 PROJECT INITIATION DOCUMENT (PID)

Investigating a Business Issue from a HR Perspective

Students Name: Katherine Lena Hobbs 
INSTRUCTIONS:

Give as much justification as possible for every question asked.  This means, you must not limit yourself to just stating WHAT you believe is an appropriate response, but WHY.

ALWAYS provide an outline of the financial and cost imperatives associated with your report tasks.  Imagine you must be able to SELL your project idea.

Put effort into the PID and your will benefit from this when it comes to undertaking the research.  Use your skills as a “Thinking Performer” and take the “Business Partner” approach.

PID submission date detailed on the IBI Activity Schedule

	1. Name
	Katherine Hobbs  

	2. Organisation name:
	Dyfed-Powys Police (DPP) 

	3. Type of business:

Nature of business and customer profile:
	Business Overview 

Police Force – one of four in Wales.  

The Police and Crime Commissioner (PCC) is responsible for producing the Police and Crime Plan 2017 - 2021.  The plan helps sets the strategic direction and priorities for Dyfed-Powys Police.  They are: 

1. Keeping our communities safe. 
2. Safeguarding the vulnerable. 
3. Protecting our communities from serious threats. 
4. Connecting with communities. 
In 2021, DPP current PCC has been re-elected for the role which will provide some stability to the strategic plan moving forward however DPP are currently recruiting a new Chief Constable due to retirement.  

Workforce composition consists of Police Officers (who are ‘employed’ under police regulations), Police Staff, Volunteers and Special Constables (police officer volunteers).  

Customer profile 

DPP covers the areas of Carmarthenshire, Ceredigion, Pembrokeshire & Powys which makes DPP the largest geographical police force in the UK.  

Serving more than 515,000 people, which rises significantly with tourists each year. Almost half of the total resident population is aged 45 and over, and 22% are aged over 65.  Previous PESTEL analysis identifies this as risk to recruitment a representative workforce. 

32% of our communities can speak Welsh: 18.6% in Powys, 47.4% in Ceredigion, 43.9% in Carmarthenshire and 19.3% in Pembrokeshire and we are required to comply to the Welsh Language standards. 
Overall customers of DPP are the communities that we serve which includes victims, criminals, witnesses, applicants, partner agencies, to name but a few.  

We aim to fully represent the communities that we serve, gender, ethnicity, disability, Welsh language ability etc.

	4. Number employed by organisation:
	As of March 2021 

Police Officers: 1199 
Police Staff: 942 
 
DPP (2021) Information About Employment Monitoring of Protected Characteristics March 2021. Available at: https://www.dyfed-powys.police.uk/SysSiteAssets/media/downloads/dyfed-powys/about-us/equality-and-diversity/public-sector-equality-duty/psed-march-2021.pdf (Accessed: 4 July 2021)  


	5. Number employed within human resources (HR) department (if applicable):
	HR at DPP is spilt into strategic and transactional HR. Breakdown as below:  
 
Strategic HR: 16 
Transactional HR: 6 
 
Please note DPP have dedicated departments outside of HR for Learning and Development, Occupational Health Unit, Payroll and Health & Safety


	6. List the main HR functions that are undertaken by your organisation:


	· Recruitment 
· Police officer promotions 
· Employee relations – flexible working, grievances, and PDR (known in DPP as Development and Assessment Profile) 
· People Policy creation and management 
· Sickness and absence management 
· HR divisional support to line managers, staff and Officers 
· Aligning Police Crime plan to people strategies 
· Workforce planning including succession planning. 
· Reporting quarterly on people data to inform strategic decisions. 
· Statutory reporting i.e., gender pay gap

	7. Your job title:


	HR Officer, Recruiting 

	8. How long have you been in this job?
	4 years (started April 2017) 



	9. Outline main purpose of your job:


	Dedicated recruitment officer for DPP ensuring the force management statement, recommendations from the HMIC, force priorities and recruitment policy are implemented by recruiting the right people for the role at the right time; fairly by making consistent decisions.  
Providing good customer service to candidates and ensuring the recruitment ATS provide a good candidates experience.  

	10. List the HR responsibilities within your job:


	· Recruitment of Police Officers, Police Community Support Officers, Transferring Police Officers and Special Constables.  
· Oversee the recruitment of Police Staff and internal police officer recruitment into specialist roles. 
· Providing administrative support to Police Officer promotion process 
· Management of the recruitment Applicant Tracking System (ATS) for DPP, attending the All-Wales Bronze action group to improve the system for DPP HR team and candidates.  
· Analyse recruitment data quarterly and report to force management meetings. 
· Improve attraction of DPP as an employer of choice via Twitter and working with the corporate comms team to publish vacancies on Force Facebook pages.  
· Content creation and management for the ‘Careers’ webpage on DPP website including bench marking against other police forces.  
· Apprenticeships and internships  
· Administrative support to individuals going through re-deployment.  
· Administrative support when recruiting via an agency.

	11. Who is the person mainly supporting your report (Sponsor)?  State their job title and their relationship to you:


	Name: Karyn Howells
Job title: Senior Manager – Recruitment, Promotions and Apprenticeships 
Relationship to you: Line Manager



	12. Aim of report:

In no more than twenty words, state the overall aim of the report.  Here you need to compile a sentence that communicates clearly what you intend the report idea to achieve.

Aim: Critically analyse what attracts females to the role of police officer to create a long-term attraction toolkit for recruitment.
TOP TIP:  KEEP IT SPECIFIC.  IMAGINE YOU ARE A SELF-EMPLOYED CONSULTANT DETERMINING THE PARAMETERS OF YOUR report FOR WHICH YOU WILL GET PAID.  A CLEARLY STATED AIM HELPS TO ACHIEVE PARAMETERS AND SERVES TO ESTABLISH THE BASIC DESIRED OUTCOME OF THE report.  ONLY WHEN WE DELIVER ON THE AIM, SHOULD WE EXPECT TO GET PAID BY OUR PAYMASTER.

	13. Objectives of report:
List four objectives that are each directly related to the report aim.  Here you must ensure the objectives are SMART (specific, measurable, achievable, realistic, time bound).  Essentially, objectives are steps you need to take to achieve the report aim.  Each objective must begin with a verb that states clearly how the objective is to be undertaken.  

Objectives:
1. Explore when the role of police officer is considered as a viable career option by females. 

2. Determine if marketing campaigns designed to recruit females can be an effective recruitment tool.

3. Analyse why there has been an increase in the recruitment of female police officers and how this can be maintained.

4. To make recommendations on improving the long-term continuous attraction of females at Dyfed-Powys Police for the role of police officer in a VUCA environment. 
TOP TIP:  KEEP OBJECTIVES SIMPLE AND ADHERE TO SMART PRINCIPLES.  THE OBJECTIVES ARE THE STEPS YOU WILL TAKE TO DELIVER ON THE AIM OF YOUR report.  AGAIN, THESE ARE MEASURABLE PARAMETERS AND SERVE TO DEMONSTRATE A LOGICAL AND EASILY UNDERSTANDABLE APPROACH TO SUCCESSFULLY COMPLETING THE report.  OBJECTIVES ARE ALWAYS AGREED AND “SIGNED OFF” BY YOUR PAYMASTER SO THAT BOTH PARTIES KNOW WHAT IS BEING CARRIED OUT AND IN THE END, PAID FOR.

	14. Give an outline of the sorts of tasks and questions you want to undertake and ask that will allow you to deliver on your objectives and ultimately achieve your aim.

Questions relevant to objective one: 
1. Is there a trend when females become police officers both DPP and nationall? 
2. Does previous employment impact this choice?  
3. Are the reasons deep-rooted and decided at a young age? 
4. Do they have male relations; parents/grandparents/uncles/brothers who were/are police officers? 
5. Did an event involving the police impact the decision to become a police officer? 
 
 
Tasks relevant to objective one: 
1. Look at secondary research on when females join DPP and forces nationally – age of joining force, previous roles held prior to starting at DPP.  
2. Add a question on primary research techniques on when they consider the role of police officer? Why did they consider the role? Did an event happen?  
3. Add a question on primary research linking to previous encounters with the police, family member etc.  
4.  
 
Questions relevant to objective two: 
1. Do marketing campaigns dedicated at females increase female applicants?  
2. Does the national campaign ‘Join the Force’ showcase females in the role?  
3. Why are females more attracted to the role of PCSO than PC?  
4. Is there still an assumption that females only deal with crimes associated with women and children?  
5. What type of marketing is effective in attracting females? 
6. What do females want from an employer that differs from male counterparts?   
 
Tasks relevant to objective two: 
1. Review campaigns of forces with higher numbers of females employed against the demographic of the force. 
 
Questions relevant to objective three: 
1. Why have more females become police officers over the last five years? 
2. What has changed socially to see this change? 
 
Tasks relevant to objective three: 
1. Review government data on policing demographics 
2. Review research on this topic 
3. Primary research – add questions specific to this topic based on secondary research. 
 
Questions relevant to objective four: 
1. What is suitable recommendation to DPP? 
2. What has been successfully achieved by other forces? 
3. What is a reasonable budget? 
 
Tasks relevant to objective four: 
1. Ensure recommendations link to DPP and are realistic in costings. 
2. Benchmark against other police forces or consider collaboration opportunities to reduce cost.  
TOP TIP!  THE MORE TIME YOU TAKE EARLY ON IN YOUR REPORT TO WORK OUT WHAT YOU ARE GOING TO ASK AND WHAT YOU HAVE TO DO, THE MORE TIME YOU WILL SAVE LATER ON.


	15. What is the business case for considering undertaking the report?  Here you need to justify how achieving the report aim will advantage and benefit the business and its stakeholders. For example, savings, gaining intelligence of competitors, promoting innovation, and return on investment.  

Only 35% of current DPP police officers are female. The lack of females in the role of Constable, diminishes the number of females occupying higher ranks. There is evidence that suggests diverse teams make better decisions.  

To increase females, DPP must attract and recruit more females than males to become representative of the communities we serve.  

Improving the number of females in the role of police officer will improve DPP gender pay gap thus improving the DPP as an employer of choice. Evidence suggest that more females are using the gender pay gap report to choose who to work for.  

Having more females occupying the role of police officer means that these officers will attend schools, incidents, thus becoming a visible representation that females can successfully perform the duties of the role – a visible role model – which will intrinsically improve attraction over the long term. Individuals will see this role as one that can be performed by females.  

DPP have a dedicated Positive Action officer who can enact recommendations from this report to improve attraction as part of their role.  
TOP TIP:  NO BUSINESS CASE?  BIN REPORT, START AGAIN - BETTER NOW THAN LATER!

	16. Identify the risks associated with the report and how these could be overcome.

Risk 1.  

If the report identifies that why females are attracted to the role is inherently to do with personality, upbringing, life experiences which are deep-rooted. As such DPP will only attract who WANTS to become a police officer and cannot change perceptions on the role. If this is proven, the recommendations of the report will consider whys to secure full attraction of these potential candidates.  

Risk 2.  

Full implementation of recommendations is deemed too expensive to undertake due to strict budget constraints in public sector. Recommendations should be given in smaller chunks to allow for some learning to be implemented from the report. 

Risk 3. 

Lack of engagement from participants during primary research stage resulting in little data to draw meaningful conclusions form. Promote the reason why this data is being given, ensure that not just a link is shared (as a lot of work is undergoing to promote the risk of clicking links without thinking) and establish stakeholder buy in early to creating the report.  
TOP TIP:  THERE ARE RISKS TO ALL RESEARCH PROJECTS HOWEVER, GOOD THEY MAY SEEM!  THE SKILL IS TO IDENTIFY AND MANAGE THE RISK(s).


	17. List the resources you will need to make your report a success.  State why such resources are needed.  These may include, people, time, cash, technology, data.  Identify any constraints that you may encounter and explain how you would overcome these.

1. New police officer recruits time to conduct focus groups. Time will need to be allocated by the course trainer. Approach as early as possible for this to buy-in to be achieved. Multiple focus groups to be held if needed to accommodate the training schedule.  
2. My working time to conduct the focus group – agreement will be needed from line manager or research may need to be conducted on my own time.  

TOP TIP:  THE ASTUTE MANAGER IS FULLY AWARE OF THE REQUIRED RESOURCES AND THEREFORE, BUILDS POSITIVE RELATIONSHIPS WITH PEOPLE WHO CAN HELP HIM/HER IN OBTAINING SUCH RESOURCES.  IT IS ESSENTIAL TO IDENTIFY ALL RESOURCES AT THE BEGINNING OF A PROJECT SO THAT YOU CAN INCLUDE THEM IN YOUR COSTS. 

	18. State what method you intend to use to collect your primary data.  For example, questionnaire, interviews, telephone surveys, focus groups etc.  Outline why a particular research method was chosen over alternatives.

There are two viable options to collect primary data: 
 
1. Recently recruited female officers  
The data would be collected via interviews/focus groups. This would provide a more personal approach and would be easy to manage around a hectic initial training period. It would also allow the researcher, myself, opportunity to probe around certain questions if themes were emerging. Although this route would be more labour intensive it would provide more meaningful data.  
 
2. Contact females who have not considered the role of Police officer. 
The data would be collected via online survey. This would be the easiest way to reach a wide audience and using an online software such as google forms would allow the data to be viewed in real time and reduce some of my tasks in terms of analyse.  
TOP TIP: CHOOSE AN APPROPRIATE METHOD AND THEN, USING THIS METHOD, ENSURE YOU WILL ACTUALLY BE ABLE TO COLLECT THE DATA YOU REQUIRE.  AGAIN, KEEP IT SIMPLE AND TAKE ADVICE FROM RESEARCH METHODOLOGY TEXT BOOKS AVAILABLE IN THE LIBRARY.


	19. State HOW you plan to collect primary data and justify the appropriateness of your chosen research method.  Consider whether or not you will be given or denied access to personnel and why.

Option 1.  
The timetable for students is hectic and does not give much opportunity for a break. I would liaise with a trainer to fit some time in which does not impact other important areas of training.  
 
If there is an assignment or other testing deadline during my allocated time period for collecting primary data, this may become problematic as individuals may want to participate.  Annual leave is also allocated to students and may cause disruption to my timetable of events and may have to conduct more than one focus group opportunity to increase attendance.  
 
If this the chosen primary research method, I would liaise early to pinpoint suitable dates.  
 
Option 2. 
Using a trusted online survey platform such as google forms allows for the link to be shared across social media platforms. The information collated will not be personal data and will ask for opinions/reasons why the role of police officer has not been a chosen career.  
TOP TIP:  BE SURE THAT THE METHODOLOGY YOU USE TO COLLECT YOUR DATA IS APPROPRIATE AND AFFORDABLE IN TERMS OF YOUR TIME.  KEEP IT SIMPLE!  DO NOT MAKE YOUR LIFE DIFFICULT.

	20. State from WHOM you plan to collect primary data and detail any challenges you anticipate.  Outline how you plan to approach people to take part in your research and why you have chosen such individuals.  State why individuals may agree to take part in your report or indeed, refuse.

Option 1 – newly recruited female police officers  
Lack of time that the students have will be a challenge. COVID has placed restrictions on the workplace and the focus group may need to be held over SKYPE which the student officers do not have access to as they are not within a role that requires a laptop.  
 
Option 2 – females who are not police officers. 
Sharing the link on social media will provide a range of perspectives. There is scope to consider an age range to the individuals who complete the form to ensure their views reflect society today. There is a risk that older generational norms would not be valid amongst younger females today. More thought is needed on this based on research already undertaken.  
 
There is a risk that people will not complete the questionnaire and it is important that the narrative shared with the link represents what is trying to be achieved.  
TOP TIP:  BE SURE THAT THE PERSONS YOU WANT TO PARTICIPATE IN YOUR REPORT ARE THE APPROPRIATE PERSONS.


	21. State from where you plan to collect secondary data.  This means providing an early list of alphabetised websites and a bibliography that details (using Harvard method) the books, journals, research and magazines that you intend to use.

Website addresses:
Approximately 10

1. Home Office (2020) Police workforce, England and Wales, as at 31 March 2020 second edition. Available at: LINK WILL NOT COPY IN. NOTE: 2021 figures released on July 28th @ 9.30am 
2. Police Executive Research Forum (2019). The workforce crisis, and what police agencies are doing about it. Available at: https://www.policeforum.org/assets/WorkforceCrisis.pdf 

3. https://www.theiacp.org/sites/default/files/2018-08/BP-RecruitmentRetentionandTurnover.pdf 

4. Ivonne Roman, “Women in Policing: The Numbers Fall Far Short of the Need,” Police Chief Online, April 22, 2020. https://www.policechiefmagazine.org/women-in-policing/ 
5. https://www.osce.org/files/f/documents/e/9/442519.pdf 
6. https://theconversation.com/women-have-made-many-inroads-in-policing-but-barriers-remain-to-achieving-gender-equity-123082 
7. https://wiw-report.s3.amazonaws.com/Women_in_the_Workplace_2020.pdf 
8. labour-market-outlook-winter-2019-20-1_tcm18-71784.pdf (cipd.co.uk) / Public sector employment confidence at 12-year high with women set to benefit | CIPD 
9. https://www.engineeringuk.com/media/1576/7444_enguk18_synopsis_standalone_aw.pdf 
10. https://www.catalyst.org/ 
11. https://edition.cnn.com/2019/03/08/success/women-male-dominated-occupations/index.html 
12. https://www.ilo.org/infostories/en-GB/Stories/Employment/barriers-women#what-women 
13. https://www.forbes.com/sites/kimelsesser/2019/04/01/the-gender-pay-gap-and-the-career-choice-myth/?sh=4377ad73114a
Books (on topic area and associated subjects):

Approximately 10

1. Baker, T., (2014) Attracting and Retaining Talent Becoming an Employer of Choice 1st ed. 2014. 
2. Wilson, J. M, Rostker, Bernard D, & Fan, C., (2010) Recruiting and Retaining America's Finest, Santa Monica: RAND Corporation. 
3. Rostker et al., (2007) Recruitment and retention lessons for the New Orleans Police Department, Santa Monica, CA: Rand Gulf States Policy Institute. 
4. Bibb, S., (2016) Strengths-based recruitment and development: a practical guide to transforming talent management strategy for business results, 
5. Nikolaou, I. & Oostrom, J.K., (2015) Employee recruitment, selection, and assessment: contemporary issues for theory and practice, 
6. Cook, M., (2009) Personnel selection adding value through people 5th ed., Hoboken, NJ: J. Wiley & Sons.
Books (on research methodology):

Approximately 3

1. Saunders, M. (2018) Research methods for Business Students, 8th edition. London: Pearson 
2. Blaxter, L, Hughes, C. & Tight, M. (2010) How to research. 4th ed. Maidenhead: Open University Press.     
3. Cryer, P. (2006) The research student's guide to success.  3rd ed. Maidenhead: Open University.             
4. Rumsey, S. (2008) How to find information: a guide for researchers.  2nd ed. Maidenhead:  Open University Press.    
5. Oliver, P. (2012) Succeeding with your literature review: a handbook for students.  Maidenhead: Open University Press.       
Peer reviewed research papers:

Approximately 10
1. Archbold, Carol A & Schulz, Dorothy Moses (2012) Research on Women in Policing: A Look at the Past, Present and Future. Sociology compass, 6(9), pp.694–706. 
2. Brandl, Steven G & Stroshine, Meghan S, 2013. The Role of Officer Attributes, Job Characteristics, and Arrest Activity in Explaining Police Use of Force. Criminal justice policy review, 24(5), pp.551–572. 
3. Brown, Timothy C et al., 2020. Playing the Game: A Qualitative Exploration of the Female Experience in a Hypermasculine Policing Environment. Police quarterly, 23(2), pp.143–173. 
4. Cambareri, Josie Francesca & Kuhns, Joseph B, 2018. Perceptions and Perceived Challenges Associated With a Hypothetical Career in Law Enforcement: Differences Among Male and Female College Students. Police quarterly, 21(3), pp.335–357. 
5. Clinkinbeard, Samantha S, Solomon, Starr J & Rief, Rachael M, 2021. Why Did You Become a Police Officer? Entry-Related Motives and Concerns of Women and Men in Policing. Criminal justice and behavior, 48(6), pp.715–733. 
6. Clinkinbeard, Samantha S, Solomon, Starr J & Rief, Rachael M, 2020. Who Dreams of Badges? Gendered Self-Concept and Policing Career Aspirations. Feminist criminology, 15(5), pp.567–592 
7. Cordner, Gary & Cordner, AnnMarie, 2011. Stuck on a Plateau? Police quarterly, 14(3), pp.207–226 
8. Garcia, Venessa, 2003. “Difference” in the Police Department. Journal of contemporary criminal justice, 19(3), pp.330–344. 
9. Greene, Barbara A & DeBacker, Teresa K, 2004. Gender and Orientations Toward the Future: Links to Motivation. Educational psychology review, 16(2), pp.91–120. 
10. Gustafson, Joseph L, 2008. Tokenism in policing: An empirical test of Kanter's hypothesis. Journal of criminal justice, 36(1), pp.1–10. 
11. Lester, D. 1983 Why do people become police officers: A study of reasons and their predictions of success. Journal of Police Science & Administration, 11(2), 170–174. 
12. Mark D'Arelli, 2014. Women in Law Enforcement: A Case for Change. Journal of California law enforcement, 48(2), p.15. 
13. Lord, Vivian & Friday, Paul, 2003. Choosing a career in police work: A comparative study between applicants for employment with a large police department and public high school students. Police practice & research, 4(1), pp.63–78. 
14. Gatta, M, 2018. Rabe-Hemp, Cara E.: Thriving in an all-boys club: female police and their fight for equality. CHOICE: Current Reviews for Academic Libraries, 55(12), p.1532. 
15. Raganella, Anthony J & White, Michael D, 2004. Race, gender, and motivation for becoming a police officer: Implications for building a representative police department. Journal of criminal justice, 32(6), pp.501–513. 
16. Rossler, Michael T et al., 2020. Influence of Gender on Perceptions of Barriers to a Police Patrol Career. Police quarterly, 23(3), pp.368–395. 
17. Stroshine, M. S. and Brandl, S. G. (2011) ‘Race, Gender, and Tokenism in Policing: An Empirical Elaboration’, Police Quarterly, 14(4), pp. 344–365. doi: 10.1177/1098611111423738. 
18. Tarng, Ming-Yueh, Hsieh, Charng-Hon & Deng, Tzu-Jeng, 2001. Personal background and reasons for choosing a career in policing. Journal of criminal justice, 29(1), pp.45–56. 
19. White, Michael D et al., 2010. Motivations for becoming a police officer: Re-assessing officer attitudes and job satisfaction after six years on the street. Journal of criminal justice, 38(4), pp.520–530. 
20. Jolicoeur, Jason R & Grant, Erin, 2018. Form seeking function: An exploratory content analysis evaluation of the imagery contained in law enforcement agency police officer recruitment brochures. Police journal (Chichester), 91(4), pp.339–355. 
21. Anon, 2011. Taking the drama out of recruitment. Development and learning in organizations, 25(3), pp.29–30. 
TOP TIP:  REFERENCES TO APPROPRIATE LITERATURE AND OTHER RESOURCES GIVE CREDIBILITY TO ANY PIECE OF WORK – BEWARE OF CUTTING AND PASTING INTERNET MATERIAL AND CLAIMING IT AS YOUR OWN – THIS IS PLAGIARISM IN THE REAL WORLD TOO!


	22. Design a time plan for the lifetime of the report. Begin by breaking down all tasks that need to be undertaken and assess the duration of time you need to devote to each task.  Be sure to show tasks in a logical sequence.  Be further sure that you plan well enough to enable you submit your report on the deadline date.  Include any meetings that you plan to have with your report supervisor at UWTSD.  Be realistic and make your report manageable, account for holidays and other “off-days”.  

Task

Date to be completed

Submit PID 

6th July 2021 

Meet with Supervisor to discuss proposal 

ASAP 

Start researching the topic in full 

To be completed by end of July 

Write first draft of Introduction (8%) and Literature review (20%) 

To be completed by end of July 

Meet with supervisor to review first draft of literature review (if possible)  

End of July 

Create primary research  

First week of August  

Distribute research or conduct focus group (depending on method using) 

Early August 

Write methodology section (15%) 

Early/Mid-August  

Collate and analyse the results  

Mid-August 

Write the results and analysis (35%) and conclusion (10%) section 

Late August 

Meet with supervisor to review first draft of results/conclusion section (if possible) 

Late August 

Write draft recommendations section  

(10%) 

Early Sept 

Submit draft report 

7th September 2021 

Re-write areas of the report based on feedback provided / additional research / analyse of results 

22nd September onwards 

Submit final report  

12th October 2021 

Note: Away from home on holiday – 15th to 20th September
TOP TIP:  IMAGINE YOU ARE SELF-EMPLOYED AND WANT TO DEMONSTRATE TO YOUR PAYMASTER EXACTLY WHAT YOU HAVE TO DO TO SUCCESSFULLY COMPLETE YOUR report.  MOREOVER, DATES PROVIDE A TIMELINE TO WHICH WE HOLD OURSELVES (AND OTHERS) ACCOUNTABLE.


	23.  Make a list of questions here that you wish to ask your supervisor about your report.  Such questions could be about:  meeting dates and venues; any forthcoming events that you may have interfere with you completing your report; relevant books, journals, websites, research papers; research methodology; etc etc etc.

1. Do you have annual leave booked in? This is to create a more detailed timeline for the research. 
2. Are you happy to meet over TEAMS? 
3. Do you know of any seminal research into why women naturally levitate towards female roles?  
4. Do you know of any books written on this subject area that I should be considering?  
5. Any advice on managing the timeline of the research project? What are your thoughts on the rough timeline presented so far?  
6. I know I have listed many sources which I could use for secondary research purposes, but a lot of the research on women in policing is outside of the UK – is it still suitable to use?  

7. Which primary research method would you use? Newly appointed police officers or females external to DPP? 
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