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The purpose of this document is to critically analyse the facility of career progression for women within UK Policing. It will show a disparity in gender according to rank and will highlight barriers to women seeking promotion. The implementation plan will evaluate assumptions regarding women in the sector and will present recommendations to stifle poor public perception, encourage women to under-represented roles and reduce an authority gap.
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1. Implementation Plan

1.1 Introduction

This implementation plan will discuss progression opportunities for females in UK Policing, primarily through to leadership roles. The plan will demonstrate cultural and political barriers, and will tackle assumptions around the career aspirations of women in the sector. Recommendations will be provided to achieve development for women and to reduce obstacles identified in the plan.

2. Rationale

Police organisations within the UK are under immense scrutiny. This paper is rationalised by a cultural and political necessity to enable a supportive and diverse workforce within Policing.
Parr (2022) observed that “A culture of misogyny, sexism and predatory behaviour is prevalent in many forces”, after conducting an inspection of vetting, misconduct, and misogyny in the police service following the murder of Sarah Everard the previous year, by a then serving Metropolitan Police Officer. His HMICFRS report describes how some instances of misconduct were not treated as such, and that the culture and behaviour towards females is not limited to Police Officers, but also to staff and members of the public.
Chief Constable Andy Marsh, CEO of the College of Policing, launched a framework in 2021 in aid of Policing violence against women and girls, in collaboration with the National Police Chief’s Council (NPCC). Marsh (2022) said that “Everyone in Policing has to do more to protect women and girls and show them that we can be trusted to keep them safe”.
Consideration must be given to stereotypes often attached to gender and a view that certain roles are better suited to males, when evaluating whether it is an organisational perception or public perception that limits progression of females. Smith et al (2018) stated that “More positive words are used to describe men than women in performance reviews”. They went on to show that where a male leader may be seen as “confident”, “dependable” and “competent”, a female leader displaying the same attributes may be viewed as “scattered”, “indecisive” or “temperamental”.

2.1 Aims and Objectives 

The aim of this document is to set a tactical plan for UK Police organisations to follow, in aid of reducing gender disparity and an authority gap. Additionally, it will highlight limitations faced by women in the sector progressing to leadership roles.
Objective One -	Analyse and develop education within Policing to foster equality of promotion opportunities. Recommend areas for development in this area of business.
Objective Two -	Evaluate public perception of the Police. Recommend steps to overcome negative assumptions.
Objective Three -	Ensure a sustainable methodology to mitigate future gender discrimination, lack of diversity, and negative culture.

[bookmark: _tyjcwt]2.2 Action Plan

The Home Office publish Police workforce statistics biannually for England and Wales. The most recent publication dated 31 March 2023, indicated there were 51,210 female police officers across the 43 forces (Hargreaves, 2023). The Home Office lead statistician elaborated that this makes up just 34.7% of all officers in England and Wales.
Hargreaves (2023) also highlighted females are more often found in Constable ranks, with just 30.5% of promoted officers in the year ending March 2023 being women. This is a decrease from 31.2% the previous year.
	England and Wales
	
	
	
	
	
	Full-time equivalents

	
	
	Number
	
	
	Proportion (%)3
	

	Rank
	Male
	Female
	Total
	Male
	Female
	Total

	Chief Officer
	166
	71
	237
	70.0
	30.0
	100.0

	Chief Superintendent
	249
	111
	360
	69.2
	30.8
	100.0

	Superintendent
	727
	326
	1,053
	69.0
	31.0
	100.0

	Chief Inspector
	1,448
	585
	2,033
	71.2
	28.8
	100.0

	Inspector
	4,835
	1,776
	6,611
	73.1
	26.9
	100.0

	Sergeant
	15,496
	5,720
	21,216
	73.0
	27.0
	100.0

	Constable
	73,300
	42,621
	115,920
	63.2
	36.8
	100.0

	All Ranks
	96,220
	51,210
	147,430
	65.3
	34.7
	100.0

	
	
	
	
	
	
	

	Notes
	
	
	
	
	
	

	1.  Excludes British Transport Police and officers seconded out to central services (e.g. the Home Office, the National Crime Agency).

	2.  Includes officers seconded in to forces, and those on maternity/paternity leave and career breaks.

	3.  Excludes "Prefer not to say" and "Not stated".


Figure 1: Police officers1, 2, by rank and sex, as at 31 March 2023
Source: Home Office (2023)
On leaving the Police, “Of the 9,192 [leavers in 2023], 30.9% were female”. The data show that over half those females left on a voluntary basis (Hargreaves, 2023). This implementation plan therefore proposes that steps must be taken to a) encourage promotion of females, particularly to junior and middle level management positions, and b) discourage voluntary resignation of females and focus on staff retention.
The Independent Office for Police Conduct (IOPC) publish a Public Perceptions Tracker Summary annually, highlighting the public perception of UK Policing across various demographics. The 2023 summary indicates “A substantial drop in confidence that police deal fairly with complaints made against the police” (IOPC, 2023). The report highlights that “This has been driven by news stories about police failings, misconduct and criminality”.
When asked “How positive or negative do you feel towards [the Police]”, 24% of females answered “Negatively” (IOPC, 2023).
The report demonstrates that negative feelings towards the Police remain at their highest since 2020.
[image: ]
Figure 2: IOPC Public Perceptions Tracker Summary Report
Source: IOPC (2023)
There is therefore a need to take positive action towards the public perception of UK Police forces, particularly from females which may be discouraged to either report crime to the Police or join as a Police Officer owing to negative assumptions.
Steps should continue to secure a sustainable future in a gender neutral workspace for UK Policing. DCC Maggie Blyth, National Police Chief’s Council, is the lead for Violence Against Women and Girls (VAWG). The national VAWG framework provides a clear focus on building trust between females and the Police. Blyth (2021) stated “The actions required from every force in this framework are wide-ranging. They span from better prevention activity,” she elaborates, “to more relentless disruption of perpetrators and more robust offender management”.
This implementation plan, in similarity to the VAWG framework, must insist that UK Policing needs to improve its attitudes and behaviours and promote a culture in which misogyny and sexism are non-existent. The plan identifies necessary action to challenge and report inappropriate behaviour and that allegations against Police Officers must be dealt with diligently and expeditiously. 
Other organisations, such as White Ribbon UK, also aid this long term vision; raising awareness of “The link between dominant masculine norms, gender inequality and violence against women” (Sully, 2021).





2.2.1 Time Plan

A tactical plan should be set in respect of each strategic objective identified from the overarching aim of this report. Section 2.2 highlights the three areas of concern and a timeline is indicated below to meet these needs:
2.2.1(i)	Internal education and promotion opportunities.
The National Police Promotion Framework (NPPF) comprises of four steps for officers seeking promotion to either the rank of Sergeant or Inspector. These steps are;
1. Competence in current rank
2. Examination of law and procedure
3. Local selection process
4. Work Based Assessment (WBA) whilst in 12 month temporary promotion
The successful candidate is substantively promoted only after all steps are complete. This process can take up to 6 years, as the Step 2 Legal Examination is valid for a period of 5 years. 
The process is not inclusive, not least of all due to the lack of support and reasonable adjustments to neuro-diverse candidates. Women aspiring to these ranks may be deterred due to the lack of representation as indicated in Figure 1, but other factors may play a significant part in this deterrence such as Maternity Leave or childcare arrangements.
Women Police Officers do not work under the same conditions as ‘employees’. Police Officers are not ‘employees’ but ‘Officers of the Crown’, and therefore work under terms defined in Police Regulations and Determinations 2003 (as amended). “Police maternity leave can be taken for a period of up to 15 months in an 18 month period” (PFEW, 2022).
Clearly, falling pregnant and taking necessary absence can impact the NPPF process, and a) may prevent an applicant from sitting the annual examination or, b) prevent an applicant successful at Step 2 of the NPPF from attaining early promotion owing to their 15 month break of duty. On their return to work, they may be viewed less favourably than their male counterparts with an unbroken length of service.
The College of Policing should seek to amend this within 3 years; enabling the NPPF to run as per its current process throughout 2023 whilst a plan is written to trial an inclusive promotion framework in select forces during 2024. Feedback will be reviewed and a new process can be fully implemented nationally by 2025, allowing female officers on maternity leave to sit the Step 2 Legal Examination and continue their promotion application whilst on maternity leave, if requested.
	2.2.1(ii) Public perception
The report shown in Figure 2 is published biannually, it’s most recent publication being March 2023. Forces should take steps within the next 24 months to address public perception of UK Policing, particularly by females, which can be measured in the next IOPC Public Perceptions Tracker Summary in 2025.
[bookmark: _GoBack]Barber (2022) suggested that “At the current rate of progress it will take another 20 years for England and Wales to achieve a representative workforce in terms of gender”. The Strategic Review of Policing in England and Wales went on to highlight that the College of Policing should ensure that development programmes promote a leadership model that understands perceived unfairness within the workforce and its cause; a contemporary approach which would benefit females looking for progression into leadership positions.
	2.2.1(iii) Sustainability
A report from the National Police Chief’s Council (NPCC) released on 14 March 2023, finds that “70% of conduct allegations and 91% of complaint allegations resulted in a decision that no action was required” (NPCC, 2023). The report states it is “almost certain” that inappropriate sexual conduct makes up most of police-perpetrated VAWG.
[image: https://www.endviolenceagainstwomen.org.uk/wp-content/uploads/2023/03/1.png]
Figure 3: VAWG Graphic
Source: NPCC (2023)
As the national VAWG framework is already underway as of 2021, any organisational future-proofing ought to follow this timeline for simplicity and consistency. Year 1 of the VAWG framework focusses on areas that can improve immediately. “Years 2 and 3 will focus on the wider community and partnership approached needed to deliver sustainable change” (Blyth, 2021).








2.2.2 Risk Management and Strategies

The ability to foresee risks enables an organisation to grade their likelihood and severity, and take positive steps to mitigate such risks. The below risk matrix will show the overall risks to a Police force and associated strategies to control these:
	Requirement
	Risk
	Who
	Strategy
	Grade

	Process evolution to NPPF
	Positive discrimination / grounds for employment tribunal
	Female officers seeking promotion
	Drive evolution of NPPF, enabling officers on maternity leave to take promotion exam and seek promotion opportunities
	H

	“
	“
	“
	Establish leadership programmes and women’s support groups, promote these groups through internal communications
	L

	“
	“
	“
	Promote and re-educate staff around entitlements; flexible working patterns, breast feeding rooms, other facilities, etc
	L

	Diversification
	Equality of outcome vs equality of opportunity
	Female officers, senior leaders
	Set parameters to provide equal opportunities to all staff, irrespective of gender, as opposed to forcing equality of outcome by shoe-horning females into under-represented roles
	M

	Public communication
	Poor public perception
	Reputational damage to an organisation, perceived damage by public
	Publicise on externally the steps taken to encourage women to leadership roles.
	M



 









3. Recommendations

Forces must delegate the following roles to senior leaders for ownership and strategic oversight; internal trust and confidence, external trust and confidence, pursuit of perpetrators, creating safer spaces.
Forces must internally publicise clear links and referrals to; relevant support groups, instructions on how to report inappropriate behaviour in the workplace, and each forces relevant professional standards or counter corruption department.
Forces must foster an environment, through clear internal communication, in which officers feel confidence to challenge and report inappropriate behaviour, including a review into internal complaint processes and ensure clear setting of expectations from the outset.
Forces will ensure the capacity and training level of their professional standards / counter corruption department is sufficient.
Forces will distribute materials and support to those seeking development opportunities and promotion to senior ranks, quashing perceived barriers to women to pursue these roles.
Forces will establish retention teams to intercept those expressing interest in leaving the organisation and provide support measures to encourage them to stay.
Forces will work with the College of Policing in a process evolution of the NPPF.

4. Conclusion

Increasing the visibility of females in positions is a positive step to promote gender equality and reduce the authority gap. However, this is not enough to resolve the overall gender disparity. Whilst supporting women through the NPPF and working to tackle VAWG, equal opportunities must be afforded to all and a cultural change must be adopted in all forces to ensure women are not forced into roles simply to meet a desire to be perceived as diverse and inclusive.
Barber (2022) clearly found that “promotion and selection processes ought to be reviewed to ensure fairness and transparency. There is a widely perceived opacity as to promotion processes and these would benefit from greater regulation by the College of Policing”.
The College maintain rigorous testing standards and continue to ensure those who are promoted are truly suitable. Despite the fact more females have entered Policing in recent times, this report has shown that more have voluntarily retired than last year. This indicates unrealised potential and support groups and mentoring schemes should be exploited to encourage females through to leadership roles.
The public perception of the Police is poor and remains at its lowest since 2020. The Police service as a whole can be regarded negatively due to the actions from one force. This must fundamentally be addressed, as without the support and consent of the public the Police cannot operate according to their core values and principles.
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