transcribe conversations word-for-word, verify accuracy, and manage the natural digressions participants often took during discussions. While these tangents sometimes added valuable insight, they also made it difficult to remain focused on the research questions within the limited project timeframe.
Another logistical challenge was participant availability. Gaining responses from officers across a range of ranks proved difficult, likely due to the demanding and unpredictable nature of response policing roles. While the initial concern was receiving too few responses, it became evident that a larger sample might have overwhelmed the researcher’s capacity to process and analyse the volume of rich, detailed responses. In some cases, themes that may have been relevant or insightful were left unexplored in order to maintain focus, manage word count limitations, and ensure alignment with the project’s aims and literature review.
A further limitation was the potential reluctance of participants to speak openly. Given that the research was conducted internally and distributed via the organisation’s email system, some participants may have feared professional repercussions or social stigma if their responses were too critical of the force. This may have influenced the level of candour in their responses or discouraged participation altogether—particularly among those in senior positions relative to the researcher.
Overall, while the research successfully illuminated key issues related to gender dynamics within the Cardiff East response workforce, these limitations highlight the importance of researcher reflexivity, ethical considerations, and methodological adaptability in studies involving sensitive and internal organisational topics.

[bookmark: _Hlk202070259]5.5 Future Research
Given the volume of data collected, only a portion could be thoroughly analysed within the constraints of the project’s limited timeframe. However, if future research adopts a longitudinal approach or is conducted on a larger scale, this topic presents significant potential for deeper academic exploration. This study has only begun to uncover the complexities surrounding the issue, indicating that far more remains to be examined within the broader theoretical and practical landscape.

5.6 Conclusion 
This research project has successfully fulfilled its aims and objectives, while also addressing the central research question: Do women in the Cardiff Response workforce feel they are discriminated against and treated differently compared to their male counterparts? The findings have offered a nuanced understanding of how gender discrimination manifests within policing environments, highlighting its depth and complexity.
The dissertation has identified and explored three core areas: gendered team cultures and dynamics, experiences of discrimination and harassment, and barriers to promotion and leadership. These themes emerged through rich qualitative data and were contextualised through a robust review of existing literature.
The study has aimed to uncover the underlying factors contributing to the perceived vulnerability of female officers to discriminatory practices. Chapter One established the rationale and significance of the research; Chapter Two reviewed the literature to frame the problem; Chapter Three justified and outlined the chosen methodological approach; and Chapters Four and Five presented the research findings and offered practical recommendations.
In concluding, this study brings attention to the persistent and often subtle nature of gender-based discrimination in frontline policing. It demonstrates how such behaviours and structures can be normalised, overlooked, or rationalised within workplace culture. While this project offers important Cardiff-specific insight, it also underscores the need for further research—particularly with broader participant samples, longitudinal methods, and comparative regional analyses. Continued investigation in this area could support meaningful change not only for women in policing but for institutional equity more broadly.
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7- Appendices 

Appendix A- Blank Interview Sheet
	If you are reading this document, it means I have previously been in contact with you regarding your potential contribution to my dissertation research. I truly appreciate your time and willingness to consider participating—your insights are incredibly valuable to this project.

	This interview is designed to include participants from a range of professional backgrounds and experiences. As such, some questions may appear context-specific or framed differently to reflect varied roles within the police force. For example, participants may include male and female officers, Sergeants, or Inspectors. While some questions may seem more relevant to certain experiences than others, I kindly ask that you respond to each question in a way that makes the most sense based on your own perspective and role.

	Please be assured that your input—however much or little you choose to share—will be extremely helpful in shaping the findings of this research. You are welcome to skip any questions, and you are free to provide as much or as little detail as you wish. I am sincerely grateful for any contribution you are willing to make.

	

	This section is intended to offer a brief context to better understand each participant’s background. Any personal information you provide will be anonymised and will not be included in any submitted or published work. In a traditional in-person interview, this would be a short introductory conversation, not part of the recorded or analysed content, and would simply help in tailoring the interview appropriately.

	You are under no obligation to answer any of the questions in this section. However, information such as your current role or rank (e.g. officer, sergeant, etc.) would provide valuable context for data analysis and interpretation.

	Participant Name: 

	

	Participant Age: 

	

	Participant Current experience in years as a police response officer/ (Rank):

	Gender: 

	

	Q1: How would you describe the culture, within your team, particularly regarding gender/ In your experience, how do male and female officers interact within a response unit? 







	Q2: Are there any differences that you have noticed in how male and female officers are treated by the public or within the team? 






	Q3: Have you ever experienced any form of gender-based discrimination or unfair treatment in your role and have you ever raised concerns about this? How was it handled? 





	Q4: Have you ever observed any differences in how male and female officers are spoken to, treated, assigned tasks or managed? Is this affected by rank? 





	Q5: Are their particular situations within the job where your gender becomes more noticeable? 





	Q6: Do you feel that gender influences who gets considered or selected for a promotion and have you gone through the experience yourself? 





	Q7: How do you think your male colleagues on your team view female officers when it comes to leadership or command roles? 





	Q8: Do you think that female officers have to navigate work place dynamics differently to male officers ?













Appendix B- Interview Transcripts
[bookmark: _Hlk201085232]
Participant Current Experience in years as a police response officer and rank:-
P1-: Sergeant with 6 years of experience on response 
P2-: Police constable with 4 years of experience on response
P3-: Police constable with 3 years of experience on response
P4-: Police constable with 4 years of experience on response
P5-: Police constable with 4.5 years of experience on response
P6-: Police constable with 5 years of experience on response
P7-: Police constable with 7.5 years of experience on response

Gender:-
P1-: FEMALE
P2-: FEMALE
P3-: FEMALE
P4-: FEMALE
P5-: FEMALE
P6-: MALE
P7-: MALE


Q1. How would you describe the culture, within your team, particularly regarding gender/ In your experience, how do male and female officers interact within a response unit?
P1-: “As the Supervisor on the team I would say that the culture on the team in particular in relation to gender is really positive. I do have a 50/50 split of male and female officers which is quite rare. I think having a female Supervisor and a number of females really helps that. I will say that I have worked on teams with negative gender cultures and stereotypes. I know there are some teams whereby the female officers are allocated to the ‘girl calls’ such as Mispers, sexual offences, calls involving children and often left to stay with DV victims. Where as male officers are sent to the ‘boy calls’ which are normally the more proactive, physical calls. I have experienced this myself and it can be incredibly frustrating. This not only limits the female officer development but also the male officers as they often don’t deal with incredibly significant offences and investigations within Policing. 
I am very conscious of this and strive to make sure that my team is inclusive and that everyone has the opportunity to develop and also discover what their own interests within policing are. As above I feel this massively varies depending on the supervisor and the officers within the shift. I have seen and heard of very negative experiences but also positive ones. Since joining the increase in female Officers has been noticeable and I feel this has improved the dynamics on shift. However, there is still sexism and misogyny very present within the culture of response policing.”
P2-: “The biggest thing I can say is that our team is largely male with very few females. I think this makes a difference in terms of sometimes lack of sensitivity on shift when it comes to colleagues and possibly how they are feeling. I would say that our team is mostly centred around ‘banter’. Which in itself is a good thing as sometimes I think this helps to get through some of the tough days. 
In my personal experience I see male and female officers interact very well. I see male and female officers work very well together and balance each other out well at calls. However, I have also seen the opposite with male and female officers. I believe it is mainly dependant on the certain individual rather than necessarily the genders as a whole.”
P3-: “My team is all men, I am the only female and I do find this difficult sometimes as I am left out of most of the ‘banter’ and often hear phrases they use where they call each other ‘brothers’ and that I am not ‘one of the boys’. I find that when I am included in the ‘banter’, it is typically at my expensive and that I am the subject of the humour which can be quite insensitive at times.
[bookmark: _Hlk201085533]I find that on the most part, I see male and female officers interact well together and that there is a mutual respect, however, I have seen many occasions where males on my team appear to get irritated by certain female officers who take charge/leading role in a response call/investigation and will start to argue with them at call.”
P4-: “Male characters are more dominant. Females are required to “fit in”.
I have a female sergeant which possibly makes a difference to the above.”
P5-: “I would describe the culture as good on my response team. I do not feel that I have ever been treated any differently by members on my team. I would say male and female officers interact really well and have a good working relationship. “
P6-: “I would describe the culture in my team as very harmonious. We have a good balance of males to females which encourages a healthy culture within the team. Females are treated as equals within my team and have been since I’ve been a part of it. The culture isn’t misogynistic and male and female are very much treated as equals.”
P7-: “At the moment, it is male dominated as there are not many females on my shift. Generally speaking, on my seven and a half years of working on response, its been the same sort of dynamic, where we have had more males than females on the shift. I do believe that males do alter the way in which they speak to females at times, as females are generally a bit softer in their nature, but this depends on the personal character of the officers involved. I do feel that female officers are treated with the same equality and respect as male officers. “

Q2: Are there any differences that you have noticed in how male and female officers are treated by the public or within the team? 
P1-: “: Within the team I am currently on I do believe that everyone is treated as equals while noting individual strengths and weaknesses based on the individual not specifically their gender. 
I do find that there are differences with how the public treat male and female Officers. I often find that irate aggressive members of the public are more responsive to smaller female officers. I do also note that female Officers often receive sexist and sexualised comments on a daily basis from members of the public. This is something that I have experienced myself and I don’t know a female officer who has not experienced this. 
I would say that every female Officer I know has also experienced sexualised comments from a male officer also, likely on more than one occasion throughout their career.”
P2-: “By the public – I often find that male members of the public tend not to take instruction from female officers well. I have found that particularly strong instruction or direction from a female officer towards male members of the public is often met with hostility and aggression, from my experience, this is not how the instruction is received when it comes from a male officer. 
Within the team – From my experience, I have not noticed any differences in how females are treated within the team.”

P3-: “When it comes to the public, I find that when I go to certain reports, a lot of males in the public, tend to ignore me when I ask them a question and will answer my question to the male officer that I am in company of. They appear to favour speaking to the male. However, I have also seen this where it is a female member of public, and they choose to speak to me and ignore my male colleague. 
Team- I find that, when it is one-to-one, when I paired with a male, I do not have any issues with the way that the male officers interact with me. We have banter, we have a laugh, talk about life and on the whole, work well together. However, I see this change in group settings where these same male officers, then socially isolate me and try and pick apart the way that I have handled my daily duties to the rest of the team. I feel that they do this so that they can get laughs from the other group and possibly do this as they see me as someone that they can make fun of and that others will copy.

I also find that as a female, I have received a large amount of sexual and sexualised comments from the public, as well as my team and I do not notice that male officers experience the same in my opinion. I also hear my team talking about other female officers in this way and it is never about their capabilities as an officer and more of what they look like.”
P4-: “Male officers viewed more as aggressive by male members of the public, whilst female officers perceived more approachable and friendly. 
However, some female members of the public react better when talking to male officers.” 
P5-: “Team – I would not say that I have noticed any difference in how male and female officers are treated within the team.
Public  - I would say from my experience that the public seem to engage with female officers better. I would say that they remain calmer with female officers and are less likely to be aggressive towards female officers.”
P6-: “I do believe that female officers are treated differently by members of the public. They’re often seen as less physical and imposing by especially male members of public. In addition to this, they are often seen as sexual objects and less capable by male members of the public. 
In my personal experience some members of the religious community won’t acknowledge a female police officer when I have been in company with them, even when it is that particular female police officer who is taking lead.”
P7-: “Public- There are some cultures who will disregard the female officer as they see males as the more dominant figure. 
Team- I do not feel that there are differences with how they are treated within the team.”

[bookmark: _Hlk201085544]Q3: Have you ever experienced any form of gender-based discrimination or unfair treatment in your role and have you ever raised concerns about this? How was it handled? 
P1-: “Yes, as a probationary Officers I experienced this. This resulted in an investigation and there is now a Sergeant within the force who is not allowed to work in the same force area as me due to his behaviour. The aftermath of this and the investigation was incredibly stressful, especially as a new, young female officer who was the only female on the team at that time.
Yes, as stated above I was involved in an ongoing PSD investigation. This went on for two years and I was labelled as ‘challenging’ and ‘untrustworthy’ due to speaking up. I had hardly any contact throughout the investigation and did not feel supported throughout.
I feel that lots of Officers who speak up feel this way and are labelled as such. I am also aware of complaints being ‘swept under the rug’ and problem officers being moved instead of dealt with.”

P2-: “Yes – during my pregnancy I was referred to as a ‘wasted resource’ by one member of my team due to not being able to respond to calls, regardless of my ability to assist the team by dealing with a lot of calls over the phone and assist my team with their workloads and paperwork. 
One thing I will say is that this was not reflected by the rest of my team who were quick to make sure that I knew that they did not also feel that way. 
I have never raised concerns as I have not ever felt as though it would be dealt with in a way that I would expect for it to, which would only lead to myself being disappointed.”
P3-: “Both my sergeant and the APS, I have noticed that they do not pair two female officers together. Back when there were many female officers on my team, they called it a ‘bra car’ if two female officers were together and would say that we were ‘not allowed a bra car’. It was never said why this was, however, it would be frustrating as the male colleagues would be paired together all the time. This meant that it was hard for the girls to create close bonds together as this was restricted from us. Meaning that the men always had closer bonds than the female. 
When I was in training, I remember feeling stressed about entering my career as a police officer. I had my last 1-to-1 meeting with my trainer, who then stated something along the lines of ‘don’t worry, all the men on shift will be all over you and you’ll have so much attention being a pretty girl’.
Although I know that she was trying to compliment me, I felt confused by this. This was a female officer who had said this to me and that was shocking. She gave me no reassurance on my actual career, and rather sexualised me and pointed me out to be something to desire from male officers, rather than discussing my actual job role. 
I have also witnessed a male colleague on my team say many of times throughout the years, when a female has been promoted, they have said ‘that’s only because they have a vagina’ or comments such as ‘its about who you sleep with’. 
I have not raised these issues as I do not feel that anything would be done about it. Due to it being male heavy on my shift, I feel that they would see me as someone complaining/going against them and I would be socially isolated as a result.”
P4-: “I have not experienced any form of gender-based discrimination or unfair treatment.  
I am SOFR trained as are other males and females on my team. There has been times whereby myself and other female officers have been requested to attend as opposed to a male colleagues with the same qualification, when the victim has neither requested a male or female.”
P5-: “I have never reported any form of gender-based discrimination or unfair treatment in my role. However, I do feel that if I was to ever need to report this behaviour then I would be very cautious about how I reported it and who I reported it too. I feel that I would need to have a good working relationship with my Sergeant to report this.”
P6-: “In my experience I haven’t, so I couldn’t comment on this.”
P7-: “No, never.
[bookmark: _Hlk201085552]Q4: Have you ever observed any differences in how male and female officers are spoken to, treated, assigned tasks or managed? Is this affected by rank? 
P1-: “ Yes, as previously mentioned I am aware of very distinct ‘boy roles’ and ‘girl roles’ within teams.
I have also noticed things such as male supervisors who only pair up with male colleagues. I found this meant that the males Officers on the team were having one to one conversations with the supervisor in relation to their career plans and development which was something that none of the female officers were getting due to not being worked with.
As a female Supervisor I am often the only female in the TAC morning briefings which is something that has become very normal. I do feel that as a female Supervisor some colleagues will treat me differently to how they would potentially treat male supervisors. A small example of this would be that when advertising over time a male officers would respond calling with ‘Hey hon’ which I doubt they would address a male supervisor in that way.
I also feel that a certain number of officers believe that females are only in different positions or roles due to being female and seen as a minority within the role which can be incredibly frustrating
 While in training a group of female students including myself were taking into a room and warned that we would be ‘fresh meat’ when on shift. I feel that this conversation set up the way we expected to be treated by male colleagues.”

P2-: “ A difference I have noticed at times is that the female officer’s tend to be favoured (if they are an available unit) to deal with more emotive or sensitive calls, particularly those relating to sexual assaults etc.
I have previously felt that due to being a female, some newer colleagues would not perceive me as someone who can handle myself in my job. I have experienced times when officers have unnecessarily felt the need to stand in front of me and talk over me in a way that has made me feel as though they think I am not able to stand up for myself or handle myself, which I find can also reflect on how the persons we are dealing with sees me as an officer. 
I have also felt that colleagues would perceive me as not as knowledgeable as my male colleagues. I found that in my experience of acting up as a supervisor, that this is not as well received as when it was done by my male colleagues and I would often feel as though certain male colleagues did not respect me doing that role in the same way as they would my male colleague.”

P3-: “ I don’t think that they are spoken to differently- however, I do think that if there is a female officer available, it will almost always be them who are assigned to any sexual assault call that has come in. 
On the most part, yes. My supervisor tends to base how he treats people on their capabilities to follow instructions and their competency, rather than gender. 
However, when my acting up supervisor (APS) is in charge of us, I feel that I am massively treated differently compared to the male officers on my team. I find that he sends me to every scene, hospital watch, written task such as statements and anything that he perceives as a ‘female’ job as an officer or a task that he knows that most people don’t want to do. I feel that he does this to make sure he does not upset his friends on the shift, who are the men officers. Whereas, my sergeant does not see us as friends, therefore, he does not make choices like this. My acting sergeant does tend to be in charge of us fairly often due to my sergeants ill health, therefore, I do feel that this has massively hindered my development and exposure to more griefy/violent offences. 
 I have had several arguments/discussions about male colleagues speaking over me/pushing me out of the way/ standing in front of me at calls. 
When I have spoken to them about this, they have said that they felt that they needed to protect me. These have always been officers that were less experienced than myself, therefore, this frustrated me as it made me feel as though they thought that I could not perceive danger myself or handle myself if danger was presented. I feel that they always think that they know better than me, just because I am female.”
P4-: “None observed.”
P5-: “I have never observed any difference in the way female and male officers are spoken to in the sense of being spoken too, treated or managed. However, I would say I have noticed a difference in the calls and G4’s that they are assigned too. I would say that female officers are assigned to the more pro-longed and sensitive investigations, such as domestic incidents, rapes or sexual assaults. However, I would say that male officers are assigned to the more ‘fun’ calls such as fights, assaults or on-going breaks.”
P6-: “I have observed female officers being stereotyped for certain calls. In particular sexual offences against women and public protection calls. This has been a common theme since I started the job. Some female officers are often assigned to the same type of calls, especially if there are low numbers of females on shift at the time. I wouldn’t say it’s affected by rank.”
P7-: “I do not think that rank has anything to do with how officers are treated in regard to gender, whoever the rank is, they are respected the same. I feel that there are differences in terms of how female officers go about their duties and tend to enter specialised job roles such as the sexual offences team, The rape investigation team and the child protection unit. These teams deal with delicate and emotional issues, where female officers have a softer touch to be able to deal with this appropriately. Predominantly, this is a female trait, where they have a motherly/nurturing way about them which is a genetic thing. Males on the whole, will have their physical strength because genetically, men will be stronger than females so they will carry out other duties more affectively that women will. However, females will have strengths in other places in terms of dealing with matters that are sensitive which males do not tend to have as a natural ability.”

[bookmark: _Hlk201085559]Q5: Are their particular situations within the job where your gender becomes more noticeable? 
P1-: “I believe that more pressure is put on females in relation to getting ‘hands on’ with Subjects and that other officers are hyper critical of their actions. I also am aware that within different departments such as firearms they are far more male dominated and often described as a ‘boys club’. 
I have also noticed that the higher up the ranks that you go the less represented females are within the police. At the moment there is more females within response police that previously but I don’t feel that this is represented in further ranks.”
P2-: “ Not in my opinion no.”

P3-: “ I feel that I am always being watched when it comes to getting physical with offenders. I have experienced a lot of criticism when it comes to this, either not being hands on enough or male officers stating that I put myself in danger. I feel that male officers are quick to pass judgement towards the way that female officers handle themselves when it comes to getting physical. They either remove you from the situation themselves before it gets physical, which I have experienced, and it turns out that the male officer has actually hurt me whilst doing so. Or, you do get physical and if anything during that situation goes wrong, they blame you for it. 
I find that as female officers, we are expected to be firm but not too firm. We can’t be too nice as we are called weak or ‘getting attached’ to the victim. 
I once bought a missing person a mcdonalds after she had experienced a sexual assault, it only cost me £3 and she had not eaten all day. I got ridiculed for this by a male officer on my team and he told me that this was inappropriate, that we are not there to make relationships with the public and that I crossed a boundary. He had the viewpoint that I had been too soft.”
P4-: “Sexual assault incidents- usually a request for female officers to attend and deal. 
Female on female stop searches. 
In physical conflict.”
P5-: “Only as mentioned in Q4, I believe that gender is more noticeable when they are assigned to certain calls.”
P6-: “I would say during physical calls whereby there is a large male or physically imposing male. In terms of basic biology, it can be hard for a female officer to control particular subjects. I have attended sexual offences calls and a female victim has refused to engage with me based on my gender, which I can sympathise with.”
P7-: “I do feel that sometimes, the fact that I am a male can be seen as a negative, in particular, when it comes to sexual assaults. In my experience, victim’s of sexual assaults don’t feel comfortable speaking to a male officer and would rather a female. This does not bother me however, as, for me, I believe that victim’s should get the best possible service and if this is what makes them more comfortable and will get the best possible evidence, then this should be highlighted. “

[bookmark: _Hlk201085568]Q6: Do you feel that gender influences who gets considered or selected for a promotion and have you gone through the experience yourself? 
P1-: “I feel that when perform was used to access your ability to put yourself forward for the boards this could easily be influenced by your supervisor. This is no longer the case and Officers now need SMT approval to apply. I have not experienced or heard of any gender influences personally within the promotion process. 
When seeking promotion I was slower to consider myself due to not having the same confidence in myself as my male counterparts. I know that this is recognised as a gender issue by the GEN network within the force and this is something they are trying to combat.
I do feel that as a female it is harder to arrange and seek one to one support in relation to board prep as the majority of officers of a higher ranking are males. This can make it harder for females to reach out and ask for sessions.”
P2-: “Sometimes yes – I feel that if there is a disparity in numbers of male and female officers in a certain role, then role advertisement will specifically express that the role is particularly aimed at female officers. I feel this is done in order to encourage more female officers to apply for a role and also makes it appear that a female would possibly be favoured or considered more desirable for the role over a male with possibly the same experience levels. However, I do not feel that they would be favoured over a male if their applications/ performances was significantly poorer than a male applicant. Yes, I have considered promotion however I wouldn’t say I have faced any obstacles. My consideration for going for promotion as stopped by pregnancy as it was not the time to be studying for exams and I was not able to get further experience on the front line that may assist me with promotion due to being restricted for my pregnancy.”

P3-: “I don’t feel that gender influences the decision, however, I do feel that women are not put forward to be an acting sergeant or encouraged to complete the exam boards due to pregnancy and maternity leave. 
I have witnessed a female colleague of mine be told that she was not ready because she was having a baby, which should have been her own choice.  I have not pursued it and wouldn’t do so for a number of years. I do however, want to put myself forwarding to be an acting sergeant, however, due to my team being largely male dominant, I am worried that I will be knocked back and they will be chosen over me due to many other female officers that used to be on my team leaving for maternity reasons, therefore, it is now seen as though the females will not be permanent due to this reason.”
P4-: “I do not believe gender is an impact factor regarding promotion.”
P5-: “I have never gone through the promotion process, however I do feel that recently it feels that there has been a push for under-represented officers to apply for the promotion process.”
P6-: “I’d say being a female makes you more likely to being selected for promotion as they are still underrepresented, with there being overwhelmingly a far higher percentage of male officers who are in higher positions, especially inspector upwards.”
P7-: “No, one of the key things that South Wales Police promotes is equality and diversity in the workplace, you won’t find any application form where it promotes applications from a certain gender. I have not gone through the promotion process myself. I do not feel that there is any bias in terms of gender. “

[bookmark: _Hlk201085578]Q7: How do you think your male colleagues on your team view female officers when it comes to leadership or command roles? 
P1-: “I believe that my own team respect my authority and rank however I do believe that there are some officers who will not respect a female of rank. Before being promoted while working on response I was a tutor. I tutored an older Muslim male who actually requested a male tutor. I believe this was down to his misogynistic views. It was clear he would not take direction from a female which made his tutorship period very uncomfortable for me.”
P2-: “I think the majority of my male colleagues on my team view female officers with the same respect as female officers when it comes to leadership. However as mentioned previously, in my experience of acting up as a supervisor, certain male colleagues I feel have not met me with the same level of respect as they would my male colleagues in the same situations.”
P3-: “From my experience, some individual male officers on my team have not responded well to female leadership. Most of them respond well, however, a selection of them have not spoken to a female acting sergeant with the same respect as a male one. They also argue with them or think that they know best. I do not feel that these certain individuals respond well to a more loud and firm female officer.” 
P4-: “Not experienced personally.”
P5-: “I don’t believe colleagues on my team view female officers in leadership or command roles any differently to male officers. I believe that they treat them with the same respect and follow their orders the same.”
P6-: “I’ve had two female officers acting up in sergeant roles on the team and both have been treated with the upmost respect when it comes to listening to directives. There haven’t been any issues with female officers being in leadership roles on my team.”
P7-: “I think there is a split on my team, personally I feel that on times, the males on my team will respond well to female leadership. However, I have also witnessed male officers who don’t respond to female officers in leadership as positively and they have not respected them in the same way as I have seen them respect male officers in leadership roles.”

[bookmark: _Hlk201085591]Q8: Do you think that female officers have to navigate work place dynamics differently to male officers ?
P1-: “Yes, absolutely. Females have to always find a balance of being authoritative but not bossy, smart but not arrogant, presentable but not too much effort, nice but not too nice. 
I have been on a team whereby I got on well with my Supervisor in a totally platonic way. Multiple people used to make comments of me being his ‘favourite’ and that he found me attractive. This absolutely would not have happened if I had been a male. A male officer was then also asked to act up instead of me and I was specifically told that they couldn’t choose me over them as it would look like they ‘fancied me’.
It is incredibly tricky for a female to navigate working within such a male dominated role.”
P2-: “Not really.”
P3-: “I have noticed that female officers have to be strong minded to be able to deal with the constant comments that are made towards them. Whether this being a sexual nature, criticism or being socially isolated when being the only female officer on a team. I feel that I have had to work on myself so that the comments do not get to me and I am able to carry on with my daily duties without my confidence being knocked. I work extremely hard and constantly feel as though I need to prove myself and my capabilities in order to get recognition or acceptance from my team and supervisor. However, when I get rewarded for this and my team notice, they said comments such as ‘sarge fancies you’ or ‘it’s because you’re an attractive female that he gives you less of a workload’.” 
P4-: “I believe workplace dynamics are navigated the same by both male and female officers.”
P5-: “From personal experience I do not think that female officers have to navigate work place dynamics any differently to males. I have not felt this since joining the Police. “
P6-: “I believe they do yes. Historically, female officers have had to prove themselves to male colleagues within the police service as it’s been seen as more of a macho job role. I do think it’s got significantly better for female officers but there are still improvements to be made. In other teams I can imagine there is still a very misogynistic culture in place, in particular with certain specialist teams and response teams in the police service.”
P7-: “Possibly, I do think that females have to hold themselves to a higher standard. I think that because males are able to carry out more physically demanding roles with more ease than a female would. If you have a female who is quite small in stature, I would argue that they are not going to be able to compete with the male officers in situations such as this and this could affect females prospects in getting into certain roles that they may be interested in. However, I do feel that women have that natural ability to speak to people with a much more delicate tone and I do feel that female officers get recognition for this, especially when it comes to sexual offences.”
















Appendix C- 
Table: Comparison of Research Themes with Literature Review
	Research Themes
	Key Literature Insights
	How Your Findings Relate / Extend Literature
	Gaps or Novel Contributions

	1. Gendered Team Cultures and Dynamics
	- Policing culture shaped by masculine norms (Loftus, 2008; Martin, 1991) 
- ‘Boys Club’ exclusionary informal networks (Sanders, 2002; Silvestri, 2003)
- Gender norms expect women to conform to caregiving roles (Schuck, 2024)

	- Confirms ongoing male dominance in culture 
- Provides current, Cardiff-specific examples of exclusion and gendered social dynamics
Aligns strongly with: 
-Gender Norms (2.3) 
- Brotherhood, Sisterhood & Boys Club (2.4)

	- Localised, contemporary evidence 
- Nuanced insight into how informal culture affects women’s daily working relationships
Interviews provide current, lived examples of team cultures (banter, division of tasks, feelings of inclusion/exclusion). 
Literature discusses this abstractly or through older case studies — Cardiff-specific findings add fresh evidence.



	2.Promotion/Leadership And Recognition
	- Underrepresentation of women in senior ranks (HMICFRS, 2023) 
- Promotion influenced by masculine leadership ideals (Silvestri, 2003; Dick & Cassell, 2002) 
- Women perform well but face systemic barriers (Bishopp, 2013)
	Aligns with: 
- Promotion (2.5) 
- HMICFRS & HeForShe reports
-Gender Norms (2.3) 
-Boys Club (2.4) 
	- Explores psychological and cultural reasons behind low promotion uptake among women
Data confirms barriers noted in national studies (biases, male-dominated pathways). Strong support from the literature on exclusion from informal networks, undervaluing of communication styles. 
  Participants' hesitancy to apply and perception of a male-oriented system adds nuance.

	3. Discrimination and Harassment
	- Literature mentions discrimination and marginalisation (Brown, 1997; Loftus, 2009) 
- Emotional impact less studied
	- Demonstrates how these norms manifest in Cardiff 
- Shows penalties women face for nonconformity
-Provides rich qualitative data on emotional toll
-Shows ongoing barriers generating frustration
Matches: 
-Gender Norms (2.3) 
-Boys Club (2.4) 
- Promotion (2.5)

	- Adds detail on consequences of gendered expectations and exclusion in local context
-Humanises structural issues by revealing emotional consequences
Strong support from the literature. 
 Cardiff officers describe how these barriers play out — such as having to overperform or downplay femininity, which deepens the understanding.

	4. Lack of Support and Mentorship
	- ‘Sisterhood’ networks exist but are less influential and sometimes fragile (Silvestri, 2003; Martin & Jurik, 2007; Sanders, 2022)
- Sanders (2022) – competition among women

	- Highlights absence or ineffectiveness of female support networks locally 
- Women feel isolated rather than supported
	- Identifies a critical literature gap: lack of informal support systems and mentorship is underexplored in literature. Most studies mention informal male networks, but interviewees highlight the absence of female mentorship or support systems as a daily barrier.
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