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Abstract 
Summary of research question, methodology and findings.  

 
[bookmark: _Toc82463157]1.Introduction 
The proportion of officers nationally who are female has risen from 25.7% in 2010 to 32.4% in 2021 (Home Office, 2021). Although this is a significant increase, there is still a long way to go to create gendered balance policing workforce on a national scale.  
Conversely, Dyfed-Powys Police (DPP) workforce has not witnessed a rise in the proportion of female officers.  

[bookmark: _Toc82463158]1.1 Drivers of the research 
To comply with the Equality Act 2010 (Specific Duties) Regulations 2011, DPP have outlined equality objectives for 2020 – 2024; objective one: to increase the diversity of our workforces so that we are truly representative of our communities (DPP, 2020).  

With a lack of a diverse workforce, long term relationships become tense causing conflict with disadvantaged communities, underrepresentation can increase negative attitudes towards the police and thus hinder recruitment of minority officers (White et al, 2010).  

Understanding gender variations and what attracts women to policing is integral to inform targeted recruitment strategies.  This report explores when the role of police officer becomes as a viable career option for females and identification of barriers to entry.

[bookmark: _Toc82463159]1.2 Research Aims and objectives 
This research report is a critical analysis of what attracts females specifically to the role of police officer, using the outcomes derived to support the creation of a long-term attraction toolkit for recruitment. The research will concentrate on the views of newly appointed female police officers at Dyfed-Powys Police (DPP) 

To successfully achieve this, four objectives have been identified: 
1. Explore when the role of police officer is considered as a viable career option by females.   
2. Determine if marketing campaigns designed to recruit females can be an effective recruitment tool.  
3. Analyse why there has been an increase in the recruitment of female police officers nationally and how this can be maintained.  
4. To make recommendations on improving the long-term continuous attraction of females for the role of police officer in a VUCA environment. 

[bookmark: _Toc82463160]1.3 Intended methodology  
The approach taken with this research investigation consists of two strands 

Strand one: To identify and interview newly recruited females in DPP to create a holistic view of why they decided to become police officers 

Strand two: Extraction and analysis of applicant's data from the recruitment system 
Creative recommendations will be made on improving the long-term continuous attraction of females at Dyfed-Powys Police for the role of police officer in a VUCA environment post 2020 pandemic.  

[bookmark: _Toc82463161]1.4 Report Structure 
This report is divided into the six sections; section one is an introduction, section two is a literature review on recruitment considering current views on motivations, concerns, and barriers for females in male dominated industries.  Section three describes the research methodology and design, and section four is an analysis of the results, whereby comparisons will be drawn between the literature and research findings at DPP. Section five provides a conclusion followed by creative recommendations in section Six.  
 
[bookmark: _Toc82463162]2. Literature Review
The CIPD (2020) define recruitment as the critical task of attracting and selecting individuals with the right capabilities and skills to deliver organisational goals, ensuring everyone involved in the recruitment process has the appropriate knowledge to make fair and informed decisions.  

The process of recruiting is both an art and a science; it is important that recruiters create a captivating job posting, ensuring the advert is neither too broad nor narrow with the science of ensuring the process is effective, ethical, and legal utilising proficient metrics and evaluation tools (Picardi, 2020).  

Attracting and retaining the right employees is fundamental to ensure the success of an organisation. A key part of this is becoming an employer of choice and employer branding. 

[bookmark: _Toc82463163]2.1 Employer of choice 
An employer of choice (EOC) is ultimately a great place to work, but at the core is customer-focused, performance orientated organisation, that continuously learns, develops and improves with employees required to be engaged and committed by being resourceful, enterprising and responding well to challenges (Baker, 2014).  

To become an EOC an employer must create an environment where people are eager to work for them and conveniently social media platforms have become a powerful tool to showcase employer branding by advertising employment opportunities that are cost beneficial; arguably social media has a direct impact on relationships between person-organisation fit, as employers continuously immerse potential candidates in the employers' values and culture subconsciously (Tanwar and Amresh, 2019).

However, how does one standalone police force become an EOC and attract the right people when arguably all police forces are operating with the same values at the core.  

Becoming an EOC in a competitive labour market is difficult enough without considering how to increase diversity. Fundamental to building a strong EOC is why people choose to stay at an organisation.  

A key part of the retention of employees is the impact of the psychological contract. A 'psychological contract' can be defined as an “individuals’ expectations, beliefs, ambitions and obligations, as perceived by the employer and the worker” (CIPD, 2021).  

Table one shows the values embedded into the new employment relationship model.  
[bookmark: _Toc82463270]Table 1 - Values of the psychological contract (Source: Baker, 2014)
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Consideration should be given to ensure these values are embedded into a successful attraction toolkit and communicated via social media to form an overall employer brand.  

[bookmark: _Toc82463164]2.2 Employer brand  
A strong employer brand aligns people strategy and policies with organisational culture and value; the ethical standards which employees uphold is a highly influencing factor for new and current employees via business actions (CIPD, 2020a).  

Employer branding as a HR strategy is subject to failure if organisations do not obtain stakeholder buy-in by driving internal education and brand awareness; there must a good working relationship between HR and marketing/communications teams (Khalid and Shanhnila, 2015) 

The People Profession 2030 report (CIPD, 2020b) identifies influential trends to future ways of working, some of which have been accelerated by COVID-19, all of which will impact the employer brand; emphasis is given to transparency, accountability, and sustainability.  

Organisational culture allows employees to understand their environment they work in, be able to voice their concerns and to develop connections for a common purpose, however there is little evidence that links culture to performance due to the lack of universal measurement for culture (CIPD, 2020c).  

How organisations recruit, could ultimately enhance employer branding and increase the viability of becoming an employer of choice.  

Policing typically has adopted a competency or behaviours style approach to recruiting. Although this creates a strong link between individual and organisational performance, provides clarity to employees by outlining a clear set of expected behaviours and defines a fair and open recruitment process, this approach concentrates on the past, and could create clones as everyone is expected to act the same way (CIPD, 2020d).  

Strengths based recruitment (SBR) is the process of attracting people with the right innate strengths and motivators ultimately finding people who are a great fit for the role rather than those who have the right skills; a strength is defined as something someone is good at, but also loves doing and is energised by and are created by connections made in the brain (Bibb, 2016).  

According to Bibb (2016) combining both competencies and strengths would allow for better hiring decisions. Following a review in 2015, a new policing framework was designed and embedded nationally across forces which combines competencies and values as part of the recruitment process, usually during an interview (CoP, 2018). It would be wise for CoP to undertake further analysis to determine if this recruitment style has an adverse impact on females being successful.  

Despite having a strong employer brand, females are still less like to consider a role in a male dominated industry. 

[bookmark: _Toc82463165]2.3 Females in male dominated industries 
Women working within male-dominated sectors, face differing challenges to those working in other sectors as women are usually motivated by contributing to organisational operation by performing well which may affect personal progression and overall retention (Martin and Barnard, 2013).  

Top leadership is usually considered to be a male dominated role, and still only 26.5% of the FTSE 100 Executive Committee are females (Hampton Alexander, 2021).  

[bookmark: _Toc82463166]2.4 Motives for joining policing  
Previous research has been conducted to determine the motives of why people become police officers (White et all, 2010; Clinkenbeard, Solomon & Reif, 2021; Lester, 1983).  

Seminal research by Lester (1983) using factor analysis identified pay and security as one of the determining motives for becoming a police officer, noting that motives had no correlation to whether the officer would complete the training or have success in the role of police officer. Operating now within a VUCA world with impacts from austerity, a global pandemic and Brexit, it would be wise to explore the impact pay and security as a motive in a 2021 context. It is key to note that this research was conducted initially on a male only sample and then recreated with a sample of only 19 females in comparison to 111 males. This is a very small female sample in comparison to the male sample and would be wrong to assume Lester really captured true female motivations.  

Although several gender differences were identified, evidence suggests that recruitment strategies did not need to alter to target females specifically as women had higher job satisfaction than male colleagues (White et all, 2010). Typically, new recruits were likely to be living at home with their parents, single and had little financial obligations; joining the profession with unrealistic perspectives on how they would help others (White et all, 2010). Consideration should be given to the long-term attrition rate and retention of women in policing roles.  

Conversely Clinkenbeard, Solomon & Reif (2021) noted that despite the top three motives for both genders remaining the same, women rated becoming role models and showing people like me make good officers significantly higher than males, suggesting recruitment campaigns should appeal to the desire to influence future generations, proving policing is not restricted to just males.  

2.4.1 Female representation 
A relationship exists between individual ability and a perception of what it is like to work within a certain sector and without representation, directionality cannot be determined (Meyer, Cimpian and Leslie, 2015). 

Research identified the barriers for females in workplace but does not consider individual personality traits or other variables which could affect the direction of career movement for females (Jauhar and Lau, 2018). 

[bookmark: _Toc82463167]2.5 Barriers to policing  
Females still perceive significant barriers to policing which impact the ability to enter a policing environment however there is more to consider than just the observed differences between men and women, further examination should concentrate on factors outside of these barriers which relate to sex (Rossler et al, 2020).  

Women have a perception that policing is a man's job and therefore to consider policing as a viable career option they must overcome this belief between self-image and the image of policing (Kringen, 2014) thus creating a barrier of gendered expectation.   

2.5.1 Family factor 
Talented women face compromising the socially accepted concept of being the family foundation with fully following their interests to achieve (Upson & Friedman, 2012).  As men typically do not need to consider the trade-off between having a family or having a successful career, they are able to peruse both simultaneously without compromise. 

2.5.2 Stereotyping 
Cultural beliefs on gender are one of the root causes for discrimination against women in the workplace; secondary causes relate to policies, procedures and organisational structure which on the surface are gender neutral but can formulise male privilege (Bobbitt-Zeher, 2011).  
Unconscious bias? 

2.5.3 Concerns for females in policing 
During the study by Clinkenbeard, Solomon & Reif (2021), the concerns which had the largest reported gender differences were being taken seriously, physical nature of the job, being taken and discrimination in the work environment.  
Write about previous studies 

Succession to higher ranks and specialist roles is an important aspect of the workplace however studies into this are relatively rare above constable rank (Archbold and Schulz, 2012). National Statistics (Home Office, 2021) show that females represent 34.3% of constable rank and only 24.6% of the next rank, Sergeant. This may be due to the rise of female new recruits. It is promising to note that 31.8% of Chief Officers are female and in 2019/20 29.9% of promotions were female officers.   

2.5.4 Concept of brilliance 
Although women tend to achieve better academic success, traditional gender stereotypes are formed from a young age; the concept of brilliance becomes aligned to gender (Rowley et al, 2007; Anon 2017; Bian, Leslie & Cimpian, 2018). This stereotype is echoed culturally as women are not associated with the term genius and struggle to reach the top of their fields.  

Male dominated industries such as STEM, typically attract exceptional individuals and therefore, if culturally women are not considered under this umbrella term of brilliance, they would not be attracted to this industry. To move away from this, education institutions could use growth-oriented messages, removing adjectives such as brilliance, creating a long-term aim of improving young girls' engagement (Meyer, Cimpian and Leslie, 2015). 

It is mindful to consider that concentrating on entry level concerns may highlight systematic issues which are inherent and cannot be resolved by small changes to an attraction toolkit. The seminal research by Lester is nearly forty years old and research since has not been overwhelming in determining a full perception of the motives, barriers, and concerns of females in policing.  

[bookmark: _Toc82463168]3. Methodology 
As indicated during the literature review there is a lot of research which examines why individuals are attracted to the role of police officer, identifying barriers, motives and concerns typically associated with females entering male dominated occupations. 

Although the research is sound and highlights some key variables to consider, it is crucial that Dyfed-Powys Police conduct a further research study and analysis to ensure successful application of learning and recommendations.  

[bookmark: _Toc82463169]3.1 Chosen method of research 
Research design consists of producing either qualitative or quantitative data for analysis, typically determined by the absence or use of numeric data. However, the distinctions drawn between these two options is narrow and does not consider research design through a philosophical lens, the wider impact of how the data is analysed, and opportunity to inform the next study (Saunders et al, 2019).  

Lester (1983) research study used a scaler questionnaire indicating reasons to become a police officer producing quantitative data, which has been replicated and modified by other scholars since. Consideration was given to replicating this approach however this would provide a narrow perspective of personal reasons and does not consider the wider impact of concerns and barriers for females entering a male dominated industry. 

Using and adapting a questionnaire style approach with open and closed questions, would enhance the information given by the respondents in comparison to previous studies. However, credit should be given that individuals views and personal reasons for choosing this career will encompass more than what can be provided on a questionnaire. Therefore, it was vital to consider other approaches to gather qualitative data.  

Conducting focus groups has been discounted as the study is not looking to determine how participants interact with each other, nor is it looking to identify group norms (Barbour, 2014).  

Semi structured interviews are designed to elicit data on individual perspectives, balancing the interviewer's agenda with the time for the participants to provide reflection and insights; repeating questions is time wasting and will alarm the participant by showing that attention is not being paid to the answers given (Barbour, 2014).  

Appendix one demonstrates the script used comprising of a small set of questions created to ensure key topics are discussed during the interview process.   

As the study will ethically determine individualist reasons, barriers, and concerns, this emphasises the differences between human beings and therefore focuses on participants lived experiences and cultures with the researcher ultimately drawing interpretations from this; this approach is known as interpretivism, a subjectivist philosophy (Saunders eat al, 2019).
  
Interpretivism, unlike positivism, does not believe that there is one true reality; the ontology is expected to construct multiple meanings through culture, interpretations, experiences, and processes with the epistemology focusing on narratives stories and perceptions of understanding thus creating qualitative data (Saunders eat al, 2019).  

In essence, the researcher will naturally draw conclusions from the information, making their own assumptions; objectivity is key to enhance reliability and validity.  

Alongside the primary data obtained from semi structured interviewing, secondary data will also form part of this study. This data is provided directly from previous recruitment processes for the role of police officer since 2019. 

[bookmark: _Toc82463170]3.2 How the participants were chosen 
Due to the time constraints involved in this study, consideration has been given to selection and sampling.  

Probability and non-probability sampling can be broken down into sub-categorises and the decision on which route to choose depends on variable factors such as the knowledge of the population and the resources available to the researcher (Blaxter et al, 2010). To ensure that the reason for choosing a career in the police force is still at the forefront stratified sampling method has been used.  

Female new recruits, who have started within the last 28 weeks, will be interviewed only. The reason for choosing early entrants is they will still have a strong, untarnished view on why they chose police officer as a viable career and have been sheltered from organisational politics or other individuals' opinions as they are still within their training period located away from the frontline realities of policing.  

Participants will be asked to complete and a sign a confidentiality agreement which will provide a clear outline of how any disclosure of information will be used. A copy of this is available in appendix 2. 

[bookmark: _Toc82463171]3.3 Reliability and validity 
As this research fundamentally extracts qualitative data from participants, it assumes that there is not one correct answer and comes from a perspective that there are multiple versions of reality linked to each individual context the event occurred in (Clarke and Braun, 2013). Due to this the research design and methodology can reliably be repeated however excitingly the outcomes will always differ as the participants will change. Even if a constant sample was interviewing over time, life experiences and events will change perceptions.  

It is vital that as the researcher plays a key role in extracting information from participants, they must remain objective and balanced during the interviewing and the analysis of the research; although it is inevitable that the researchers' values and mindset will affect the research and results (Greener, 2008). To ensure validity of the results, participants must be able to express their own perspectives and life experiences safely without the interruption of the researcher; although the researcher is leading the conversation open questioning and listening techniques should be utilised. 

[bookmark: _Toc82463172]3.4 Limitations of chosen method 
The interviewing process will create qualitative data which will require thematic analysis. Although this approach to data collection allows the researcher to build a holistic and complex picture of the situation by identifying and reporting themes, this approach requires the researcher to be aware of any bias when interpreting the data and being aware that the data is open ended eliminating the ability to ‘prove’ a hypothesis (Castleberry & Nolen, 2018).  

Due to the time constraints of this research the largest concern is the sample size. If there was more time available, the sample size would be larger with consideration given to include males to draw further conclusions or variations to create stronger recommendations. 

Consider interviewing females at different stages of their career rather than just entry level to further inform decisions on recruitment and retention strategies. 
Although the questions were vigorously analysed to ensure they extracted the right data (see appendix 1). 

Conducting a pilot of the semi structured interview questions and running order to ensure the individuals engaged proactively and reacted in the desired way to optimise the time afforded to undertake the interview.  To ensure the questions designed are ethical, they were agreed with by senior management at DPP (see appendix 2). 

[bookmark: _Toc82463173]4. Results and Analysis 
Applying a thematic analysis to the interviews has identified some key themes as shown in table one.  

Theme (1) – lifelong career & stability  
Theme (2) - waited until 100% being ready  
Theme (3) - role model 
Theme (4) - wanting to help others  
Theme (5) - determined to prove policing is for everyone / never gave up  
Theme (6) - skills are not gender specific and typically ‘female’ skills have a key place in providing a policing service  

[bookmark: _Toc82463174]4.1 Theme 1 - lifelong career & stability 
All interview participants discussed how they viewed the role of police officer as a lifelong career option, in which they took seriously due to the fact that they were aware this would be the next 35 years of their life. “It's a career you know, you join now and I'm in for 35 years so it's not just, you know, a job you're in and you're going to swap within like two years” (Interview C, female). 
Lester (1983) noted that pay and security was a strong motivator for becoming a police officer, and despite the role changing a considerable amount over forty years, it is still the case that females are looking for stable employment.  Although job security might be a motivator for joining, wider research would need to be undertaken to look at the long-term attrition rates of officers. 

“I can't really see myself doing anything else anymore.... Definitely here for the long run” (Interview B).  

It is important that retention strategies are put into place to ensure talent is retained. Although not directly linked to recruitment, one participant raised concerns around uniform not being suitable for a female's body shape.  “The toolbelts are so uncomfortable.... we all get bruised hips from them” (interview B, female). This has a negative impact on females joining the force as it shows that their needs are not fully considered and in fact, causes females to pay for their own upgraded equipment to be comfortable in their uniform.  

4.1.1 Specialisation and promotion 
CID is typically an area that attracts females. This role is perceived to be more office based and by definition is easier to accommodate flexible working to suit family commitments. However, the requirements of the role still need to be taken into account when deciding where, and if to specialise.  

“CID is more sexual offences and that sort of stuff, so I don't really want to do, I'd rather do the more proactive stuff like the prevention more than anything” (Interview B).  

[bookmark: _Toc82463175]4.2 Theme 2 – waiting until 100% ready for the role of police officer  
Several of the participants took steps to ensure they knew they were 100% ready for the role of police officer before committing.  

4.2.1 Becoming a special constable  
A special constable is a volunteer police officer who has all the same powers as a paid police officer. Although the role is designed for individuals to give back to their communities, the role does provide a good insight into the role of police officer  

"I joined as a special first and that just opened my eyes completely and the first few weeks, I was absolutely terrified. I just didn't want to go to any jobs.... but I think you just become tough skinned and I like the variation like no day is the same” (Interview C, female). 

“Got some really good experience out of it and realised that I could actually do the job... After two to three years, I decided to apply for full time and used like what I'd learn as a special to help me get in.” (Interview B).  

Other participants took other measures to ensure they were 100% ready. 

[bookmark: _Toc82463176]4.3 Theme 3 - role model 
For some of the participants they had created their own policing role models. One of the participants was keen to discuss where they knew a female police officer “She's had a baby and just come back, that's like a massive inspiration... and I hope if it ever comes that day, I'll be able to do exactly the same” (Interview C, female). This shows that unconsciously there is a concern about being a police officer and raising a family but having awareness of someone successfully doing this, assisted in removing the perceived barrier.  Conversely, the individual was very aware of what they might be giving up when they choose to have a family "there's birthdays I'm going to have to miss.... I think it's just one of those ones where it's a rewarding job, but it comes with challenges, and you know, you’ve just got to balance it” (Interview C, female). 

For others they were acutely aware of the role model they would become, just because, they are a female in a policing environment.  

[bookmark: _Toc82463177]4.4 Theme 4 - wanting to help others 
Working within a police force, a key part of any role is contributing to the service given to the communities. The ethos of wanting to help others is key contributing to factor to why the participants joined as a police officer.  “Most of the time you're dealing with people that don't want you there, but I think it is the bits when people appreciate your presence and just making someone's day really, it could just be 5 minutes, and you know you're waving to a little kid in the car.... really makes their day; it's little things like that” (Interview C, Female). 

Another participant is driven to help others in a vulnerable situation due to the service she was given when in need of the Police.  

[bookmark: _Toc82463178]4.5 Theme five - determined to prove policing is for everyone  
Although similar to becoming a role model, this theme goes further and explores personal reasons for growth and internal confirmation of achievement as a police officer. All participants have a clear goal and route for progression into specialist roles, surprisingly all participants want to specialise into roles which are typically male dominated.  

“Although, my aspiration is to join firearms and I know there's not many female officers there, but that hasn't stopped me at all. I just think, you know you might have some stick and stuff, but at the end of the day we're all getting paid the same” (Interview C, female). 

Conversely it is perceived that due to targeted recruitment to increase diversity, there is a perception that females will be selected for roles just because of gender. “A lot of people will say, you'll get that easy because you're a female and they want females” (Interview C, female). 

However, recruitment processes are fair and transparent and gender does not impact the decision making. Therefore, it is crucial that communication clearly defines the recruitment parameters and doesn’t contribute to de-valuing a specific role because a female was successful to appointment with assumptions made, they were just given the opportunity due to gender rather than on personal merit.  

“I'm the type of person that doesn't like people thinking I can't do something, so I like to prove them wrong” (Interview B) 

[bookmark: _Toc82463179]4.6 Theme six - skills are not gender specific for the role of police officer 
Being a good communicator was one of the main skills outlined to be a successful police officer.  “You speak to so many different people and you've just got to adapt to the way you approach people. I don't think it would be just females though” (Interview C, female).  
However, it was noted that being a female assisted with deescalating a situation.  “If there's a like a male that you know is kicking off, and when he sees a female, you know they aren't going to punch a female, so I found that they calmed down a lot more” (Interview C, females).  

Clearly there is a place for skills which are typically categorized as ‘feminine’ in a policing environment. Different personalities are also attributed to being a successful police officer. "Like all the different personalities bring something different to the force and into policing. I don't think you have to be a standard personality because I think if you have too many of the same it does not work... You need to have that variety of personalities on a shift, yeah otherwise” (Interview B).  

There was little mention of skills required to undertake the physical nature of the role. Only one participant felt that initially felt that they needed to be bigger.  

[bookmark: _Toc82463180]4.7 Recruitment data 
From the secondary data extracted from the applicant tracking system (ATS), it is clear to see that more males have applied for the role of police officer between 2019 and 2021 shown in Figure 1.  
ADD FIGURE
Despite this large difference in initial applications, there is a significant smaller difference in candidates being appointed into the role suggesting that more males fail at stages within the recruitment process compared to men.  

Appendix 3 details the stages of the recruitment process.  

At all stages where a candidate could fail, more males fail than females this could be due to a larger number of males in the process. It would be prudent to also consider the stages of the process using an adverse impact calculator to ensure no particular group of people are at a detriment. Table 2 shows a breakdown of the stages of recruitment attrition and the number of candidates lost at each stage.  
[bookmark: _Toc82463271]Table 2 - Breakdown of police officer recruitment stages
	Recruitment Stage 
	MALE 
	FEMALE 

	Eligibility Fail 
	80 
	43 

	Application Fail 
	912 
	620 

	Assessment Centre Fail 
	88 
	47 

	Interview Fail  
	68 
	25 

	Pre employment checks Fail  
	15 
	4 

	 

	Applicants fail to respond 
	66 
	44 

	Applicants withdrawn  
	61 
	47 


 
Figure 3 shows the percentage of candidates who are successful to appointment in the role.  
[bookmark: _Toc82463272]Table 3 - Gender breakdown of candidates appointed to the role of police officer
	 
	
	2019 
	2020 
	2021 
	Total 

	Female 
	
	3.03% 
	2.79% 
	1.98% 
	2.69% 

	Male 
	
	2.84% 
	3.60% 
	3.50% 
	3.30% 


 
It is key to note that Dyfed-Powys Police run bulk recruitment campaigns and as such candidates are not always appointed in the year that they apply. There are also several candidates in the 2021 campaign who are yet to be reflected in figure 3.   

Considering the data revealed during the interviews, females are more likely to ensure this is the role for them before applying and as such research the role and seek opportunities which enable them to have the right skills for the role subsequently immersing themselves in situations which could be transferred to the application and interview process for success.  The literature review also explored the notion that females achieved better academically than males therefore this could impact the approach taken to complete the application form process.  
To increase the number of females joining the force, the data is clear; more females need to be attracted to apply for the role.
 
[bookmark: _Toc82463181]5. Conclusion 
It is obvious from the data that less females are attracted to the role of police officer with the aim of this research report to analyse the reasons why, to inform the creation of a long-term recruitment attraction toolkit at Dyfed-Powys Police.  

The literature review highlighted that there are barriers to females considering roles within male dominated industries. These barriers and concerns are often intrinsic to conforming to gender normalities that are decided by society and it is the individual motivations which break the social expectations. Recruitment campaigns can only so far when society dictates what a female's career path should look like.  

The newly appointed female police officers at DPP exhibited skills of strength, confidence and determination and it is these skills which ensured they were successful to appointment in the role. Although barriers, specific to being female, were observed, and despite a lack of female representation or role models, these individuals have continued to strive and prove that policing is for everyone. Individually their goals are to move laterally into specialised policing roles, but unconsciously in union they are determined to be role models for the next generation, ensuring the communities of Dyfed-Powys Police see a competent police officer, and not a gender.   

It is evident that there is some leaning from this research report to improve the attraction of the role of police officer to females, but this is not something where the results will be quick. Ensuring Dyfed Powys Police have a visible female police officer team responding to incidents, attending schools and paroling the streets, this will unconsciously create directionality in young females, proving this role is for them.  

For the current female generation who does not think they are ready for the role of police officer yet, these are the females that need to be targeted by an attraction toolkit; highlighting the importance of the skills learnt in other employment, family life and, overall personality and character which makes an individual a competent police officer.  
Further research should be undertaken to determine any further gender variations by interviewing male new starters.  

[bookmark: _Toc82463182]6. Recommendations
The following recommendations have been made and presented as part of this report research. A summary of these recommendations can be found in Appendix 4 as an action list.  

[bookmark: _Toc82463183]6.1 Recommendation 1 
Raise with the gender equality staff support group issues concerning the unsuitability of the uniform for females and the cost placed on individuals to make the uniform comfortable – employee voice - engagement and retention. 

[bookmark: _Toc82463184]6.2 Recommendation 2
Despite the typical millennial assumptions, there is still a desire that police officer can be a long-term career with stability and career progression. Consider communicating this message when recruiting 

[bookmark: _Toc82463185]6.3 Recommendation 3 
Females interviewed only saw policing as a viable career once they deemed themselves as ready – whether this be life experience or policing experience. Creation of events which assist people in confirming they have the skills required?? Positive Action officer to take the lead. 

[bookmark: _Toc82463186]6.4 Recommendation 4
Case studies of females succeeding in specialist roles/promotion used as part of recruitment campaigns. Ensure female representation is visible when visiting schools. Becoming a role model to other females is a big driver of why policing has been chosen as a viable career. We already have females occupying these roles in force – use them 

[bookmark: _Toc82463187]6.5 Recommendation 5
Surprisingly all females interviewed wanted to specialise in typically male dominated roles. There is a real opportunity for recruitment/positive action to support these individuals to achieve their goals and improve the diversity of these departments before they encounter any barriers.  
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[bookmark: _Toc82463189]Appendix 1 - Semi structured interview questions 

1. Tell me a bit about how you decided this was the role for you? 
2. What main factors/motives that influenced your decision to join?  
3. What barriers did you face? Tell me about some of these.    
4. What were your main concerns with the role of police officer? How did you overcome these? 
5. What was the reaction from people in your life when you said you wanted to become a police officer or were offered the role? 
6. What policing female representation have you experienced? How did you know you could succeed as a female in a male dominated sector?   
7. Do you think you have had to make a trade off with anything else to undertake this role? 
8. Do you think you have to have a specific personality/character to be suited to a policing environment?  
9. When you think about your future career as a police officer – what do you think the barriers are to your progression? Do you feel some specialist roles/departments are ‘out of reach’ for females? 
10. What advice would you give the next generation of females who might be considering policing as a viable career? 


[bookmark: _Toc82463190]Appendix 2 – Confidentiality agreement 
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Confidentiality agreement
1) What is the study about? 
You are invited to participate in a study which will explore why females choose the role of police officer.  
You have been chosen as part of this study due to you recently joining Dyfed-Powys Police as a student police officer.
I am passionate about increasing and supporting females in policing and I am embracing this opportunity to learn more about your views/opinions. 
All information obtained from this study will be kept confidential and collected for the purpose of research only. Any findings shared in the research will be kept anonymous. 

2) Who is carrying out this study?
This research is being conducted by Katherine Hobbs, Postgraduate student at the University of Wales, Trinity Saint Davids under the supervision of Dr Emma Roberts (Lecturer MBA Human Resource Management, CIPD and DBA). 
The research will contribute to the completion of a Postgraduate HR qualification. 
If you have any concerns, you can contact Emma Robert via email: e.roberts@uwtsd.ac.uk
Consent declaration
I consent to: 
· Participating in the study via an interview process   ☐
· The interview being recorded for purpose of research only ☐
· Any outcomes derived from the interview being published in the research report anonymously ☐

Print name: 

Sign:

Date:

[bookmark: _Toc82463191]Appendix 3 – Sign off from senior management of research questions 
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[bookmark: _Toc82463192]Appendix 4 - Stages of the recruitment process.  




[bookmark: _Toc82463193]Appendix 5 – Action Plan  
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