Chapter 5:
Findings, Recommendations, Conclusions


[bookmark: _Hlk112752835]5.0: Introduction

The previous chapters of this dissertation have directed this study through research, planning and analysis. The most recent chapter presents primary data findings analysed through qualitative and quantitative methods utilising interviews and questionnaires.
Throughout this study, chapters have achieved set objectives. This final chapter will aim to reach the final goal "Evaluate the impact of the barriers women face in policing and provide recommendations surrounding the key issues women face".

The conclusion of this chapter will discuss the research question "An investigation into misogyny within the police organisation by examining barriers to women in the police force", as well as the study's limitations and potential future research. 


5.1: Completion and Achievement of Objectives 

1: - Critically research and analyse previous and current literature through understanding barriers women face in the policing organisation whilst also reviewing misogyny.
· An examination of existing literature was carried out within Chapter two, which focused on previous and current literature on women in policing concerning the barriers they face. 

2: - Identify and explore the most suitable research approach for this study.
· Suitable methods to conduct research were identified in Chapter Three. The researcher understood the most appropriate way to get the study's broader context and the right option identified as a mixed methods approach and an interpretivist approach to gather data. 

3: - Investigate primary research and analyse the data of serving police officers to seek their views regarding barriers women face and if misogyny is still prevalent in policing culture.
· This objective was achieved in Chapter four following an analysis of data through quantitative and qualitative methods, which uncovered several themes and mainly identified women's perception of policing and the barriers they state they face.

4: - Evaluate the impact of barriers women face in policing and provide recommendations surrounding the key issues women face.
· This objective will be attained in this chapter, and recommendations providing focusing on barriers women face in policing.  


5.2: Main Findings 

The analysis of this study produced in-depth detail surrounding the qualitative data gathered through an interview method. It highlighted challenges perceived by female officers with regards to barriers they face when applying for roles within the organisation. It's clear from the qualitative and quantitative analysis found in Chapter four that challenges exist for female police officers today, but more so through their perception of family and work-life balance.  

The analysis of both groups (interview participants and questionnaire participants) found that overall, 70% of participants disagree that gender inequality exists in police departments. Yet, many mentioned the barriers they faced regarding promotion or applying for specialist roles. Nevertheless, interpretations and perceptions are likely how female police officers perceive gender inequality as there is a clear consensus regarding the question "gender inequality exists in police organisations," with 46% agreeing that it did and 20% disagreeing. However, this could not necessarily be a reference to their police organisation, and that media coverage of police misconduct covered in chapter two could influence this answer. 

Personal challenges are seen as the most significant barrier female officers face. Thus, managing and balancing work and family with many not knowing if the organisation will support them should they seek promotion. Furthermore, shift work and women's consciousness of not spending enough time at home is also family-related challenges, as seen in Chapter four, figure 11.
Some participants felt that having a good support structure would help balance work and family life. However, some may not have that support structure that others can rely on, and shift patterns can hinder home activities such as special events and school activities.
There is also the stigma surrounding females entering a male-dominated career wishing to start a family, leaving a dilemma for females to establish what they want more, a job or a family. The result of a female getting pregnant will mean restricted duties and feeling of no appreciation from her colleagues.

There was little mentioned regarding sexism within the organisation as many felt it did not exist; however, many thought it was normalised, and sexism is more overt. However, many felt that their organisation took sexual harassment reports seriously. Overall, it is down to a person's perception of how they think sexism presents itself; alternatively, there is an argument to suggest from these findings, have women become normalised to sexist remarks and behaviour?

5.3: Recommendations

(Mazindo, 2015) explained “You cannot amend what you do not acknowledge”. Moreover, identifying solutions can improve organisational perceptions and engagement (Kahn, 1990, (Kular, 2008).
The following recommendations are based on viewpoints drawn from research whilst conducting this study.

· Recommendation 1: Acknowledging personal challenges -. Research and data from this study have suggested this is one of the biggest challenges and barriers women face. Organisations must identify and adopt clear standards to promote equality for all employees regardless of gender. For example, female colleagues' fear when they ask for flexible work should be erased. When a female applies for a specific position, a question in the interview should be about flexible working, whether this is required or whether their current flexible agreement will adhere. Additionally, add it to the advert that flexible working applicants are welcome.

There are likely to be many long terms benefits of being an accommodating organisation, such as retention levels and fewer absences recorded, as revealed in a study conducted by the National Institute of Justice (2019). In addition, a better understanding of well-being and a sense of thoughtfulness toward female officers who may have to miss key events in their personal lives leads to a more positive outlook and appreciation.


· Recommendation 2: Evaluate the impact of females within the organisation: - Have workshops designed for women to attend which can look at focus groups to allow for a better understanding of what works in supporting females them the promotion of application processes or generally day-to-day. 

· Recommendation 3: Promotion process/ specialist departments: - Advice to look at the talent pool of previous applications or look inside the department and have honest conversations about opportunities with those around to see who a suitable candidate could be. Results of these conversations can be beneficial in finding someone with a great skill set who may not have the confidence to apply due to perceived barriers.  

· Recommendation 4: - Policies: - Look at current harassment policies; does gender banter need to be recognised internally to tackle misogyny within the organisation to provide more significant support for women? 

· Recommendation 5: - Gender Equality: -. Mensah (2019) identified that culture is crucial to job satisfaction. Females should not have to prove themselves to their male counterparts. Training and educational days on police culture should be delivered, ensuring that discrimination is not accepted.


5.4: Limitations

Providing a complete and honest review of a study's limitations is the researchers' duty to the academic community (Ross and Bibler Zaidi, 2019).

The research was intended to understand if misogyny still exists in policing whilst examining barriers women face. However, the research did not study findings from other police organisations to get a broader context. Exploring more than one police organisation would provide additional data to support the title of this study in more detail; however, the researcher could not upload to their intranet due to not being able to access other forces' internal systems. 

Additional limitations included an insufficient sample size for statistical measurements; Overall, there were only 30 questionnaires returned and lacked male participation. This could be down to the study's title, aimed only at women. 
Furthermore, a small number of participants took part in the interview questionnaire. This could be down to worry of exposure of opinion as with the questionnaire; you cannot be seen or known as all data is anonymous.  


5.5: Future research 

Due to the limited data received, this study was conducted on a smaller scale. However, should other organisations be willing to participate, this will provide a broader context to the survey.
This present study found that there is little empowerment of women in policing, with the perception women lack support due to family circumstances. 
Further research on how women impact police organisations could see more women in leadership positions and feel empowered within the organisations. 


5.6: Conclusion 

This study aimed to examine the culture of female police officers by investigating misogyny within the police organisation through examining barriers women face.

The researcher has concluded that women's experience of police work has drastically changed in England and Wales in recent years. Findings showed that challenges exist for female officers and that the main difficulties were personal circumstances such as family and work-life balance when applying for specific roles.
Although research now suggests that barriers have developed for the better over the years for women, they have not necessarily levelled through equality regarding higher rank roles. Studies highlight that sexist behaviour is being challenged more, but women have also accepted it as normalised behaviour. This would indicate that although reporting misogynist behaviour has improved, progress still needs to be made regarding behaviour demonstrated by some officers. In addition, women need to feel confident in challenging unethical behaviour. 

The results of this study show that conditions of the once called "Boys Club" have improved, but subtler misogynist behaviour now exists. However, challenges to this behaviour are more accepted, and women are starting to feel equal in the workplace concerning responsibilities they are given compared to the 1800s when women were only seen as matrons.

Indeed, different females have different challenges. Thus, it is recommended that future research is conducted to examine the impact women in policing are making with the aim for women to feel empowered and seek promotion regardless of their flexibility. 
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