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This dissertation critically analyses the organisational, structural and cultural barriers that inhibit the development and progression of female officers to senior ranks throughout their career in Devon and Cornwall Police, thereby addressing a critical research gap.

A mixed-methods approach was employed to obtain quantitative and qualitative data and following an extensive review of existing academic research, primary data was gathered via an anonymised survey which was completed by 35 female officers. 

The findings highlight a real gap between formal organisation commitment and intent and the cultural reality experience by female officers.  An overwhelming number of respondents reported having experienced gender bias (88.6%) or witnessed it (94.2%).  The research identifies that barriers to profession operate across a cumulative ‘labyrinth’, rather than a singular ‘glass ceiling’ or ‘sticky floor.’  One of the main barriers is the perception of a pervasive, male-dominated ‘macho culture’ or style of leadership, which erodes female confidence and forces women to adopt inauthentic leadership styles to fit in.

Furthermore, significant structural barriers were identified in relation to the impact of caring responsibilities, and the fact that women disproportionately have the bulk of these, and the ability to juggle these with work life.  This study also demonstrates the detrimental impact of informal ‘old boys clubs’ and informal support networks, which tend to favour men.  Crucially, the role that men play in embedding gender equality is not felt – only 5.7% of respondents perceived that senior male colleagues actively supported the progression of women.


	Agree	Strongly agree
	
Based on these findings a serious of actionable, evidenced based recommendation are proposed.
2

2


Table of Contents

Declarations	ii
Acknowledgements	iii
Abstract	iv
List of Figures and Tables	vii
List of Appendices	vii
1.1 Introduction	1
1.2 Legislation	2
1.3 Rationale for Research	3
1.4 Aims and Objectives	4
1.5 Methodology	5
1.6 Structure	6
Chapter Two: Literature Review	8
2.1 Introduction	8
2.2 Gender Equality Legislation in the United Kingdom	9
2.3 National Context	10
2.4 Context in Devon and Cornwall	10
2.5 Current Policing Picture	12
2.6 Female Officer Experience and Equality	13
2. 7 Progression and cultural barriers	14
2. 8 Progression and structural barriers	19
2.9 Workloads and flexible working	19
2.10 Promotion	20
2.11 The Role of Men	21
2.12 Conclusion	22
Chapter Three: Methodology	23
3.1 Introduction	23
3.2 Research Strategy	23
3.3 Research Methodology	27
3.4 Approach undertaken	31
3.5 Data Collection	32
3.6 Limitations and Potential Hurdles	34
Chapter Four: Analysis	36
4.1 Introduction	36
4.2 Background of Respondents	36
4.3 Organisational, Structural and Cultural barriers to progression	38
4.4 Lived Experience of Women in the Organisation and Perceptions of Equality of Opportunity, Workplace Culture and Support Mechanisms	43
4. 5 Policy & initiative effectiveness	47
4.6 Cross cutting issues	51
Chapter Five: Conclusion	52
5.1 Introduction	52
5.2 Culture	52
5.3 Policy	53
5.4 Promotion Processes	54
5.5 Development Support	54
5.6 The Role of Men	55
5.7 Overall Impact	56
5.8 Recommendations	57
5.9 Contribution to Knowledge and Policing Practice	57
References	59
Appendix A - Female Officer Promotion Questionnaire	69







[bookmark: _Toc233819088]List of Figures and Tables

Figure 1 – Types of discrimination…………………………………………………………………..2
Figure 2 – Substantive respondent rank…………………………..………………………………37
Figure 3 – Respondent experience.…………...…………………..………………………………38
Figure 4 – Existence of informal networks.…………...…………………..……………………….42
Figure 5 – Gender equality in promotion outcomes.…………...…………………..…………….48
Figure 6 – Opportunity to progress in comparison to men.…………...……………….…………50

Table 1 - Proportion of females per rank, Devon and Cornwall Police………………………….11
Table 2 – The 5 traditional qualitative approaches……………………………………………….30

[bookmark: _Toc233819089]List of Appendices 

Appendix A – Female Officer Promotion Questionnaire
Chapter One: Introduction

[bookmark: _Toc233819090]1.1 Introduction
The equality of opportunity and culture experienced by female police officers has changed within the UK and internationally over the past few decades, both in respect of leadership positions and specialist roles.  Individual forces have publicised the changes and improved equality that now exists for women officers compared to a generation ago (Metropolitan Police, 2018), however, empirical research shows that gender representation at senior ranks is not equal and that a gender pay gap still exists.  In the largest police force in the UK the mean difference in pay between men and women officers across the organisation is 4.9% (Metropolitan Police , 2025), meaning that despite the changes male officers earn more than women officers (largely on account of the under-representation of women at senior, better paid ranks).  

The fact that UK policing has publicly committed at the highest levels to further embedding gender equality is evidenced by the fact that each UK police force has signed up to the Policing HeForShe initiative, with a commitment to individually and jointly embed the ethos of HeForShe within each force in the UK and eradicating disproportionality (HeForShe, 2020).  HeForShe is a UN created global initiative to engage men to assist in achieving gender equality in the workplace and UK policing further demonstrated this commitment by recommitting in 2024 to tackling sexism, misogyny and gender imbalances in middle management teams (HeForShe, 2024).    The underrepresentation of women at more senior ranks, however, demonstrates the limitations of HeForShe and other organisational commitments.


[bookmark: _Toc233819091]1.2 Legislation
Within the UK the primary piece of legislation which addresses gender equality in the workplace and more widely is the Equality Act (2010).  This piece of legislation brought together several disparate protections from discrimination and focusses on ‘protected characteristics’ (Legislation.gov.uk, 2026), which include characteristics such as age, sexuality and gender.  This legislation protects current, former and potential employees from discrimination and places a positive obligation on Devon and Cornwall Police to:
· Ensure they do not unfairly discriminate in any aspect of work
· Take active and reasonable steps to prevent discrimination
· Take reasonable steps to protect people from discrimination by others, such as those outside of the organisation
· Look after the wellbeing of their workers – 'duty of care' (Advisory, Conciliation and Arbitration Service (ACAS), 2025)

The act further defines the types of discrimination that employees and individuals can suffer, with the 6 types of discrimination that employers can directly cause individuals to suffer shown below (the 7th is protecting employees from discrimination by other third parties):
[image: ]Figure 1 - Types of Discrimination
(Diverse Cymru, 2026)

Despite the legal duty to eradicate discrimination and the commitment to do so, further research from the national police HeForShe report demonstrates significant under-representation of women at middle management and senior levels across all police forces in the UK and highlights that this is “the most obvious means of showing the imbalance of power between men and women” in these organisations (HeForShe, 2019).  The existence of legislation alone is not enough to embed gender equality (HM Government, 2019), and this is evidenced by the gender disproportionality at more senior ranks in policing and within Devon and Cornwall (HeForShe, 2025).  Critics argue that legislation alone does not result in real and effective gender equality change and that social processes which effect understanding, processes and behaviours is required (Amnesty International, 2024).  Legislation and policy, therefore, is only part of the solution and this dissertation will explore the cultural barriers that exist.

[bookmark: _Toc233819092]1.3 Rationale for Research
Although policing organisations publicly commit to gender equality, critics argue that such commitments often lack meaningful implementation and change, resulting in persistent structural and cultural inequalities. The Baroness Casey report examined the role of culture within the Metropolitan Police and concluded that the organisation was institutionally misogynistic, highlighting a “boys club culture” which impeded the progression of women, particularly in specialist functions (Casey, 2023).  Furthermore, a range of academic research supports the notion of prevailing gender inequality in UK policing (Brown, et al., 2019), with international research supporting the fact that this appears to be a global issue in policing (Garcia, 2021).  The reasons are multi-faceted, and a range of impacting factors have been suggested by academics from the expectation of an archetypal masculine version of police leadership (Loftus, 2009) to the societal expectation for women to be primary carers and the impact of balancing child caring with work and career progression (Silvestri, 2006).  Alexander and Charman (2024) respectively categorise these separately as cultural and structural barriers which both serve to inhibit the progression and opportunity for women.

When examining Devon and Cornwall police a gender imbalance in leadership roles continues to exist, with women making up 55.3% of the lowest paid quarter of roles – this is disproportionate to the fact that the proportion of women within the organisation is 35.9% (Gender Pay Gap Service, 2024).  This report aims to critically examine the organisational, structural and cultural barriers that inhibit women’s progression to senior ranks or role speciality within Devon and Cornwall police.  Much has previously been academically researched in respect of the barriers that exist for women in their careers and specifically in policing.  This report, however, will look at the extent at which structural barriers exist specifically within Devon and Cornwall Police and the impact these have on preventing women from achieving equality.  Furthermore, the role of men in embedding gender quality is often overlooked with an Ipsos survey showing that 29% of British Men believing that feminism down more harm than good (Beaver, 2022) – this role will also examine the role that men play in not addressing gender inequality.  

[bookmark: _Toc233819093]1.4 Aims and Objectives
This dissertation will explore and critically examine the organisational, structural and cultural barriers that inhibit women’s progression to senior ranks, as well as identifying strategies that promote gender equity and inclusive leadership across policing.  The following research objectives will be explored in detail in this dissertation:
1. To critically review existing literature on gender equality, leadership, and women’s progression within UK policing
2. To explore factors that influence the career progression and leadership opportunities for women within Devon and Cornwall, including cultural factors but with a particular focus on organisational and structural barriers 
3. To assess the perceptions and lived experiences of women within Devon and Cornwall in relation to equality of opportunity, workplace culture, and organisational support mechanisms.
4.  To identify and evaluate the effectiveness of existing policies and initiatives aimed at improving gender equality and women’s representation in senior roles 

[bookmark: _Toc233819094]1.5 Methodology
This dissertation will involve a mixed methodology of research and will see data being collated from both primary and secondary sources.   A mixed methods approach for this dissertation will be effective as it will allow for official empirical data to be analysed alongside the up to date, lived experience from individuals in policing.  

The methodology of this dissertation will focus on two distinct phases: the first of these will be the literature review of existing literature (this is the secondary research methodology).  A literature review is appropriate for this dissertation and will assist in analysing current societal and academic thinking on the issue of gender equality and misogyny in policing, which is topical and features in ongoing political discourse (BBC News, 2025).  

The second phase will be a primary research methodology which will allow for local, contextualised and first-hand perspectives to completement the body of academic research that already exists.  A mixed methodological approach will be used utilising existing information, alongside individual perspective.  A wealth of official resourcing data exists in police forces in the UK and Human Resourcing data will be used to understand the number of women in management roles within Devon and Cornwall Police – this the quantitative aspect of the mixed methodology.  A qualitative approach will also be used by means of an interpretive phenomenological approach.  This will be achieved through surveys with selected female officers, such as middle or senior managers, within Devon and Cornwall Police.  

[bookmark: _Toc233819095]1.6 Structure
This dissertation will be divided into five chapters, with the first chapter introducing the research question, aims and objectives of the research, along with a brief description of the methodology employed.

Chapter two will concern the literature review and will see a critical analysis of existing literature, comment and research in respect of female representation within policing, with a particular focus on middle and senior management ranks.  This chapter will also refer to other UK police forces; the work and comment of other academics exploring this topic and the situation of women within wider society and policing internationally. 

The third chapter will then focus on the methodology that will be used to obtain and then analyse primary data from within Devon and Cornwall Police.  This will focus on the approach used and the way in which this will complement the literature review and contribute to the overall aims and objectives of this dissertation.

Chapter four will then present the findings obtained from the primary research, identifying the common themes and trends and critically analysing these accordingly.  These findings will be reviewed in conjunction with the body of research that already exists and which was explored in the literature review of chapter two – in this way the results in Devon and Cornwall can be compared to the national, generalised findings explored in this part of the dissertation, with new findings contrasted and areas of commonality identified.

The fifth and final chapter will set to provide a coherent conclusion to this body of work by elucidating the findings and themes from both research approaches.  Areas of corroboration and difference will be highlighted, and several recommendations will be made in respect of the current status of gender equality within policing, specifically within Devon and Cornwall Police, and future steps that can be taken to further the stated aims of HeForShe and make the organisation more gender equal.    It is anticipated that these recommendations will be of relevance and used by policy makers within Devon and Cornwall police, as well as within wider UK policing.











[bookmark: _Toc233819096]Chapter Two: Literature Review 

[bookmark: _Toc233819097]2.1 Introduction
This chapter critically analyses the organisational, structural and cultural barriers that inhibit the development and progression of female officers to senior ranks throughout the totality of their career in policing.  

All UK police forces have publicly committed to greater gender equality, whether through legislation such as the Equality Act (2010) or strategic commitments like the UN HeForShe initiative.  Personnel data, however, shows that gender disproportionality in senior ranks and gender pay gaps persist.  Within Devon and Cornwall, as an example, a total of 37.2% of all officers are female, however, women remain significantly under-represented in middle and senior leadership positions.  This existing body of academic research predominately addresses wider concepts and issues in policing across the UK and internationally.  There remains little, if any, academic research specifically on a locally contextualised basis within Devon and Cornwall about the issues affecting gender equality and female officer promotion.  This dissertation therefore aims to explore the wider issues by understanding academic discourse before then addressing the research gap and answer in the research question.  

The focus of review in this this chapter specifically addresses objectives 1 (the other objectives are met through empirical data gathering and analysis and are addressed in subsequent chapters):
1. To critically review existing literature on gender equality, leadership, and women’s progression within UK policing

This literature review will explore the reasons why this gender disparity continues to exist and the barriers that prevent women from advancing to more senior ranks in equal measure to male police officers.  Topics reviewed include policing culture and the expectation for ‘macho’ male leadership; the conflict of caring responsibilities in conjunction with career ambition; male allyship and promotion processes.  At the conclusion of this chapter, it is hoped that a deeper understanding of the key issues is understood and that this will help inform and justify the need for Devon and Cornwall police specific empirical research in respect of gender progression.

[bookmark: _Toc233819098]2.2 Gender Equality Legislation in the United Kingdom
Within the UK there are several legislative obligations on individual police forces to ensure equality for those with ‘protected characteristics’ - age, disability, gender reassignment, marriage pregnancy, race, religion, sex and sexual orientation (EHRC, 2021) - as follows:
· The Equality Act (2010) – this places a legal responsibility on employers to prevent direct and indirect discrimination, victimisation and harassment
· The Public Sector Equality Duty – section 149 of the Equality Act places a specific statutory responsibility on public bodies to eliminate discrimination and advance equal opportunity 
· The Worker Protection Act (2023) and Employment Rights Act (2025) – this places a proactive preventative duty requiring employers to prevent sexual harassment
· The Gender Pay Gap Regulations (2017) – this dictates that any organisation with over 250 employees must report on gender pay data annually (College of Policing, 2026)

Devon and Cornwall Police therefore have a legal, as well as a moral obligation, to ensure gender equality.   However, as referenced by internal Devon and Cornwall resourcing data and publicly available gender equality data, gender disproportionality still exists within the despite this legislation.

[bookmark: _Toc233819099]2.3 National Context
Gender disproportionality exists at senior ranks and a gender pay gap still exists – in the largest police force in the UK the mean difference in pay between men and women officers across the organisation is 4.86% (Metropolitan Police , 2025), meaning that male officers earn more than women officers (largely on account of the under-representation of women at senior, better paid ranks).  Further research from the police HeForShe report demonstrates significant under-representation of women at middle management and senior levels across all police forces in the UK and highlights that this is “the most obvious means of showing the imbalance of power between men and women” in these organisations (HeForShe, 2019).  

[bookmark: _Toc233819100]2.4 Context in Devon and Cornwall 
To provide a local, Devon and Cornwall context to these considerations, a total of 37.2% of officers are female, which is in line with the national police average (Devon and Cornwall Police, 2026) – this has increased from 35.9% from a comparable period 3 years ago, however, the reality is that this only equates to 7 extra female officers in this time.

When looking at rank within Devon Cornwall Police, the below table demonstrates the gender split according to rank (Devon and Cornwall Police, 2026):



Table 1 – Proportion of females per rank, Devon and Cornwall Police
	Rank
	Proportion of females

	Constable
	39.6%

	Sergeant
	29.7%

	Inspector
	29.7%

	Chief Inspector
	43.8%

	Superintendent ranks
	28.9%

	Chief Officers
	20%



The national trends in gender representation are also replicated in Devon and Cornwall – women are less likely to be progress to more senior ranks (with the exception of the Chief Inspecting rank, however, the smaller sample size means that small changes may result in big percentage changes).  The smaller number of women in lower-level supervising ranks at Sergeant and Inspector, in particular, means that there is a lack of a ‘pipeline’ for future progression within the organisation and an inhibitor to correcting the disproportionality.

Furthermore, women make up 55.3% of the lowest paid quarter of roles - this is disproportionate when compared to the fact that the female headcount is 35.9% (Gender Pay Gap Service, 2024).  

Much has previously been academically researched in respect of the barriers that exist for women in their careers and specifically in policing, but this report aims to critically examine the organisational, structural and cultural barriers that inhibit women’s progression to senior ranks or speciality of role within Devon and Cornwall police.  


[bookmark: _Toc233819101]2.5 Current Policing Picture
Despite a national, coordinated strategic commitment to gender equality in policing on a it remains the case that only just over a third of officers are women (Stephens, 2025).   The exact figure of female officers is 36.1% (Home Office, 2025) and nationally, this is far less than the general population of the UK, which is roughly half female (ONS, 2025).  By way of comparison, females occupy 62.8% of police staff, which is more than the general population (Home Office, 2025).  A disproportionality does not exist in police staff roles, however, and this could be indicative of women occupying comparatively lower paid positions and contributing to the observed gender pay gap.  For this reason, this study looks at the disproportionality in respect of gender for police officer roles – there is a need to understand this disproportionality in respect of gender when compared to the general population and this does not exist with police staff roles.

UK Policing and other law enforcement agencies have joined the UN backed HeForShe gender equality movement, which sees men equally address gender imbalance within policing and commit to improve the opportunity and representation of women at all levels (HeForShe, 2025).  The commitment to change is welcomed by advocates of gender equality but the translation into action is criticised.  A range of academic research supports the notion of prevailing gender inequality in UK policing (Brown, et al (2019), with international research supporting the fact that this appears to be a global issue in policing (Garcia, 2021).  A range of impacting factors have been suggested by academics, ranging from the expectation of an archetypal masculine version of police leadership (Loftus, 2009); the societal expectation for women to be primary carers and the impact of balancing child caring with work and career progression (Silvestri, 2006).  Alexander and Charman (2024) respectively categorise these as cultural and structural barriers inhibiting the progression and opportunity for women.
[bookmark: _Toc233819102]2.6 Female Officer Experience and Equality
Much research has been conducted on the progression of women in large organisations, with the term ‘glass ceiling’ being a term popularised as far back as 1978 (Kagan, 2025) – this term refers to the invisible systemic barrier that exists in male dominated corporate hierarchies which prevent women from achieving senior positions.  Another academic and social description references the ‘sticky floor’ that women face to progression – this describes the obstacles that women face early on in their career whilst in relatively low grade/low paid roles (Christofides, et al (2013).  Carli and Eagly (2016), however, argue that these theoretical frameworks do not accurately describe the challenges that women face in a male dominated hierarchy:
· In respect of the ‘glass ceiling’ - few women rise to the upper echelons of the organisation and, if they did, they theoretically would break the ceiling for other women to follow (a phenomenon not seen in substantial numbers or borne out by the data)
· In respect of the ‘sticky floor’ - this would indicate women can never rise above this and that if they do, they are free of organisational barriers once they rise above entry-level positions (which is not the case)

The gender representation data within Devon and Cornwall do not support either description.  Eagly and Carli (2007), however, provide an alternative theoretical framework which better describes the journey of women moving through a male dominated hierarchy as being more akin to a labyrinth: it is difficult but not impossible.  The metaphor describes that a woman’s route consists of multiple paths, some with dead ends, and that the route to leadership involves complications, obstacles and trial and error throughout their career, for example, not at the very start or end, as favoured by other metaphors.

There are a multitude of barriers to women within organisations, all contributing to the labyrinth affecting women’s progression and ultimately resulting in fewer women in senior policing ranks.  A large body of research has been conducted in respect of these barriers in policing (Huff, et al., 2024).  Collectively, this academic literature highlights that barriers to women’s progression in policing operate across the entire career lifecycle of an officer, from the lower number of women that apply and are recruited into the profession (Clinkinbeard, et al (2020) through to promotion. Several studies focus primarily on entry‑level psychological and physical barriers (Clinkinbeard, et al (2021); (Shulze, 2012); while others argue that this only one part of the problem and highlight that organisational processes such as promotion frameworks and informal sponsorship networks show that this disadvantage for women continues well beyond initial recruitment (Police Educational Research Forum, 2023). Furthermore, the experience of women within the organisation in respect of experiencing harassment (Rief & Clinkinbeard, 2020) and conflict with family caring responsibilities ( (Schulze, 2011); (Yu, 2019)), means that women have greater barriers and obstacles than men even when not seeking advancement of their careers.  These studies suggest that gender inequality is not the result of isolated obstacles, but rather a cumulative effect of structural and cultural barriers that persist throughout women’s careers in policing.  Boyce and Heard (2003) observe that these barriers are further exacerbated in military or law enforcement agencies with a strong hierarchical structure, where the view of a ‘strong’ leader is synonymous with masculinity, machoism and being male.

[bookmark: _Toc233819103]2. 7 Progression and cultural barriers
Policing is regularly subject to public discourse owing to the unique nature and powers that are held by police officers.  Several recent media reports and high-profile investigations have shone a spotlight on negative internal police culture (IOPC, 2026) in addition to perpetuating the cult of toxic masculinity and misogyny (The Guardian, 2023).   This not only which impacts on the trust and confidence that the public have in the police, but it also means that a culture exists which makes it difficult for women to progress.  This follows on from the Baroness Casey report (Casey, 2023) which labelled the Metropolitan Police as institutionally racist, homophobic and misogynistic following a serving police officer abducting, raping and killing a young woman and the force’s subsequent handling of ensuing protests.  Casey (2023) further identified that there existed a “boys club culture” which impeded the progression of women.  Although these issues have predominately focussed on the Metropolitan Police the impact is felt across the country given the fact that this is the largest and most high-profile force in the country.

The impact of the presence and coverage of this culture is significant, not only for women in the organisation and progression within policing, but also on the effectiveness of tacking violence against women and girls, a key objective of the Government and a strategic policing requirement (Home Office, 2023).  To further emphasise this point, a study of front-line officers found an inability to empathise with female victims of crime and to understand the social context in which this offending took place, with Durose and Lowdnes (2023) arguing that this was directly because of internal culture.  A wealth of research shows strong correlations between institutional misogyny and decreased levels of trust and confidence in the legitimacy of the police (Cunningham, 2024) and this was clearly demonstrated after the murder of Sarah Everard when trust and confidence in the Met police fell sharply by 10% (More in Common, 2023).  Powerful social and media voices suggest that policing has ‘lost its way’ and is overly focussed on social and moral issues to the detriment of core policing values (Ashmore, 2026), however, academic researchers strongly argue that negative policing culture has a dual effect: on the confidence of the public in the police and the ability of women to progress (Turner, 2024).

Police culture can be difficult to define – Loftus (2008, p. 757) defines this as  “a set of shared informal norms; beliefs and values that underpin and inform police outlooks and behaviour towards people” whereas Reiner (1992, p. 109) defines this culture as  “the values, norms, perspectives and craft rules that inform police conduct.”  The existence of a male ‘macho’’ culture results from a need for all officers to fit in and display a ‘hegemonic masculinity’ – this leaves many women with the choice of either inherently not fitting into this culture, which would affect their career opportunities, or having to adapt and be a non-authentic leader to fit in (Turner, 2024).  Lila, et al (2013) argue that a prevailing male police culture embeds sexism and Charlesworth and Robinson (2012) state that this sexism extends not only to the assumption that males are inherently better officers than females but also from women who seek flexible or part time working on account of disproportionally having caring responsibilities (a double penalty and barrier).   The academic consensus, therefore, is women do not naturally fit into the stereotypical view of police culture and are disadvantaged by family responsibilities, with negative effect on their ability to progress.

It is little wonder that the lived experience of women in policing therefore echoes these views.   Alexander (2023) found that women in policing felt the need to conform to a “macho culture” where physicality and fitting in to expected norms were required to progress.  These views are not universal, however, with some senior police officers publicly stating that they do not feel being a woman is a barrier to a policing career (BBC News, 2018).

Recent public discourse and political comment have focused on the police being too “woke” and pandering to political causes, including gender and sex (Williams, 2022).  Critics, including serving Home Secretaries (Sky News, 2024), have added weight to this debate creating further public concern around the role of gender in policing – serving MP Sarah Pochin recently stated that female officers should be on patrol with a “great big strapping male”; that being female making them “look vulnerable” and that they should be deployed to “more sensitive situations” concerning domestic abuse and child safeguarding matters (BBC news, 2025).  These views and opinions allude to the fact that there is clearly a public view in some parts of society that policing is a preserve of men.

Clearly, there is a section of thought which does not see the lack of female progression in policing an issue – indeed, this view is that policing is and should be inherently male.   Beaton, et al (2022, p. 327) argue, however, that women “improve the work environment, generate more innovative ideas, better decision making, and improve officer performance” by contributing inherently different leadership approaches and skills than men, such as a preference for communication and collective decision making.  Wolfe and Lawson (2020) further argue that the behaviour of female police leaders is naturally more closely connected to strong organisational justice (that is, how fair front-line officers feel the organisation and supervisors treat them) which links to closer adherence to rules and higher productivity.  Academic research, therefore, is at odds with some section of public opinion. 

Despite the benefits that inherently arise from diversity of leadership and women in senior policing roles, a ‘cult of masculinity’ persists (Silvestri, 2003).  Research has shown that traditional masculine and transactional forms of leadership are closely associated with perceived ‘successful leadership,’ both in and outside of law enforcement (Saint-Michel, 2018).  This viewpoint applies to both men and women within policing who share and ultimately perpetuate this view (Abrams, 2012); the result is that it is difficult for women to be authentically true to their natural identity and they must become inauthentic leaders to fit in with policing culture and achieve progression.  Rowe (2006) argues that this is the detriment of police service change and that crisis of leadership and the inability make lasting change results from the lack of truly embedding a transformational leadership style.  This is not merely self-fulfilling for women but to help achieve the need to transform public service at a time of high public scrutiny and concern; embed diversity of leadership and thought and for the overall wellbeing of all police officers (Alexander & Charman, 2024).  Osterlind and Haake (2010) sound a note of caution – it is far too reductionist to simply assume that a female style of leadership is transformational whilst a men’s is transactional.  Furthermore, Haake, et al (2015) identify research and argue that both male and female officers express the importance of compassionate leadership.  The context of the organisation impacts on leadership style, and the actual leadership approach is more nuanced, but nonetheless traditional ‘masculine’ leadership (regardless of style) is traditionally seen as more effective.

A study into the experiences of senior women in policing found that there remained an expectation that in a 24/7 organisation such as policing there was still the expectation that women officers had to choose between a family or a career (Bailey, et al (2025).  The experience in UK policing largely replicates wider societal norms and the disproportionality of gender when it comes to child caring (Pinho & Gaunt, 2021) but is perhaps more acutely felt within policing given the prevailing macho culture and the ‘round the clock’ expectations and long hours.  Research by Todak (2023) concluded that the expectation of juggling work and family commitments led to significant sacrifices and ultimately, negatively impacted women’s opportunities and progressions across their entire career.  A disproportionate amount of child caring, including domestic responsibility, impacted on a female officer’s working life and their subsequent ability to progress to more senior leadership positions in the organisation – this may be particularly prevalent where the woman is in a relationship with a fellow officer as the career of the male will likely be prioritised (Bailey, et al (2025).  

This body of research therefore points to inherent cultural barriers which exist for women when seeking promotion across the entire of their service.

[bookmark: _Toc233819104]2. 8 Progression and structural barriers
The issues for women and career progression are not merely limited to cultural barriers – there are a real structural and organisational barriers which inhibit women’s career progression.  As an example, the only firearms range in Devon and Cornwall Police is based in Exeter – at the extreme end of the force boundary.  Armed firearms officers must undergo a rigorous training to become accredited and then undergo frequent week-long training.  Those with primary caring responsibilities would be unable to undergo this training and reaccreditation regime unless they lived near to the firearms range, which is 115 miles away from the most Western Cornish stations.  This has a direct impact on gender representation, with only 14 out of the 197 Devon and Cornwall officers in this department female (Devon and Cornwall Police, 2026).  Although the scope of this research focuses on promotion, this example very clearly shows how structural organisation can unintentionally disadvantage women; the mere location of a building can have far ranging consequences on equity of opportunity.

[bookmark: _Toc233819105]2.9 Workloads and flexible working
Policing is inherently unpredictable and can be subject to long hours.  An expectation to work overtime at short notice and to have to overwork to deal with heavy workloads was found to be incompatible with child caring responsibilities in a study with female officers (Bailey, et al (2025).   A further gendered expectation is placed on women leaders to be emotionally present and always attuned to the welfare needs of their teams, even when off duty – Charman and Tyson (2023) postulate that this additional emotion toll and expectation may impact on the sustainability and ability for progression in a female officer’s career.

The same research by Bailey, et al (2025) found similar unfairness in respect of flexible working practices.  Most police forces have policies to encourage the uptake of flexible working; however, inherent bias arose as the applications had to be approved by line managers.  This represents a competing dynamic as those requesting flexible working are more likely to be women with childcare responsibilities, whereas those line managers approving these applications are more likely to be men who will not have had the lived experience of juggling home commitments to the same extent as women.  This study further found evidence that when women did work part time, they were treated unfairly as the expectation and pressure on them led to overwork and a long-hours culture beyond their agreed hours – a ‘double edged sword’ of working as hard as full time workers whilst being held in less regard for being perceived to be a ‘part time’ worker (Silvestri, 2018).

A range of barriers and obstacles exist to pregnant women and those returning from maternity leave, all of which resolve around high expectations for women and not taking into account their position as expecting/new mothers - fitness tests; lack of appropriate uniform for lactating mothers; appropriate workloads; flexible working adjustments and even cognition/sleep deprivation following birth (Bailey, et al (2025).  The difficulty in returning to work after maternity leave is universal but the unique nature of policing; from the ‘round the clock’ requirements, to unpredictability, to the element of danger; means that women in policing face an even bigger confidence and identity crisis when returning to work (Duddin, et al (2023).

[bookmark: _Toc233819106]2.10 Promotion
Informal networks exist across society and across all large organisations and the importance of informal relationships, sponsorship and support has been identified as beneficial within policing promotion (Todak, 2023).  Further research completed by Clarke and Smith (2024) revealed hidden social networks in the Met Police which supported officers who matched the social characteristics of current leaders.  The impact on woman who are statistically less likely to match these characteristics of male leaders naturally is obvious – support for promotion processes is inherently reliant on formal and informal support from managers.  Quite simply, the existence of an ‘old boys club’ results in perpetuating the status quo of leadership in policing and creates obstacles which block the opportunity and prevent the advancement of women (Hassan & Hufnagel, 2018).

Collectively, this evidence demonstrates that police, procedure, expectation and structural can all have an impact on a woman’s ability to progress. 

[bookmark: _Toc233819107]2.11 The Role of Men
A 2022 Ipsos survey showed that 29% of British men believed that feminism did more harm than good (Beaver, 2022) and the role of men in embedding gender quality is often overlooked.  In 2019 all 43 Home Office Police Forces made a HeForShe commitment to progressing gender equality particularly at the middle management ranks.  This requires men take a role in also embedding this gender equality.  When there is a disproportionate number of male leaders in a gender unequal, hierarchical organisation – research shows there is benefit in male allies also taking an active part in changing the status quo and addressing cultural issues (Shapiro, et al., 2022).  Despite improvements in the spread of senior women leaders, it remains gender unequal at middle management and senior ranks – only 29% of those in middle management police ranks are female (HeForShe, 2025).  

A key commitment of the HeForShe movement is that men need to be allies to support the process of embedding gender equality and to “stand in solidarity with women to create a bold, visible and united force for gender equality (Sussex Police, 2026).”  Some researchers wholly 
support this concept, arguing that in male dominated societies men being engaged in gender equality initiatives creates tangible opportunities for women (Cathy May & Ulunday, 2023). Organisational aspirations can assist in changing the cultural fabric of an organisation; however, some international researchers are highly dubious and critical of those organisations that seek to proclaim gender quality as a corporate value, accusing the concept of male allyship as being exaggerated (Lawson, et al., 2021).  Furthermore, there is a perverseness to male allyship with gender quality – to what extent is a privileged group motivated to dismantle a system which they benefit from Dubow and Ashcraft (2016)?  Shapiro, et al (2022), however, sound a different note and argue that the key to changing gender inequality specifically in leadership roles with men involves the use of male allies in a way that recognises the inherent advantages they have and work with women.  This provides a practical way in which to ensure gender allyship is effective: by men approaching this in a way which doesn’t seek to be a ‘knight in shining armour. This provides a model for policing aiming to embed gender inclusivity and this particularly important in hierarchical organisations where leaders are disproportionately men.  

[bookmark: _Toc233819108]2.12 Conclusion
There is a gender inequality within leadership roles in UK police forces, including Devon and Cornwall Police.  Even when factoring the lower number of women recruited into policing, fewer women are progressing through policing.  The reasons for this are multi-faceted and Carli and Eagly (2016) describe the labyrinth that women must work through to progress.  A body of academic research within UK policing points to structural, organisational and cultural barriers which contribute to this labyrinth – from sexism and a macho culture; to the disproportionality and impact of being primary care givers; to the existence of informal ‘old boys club networks and colleague punishment for working flexibly.  Commitment to increasing female representation at middle management ranks, such as through a network of male allies in the HeForShe network, is laudable but critics highlight has so far failed to change the status quo significantly.

[bookmark: _Toc233819109]Chapter Three: Methodology 

[bookmark: _Toc233819110]3.1 Introduction
This chapter describes the overall methodology, data collection methods and analysis of data that will be used to determine the conclusions of this report in support of the overall research question and objectives.  The primary aim of this dissertation is to critically examine the organisational, structural and cultural barriers that inhibit women’s progression to senior ranks and to identify strategies that promote gender equity and inclusive leadership across policing.  The methodology employed therefore seeks to address these aims by building on existing academic research and data pertaining to gender inclusion in policing in general and applying a local context on that body within Devon and Cornwall Police.

This research attempts to address a knowledge gap that exists within Devon and Cornwall Police: it is understood that there is a disproportionality in terms of gender at all ranks, particularly in middle management ranks (Devon and Cornwall Police, 2024) but what is less understood is what organisational barriers that perpetuate this disproportionality.

[bookmark: _Toc233819111]3.2 Research Strategy
Research is important to understand the issues affecting female officer opportunity and progression as it provides an empirical means of obtaining data to analyse.  Research can be described as “a systematic and methodical process of enquiry and investigation with a view to increasing knowledge” (Collis & Hussey, 2021, p. 23) or, alternatively,  “a process that people undertake in a systematic way in order to find things out, thereby increasing their knowledge” (Saunders, et al., 2016, p. 5).  Both definitions use the term ‘systematic’ and this is crucial as this implies that research must be done in a structured and objective manner – Ghauri and Grønhaug (2010) describe the word ‘systematic’ as being based on logical relationships and not just beliefs.  A systematic approach has been applied to this body of research to ensure that data collection is structured, defensible and ultimately results in academically sound conclusions.

A coherent strategy is required to systematically address the aims and objectives of the research topic.  A research strategy is an overarching, high-level approach to describe how a researcher will answer aims and objectives by using specific approaches to collect and analyse data, considering the philosophy of research (Siregar, 2024).  The benefits of a coherent strategy will mean that the researcher can maintain a systematic approach.

Leavy (2020) further describes three important aspects which impact research strategy: philosophical; praxis and ethics.  It is important that the researcher maintains cognisance of these aspects when conducting research as they are the lens through which data is collected, analysed and viewed and are subject to the influence of the researcher’s own perspectives and life experiences.

Philosophical:
Personal beliefs influence research – what can be collected; how it should be conducted and the process of how we come to know things (Leavy, 2020).  A paradigm is, quite simply, the world view of the researcher through which knowledge and information is filtered – it is the overall filter through which all data flows (Kuhn, 1962).  The research in this document is conducted by a serving police member and as such, may be influenced by internal police experience – it is important that this is considered and does not adversely influence the objectivity of findings.

Ontology is a philosophical belief system whereby the truth is not absolute, but rather, is interpreted by subjective researchers and based on context (Saldana, 2011).  Objectivity can be achieved by accepting, and disclosing values and experience as opposed to being completely discounted as being unachievable (Leavy & Harris, 2018).

An epistemology is a philosophical belief about how research proceeds, with researchers viewed as an equal instrument of obtaining data – this view rejects a hierarchical view of the researcher to the participants and rather views subjects as knowledge as the co-creators of the research (Leavy, 2020).

An ontological and epistemological belief system guides research and serves as the underlying and underpinning philosophical basis through which research is conducted (Leavy, 2017).

Acknowledgement of these systems enhances the objectivity of research and that is an approach that has been taken in this body of work.  The potential personal subjectivity of the researcher has been mitigated by seeking the view of a group of participants of an entirely different gender and background to the researcher.  Furthermore, the researchers are viewed as entirely crucial and of equal importance as their data has driven the insights into his research.

Praxis:
The praxis of research is the actual doing – the coming together of the philosophy; strategy and methodology (Leavy, 2020).  Various methods are available to the researcher and must be chosen according to the needs of the topic and the objectives and the ‘doing’ of the research is described in detail below.

Ethics:
Ethics must underpin all aspects of research and data collection to determine sound, believable and trustworthy results.  Research ethics are defined by Saunders et al (2016, p. 239) as, “the standards of behaviour that guide conduct in relation to the rights of those who become the subject of your work or are affected by it.”  The ethics of research exists across the philosophical and praxis aspects of research – it is easy to see how a researcher’s personal perspectives could impact upon the ethics of research.  It is vital that a researcher and their sources of research closely monitor their relationship to ensure the highest levels of dignity and respect and to obtain as objective a view as possible (Adams, et al., 2015).

The author is a serving police officer and bound by the highest standards of professionalism and ethics – these guiding principles have been applied to the overall strategy and execution of this research.  In this dissertation, consent was obtained from UWTSD and Devon and Cornwall Police.  Any personal data has been anonymised and cannot be attributed back to an individual or small cohort or people.  Personal demographic data obtained, such as age, has been grouped into bands so that individuals are not directly attributable.



[bookmark: _Toc233819112]3.3 Research Methodology
The research strategy sets out the overall, high-end approach to collating data whereas the methodology explains what methods will be used to collate data and interpret them. Methodology is a “system of ways of doing, teaching or studying something” (Cambridge Dictionary, 2026) or, more simply, “the plan for how the research will proceed” (Leavy, 2020).  The latter author further explains how the methodology is informed by the philosophical approach of the researcher, along with their ethical considerations and choice of research ‘tools.’  

Any dissertation must be based upon reliable research to ensure that it meets academic rigour and adds to the reliable existing body of research on the topic.  Research can be split into three types: 
· Quantitative
· Qualitative 
· Mixed method approach



Quantitative research:
Quantitative research has been defined as the collation of numerical data which is analysed mathematically to explore observed phenomena (Aliaga & Gunderson, 2002).  In its simplest term, this sees the researcher mathematically analysing data to gain an insight into the topic.  Typically, this involves remotely analysis data sets or findings and is best applied to testing or confirming hypotheses or theories – it has the advantage of being potentially slightly easier to elucidate findings and allows for a larger scale of respondents to take part, decreasing the chance that individual outlier findings may skew results (Streefkerk, 2023).  A deductive approach is typically used in quantitative research, that is, applying known theories and facts to specific observations (Tashakkori & Teddlie, 2010).  

Examples of quantitative research would include surveys with closed or multiple-choice questions or experiments whereby tight variables are controlled to determine the cause and effect of changing the variables.

Some quantitative research has been conducted in this body of work because it is easier to conduct remotely, which allows for a wider and more representative sample across a large geographical force; is faster and logistically easier to organise and can be completed anonymously, thereby gaining the trust and honesty of participants in researching a sensitive subject.  The author understands, however, that there are limitations.  The detail in the lived experiences of research participants can be open to interpretation, either from the results themselves or from the way that questions are phrased (Adam, 2024).  

Qualitative research:
On the contrary, qualitative research is concerned with understanding on a more in-depth level individual participants – there are traditionally fewer subjects than with quantitative research, but there is a deeper understanding through utilising methods such as open-ended question during in-depth interviews (Streefkerk, 2023).  Qualitative research seeks to understand the individual by obtaining rich detail and information from a relatively small group and differs from quantitative in that it involves inductive reasoning, that is, making broad assumptions from specific data, as opposed to a deductive approach of testing general premises and ending up in specific conclusions (Lanese, et al., 2024).  The merit in qualitative research arises because it can gain information about feelings, emotions, behaviours and motivations from asking the ‘how, what and the why’ (Cresswell, et al., 2010).  Given the fact that this is rich research based on a comparatively small number of individuals, qualitative research cannot be generalised more broadly into wider conclusions (Glaser & Straus, 1967).

The advantage of qualitative research is that the researcher can gain understanding of the participants experiences as well as their feelings and motivations for their perceptions and it is for this reason that some qualitative approaches have been adopted in this body of work.  This approach uses strategic selection of participants for their experiences and in-depth views, as opposed to a broader approach with higher numbers of participants in quantitative research (Bazen, et al., 2021).  The philosophy of the researcher can impact upon the objectivity of selecting qualitative research subjects and therefore the overall findings and results.

As described, qualitative research involves using a chosen methodology to collate or analyse non-numerical data to understand exploratory research questions.  There are 5 traditional qualitative approaches that can be used for research: case study; ethnographic; grounded theory; narrative and phenomenological (Cresswell, 2013).  The particular characteristics of these approaches, and the type of research they best apply to, are demonstrated in the table below:





Table 2 – The 5 traditional qualitative approaches
[image: ] (Chanza & de Wit, 2013)

Mixed Method:
Mixed Method is a combination of quantitative and qualitative approaches, analysing both sets of data to answer the purpose of the dissertation (Cresswell & Cresswell, 2018).  This approach draws upon the advantages of each individual approach and assists in answering questions that neither quantitative nor qualitative could answer alone.  It utilises the understanding, connections and findings from research in each method, leading to a more accurate knowledge (Shorten & Smith, 2017).  This has been employed to enhance the academic rigour and credibility of this dissertation.  Potential pitfalls can arise as mixed methods can add to the complexity of the data collection and research, however, the author has been mindful of these and used methods to simplify this process, as described below. 
[bookmark: _Toc233819113]3.4 Approach undertaken 
A mixed methods approach has been undertaken with this research as it allows for triangulation of data and results from different methods – this sees the advantages of taking the strengths from both approaches.  

Prior to data collection, an extensive literature review was undertaken to identify key issues and inform the methodological choices of the study, however, this review did not form part of this study’s data collection. The purpose of a literature review is multi-faceted but includes: setting out the context of relevant research that has already been conducted on the topic; providing an in-depth critical evaluation of the research that is already in existence; identifying pertinent and relevant issues and citing a number of further reading/other sources in a well referenced manner (Biggam, 2014).  This approach is advantageous and is appropriate for this dissertation as the issue of gender equality and misogyny in policing is one which is both academically and socially topical (BBC News, 2025).  This means that the public and academics provide comment and discourse around the topic – and this dissertation therefore considers modern thinking and already established academic thoughts and ideas.

A wealth of official resourcing data exists in police forces in the UK and within Devon and Cornwall Police.  This readily available information will be used to understand the number of women in management – this the quantitative aspect of the mixed methodology.  Qualitative research will also be completed by using an interpretive phenomenological approach – this is a process to “describe, explore, understand or examine the experience of participants” (Adu & Miles, 2023, p. 64).  This will be conducted by conducting surveys with selected female officers, such as middle or senior managers, within Devon and Cornwall Police.  This will allow for those within the organisation to detail their lived experience whilst obtaining data from a relevant subsection of the organisation which is directly affected by the issues this dissertation aims to explore.

[bookmark: _Toc233819114]3.5 Data Collection
There are two main ways in which to collect the data which is then used in a quantitative; qualitative or mixed method approach: primary and secondary.  The latter refers to the research of data that has already been obtained which will be further analysed, whereas primary research relates to data which is collected specifically for the research project and this dissertation (Saunders, et al., 2023).   

The first step will be the review of existing data, such as that held by resourcing – this is a secondary data collection process which is quantitative in nature.  The second step has seen the information obtained from this stage to help inform a survey of female police officers and their experiences of promotion and culture within the organisation – this is a primary methodology.  This survey will include limited option answers to questions which help meet the objectives of the dissertation and will be predominately data driven in nature, which is a quantitative data source.  There will be a small number of ‘free text’ response questions meaning that the overall survey will also be qualitative in nature, albeit to a lesser extent.  Finally, to augment this understanding of the force, Devon and Cornwall demographic data will be used.

A mixed methods approach for this dissertation will be effective as it will allow for official empirical data to be analysed alongside the current, lived experience from individuals in policing.  

Survey:
Saunders et al (2016) identify 7 different methods to collect data: survey, case study, experiment, grounded theory, ethnography, action research and archival research.  As with any primary method careful consideration must be given to the creation of this approach – not only must it meet the objectives of the research but the impact of about the potential for personal bias and experience on the research and findings.  

A survey was chosen and undertaken as it is relatively simple to administer and understand – the researcher can control responses and relatively substantial amounts of data can be obtained over a short period of time.  The fact that the research is easy to complete means that it is more likely to be completed by participants - the higher number the participants the more accurate the research (as exceptional results are taken into consideration with other results which are not outliers).  Interviews and case studies were discounted on account of the lower population size and effort in conducting these, along with impact and availability of subjects.  The data collected will be from predominantly closed questions using a Likert scale, this will allow for numerical data to be analysed in a statistical manner and allow for the participant to easily understand and respond (Collis & Hussey, 2021).  A small number of open-ended questions were included to help inform future recommendations.

The survey will be conducted using Microsoft Forms – this allows for ease of use by participant and uniformity of data collection and analysis.  It will also for the complete anonymisation of responses so that the identities could not be determined by the researcher, thereby encouraging openness from participants.  Pilot forms were shared with colleagues for feedback, grammar; technological ease and from a logic perspective – the order of some of the questions were changed on this feedback.  A copy of this survey is included in Appendix A.

The survey collected the data and lived experience of women officers in the organisation.  The Women in Policing committee, a group that exists to promote the experience of women in the organisation, was utilised to share the survey with members – this committee was chosen to identify those that would be ready and willing to participate and on account of the fact that their members were likely to have experienced some of the issues addressed.  

[bookmark: _Toc233819115]3.6 Limitations and Potential Hurdles
As with any form of research there is a potential for the reliability to be affected as follows:
· Limitations – this research only represents a small amount of available literature in existence and as such cannot represent the totality of academic and social comment in relation to the subject.  Furthermore, the survey cannot address all topics affecting the overall research aim as there are several interdependences affecting gender – such as access to support; intersectionality of characteristics, caring responsibilities; to name a few.  It will also only be able to cover a sub-section of female officers – not all those within the organisation will want to participate, and too many will mean that it is overwhelming to analyse.  These are largely outside the control of the researcher.
· Participant bias – by promoting the survey though a women in policing committee it will ensure that engaged and passionate participants are identified and increase validity by increasing the number of participants.  However, there could be a potential bias that only those that join the Women in policing network do so as they have had a negative gender experience.  This is mitigated by sending out the survey also to other named senior leaders for dissemination, so that the sample is not just this network, and to anonymise the results so that the participants can speak freely.
· Participant and researcher error – the survey was tested by peer review prior to sending to avoid the form from being confusing and to prevent subjects inadvertently completing the incorrect answer.  Questions are largely closed and using a Likert scale to avoid misinterpretation. 
· Observer bias – as previously discussed, personal bias can affect interpretation and analysis of results.  Specific closed questions reduce the impact of this.

The researcher was alive to these limitations and the effect that the ontology of a philosophical belief system can have on results.  This ensures and assists in making this research valid and that the data collected and analysis of this reflect the actual experience of the organisation and those affected (Hartas, 2010).  The approach taken will maximize the possibility of valid and academically rigorous findings which meet the research question, aims and objectives.












[bookmark: _Toc233819116]Chapter Four: Analysis 

[bookmark: _Toc233819117]4.1 Introduction
This chapter describes, analyses and synthesises the results of the questionnaire as described in Chapter 3, Methodology.  The questionnaire focuses on the experiences of female officers in Devon and Cornwall Police across a broad spectrum of professional experience and a range of different personal demographics.  The findings are grouped according to overall dissertation objectives, as below:
2. What organisational, structural, and cultural factors affect women’s career progression in policing?
3. How do women in policing perceive and experience equality of opportunity and workplace culture?
4. How effective are current policies and initiatives in promoting gender equality within policing?

The gathering of this empirical data is then augmented by analysis of the findings, which is described as “the act of studying or examining of something in detail” (Cambridge Dictionary, 2026).  This is then synthesised with the body of research pertaining to this topic, as set out in Chapter 2, the Literature Review.

[bookmark: _Toc233819118]4.2 Background of Respondents
A total of 35 respondents took part, with the vast majority at the first or second level management rank (Constable, Sergeant, Inspector) – this means that within this group 75% have been experience of a promotion process between 0 – 2 times.  A total of 68% of respondents were planning to apply for promotion in the next 3 years and as such, this is a group with an interest on promotion processes.  The breakdown of the substantive rank of the respondents is displayed below:

Figure 2 – Substantive respondent rank


When looking at the experience of the respondents in another way, namely experience by time within policing as opposed to experience of rank, 74% are over halfway through their careers (16 years plus).  This further adds confidence that the group has considerable experience within police and an organisational knowledge of Devon and Cornwall’s culture and structures:






Figure 3 – Respondent experience 
[image: ]
The amount of caring responsibilities that applicants had was nearly evenly split at 50%, yet only 17% had part time or flexible working arrangements in place. This perhaps reflects the literature review which demonstrated that women are expected to work as hard as their male colleagues despite additional caring responsibilities, a phenomenon identified as a double penalty and barrier by Charlesworth and Robinson (2012).

[bookmark: _Toc233819119]4.3 Organisational, Structural and Cultural barriers to progression
Within this section questions 1 - 6 are considered. These all relate to the promotion systems that exist within Devon and Cornwall, and the experiences faced by women whilst undertaking development and promotion. 

Promotion processes:
In relation to perceptions of promotion processes, 29% of respondents felt that these were fair and transparent, compared to 52% perceiving they were not. When viewed in conjunction with 46% understanding what is required to get promoted, this indicates that women within the organisation feel that they know to a greater extent what is required to get promoted than they have trust and confidence in the system being fair (a disparity of 17%).   When it came to women being disadvantaged in promotion processes, 57% of respondents at all ranks felt that they were disadvantaged on account of their gender, compared to only 25.8% who felt that they were not disadvantaged.  And furthermore, only 2.9% of respondents strongly disagreed that they were not disadvantaged.   Some individual quotes from respondents provided further detail on this perception: 
· “The process is geared towards men. The operational briefing is required to be delivered in a way that women don't behave” 
· “Expecting everyone to have experience/be good at operational roles”

These detailed thoughts provide useful insight into the views of the promotion processes within Devon and Cornwall – when viewed with the quantitative results the conclusion suggests that women understand what is required to get promoted more than they have confidence in the fairness of the process.  The full reasons that women believe these processes are not fair is not completely understood but the qualitative answers suggest that the fairness may not be purely in respect of the actual mechanisms of the process itself, such as the application form and interview, but may actually relate to applying for the process in the first place as well. 

As highlighted in the Police Educational Research Forum (2023), these promotion processes are often designed by men and do not consider the additional barriers that women face – as a result, these processes can have an unconscious gender bias resulting in an unintentionally unfair process.  This has serious implications for those seeking promotion and may hinder a substantial proportion of women from promotion if they feel that they are inherently disadvantaged.  This would have a long-term impact on future female officer progression and the stated aim of Devon and Cornwall Police to make the organisation more gender equal. 

Confidence and Culture:
Unsurprisingly, going together with this perception of being disadvantaged, 54% of respondents felt a culture exists within the organisation that does not support women being in leadership roles.  A free-text question also asked respondents what the biggest barrier to promotion was – a total of 37% of all respondents felt that confidence was the biggest issue, as described by one participant below:
· “Operational roles are known to be male dominated, and I believe men tend to be more confident to 'have a go' whereas women want to feel accomplished.”

Similar findings have also been identified in other forces, with Baroness Casey (2023) labelling the Metropolitan police as organisationally misogynist, with a ‘boys club’ culture which inherently stifles confidence and prevents the progression of female officers.

This is not solely a unique barrier to women in police and exists within numerous other organisations – but research shows that this is issue is particularly acute in policing, likely for all manner of factors including: the fact that women are more likely to face discrimination and harassment (Rief & Clinkinbeard, 2020); the greater burden of caring responsibilities (Yu, 2019); penalisation associated for seeking family friendly flexibility (Schulze, 2011) and the expectation to fit into a ‘macho’ culture (Alexander, 2023).  There is no evidence, based on national academic findings, to believe that the reasons are any different for Devon and Cornwall police.

Postings following promotion:
A number of respondents specifically described the uncertainty of postings following promotion and how applicants could not guarantee their work position or working pattern if they decided to go for promotion. This had a negative impact on women seeking promotion in the first instance, as put by one respondent below:
· “On promotion - you do not get to pick a posting and therefore you are applying blind as to what you would be able to work. There are some workstreams whereby flexible working is less desired due to a need to deploy last minute etc. This means women are less likely to apply for promotion - through fear of the expectation on them to work long hours / unknown location / childcare commitments etc.”
· “Not knowing what role you may get once you have children prevents application and particularly single mothers who could only do certain roles”

As highlighted above the lack of clarity around where an officer may be posted on promotion means that those requiring certainty of working hours may be less likely to even apply in the first place and given the fact that women disproportionately have caring responsibilities, this unfairness is inherently biased towards women in the organisation.  This lack of clarity, and conflict with caring responsibilities, perhaps alludes to the labyrinth that women face to progress in policing as described by (Eagly & Carli, 2007) – this being a further complication for women on their route upwards in the organisation.

It is unlikely that Devon and Cornwall are unique in this respect, but this is not a theme that was identified in the academic literature research.  Although it is possible that research has been completed specifically on the impact of posting uncertainty on female officer willingness to apply for promotion, this is an area that would benefit from future exploration.    

Informal networks:
When it came to the existence of informal networks respondents felt strongly that these did exist, with a total of 74.3% believing that these networks existed and assisted with being successful in promotion processes:

Figure 4 – Existence of informal networks
[image: ][image: ]


Only 11.3% of participants felt that there was not an informal network that existed to support those seeking promotion, a disproportionately small number.  Furthermore, only one third of participants believed that they received equal development opportunities when compared to men, with 55.9% not feeling that they did not.  Although development opportunities are not entirely synonymous with an informal network, there results suggest that respondents felt that an informal network existed and was beneficial to promotion (74.3%) but that these, along with other development opportunities, were not equally offered to women (33.3%).  The conclusion suggests that there is an informal network that exists that provides a boost to men attempting to get promoted.  

The existence of informal networks isn’t unique to Devon and Cornwall: as described by Todak (2023), these informal networks exist widely across society and large organisations.  Clarke and Smith (2024) identified that hidden social networks exist in policing whereby officers that match the social characteristics of current leaders are informally supported are informally supported through these networks.  In policing, where strong leadership is seen as being synonymous with being male (Boyce & Herd, 2003), this would tend to disproportionality result in male leaders supporting male officers seeking promotion.  The perception of this taking place in Devon and Cornwall was felt strongly amongst the participants and is supported by the fact that the demographic data showing that a disproportionate number of men occupy leadership positions.  The informal support network was epitomised eloquently by one respondent: 
· “A lot of support happens in the hallways, informally which often feels difficult for women to achieve.”

Further context within Devon and Cornwall shows that only one out of the highest ranking 14 officers (Chief Superintendent and above) is female  (Devon and Cornwall Police, 2026).  The relative lack of visible female role models to provide informal network support could have a prohibitive effect in inspiring those younger in service to progress in the organisation, albeit further research is required. 

[bookmark: _Toc233819120]4.4 Lived Experience of Women in the Organisation and Perceptions of Equality of Opportunity, Workplace Culture and Support Mechanisms
Within this section questions 20 and 7 – 16 are considered. These all relate to the actual experiences of female officers in Devon and Cornwall and their perceptions of organisational opportunity, workplace culture and support mechanisms.

Development:
 A more positive response was received in respect of having effective access to coaching, mentoring and sponsorship, when compared to the findings in relation to informal networks: 45.7% of respondents did believe they had access, where only 28.6% believing they did not.  There may be several reasons for this, including the existence of the force’s Positive Action Team, which seeks “to create a workforce that is representative…through a range of initiatives and measures to support people from under-represented groups” (Devon and Cornwall Positive Action Team, 2026).  One practical way in which this is achieved is by providing access to senior officers and staff who provide support as coaches and mentors.  

Further detail can be elucidated when comparing to the previous findings in respect of development opportunities – where 55.9% of respondents felt they did not have the same opportunities as men – to these findings, whereby only 28.6% of respondents felt they did not have access to formal coaching, mentoring and sponsorship.  The perceived unfairness must therefore lie outside of formal coaching aspect.  As previously referenced, 74.3% felt they did not have access to informal support networks, which could explain some of this disparity, and further detail is provided by some individual free-text responses:
· “Acting and temporary posts given to senior officers preferred people without sticking to approved timeframes and in absence of any clear [fair] process”

Gender bias:
The results from this survey show that 88.6% of women experienced gender bias in work.  An even larger proportion had witnessed it: 94.2%.  This is by far the strongest overall response to any set of questions within the survey and these perceptions suggest the existence of gender bias within Devon and Cornwall.  Looking at the responses in respect of policy, it would appear that this issue around gender bias is not predominately because of gender unequal policies: only 17.4% of respondents felt that the force did not have effective policies to support gender equality.  The issue, therefore, is likely to exist within implementation of this policy and workplace culture.  In relation to the latter, only 20% felt that there was an active culture of embedding gender equality across the organisation.   As previously referenced, academic research has shown that gender bias can exist consciously or unconsciously – the implementation of flexible working reviews Bailey et al (2025) or the design of development pathways (Police Educational Research Forum, 2023) as examples.  This suggests culture and the implementation of policy and procedure as a driving factor behind gender bias in Devon and Cornwall.


Misogyny and workplace culture:
Many free text responses referred to the existence of a male culture within the organisation.  These are real examples and experiences of female officers within Devon and Cornwall, and some responses have been included in verbatim below:
· “Male dominance, physically, verbally is accepted but female attributes are still viewed as aggressive or unlikable. If I disagree with a male colleague (not all but a large percentage) they will often stand up or over me, move a little closer, speak louder to make their point…I do not believe it is intentional, but it is cultural. This knocks confidence over time preventing women from progressing.”
· “People automatically deferring to the men in the room, erodes confidence as women still have to work harder to be heard or considered.”
· “Misogyny still exists in small pockets of the organisation sadly and this needs to be addressed for full equality to be achieved.”

As one respondent put it succinctly: 
· “There is still very much a boys club culture in D&C.”

This is useful detail in respect of male dominated culture within the organisation, and it is largely indicative of wider views seen across policing in the UK and indeed internationally – it describes what Silvestri (2003) coins this as a ‘cult of masculinity.’    The findings are therefore not unique but nonetheless have a potentially significant negative impact on Devon and Cornwall Police.   A culture which perpetuates gender bias means that women must adapt and conform to the cultural normality within the organisation – this results in women having to behave in a non-authentic way (Abrams, 2012).  As argued by Rowe (2006), inauthentic leadership results in a lack of diversity of thought and the inability to embed a transformational leadership approach, which may be more natural to women (Beaton, et al (2022).  Without a transformational leadership approach Devon and Cornwall may not have the ability to keep pace with the changing nature of society and law enforcement.  This is particularly important with the proliferation of Artificial Intelligence and as result of several years of critical inspection reports from His Majesties Inspectorate of Constabulary and Fire and Rescue Services, including its most recent assessment of the force which found that Devon and Cornwall ‘required improvement’ in respect of Leadership (HMICFRS, 2026).

Leadership:
A high proportion of respondents also felt that a perception existed across the organisation that men were better suited to leadership roles, with 66.9% of respondents believing this perception existed.  This fits into the findings of Lila et al (2013) who found that the prevailing and enduring male police culture seeks to perpetuate the issue.  Perhaps to better fit into this perception, 60% of respondents felt that they had to be different from their authentic self when in work to fit into this, an aspect touched upon in previously.

Free text responses highlighting the gendered image of leadership within the force are below:
· “It starts in COG [Chief Officer Group]. There is a very prescribed acceptable leader that is a mirror image of other COG members, and this filters down the ranks. Senior leaders don't see the benefit of others that hold a different view point to them and only wants 'yes' leaders.”
· “Make sure women are able to deliver in a natural way instead of still gearing things up to a traditionally male way of behaving. Make sure women are able to speak without having to fight, interrupt or shout to be heard.”

A majority of respondents had a positive female role model in the organisation, with 68.6% responding that they did.  This represents an area of strength for the organisation but as previously described, has limited impact in a hierarchical organisation whereby there are a disproportionate number of male leaders.

Male Allies:
The scenario is different when it comes to the question of senior men advancing the career of women: only 5.7% of respondents felt this was the case; with 51.4% feeling that men did not actively seek to advance the career of women in the organisation (42.9% were uncertain.  Only 20% of participates felt that their careers were actively supported to the same extent as men by senior leaders.  Given the fact that 64% of senior officer ranks (Chief Inspector and above) are male (Devon and Cornwall Positive Action Team, 2026), these findings suggest that not enough male officers are seeking to develop women in the organisation through promotion.  One female respondent specifically suggested this type of change when suggesting what single change would improve gender equality: 
· “More male senior leaders becoming willing mentors for females working towards to promotion.”

These findings are at direct odds to the commitment that Devon and Cornwall made to the HeForShe commitment, namely that men should “stand in solidarity with women to create a bold, visible and united force for gender equality” (Sussex Police, 2026).  As highlighted by Shapiro, et al (2022), and equally by this research, male gender allyship in policing is necessary to ensure fairness of opportunity for current and future female leaders.

[bookmark: _Toc233819121]4. 5 Policy & initiative effectiveness
Within this section questions 17 - 19 are considered.  These questions concern the processes and initiatives within Devon and Cornwall for promotion and development.

There is a perception within the force that the organisational commitment and action to embed gender equality does not translate into promotion outcomes – only 14.3% felt that that these did result in gender equal promotion outcomes, whilst 57.2% felt that did not: 


Figure 5 – Gender equality in promotion outcomes
[image: ]
One respondent noted that although systems exist, access to them can be an issue: 
· “Confidence and access to supportive programmes like Springboard - being blocked by other resourcing commitments.”

Closely linked to this is the fact that only 22.9% of respondents felt that the initiatives and polices that do exist to support women are effective - this again links to the embedding and implementing of policies as opposed to purely having them in place.  This is wider than just purely development programmes, however, and equally relates to flexible working and family-friendly policies. Bailey, et al (2025) and Silvestri (2003) described the unfairness that flexible working patterns are considered (often by male managers for female subordinates) and the fact that female officers face being held in lower regard for being a part time or flexible worker, whilst still expecting to complete a full time workload.

When one respondent was asked about the biggest barrier to female officer promotion they talked about the expectation of women be the partner that undertook flexible working (often because of financial reasons, which gender pay gap data demonstrates results female officers collectively earning less):
· “Expectation - a large proportion of women in policing at some point during their careers will become caregivers. This means a period of time off work, a period of adjustment back into the workplace, in most cases a flexible working agreement. When you look statistically at the number of FWP [flexible working patterns] for women against that of men – I would imagine there is a significant difference. This could be due to personal preference - however it could be due to a partner earning more therefore making financial sense for the female to reduce hours for childcare. childcare provision (mainstream) is normally 7.30 to 17.30 therefore does not allow for a person to do a 10 hour shift therefore financially disadvantaging them.”

Other respondents referenced the fact that although there were policies which existed for flexible working, the way that this policy was enacted was not appropriate: 
· “Fake flexibility. I need flexible working to manage my family but unless you go to a very back-office department, every single minute is squeezed from you when applying for flexible working. The organisation 'promotes' it, but it isn’t real. I’ve had managers try to tell what childcare to use…”
· “My hardest barrier was when I was a DC seeking to be a DS and I was working part-time. I didn't feel I was being taken seriously, but then I did start work at 9am after doing the school drop off. I felt like I had missed all the morning management meetings.”

These responses therefore suggest that an issue within Devon and Cornwall doesn’t lie with the existence of these policies but rather, the implementation of these.  As Schulze (2011) highlighted, it is not just the disadvantage of balancing caring responsibilities with career, but the mere utilisation of flexible working policies means that women are less likely to be viewed favourably within the organisation.  The extent that this is relevant in Devon and Cornwall is not clear from this questionnaire and research alone, but overall fairness of policy application is an issue.

Policing, by its very nature, is 24/7 in nature and is not always compatible with family life – as a result, Bailey, et al (2025), found that women are still very much expected to choose between family or a career (a choice that is not required of men to the same extent).  Not only are the hours not always compatible with caring responsibilities, the unpredictable nature of front-line policing, and in particularly the expectation to work overtime at short notice, is a barrier to those with caring responsibilities.

Finally, the concluding question which best represented all the experiences and views of respondents was encapsulated in the view as to whether women and equal opportunity to progress to senior ranks as men.  This is a litmus test as to whether all of the stated intent and policy that Devon and Cornwall aims for is translated into results – the end result of all initiatives, policies, processes and culture is that 60% of respondents felt they did not have equal opportunity to progress as men and only 20% felt that they did:

Figure 6 – Opportunity to progress in comparison to men


This response indicates that despite the HeForShe stated aims; the commitments of the force to gender equality; commitment to closing the gender pay gap and the statutory responsibilities under the Equality Act, that there is perception amongst some Devon and Cornwall have not created a culture or environments whereby women feel they have equal opportunity as men to progress to more senior ranks.

[bookmark: _Toc233819122]4.6 Cross cutting issues
Several themes regularly cut across the questions and appeared in the free text responses.  These can be categorised into the following themes:
· Confidence to apply for promotion processes or undertake further leadership roles - 37% of respondents 
· Impact of caring responsibilities – 20%
· Fairness of assessment of promotion processes and lack of certainty around shift location/patterns following promotion – 18%

These themes are similar to those that are persistent in national academic research on policing and which were described in the Literature Review Chapter.   Although not unique, these findings, along with the academic background, provide a solid evidence base for Devon and Cornwall to develop initiatives, policies and action to create a more gender equal organisation and evidence widespread perceptions of gender unfairness of gender bias.









[bookmark: _Toc233819123]Chapter Five: Conclusion

[bookmark: _Toc233819124]5.1 Introduction
This dissertation critically analysed the structural, cultural and organisational barriers to the progression of women to senior officer ranks within Devon and Cornwall Police. The background to this study was a large body of academic research which demonstrated the barriers that women face within large organisations and policing, both within the UK and internationally.

The views of women within Devon and Cornwall were obtained by way of a primary data collection methodology and these were analysed to determine findings, themes and trends across the organisation.
  
This chapter uses that analysis to determine key conclusions and recommendations.  These should be used by senior leaders with the organisation to ensure that gender equality is further embedded within Devon and Cornwall and that there exists equity of opportunity for all officers, regardless of gender.    

[bookmark: _Toc233819125]5.2 Culture
The findings suggest the existence of a culture within Devon and Cornwall which participants felt does not develop or promote women into more senior ranks within the force.  An overwhelming number of respondents referenced the fact that they had experienced or witnessed gender bias in the workplace, alongside other barriers such as the juggling of family commitments with work; the negative perception of flexible working and the misogyny and male culture that exists within the organisation.  Alexander (2023) and Rowe (2006) argue this phenomenon in policing leads to poorer organisational leadership.  Women within Devon and Cornwall are potentially left with a difficult choice: to be excluded from existing leadership groups or adapt the true version of themselves to be a non-authentic leader.  The latter option is sub optimal on both a personal and organisational basis: Rowe (2006) argues that women trend to have a more natural transactional leadership style and changing this to ‘fit in’ decreases the ability of an organisation to evolve and deal with future issues.    

The perception of an inhibitive policing culture within Devon and Cornwall could suggest women not feeling confident in the workplace, inferior to their male colleagues and less likely to apply for promotion.  Data was not obtained in respect of the percentage of eligible officers that sought promotion at each rank by gender and further research would be advisable in this area to highlight the proportion of applicants by gender, providing a stronger evidence base for exploration of possible motivations and barriers. 

[bookmark: _Toc233819126]5.3 Policy
There is a perception that Devon and Cornwall have largely fair policies and procedures which seek to support women in the workplace and reduce gender inequality, whilst fulfilling equality legislation obligations.  Respondents were able to reference flexible working policies, as an example, which supported women to manage work and family responsibilities.  Bailey, et al (2025) describe the perception that many women do not feel that the 24/7 nature of policing is compatible for family life and that women disproportionately do a greater share of caring responsibilities. There was little perception, however, of these policies being fairly enacted – this results in women feeling guilty for being flexible workers or having work as hard as full time counterparts, who are more likely to be male.  Although not unique to Devon and Cornwall, as highlighted by (Schulze, 2011), this contributes to subtle barriers to women seeking promotion and mean fewer females are likely to progress within the organisation.

[bookmark: _Toc233819127]5.4 Promotion Processes
Female respondents had greater understanding in what is entailed to get promoted than trust in the overall processes being fair, with some respondents pointing to the fact that the skillset required in these processes more naturally fit male experience and leadership style.  This study has not been able to conclude of the reasons behind these perceptions and would benefit from further research to determine to what extent the support for promotion is unfair compared to the actual process is deemed to be unfair.  

A high proportion of participants reported being unintentionally discouraged from applying for promotion on account of competing family caring demands and work: a lack of clear reassurance about the type, hours and flexibility of roles  and as a result of a lack of confidence (which is likely to directly stem from workplace culture and gender bias).  These support and replicate existing academic research by Duddin, et al (2023) who describe female officers as facing a ‘crisis of identity and confidence’.

[bookmark: _Toc233819128]5.5 Development Support
Female respondents within the force did not feel as though they received equal development opportunities as men, whilst simultaneously feeling more positive around having access to coaching and mentoring.  The reasons for this interesting dichotomy largely mirror that of the policy considerations: formal coaching and mentoring exists for women in equal measure as men; however, the implementation of this support differs based on gender.  The existence of informal networks, identified extensively by (Todak, 2023) and (Hassan & Hufnagel, 2018), tend to see leaders providing informal support to those with similar characteristics as themselves and this is especially true in a hierarchal organisation.  Taken together this suggests that senior leaders within Devon and Cornwall are likely to be men (Devon and Cornwall Positive Action Team, 2026) and they are naturally more likely to support those with similar leadership characteristics as themselves, that is, other men.  This could explain, therefore, why women within the organisation feel that formal coaching and mentoring support exists but that they are still not supported as much in practice as male colleagues, leading to fewer women in higher ranks.  As one respondent put it: “There is still very much a boys club culture in D&C.”

In addition to an informal support network of senior leaders, a key development opportunity within policing arises from ‘acting’ and ‘temporary’ roles:  these are given to individuals to operate at a higher rank on a non-permanent basis, often at short notice and filling short term gaps.  The benefits of these are three-fold: it allows the individual to experience a higher rank; allows them to develop skills at this higher level and allows them to showcase their talents.  These roles are often seen as ‘stepping stones’ to promotion.  Some respondents referenced the fact that these were not offered in an equal manner, and this could explain why women feel they don’t have the same development support as men.  This is a research gap, both nationally and within Devon and Cornwall, and the gender breakdown of temporary ‘acting’ and ‘temporary’ opportunities should be explored further.

[bookmark: _Toc233819129]5.6 The Role of Men
The perceptions of respondents suggest that women receive limited support from male colleagues, with only 5.7% of respondents reporting that men actively supported their career progression.  The role of men in assisting with embedding gender equality in Devon and Cornwall, whereby most senior leaders are male in a hierarchical organisation, is crucial and well researched.  Shapiro, et al (2022) argue that male gender allyship in policing is necessary to ensure fairness of opportunity for current and future female leaders.  Furthermore, Devon and Cornwall made a HeForShe commitment to engage men to assist with embedding gender equality, however, this research suggests that the force could be failing in this respect.  

[bookmark: _Toc233819130]5.7 Overall Impact
All of these contribute to the ‘labyrinth’ of barriers (Carli and Eagly (2016)) that women face when seeking development and promotion in Devon and Cornwall throughout their entire career.  A majority of respondents felt they do not have as equal opportunity as men to progress and research has demonstrated that this is as a result of a gendered disproportionality to informal support networks; a male dominated culture which perpetuates gender bias, inhibits women’s confidence and enforces inauthentic leadership; a lack of support from men, who are more likely to occupy leadership positions; lack of recognition and support for the disproportionate caring responsibilities that women undertake outside of work and unfair promotion processes.

The result is that fewer women are promoted into leadership positions in Devon and Cornwall and this creates a cyclical problem in that a lack of visible female role models does not inspire future female leaders.    Devon and Cornwall have been rated as ‘inadequate’ in several areas by HMICFRS (2026) and concern have been raised in relation to the quality of leadership.  Devon and Cornwall will need strong leadership and diversity of thought to address these performance concerns and the changing nature of the policing landscape - barriers which prevent women from advancing and demonstrating their leadership qualities (Alexander & Charman, 2024) will inhibit the future performance of the force. 


[bookmark: _Toc233819131]5.8 Recommendations
1. Devon and Cornwall Police should seek to understand the gendered proportion of applicants for promotion processes.  The organisation should ensure that women feel more confident to apply for promotion by understanding the barriers that impact on confidence.
2. The force should understand the qualities that are being assessed for in promotion processes and whether there is a gendered impact of these.  Devon and Cornwall should commit to further enhancing the transparency of future promotions processes.
3. Devon and Cornwall should seek to understand the existence of informal support networks with the organisation and the impact that gender has on accessing these.  Development support should be offered according to evidence-based and evaluated practice.
4. The force should understand how and to whom informal ‘acting’ and ‘temporary’ promotion positions are offered to individuals and whether the there is a gendered disproportionality to this.
5. Devon and Cornwall should understand the uncertainty of position or working pattern has on women applying for promotion and should explore options to reduce this. 
6. Devon and Cornwall Police should seek to ensure that men play a more active role in the embedding of gender equality within the organisation.  

[bookmark: _Toc233819132]5.9 Contribution to Knowledge and Policing Practice
This dissertation contributes to the existing academic body of research that relates to female officer promotion in policing by further understanding the organisational, structural and cultural barriers that exist within policing.  This study adds first-hand female officer perspective and lived experience to the existing knowledge base and add a depth of understanding to the barriers that exist throughout the entire service of a female officer.  The suggestion of an existence of a male dominated culture; a lack of equal development opportunities and unfair implementation of policies and procedures all contribute to gender disproportionality at higher ranks in policing.  This research demonstrates that police bodies are failing to meet their formal commitments to embedding gender equality and diversity, to the detriment of organisation performance and leadership. 

This study addresses a particular gap in understanding the subtle barriers that prevent women from developing specifically with Devon and Cornwall.  The findings suggest the importance of a positive workplace culture in promoting diversity of thought and more inclusive leadership styles.  The findings in this report provides evidence to inform future senior leader decision making to improve the development and progression of women within policing. The conclusions are likely to be applicable to all enforcement bodies across the UK, and even internationally. 

In conclusion, this study advances academic understanding of barriers that exist for women in policing and provides evidenced based recommendations to support greater senior officer gender equality, thereby strengthening operational performance and enhancing public trust and confidence in policing.  
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[bookmark: _Toc233819134]Appendix A - Female Officer Promotion Questionnaire 
1. Promotion processes within Devon and Cornwall are fair and transparent
	Strongly disagree
	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	2. I understand what is required to progress to senior ranks
	
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree
	Agree
	Strongly agree



3. As a woman, I receive equal development opportunities as men within the organisation
Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree	Strongly agree

4. An informal network assists when it comes to promotion processes.
Neither Agree or
	Strongly disagree	Disagree	Disagree

5. Women are more disadvantaged then men in promotion processes 
	Strongly disagree
	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	6. The culture within Devon and Cornwall supports women in leadership roles
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree
	Strongly agree



	7. There is a perception that men are better suited to leadership roles
	
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree
	Agree
	Strongly agree



	8. I have experienced gender bias in work
	
	
	

		Strongly disagree	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	9. I have observed gender bias in work
	
	
	

		Strongly disagree	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	10. I feel I have to be someone different from my authentic self in work
	
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree
	Agree
	Strongly agree



11. I have access to effective coaching, mentorship or sponsorship
Neither Agree or
	Strongly disagree	Disagree	Disagree

12. Senior leaders actively support men and women’s career development equally
	Strongly disagree
	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	13. I have positive female role models in the organisation 
	
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree
	Agree
	Strongly agree



14. Senior men in the organisation actively seek to advance the career of women in the organisation
	Strongly disagree
	Disagree
	Neither Agree or Disagree
	Agree
	Strongly agree



	15. Devon and Cornwall has effective policies to support gender equality
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree
	Strongly agree



	16. There exists a culture of embedding gender equality in Devon and Cornwall
	

	Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree
	Strongly agree



17. The commitment organisationally to embed gender equality is reflected in promotion outcomes 
Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree	Strongly agree
18. Initiatives  that exist to support women are effective 
Neither Agree or
	Strongly disagree	Disagree	Disagree

19. Overall, I believe I have equal opportunity as men to progress to senior ranks ,if I wish
Neither Agree or
	Strongly disagree	Disagree	Disagree	Agree	Strongly agree

20. What is the single biggest barrier to female officer promotion?
Enter your answer

21. What single change would improve gender equality in leadership in policing
Enter your answer


22. What is your age range?
18 - 29
a - 39
40 - 49
50 - 59
60 - 69
70 plus
23. What is your current substantive rank?
Constable
Sergeant
Inspector
Chief Inspector
Superintendent
Chief Superintendent
Executive (ACC or above)
24. How many years experience do you have?
0 - 5
6 - 10
11- 15
16 - 20
21 - 25
26 - 30
a plus
25. What is your working arrangement?
Full time
Part time / Flexible
26. Do you have caring responsibilities?
Yes
No
27. Have you applied for promotion in the past 3 years?
Yes
No
28. Do you intend to apply for promotion in the next 3 years?
Yes
No
This content is neither created nor endorsed by Microsoft. The data you submit will be sent to the form owner.
Microsoft Forms


Current Substantive Rank




Total	
Constable	Sergeant	Inspector	Chief Inspector	Superintendent	Executive (ACC or above)	3	12	11	4	4	1	

I believe I have equal opportunity as men to progress to senior ranks

I believe I have equal opportunity as men to progress to senior ranks	
Strongly disagree	Disagree	Neither agree or disagree	Agree	Strongly agree	11.4	48.6	20	17.100000000000001	2.9	
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Direct Discrimination

Treating someone with a protected characteristic
less favourably than others.

Harassment
Unwanted behaviour linked to a protected

characteristic that violates someone's dignity or
creates an offensive environment for them.

Association

Where a person is associated with someone who
has a particular protected characteristic.

Indirect Discrimination
Putting rules or arrangements in place that

apply to everyone, but that puts someone with a
protected characteristic at an unfair disadvantage.

Victimisation

Treating someone unfairly because they've
complained about discrimination or harassment.

Perception

Where someone thinks a person has a particular
protected characteristic, even if they do not.
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