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Abstract

This dissertation looks into the prevalence of sexism and misogyny within South Wales Police, as well as addressing the negative impacts that this has on female police officers. There has been a collection of qualitative and quantitative data from 33 female officers within the organisation who have given their honest opinion on this topic, whilst also providing personal experiences. Impacts which have been addressed throughout this research include how sexism and misogyny effects the mental health and well-being of female officers, as well as identifying barriers that these officers face in relation to career progression and social situations within the workplace. 
The findings in this data show that although there have been slight improvements regarding change of policies to help improve gender equality. However, there are still a noticeable number of female officers who have recently witnessed sexist behaviour within the workplace, raising major red flags for the force. Additionally, these findings have also uncovered that a number of female officers feel as though South Wales Police don’t take their mental health and well-being seriously. This dissertation highlights the importance of further training, improved support systems and updated policies, to ultimately create an inclusive environment for all police officers within the South Wales Police organisation. 






Chapter One: Introduction
1.1 Introduction 

The purpose of this chapter is to give a background of this study and to provide the objectives of the dissertation. This research project hopes to provide answers in relation to the chosen topic, 
Sexism and Misogyny: Exploring the Impact it Has on Female Police Officers Within South Wales Police. 
1.2 Background and Rationale
The aim of this dissertation is to find out whether sexism and misogyny is an issue within South Wales Police, and if this has a current impact in female officers within the force. The term ‘sexism and misogyny’ becomes regularly used throughout the dissertation, highlighting the prevalence of these terms and that they are more than just words on paper. This dissertation will also show the extent that sexism and misogyny effects the mental health and well-being of female police officers, and what support is currently in place. Misogyny is informally described as the “hatred for women”. It’s believed that some individuals in society disagree with women have equal rights to men, and these individuals are then called commonly referred to as ‘misogynists’ (Bradley, 2018). The term ‘sexism’ is used in a very similar way, also projecting that woman are inferior to men (European Institute for Gender Equality, 2023). 


1.3 Aims and Objectives
1.3.1 Aim
The aim of this dissertation is to examine the prevalence of sexism and misogyny within South Wales Police whilst focusing on how this issue impacts female police officers within the force. Furthermore, this study will also review the support in place for these officers, and provide recommendations if needed to build a workplace that promotes gender equality whilst ensuring the support is adequate and backed up by updated policies and legalities. 
1.3.2 Objectives 
· Objective One: To examine existing research surrounding sexism, misogyny and gender dynamics within policing whilst focusing on understanding the barriers to career progression for female officers.

· Objective Two: Outline the methodology used in the chosen research study which aims to investigate how misogyny affects professional conduct, organisational culture, and gender dynamics within South Wales Police. 


· Objective Three: To analyse the primary data collected from female police officers within South Wales Police to understand whether sexism and misogyny still exists within the workplace and if they feel there is adequate support in place.

· Objective Four: To provide a summary of the findings in the research and if needed, to provide recommendations on how South Wales Police can promote gender equality and improve their support systems. 

1.4 Conclusion 
Chapter one has provided a brief summary of what the aims and objectives of the dissertation will include, as well as outlining the meaning of sexism and misogyny. This introduction also explains that the remainder of the dissertation will look deeper into how the mental health and well-being of female police officers is impacted by this, and what support South Wales Police have provided to combat this. The next chapter will be the literature review, which will explain this topic in more detail. 











Chapter Two: Literature Review 
2.1 Introduction 
The second chapter of the dissertation will examine how the role of a female police officer is constantly changing, whilst comparing dynamics relating to gender in a different country and analysing to what extent sexism and misogyny exist within police forces of England and Wales. The female police officer role has steadily evolved over the years within the UK due to adjustments in society and legalities on this topic. In Britain, the appointment of Edith Smith as the first female police officer in 1915 marked an event in history, even though it took until 1923 for women to gain full powers of arrest. Although positive changes were made in society, female police officers continued to come across many barriers at work and were discriminated against because of their gender. 
Additionally, this chapter will aim to achieve one of the three objectives of this dissertation, which is:
To examine existing research surrounding sexism, misogyny and gender dynamics within policing whilst focusing on understanding the barriers to career progression for female officers.
To achieve this, this dissertation will investigate the "glass ceiling" and "sticky floor”, showcasing the barriers women face when advancing in their careers. In addition, this chapter will evaluate important programmes such as the COM-B Model and the Signa Project, which were put in place to create gender equality and improve the support for female police officers. These interventions aim to solve the problem around sexism and provide strategies to improve organisational culture and professional conduct. 
This objective will be achieved by accessing relevant information through search streams such as Google Scholar and Google, to access academic articles and case studies, as well as looking into statistical data which may evidence the under-representation of female police officers in the UK. This analysis will also include policies and reports from College of Policing as well as from Governmental organisations to help understand what formal strategies have been introduced and implemented to help address sexism and to promote gender equity.
2.2 Historical Context of Woman in Policing 

The Metropolitan Police employed their first female police officer, Edith Smith who had been given powers to arrest in 1915, according to Sterry (2017). The following year, The Police Act of 1916 (Gov.UK, 1916) allowed woman to be appointed as constables, however; it wasn’t until the year 1923 that 50 female police officers were employed by the Metropolitan Police and given full powers of arrest (Anna Cross, 2024). At first, they were kept separate from the main police organisation, which slowed down their career progression and affected their professional status. However, in the mid-1970s, equal opportunities laws were put in place to ensure that women officers had the same job duties and salary as men (Cunningham and Ramshaw, 2019). Jennifer M. Brown (1998) discovered that despite the legal changes in the 1970s, there was little to no improvement after the introduction of the 1975 Sex Discrimination Act (UK Government, 2023). Recent research shows that approximately 43% of uniformed female officers have previously made reports of prejudice behaviour and discrimination based on their gender (Angehrn, Fletcher and Carleton, 2021). This is further supported in the Baroness Casey Review which discusses the standards of behaviour and internal culture of the Metropolitan Police. This case study found that female police officers and staff often face sexism and misogynistic behaviour from male colleagues (Caddle et al., 2023). Despite this, an article from Police Me Too (2023) was recently shared, showing a story from a crime victim.
The victim explained that they were unhappy with the service they received from a female police officer who allegedly called them a “stupid little girl”, which left them feeling very upset and disappointed. This incident just shows that female officers can also show misogynistic traits, despite often being subjected to this type of behaviour from male officers. 
2.3 Comparative Analysis
2.3.1 Sexism within the United States
One of the ways to truly understand the differences in cultural norms, policies or the extent of organisational culture is to explore this in different countries. This section will look at sexism and misogyny in the United States. 
According to Muhlhausen (2019), even though women make up more than 50% of the United States population, they account for fewer than 13% of law enforcement officers in the country. This underrepresentation is compounded by significant sex-based discrimination within US law enforcement agencies.
Studies have shown that almost one-third (29.3%) of female officer’s report experiencing discrimination in job assignments, training opportunities, or promotions. In comparison, only 4.2% of male officers believe that women face such discrimination (Yu, 2019). Yu further finds that his discrepancy reflects a more extensive issue in male-dominated professions like policing, where gender disparities in perception are deeply rooted.
While the majority of male officers (92.3%) believe that federal law enforcement promotes gender equity, the experiences of female officers tell a different story (Yu, 2019). Research by Schafer et al. (2024) found that female officers in the US reported facing direct and indirect forms of gender-based discrimination, including being denied training opportunities, encountering obstacles to career advancement, teasing, harassment, and heightened performance expectations.
Male and female officers have different opinions of discrimination, which means that sexism and harassment are more often than not ignored or neglected, which then leads to incidents becoming unreported. This type of silence purely highlights the gender contrast within the police, preventing female officers from being able to progress in their careers.
Regardless of the considerable evidence that sexism and misogyny are apparent issues within the US, initiatives have been put in place to address this, such as the US Strategy to Prevent and Respond to Gender-Based Violence Globally, which both promote gender equality and inclusivity. This program seeks to identify and address the root causes of sexism and misogyny (U.S. Department of State, 2022).




2.4 Organisational Culture in The Police Force
2.4.1 What is Organisational Culture?
The term “Organisational Culture” has been informally defined as the way in which members of an organisation share fundamental assumptions and collected beliefs. These values unconsciously project how the organisation perceives itself and its environment (Grieve, Harfield and MacVean, 2012). It’s been found by Prenzler (1997) that the way an organisation operates is not only influenced by its formal rules and policies, but also by an informal culture. Informal culture in the police force consists of 'values, norms, perspectives and unwritten rules', which heavily influences the way in which police work. This not only effects practical policing, but also social aspects which formal policies fail to address.
2.4.2 Organisational Culture and Gender Dynamics
The traditional view of policing being a men-dominated profession has made it very hard for women to progress in their careers. This stereotype impacts the recruitment of female officers and shapes the career paths of those already in the force (www.dodsdiversity.com, 2023). In a predominantly male environment, women often experience harassment and discrimination, are labelled as the ‘other’ (Brown, Fleming and Silvestri, 2020), and are viewed as the ‘weaker gender’ (Paolillo, 2021). In addition to this, another stereotype firmly rooted in police culture is the question of a female officer's physical competence to cope with police work (Antón Rubio, Grueso Hinestroza and Marín López, 2021). In a research project conducted by Rabe-Hemp (2008), it was found that male officers, based on the traditional view, argue that women are unable to perform their jobs to the same standard as men due to perceived physical incapabilities and their supposed inability to command authority. In addition, Gau and Paoline (2024) state that questions have been raised regarding the physical safety of female officers and their use of force, and they have noted that some female officers may have less upper-body strength than their male colleagues, which could potentially lead to injuries. Although there is a consideration for the personal safety of police officers, such ideas could be perceived as devaluing, degrading, and de-professionalising female police officers due to the derogatory element (Brown et al., 2019). Women are generally underrepresented in police forces, and where there is an opportunity for promotion, this has been described as a ‘greasy pole’ (Loftus, 2024). 
This issue has also started to effect policing in today’s policing world, as Gau and Paoline (2024) found that female officers often hesitate to apply for specific job roles or promotions within the force, out of fear that male colleagues will think that they have only been selected because they are female. Even though the lack of promotion for women might have been perceived as a result of their abilities linked to their gender, researchers have argued a point that this is actually due to gender biases and the masculine culture playing a significant role. An example of this it that woman have often avoided high-profile positions or ranks just so they can blend in with the crowd (Paolillo, 2021).
2.5 Barriers to Career Progression
2.5.1 The ‘Glass Ceiling Effect’
The term "Glass Ceiling" is a metaphor that typically refers to the invisible barrier that prevents women from advancing in their careers (Johns, 2013). However, it is also associated with barriers faced by individuals from minority ethnic backgrounds (Mind Tools Content Team, n.d.). The glass ceiling tends to impact women, especially those looking to progress in their careers but is often ignored or overlooked, with roles given to less-qualified or junior male colleagues (Jones and Oppenheim, 2002). This in particular is evident in the policing world, where gender disparities become more emphasised as the rank increases. For example, in England and Wales, the representation of women declines as statistics show that approximately a quarter of police sergeants and inspectors are female (Clark, 2023). The glass ceiling term was first introduced in 1978 by writer and consultant Marilyn Loden during a discussion on women in the workplace (Reiners, 2023) and was officially popularized in a 1984 'Adweek' profile of Gay Bryant. The concept of the 'ceiling' suggests a fixed limit to how far individuals can advance before encountering an invisible barrier (Boyd, 2012). The glass ceiling metaphor has played an important role in focusing on the barriers in the organisation that prevent women from progressing into their selected job roles. In addition, the number of women promoted to senior positions has been steadily rising, reflecting positive change within many industries (Maddrell, Thomas, and Wyse, 2018). Despite this progress, Claudia (2024) highlights that the glass ceiling persists in more subtle forms. It is often the established cultural norms within organisations that continue to slow down the advancement of marginalised groups, including women, delaying meaningful progress despite the structural improvements introduced by creating awareness of the glass ceiling.
2.5.2 The ‘Sticky Floor’
The concept of the sticky floor is similar to the glass ceiling effect. It is used to visualise when women get stuck in their careers and cannot progress materially (Nicole, 2022). The term "sticky floor" describes women who are given limited resources or opportunities at the start of their careers, which leaves them "stuck to the floor," preventing them from progressing as they should, in comparison to men (Brown et al., 2020). The sticky floor concept initially originated from the gender wage gap which dates back to the 1980s (Daugherty, 2024), as women who were although more qualified than men, would receive a lower pay outcome (Peake, 2023). 
2.5.3 Female Representation in Leadership Roles
When looking at the Home Office data, there is a noteworthy difference when showing how many males and females are working as police officers in the UK. In 2010, this year revealed that 25.7% of officers spread across the country were female, however this figure rose to 30.4% in 2019 (Home Office, 2019; see Appendix 1 for visual representation). Although female representation has increased within the police force, this is not reflected in higher-ranked roles. In 2019, only a few women held a title above the police constable role, with just 30% of senior police officers being female (Home Office, 2019; see Appendix 2 for visual representation). There’s clear indication in the graph that although there was an increase in female representation, obstacles are still prevalent for women officers which prevent them from either moving forward in their careers by changing departments or aiming for promotion. The statistics shown really do outline how much female officers battle on a daily basis in police forces in the UK, meaning that serious change is needed to address these gender-based issues. 
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Appendix 2: Growth in Female Representation in Promotion (2010-2019)
Source: Home Office (2019)
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Source: Home Office (2019)


2.5.4 Mental Health and Well-being
The mental health and well-being of female police officers have been severely affected by occasions of sexism and misogyny that have taken place within the 
police force. Treece (2023) found that female officers who come across sexual harassment, discrimination, or isolation often develop anxiety, depression, and other mental health-related issues. Supported by Davis et al. (2023), they found that sexual harassment has also resulted in unexplained pain and fatigue among female officers, showing that the after-effects can also have negative physical effects. In addition, when these officers spoke about these concerns to their supervisors, these concerns would more often than not go ignored, and some were even reprimanded for bring it up. Eventually, officers ended up leaving the police as they felt as though they could not help themselves and often felt a sense of isolation. As a way of tackling this, College of Policing (2024) introduced extra support called the B-COM Model which was put in place for female officers, and would be delivered in an external and impartial way. This puts officers in the position to have free, anonymous, and external support, allowing them to be open and honest about how they are feeling mentally and emotionally and to discuss precisely what happened whilst helping them feel that they are in control of the situation. 




2.6 Support and Training 
2.6.1 The COM-B Model
The College of Policing (2023) introduced a model called COM-B, which several scientists designed to tackle the ongoing issue of sexism and misogyny within the police force. This approach was created using a systematic examination of how sexism and misogyny were pictured in the world of policing and what drove these behaviours. The purpose of the COM-B Model was to suggest three possible reasons for behaviour (B) to occur. This is done by assessing a person’s capability (C), opportunity (O), and motivation (M) (The Decision Lab, 2022). As discussed by Michie, van Stralen, and West (2011), this model would ultimately achieve a positive behavioural change, and that capabilities, opportunities, and motivation interact for this to happen. An example of this would be that increasing the perceived capability of a person to do something can positively influence their motives to do it (Garcia, 2024). The COM-B Model has proved to be used successfully to help develop sedentary behavioural interventions. However, despite this, the model still needs to be applied in the policing world (Brierley et al., 2021). Although the COM-B Model has successfully developed sedentary behavioural interventions, it has had limited application in a policing context. As the model has not been applied to tackle sexism and misogyny within police forces fully, opportunities remain to explore how the implementation of the COM-B Model could lead to a shift in behaviours and attitudes amongst police officers.


2.6.2 The Signa Project
The Signa training programme was put in place by the Metropolitan Police to prevent and reduce sexism and misogyny within the police force (Metropolitan Police, 2021). College of Policing then decided to deliver this training package to recruits with the intended outcome of promoting higher standards and the appropriate course of action taken regarding the reporting of sexist and misogynistic behaviour (College of Policing, 2023a). The Signa training program was delivered by volunteers across the Metropolitan Police and reached approximately 4000 officers. The sessions were highlighted as impactful because they paid close attention to personal experiences. As a result of this course, men who attended reported back and said that it led them to converse with the women in their lives at home. They have realised how typical this behaviour is and how much it has been accepted in society (Government Events, 2024). In addition, reviews have been collected by officers who have taken this course, and positive effects have already started to show despite the long time it takes for cultural change (Metropolitan Police, 2021). Women are now feeling more confident to report sexist and misogynistic behaviour in the workplace (Odhiambo, 2022). Although there are interventions in place to assist female police officers, the result of this is still yet to be tested to help identify what can be changed in this area to improve the behaviour of officers (College of Policing, 2024).
2.7 Conclusion 
In conclusion, this chapter has successfully achieved one of the objectives which is: 
To examine existing research surrounding sexism, misogyny and gender dynamics within policing whilst focusing on understanding the barriers to career progression for female officers.
Additionally, this chapter has addressed the history of sexism and misogyny, as well as trying to understand how the ‘glass ceiling’ and ‘sticky floor’ had an effect in stopping officers from progressing in their careers. The B-COM Model and the Signa Project were brought into place and it was understood that concept was invented to support officers during these difficult situations, however; sexism and misogyny seems to carry on regardless of these interventions. 
The effectiveness of these interventions is still being tested and only time will tell whether a difference will be made. Additionally, the lack of qualitative and quantitative data limits a better understanding of how much sexism and misogyny affect female police officers.









Chapter three: Methodology
3.1 Introduction 
In this chapter, the objective is to:
Outline the methodology used in the chosen research study which aims to investigate how misogyny affects professional conduct, organisational culture, and gender dynamics within South Wales Police. 
The purpose of the methodology is to give readers the confidence to believe the author's research is reliable and dependable (Chris, 2021). The research process is completed through "systematic inquiry", which requires data collection, documenting important information, and the analysis of that data (Hampshire College, 2022).
3.2 Research Strategy

The research will be conducted using the exploratory research design which is an approach used to form a hypothesis, rather than conducting tests (Elman, Gerring and Mahoney, 2020, pp.17–18). Exploratory research has been defined as a problem that has not been thoroughly studied, therefore restricting the ability to prioritise or develop operational definitions (Olawale, Chinagozi and Joe, 2023). Using this method allows for a better understanding surrounding the topic that has very little to no information, however; will not provide substantial evidence for research questions or solutions to the issues on the topic. (Anpar Research, 2022). Despite this, once the issue has been identified using this chosen design, this allows for a focus into future research to be carried out (Bhat, 2018). 
There are two types of exploratory research: primary and secondary. Primary exploratory research is when the researcher collects their own original data themselves, that answers a unique research question or problem. Whereas secondary research involves the analysis of existing research that’s already been collected by a third party such as case studies, articles or books, and is generally less time-consuming than conducting primary research (Quantilope, 2024). 
There are two types of research methods which are broadly classified as: qualitative and quantitative, and due to this topic being of a sensitive and complex nature, collecting data in the form of “survey” interviews would be the most appropriate as this allows flexibility to gather data in an in-depth way, as well as ensuring anonymity among participants.
However, this research project will be conducted using a mixed-method approach, which combines both qualitative and quantitative methods. Using a mixed-method approach allows researchers to expand their evidence and to improve the validity of their findings (Delve, 2022). This approach acts as the most appropriate for this research project as it allows for a more comprehensive understanding around the issue surrounding sexism and misogyny within policing. Although qualitative and quantitative have their own individual benefits to contribute to the research process (Noyes et al., 2019), Condomines and Hennequin (2014) found that a mixed-approach can uncover important information that would often get overlooked when selecting just a single research method. In addition, having a mixed-method approach can assist with having a better understanding of the research topic.


3.3 Data Collection 
The mixed-method strategy shapes the data collection process, participant selection, and research approach. By including qualitative and quantitative data, the study achieves a more rounded view of the issues surrounding sexism and misogyny in policing.
Female police officers within South Wales Police will be the participants for this study. This demographic focus will provide a thorough analysis of the distinct challenges these officers come across regarding career progression, as well as the sexism and misogyny they have faced along the way. Including officers from diverse ranks and professional backgrounds will allow a clear understanding of how these problems appear at various stages of their careers.
Qualitative data collection will involve the use of open-ended questions, allowing an opportunity for participants to talk about their experiences and thought processes (Fleetwood, 2018). Thematic analysis will be utilised for the qualitative data, facilitating the identification, analysis, and reporting of recurring themes or patterns (Jones, 2022). This method will help uncover insights related to gender dynamics and the organisational culture within the police force that might not be captured through quantitative approaches.
For the quantitative data, numerical information will be gathered, enabling the use of statistical analysis (University of Texas Arlington, 2023). Unlike thematic analysis, statistical analysis focuses on identifying trends and patterns in numerical data, providing insights into the frequency of certain issues (Simplilearn, 2021). By incorporating qualitative and quantitative data, this ensures that there’s an even and detailed check of the topic. 
3.3.1 Data Analysis 
For the data collection process, Google Forms was the chosen tool because of the easy use, its accessibility and the ability to include both qualitative and quantitative data. In addition to this, there’s another feature included with Google Forms, which is the ability to make sure participants remain anonymous when answering the survey. This is particularly important in this case due to the sensitivity of the subject (Jotform, 2024). 
3.4 Limitations and Problems 
The biggest limitation in this field was definitely the small sample size, as the main focus was on female police officers within South Wales Police. The limited demographic may prevent the extent to what the data collection findings are, specifically with male police officers as this could potentially overlook issues that exist which go unseen in the police force within the UK. Discussing the sensitive topic of sexism and misogyny among participants might cause them to withhold information or feel unable to be completely open due to past negative experiences. This could lead them to respond cautiously in general, affecting the depth of the qualitative data.  Even though platforms like Google Forms (Form Publisher, 2022) provide anonymity for participants, there is a risk that individuals taking part might respond with social bias, as their answers could be influenced by their personal beliefs rather than their own experiences. Due to time and resource constraints, the research design was limited. While conducting a broader study would have generated more wide-ranging data, it was not feasible within the scope of the dissertation.

3.4.1 Ethical Considerations
Considering the delicate nature of the subject, it was crucial to ensure that ethical considerations were thoroughly addressed. This is why a comprehensive ethics form was diligently completed and submitted prior to the initiation of the research project to obtain the necessary approvals. In addition, participants received a consent form that explained the study's objectives and purpose, emphasising their voluntary participation and the anonymity of all aspects of their involvement. Furthermore, due to the sensitive nature of the topic, extra care was taken to establish a supportive working environment for participants. This included providing the option to skip a question or terminate the survey altogether if they felt uncomfortable answering any questions.
3.5 Conclusion 
In conclusion, this chapter has successfully achieved one of the objectives in this study which was to:
Outline the methodology used in the chosen research study which aims to investigate how misogyny affects professional conduct, organisational culture, and gender dynamics within South Wales Police.
The mixed-method approach was used whilst combining both qualitative and quantitative data to present detailed personal perceptions as well as wide-ranging statistical trends. The next chapter of this dissertation will look into the data analysis and findings process that was carried out during the primary data collection.


Chapter Four: Data Analysis and Findings
4.1 Introduction 

In the previous chapter, the objective which was aimed at establishing an appropriate methodology was successfully achieved. In this next chapter, the aim is to now achieve the next objective for this study: 
To analyse the primary data collected from female police officers within South Wales Police to understand whether sexism and misogyny still exists within the workplace and if they feel there is adequate support in place.
This chapter presents an in-depth collection of primary data that has been accurately analysed by the researcher for this dissertation. An online survey interview was conducted and distributed to 33 female police officers employed by South Wales Police, representing a range of ranks and positions. This allowed for gathering their perspectives on sexism and misogyny within the workplace.
4.2 Data Analysis 
Data analysis in research occurs when raw data is collected, examined, and transformed to make it easier to interpret and understand, providing the researcher with a clearer understanding of the purpose behind the analysis (Bhatia, 2017). During the data collection phase of this project, participants provided their answers using the Google Forms survey tool, which created an efficient data collection system and ensured anonymity throughout the process. This chapter will demonstrate the integration of Google Forms and how its use streamlined the process of data collection by organising responses into structured arrangements for analysis. 
4.3 Method for Analysis
When collecting data for a sensitive topic, it was essential to ensure that the method of gathering data prioritised the participants' comfort and adopted an environment of openness and transparency. Participants were given the chance to share their experiences using both qualitative and quantitative methods. Qualitative responses allowed for personal and in-depth understanding of experiences with sexism and misogyny, while quantitative data helped identify common trends and themes. The online links for the Google Forms survey were sent to each participant. The survey included both quantitative and qualitative questions, and the quantitative responses were automatically compiled into colour-coded pie charts, which made it easier to identify common themes and patterns, while relevant qualitative questions and answers were transcribed throughout the chapter to assist the reader in following the data. Thematic analysis helped to identify and extract common themes, which in essence provided a better understanding of the participants' thought process. 








4.4 Presentation of Findings
4.4.1 Theme One: Prevalence of Sexism and Misogyny within South Wales Police
[image: Forms response chart. Question title: How often have you experienced or witnessed sexist behaviour within South Wales Police?. Number of responses: 33 responses.]Appendix 3: Pie Chart Showing the Prevalence of Sexist and Misogynistic Behaviour in South Wales Police







As pictured in Appendix 3 showing data collected from the 33 participants, there appeared to be a controversial view from the female police officers. The data shows that 36.4% of female officers have come across sexist or misogynistic behaviour now and again, whilst 18.2% have experienced it on a regular basis. The data shows that 54.6% of the participants have experienced some form of sexist behaviour within the South Wales Police. This issue was discussed in Chapter 2, emphasising the ongoing presence of sexism despite law changes and policy improvements (Caddle et al., 2023; M. Brown, 1998). Worryingly, what this data therefore proves, is that despite the fact that legal changes have been made, this alone has not been enough to stop the on-going sexism witnessed in today’s policing world. It seems that despite legal measures put in place to prevent sexism, this simply does not cut it. Therefore, this leads to a focus on organisational culture as a potential explanation for why this is the case. As shown in Chapter 2 by Grieve, Harfield, and MacVean (2012), they have defined organisational culture as the shared assumptions and beliefs within an organisation, which then project how they perceive themselves and their environment. Interestingly though, the survey has shown that 30.3% of respondents stated that they don't regularly come across this behaviour, which suggests that it's not a common daily occurrence for some, however; on the other hand, it's been found that 15.2% of participants have never encountered this behaviour before. Although not many of the participants have experienced sexist and misogynistic behaviour, this might indicate a more widespread problem, such as internalised misogyny or selective acknowledgement of certain behaviours, as noted in Chapter 2 by Police Me Too (2023). 
The data gathered from the 33 participants also allowed them to provide their observations or personal experiences of sexism and misogyny within work. Looking at the general theme across data collected, there are clear indicators from most respondents that they have come across some form of sexism, whether that’s from personal experience or something they have witnessed. An example of this is that one respondent has said,
“I have had one Sgt that had made my life very difficult at the start of my career, when the fed got involved, the rep assigned to me when I told him who the sgt was has responded THAT SEXIST OLD DINOSAUR. And alluded to me that I wasn't the first and probably wouldn't be the last.”
This response not only showcases a personal experience of sexism but also an apparent problem regarding cop culture in the organisation, which meant that this behaviour was left to carry on and unchallenged by other officers. The statement “sexist old dinosaur” quoted by the respondent indicates that this particular sergeant has a reputation for sexist behaviour, further deepening the issue around the South Wales Police organisation being incapable of holding themselves accountable to resolve these persistent issues surrounding sexism. The comment, "sexist old dinosaur" reflects an informal culture within South Wales Police, whose officers develop values and norms which lead them to accept sexist behaviour. This aligns with Prenzler (1997), who emphasised that police officers often follow unwritten rules, which explains why this behaviour persists despite laws in place to prevent or stop it.
This behaviour suggests that although informal policies have been implemented to help reduce sexism, it is clear that the informal norms have dictated much of the organisational culture seen today. 






4.4.2 Theme Two: Institutional Accountability
Appendix 4: Pie Chart Showing the Satisfaction Levels from Female Officers Within South Wales Police. 
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As shown in Appendix 4, data collected from female police officers reveals that institutional accountability and the satisfaction of female officers with how the force handles sexism and misogyny cases within the workplace remain serious issues. The pie chart illustrates that 81.8% of female officers have not reported any incidents of sexist behaviour. The question remains: do female officers have less confidence or trust within South Wales Police? Chapter 2 has briefly mentioned that female police officers have avoided applying for certain job roles in the past within South Wales Police because of gender biases and cultural masculinity. Although this does not directly answer the question, it is fair to suggest that if females are unable to apply for specific job roles due to gender biases (as confirmed by researchers) (Gau and Paoline, 2024), then perhaps they do not trust the system enough to make reports on sexism. The Sigma training package was implemented by the College of Policing with the intended purpose of raising awareness among all officers about the prevalence of sexism and misogyny within the policing organisation. The results of the new training programme showed that officers began to feel more confident in reporting sexist behaviour (Odhiambo, 2022). However, the data collected suggests that despite the implementation of this training, female officers are still dissatisfied with how sexism is being addressed, indicating that the interventions being put in place are not effective. Out of the small percentage who reported incidents, satisfaction levels remained low, with 3% feeling "very dissatisfied" and 9.1% feeling "dissatisfied" with the outcome. In addition, the chart showed that 0% of participants reported feeling "satisfied" with the general response to sexism and misogyny from South Wales Police, highlighting systematic issues in addressing the problems surrounding organisational sexism and misogyny. 
Furthermore, when asking the question of whether female officers lack confidence and trust within South Wales Police, collected data suggests that this question remains unanswered. Previous interventions, while positively impacting female officers, have not been reflected in the data, as very few officers have reported instances of sexism. This suggests that potentially they have chosen to stay silent to avoid disappointment in the system, or there is a disconnect between the implementation of policies and cultural change.  
Furthermore, participants also provided qualitative data to express their thoughts on the changes they would like to see from South Wales Police to influence gender equality. Looking at the responses, there appear to be mixed views on this topic, with some participants giving the general opinion that they feel as if officers are being criticised enough and that sexism and misogyny get dealt with robustly. For example, one participant said, “South Wales Police already deals with this robustly and often in favour of females in the workplace”. However, others believe that there needs to be more scrutiny and punishment given to officers, especially those who make “sexist jokes and banter” amongst teams. Some other participants suggested that more training is needed for male officers with regards to sexist remarks and that they feel as though they are being ignored as a constable by their supervisors. For example, one participant stated the following, 
“Yes, I believe that there are many changes that need to take place which aren't as simple as listing unfortunately. Better training, males to be made to attend the training, sexist thoughts and acts to be dealt with immediately and seriously, SMT to understand the threat of sexism in officers of all ranking. I feel as Constable I am ignored and not important enough regarding sexism having an impact on me.”
This participants response highlights a clear need for not just extra training, but also suggests that the South Wales Police supervisors are not listening to the staff when sexist related issues come to light, indicating there could potentially be signs of discrimination. This data corroborates with the research found in Chapter 2 which found that uniformed female officers have made previous reports of discrimination based on their gender.   
Additionally, another participant stated, 
“Overall, the sgt made me lose a lot of confidence in myself, that even now after 2 years I have not fully got back. I feel the jobs response to my issues was to just wait until the Sgt had retired as he would no longer be an issue and have me report to the other sgt on shift at the time.”
This response shows that prolonged exposure to police culture can significantly impact the mental health and well-being of female police officers. The perception that the issue at the time was handled passively by waiting for a sergeant's retirement instead of confronting the behaviour at the time suggests that the force failed with regards to leadership and holding themselves accountable for sexist behaviour within the organisation. This finding is consistent with the research discussed in Chapter 2, where if female officers expressed their concerns regarding sexist behaviour or sexual harassment in the workplace, this would often be ignored or they were reprimanded for raising any problems to begin with (Davis et al., 2023).
4.4.3 Theme Three: Mental Health Impacts of Sexism and Misogyny
[image: Forms response chart. Question title: How has sexism or misogyny affected your mental health and emotional well-being within South Wales Police?. Number of responses: 33 responses.]Appendix 5: Pie Chart Showing the Effects that Sexism and Misogyny has on Female Police Officers within South Wales Police









Appendix 6: Pie Chart Showing Whether Female Police Officers Believe South Wales Police Take their Mental Health and Well-being Seriously.
[image: Forms response chart. Question title: To what extent do you agree with the statement: "South Wales Police takes the mental health and emotional well-being of female officers seriously"?. Number of responses: 33 responses.]






Looking at the responses provided in the survey (Appendix 5), it has been revealed that sexism and misogyny within South Wales Police have impacted the mental health and emotional well-being of female police officers. Most of the respondents (66.7%) stated that they have not been affected by sexism and misogyny with regards to mental health. However, 33.3% of participants have been affected in varying degrees. While this percentage may appear to be on a small scale, it still highlights that a number of officers, regardless of how many, have been negatively affected in some way and should not be ignored. These findings correspond with the mixed data shown in the above graph (Appendix 6), as 39.4% of participants neither agreed nor disagreed that South Wales Police take the mental health and well-being of female police officers seriously. The level of uncertainty expressed by 39.4% of participants proposes that this could be due to officers feeling like they must remain silent to avoid upsetting their peers (Wieslander, 2018). Additionally, 27.2% disagreed or strongly disagreed with the statement, identifying that supports needs to be addressed in this field.
 Although the impacts might not affect every officer, the effect could have a negative, long-lasting impact, which has been evidenced by Treece (2023) who found that female officers who experience sexual harassment or gender-based discrimination will often develop depression and anxiety. Although 33.3% is a relatively small percentage, the minority groups should not be ignored, as this builds a picture to a greater problem. Therefore, early intervention is crucial, as suggested in Chapter 2 by the College of Policing (2024) who stated that interventions from the B-COM Model should be integrated to provide external and impartial support for these officers. The B-COM Model is essential, considering the lack of trust that officers have expressed in their responses to the survey question in Appendix 6 about how South Wales Police handle mental health. One of the participants referenced this in the survey where they stated that they would like “an online reporting tool or confidential support". This is evident in the fact that 27.2% of participants either agreed or strongly agreed that South Wales Police take the mental health of their female officers seriously, while a significant portion remained uncertain or dissatisfied with the support they receive. 
It's clear from the responses in the survey that several female officers feel unhappy with the support currently in place. A potential possibility for this is that the current systems, such as making internal reports or training in mental health, may be perceived as ineffective. One of the participants suggested that an online tool to encourage confidentiality could be more effective. The literature review shows that the College of Policing (2024) have implemented the B-COM Model, allowing officers to make anonymous reports online. However, this questions the management of this online system due to the fact that a participant has asked for this new change with reporting, suggesting that they have not yet been made aware of it.
4.5 Conclusion
This chapter achieved the next objective which was, 
To analyse the primary data collected from female police officers within South Wales Police to understand whether sexism and misogyny still exists within the workplace and if they feel there is adequate support in place.
To conclude this chapter, it was found that sexism and misogyny persist within South Wales Police, and female police officers feel that there is not enough support from their supervisors when they report any form of sexism. Although some officers believe this issue is approached appropriately by the force, others have been left disappointed, especially regarding how sexism and banter are addressed amongst teams. This data means that policies need to be enforced more strictly level and that responses to inappropriate behaviour should be more consistent.
The final chapter will conclude this research project and achieve the final objective, which is to discuss key findings and provide recommendations for improving gender equality and support within South Wales Police.




Chapter Five: Conclusion and Recommendations
5.1 Introduction
The previous chapters have covered an introduction, a comprehensive literature review, methodology and planning, data analysis, and the most recent chapter focused on analysing qualitative and quantitative data. The objectives set for this dissertation so far have been successfully met throughout each chapter, and this final chapter will look at achieving the remainder objective, which is,
To provide a summary of the findings in research and if needed, to provide recommendations on how South Wales Police can promote gender equality and improve their support systems. 
5.2 Summary of Key Findings 
In the previous chapters of this research project, it has been highlighted on several occasions that sexism and misogyny are still very much prevalent within South Wales Police despite the current policies in place. The quantitative data collected has shown that more than half of the 33 female officer respondents (54.6%) have come across some form of sexism, with 18.2% having experienced it regularly. As discussed in Chapter 2, this data reflects the continuous struggle within the force to put a stop to gender-based discrimination. Furthermore, the fact that only 27.2% of participants feel that South Wales Police take the mental health and well-being of female officers seriously suggests that there’s a lack in the system around emotional support. In addition, qualitative data was also collected, which pointed out the need for an improvement in training and for stricter consequences for gender-based discrimination, as well as addressing concerns raised regarding supervisors being dismissive towards female officers when the topic is brought up, as highlighted in the survey answers in Chapter 4. These findings suggest that while some female officers feel that South Wales Police have been addressing the issues of sexism and misogyny appropriately, other participants who have experienced gender discrimination have expressed a lack of trust within the organisation and a feeling of being unsupported. 
5.3 Recommendations 
Whilst conducting this study, a few recommendations have come to light to help address the present issues of sexism and misogyny. The reason behind these recommendations is to create a more inclusive workplace for South Wales Police. 
The first recommendation is to introduce an anonymous online reporting system which is effective and managed correctly. This management should ensure that all officers across every rank are aware of it and that every officer is shown how to use the reporting tool, whether through a Teams call with all police officers to explain exactly how it's used or through training software’s. 
The next recommendation would be to increase training programmes around the topic of gender discrimination whilst also focusing on a culture of inclusivity and respect for everyone within the organisation. All training programmes on this topic should be mandatory for all officers regardless of rank, with extra focus and attention challenging officers who contribute to everyday sexist behaviours such as jokes and banter used to undermine female police officers. Assessments will need to be conducted regularly to ensure that these programs are effective so any errors can be identified and fixed quickly. 
The final recommendation to consider would be for officers to have meetings on a regular basis with their supervisors to talk about any worries they might have to do with sexism or challenges they face along the way. These meetings should focus on creating a space for female officers where they feel like they're being supported without fearing judgment from their supervisors. These meetings would also benefit the female officer and create an opportunity for the supervisor to listen and actively support their female staff. 
5.4 Limitations 
Throughout this study, limitations have prevented the project from reaching its full potential, one of which was the sample size. The intention for this part of the study was to gather as many female police officers as possible, as this would have captured a full range of experiences throughout the entire force, understanding the true impacts of sexism and misogyny; however, only 33 female officers took part in the survey. In addition, this study focused on only collecting data from the female police officer demographic. However, this plays a huge part in limiting the chance to ask males about their experiences with sexism and misogyny within the force. Then, finally, this project failed to explore female police officers across different ranks and departments, which could have shown disparities and variations of experience with sexist behaviour and if this type of behaviour is more or less frequent within each department or rank. 
5.5 Further Research 
Due to the fact that limitations have prevented this study from fully serving its intended purpose as the sample size was smaller than preferred, further research would be at an advantage from a larger scale of participants, with a more diverse group of people, which includes female officers, as well as males. Another demographic to consider would be the non-binary community to gather data on how a variety of gender identities perceives sexism and misogyny. Additionally, this study would benefit from a longitudinal approach to assess the long-term effects of sexism and misogyny on mental health, career progression to help establish an understanding of how these issues progress over a long period.
5.6 Conclusion 
This dissertation has successfully achieved the initial objective which was, 
Sexism and Misogyny: Exploring the Impact it Has on Female Police Officers Within South Wales Police.
Additionally, achieving the final objective which was, 
To provide a summary of the findings in research and if needed, to provide recommendations on how South Wales Police can promote gender equality and improve their support systems. 
  This dissertation has investigated the prevalence of sexism and misogyny that occurs within South Wales Police, and how it impacts female police officers about their mental health and well-being, career progression and how the organisation have responded to this issue. The findings in this dissertation showed that although there was evidence that South Wales Police introduced policies and interventions to tackle this problem, gender inequality remains, showing apparent cracks in the system. A large portion of respondents stated that they came across some form of sexism and misogyny throughout their careers, which highlights a deepening issue that continues to flood the force's current reputation of "cop culture". 
Although several female officers stated that this behaviour did not occur daily, the data collected shows that many officers have been feeling unsupported regarding this topic and how South Wales Police have handled these situations. In addition to this, the data has shown that a large number of officers have failed to report incidents of sexism, which suggests potential distrust within the system and a fear of repercussions that may follow. 
Sexism and misogyny were also found to have an impact on female officers, with 33.3% showing that they have been affected by this behaviour in a negative way. Although this is a small quantity, the point still stands that this behaviour can have psychological effects on individuals even though they are not spread across a larger sample size, which then raises concerns regarding the current support mechanisms and whether they are effective. 
To conclude, although progress has been made, and this has been evident in the literature review, the data suggests otherwise, showing that more work is needed to create an improvement. Efforts made in the future should focus on improving the reporting tools, increasing accountability from the organisation and adopting a culture that puts first the gender equality and mental health of their officers.  
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Appendices
Appendix 1 - Growth in Female Representation in the Police Force (2010-2019)
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Appendix 2 - Growth in Female Representation in Promotion (2010-2019)
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Appendix 3 - Pie Chart Showing the Prevalence of Sexist and Misogynistic Behaviour in South Wales Police
[image: Forms response chart. Question title: How often have you experienced or witnessed sexist behaviour within South Wales Police?. Number of responses: 33 responses.]











Appendix 4 - Pie Chart Showing the Satisfaction Levels from Female Officers Within South Wales Police.
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Appendix 5 - Pie Chart Showing the Effects that Sexism and Misogyny has on Female Police Officers within South Wales Police
[image: Forms response chart. Question title: How has sexism or misogyny affected your mental health and emotional well-being within South Wales Police?. Number of responses: 33 responses.]










Appendix 6 - Pie Chart Showing Whether Female Police Officers Believe South Wales Police Take their Mental Health and Well-being Seriously.
[image: Forms response chart. Question title: To what extent do you agree with the statement: "South Wales Police takes the mental health and emotional well-being of female officers seriously"?. Number of responses: 33 responses.]












Appendix 7 – Copy of survey questions 
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Appendix 8 – Survey Responses 
P – participant 
[image: Forms response chart. Question title: Do you consent to participate in this research study, understanding that your responses will be kept confidential, used solely for academic purposes and that you may withdraw at any time?  
. Number of responses: 33 responses.]









[image: Forms response chart. Question title: What is your gender?. Number of responses: 33 responses.]








[image: Forms response chart. Question title: What is your age?. Number of responses: 33 responses.]









[image: Forms response chart. Question title: How long have you been employed in the police force?. Number of responses: 33 responses.]

[image: Forms response chart. Question title: What is your current rank or position within the police force?. Number of responses: 33 responses.]

[image: Forms response chart. Question title: How often have you experienced or witnessed sexist behaviour within South Wales Police?. Number of responses: 33 responses.]









[image: Forms response chart. Question title: To what extent do you agree with the statement: "Sexism and misogyny are appropriately addressed within the South Wales Police"?. Number of responses: 33 responses.]
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[image: Forms response chart. Question title: To what extent do you agree with the following statement: "Men and women receive equal opportunities within South Wales Police?". Number of responses: 32 responses.]










[image: Forms response chart. Question title: Have you ever missed out on a work opportunity that you feel is linked to your gender?. Number of responses: 33 responses.]

[image: Forms response chart. Question title: Have you received enough support for career progression within South Wales Police?. Number of responses: 33 responses.]








[image: Forms response chart. Question title: How has sexism or misogyny affected your mental health and emotional well-being within South Wales Police?. Number of responses: 33 responses.]











[image: Forms response chart. Question title: Have you ever considered leaving the police force due to experiences of sexism or misogyny?. Number of responses: 33 responses.][image: Forms response chart. Question title: To what extent do you agree with the statement: "South Wales Police takes the mental health and emotional well-being of female officers seriously"?. Number of responses: 33 responses.]

[image: Forms response chart. Question title: Have you ever considered leaving the police force due to experiences of sexism or misogyny?. Number of responses: 33 responses.]



What measures would you put in place to reduce sexism and misogyny in South Wales Police?
P1 - Equal opportunities for male officers - you are far more likely to receive leniency with regards to disciplinary actions as a female officer than a male officer.
P2 - THINGS ARE LOOKING UP, BETTER THAN YEARS AGO.
P3 - Regular meetings with supervisors
P4 - More stress assistance, especially for men, I feel as though help and counselling is only provided when officers are at the end of their tether and that is especially true for men. There is still an undertone of 'man up' that can be observed in the force.
P5 - an online reporting tool or confidential support
P6 - encourage female officers/staff to speak up when exposed to inappropriate or sexist behaviour.
P7 - When women report incidents of inappropriate behaviour we expect them to be dealt with at the first incident, not for higher ranks to only look when it "gets worse"
P8 - none- delt with well
P9 - I've not experienced it, but would take action if it ever came up. I think SWP are diligent when it comes to anyone being treated unfairly regardless or the topic.
P10 - n/a
P11 - DECLINE TO ANSWER
P12 - i think it is already appropriately addressed
P13 - Continued training to highlight the issue and bring about cultural change, which was historical evident in older generations of officers. Supervisor led and proportionate response to be taken to any issues raised or reports made.
P14 - May already be in place, but equal numbers of male and female department
P15 – None
P16 - N/A
P17 - Better training on sexism throughout the force, and ensuring that male officers take it seriously and are dealt with appropriately when they act in sexist ways.
P18 - to encourage more discussions with men to discuss how it makes women feel
P19 - It is essential that we continue to build a culture where officers feels supported to speak up. My contribution is to have open conversations and briefings with staff to encourage this positive culture.
P20 - ignore and make notes
P21 - More information on how to report it, the processes involved, and sign posting for support.
Do you have any personal experiences or observations of how sexism or misogyny has affected you or your colleagues at work?
P1 – no
P2 - N/A
P3 – No
P4 - Yes - male officers get dismissed and female officers are protected for engaging in the same actions and behaviours.
P5 - YES, I HAVE A STAFF MEMBER CURRENTLY UNDER INVESTIGATION AND THE FEMALE VICTIM HAS NOW GONE SICK.
P6 - I will not divulge details however I have noted that women, especially those in a position of power, have openly made sexist and misandrist comments unchallenged.
P7 – yes
P8 - Yes - I do not wish to name individuals, but colleagues have approached me stating they believe there is favouritism amongst the team, mostly towards the men. I am sometimes inclined to agree. I wish for my answer to this to be kept confidential.
P9 - yes but for a colleague
P10 – YES
P11 - n/a
P12 - yes - sexist comments made by male colleagues in passing
P13 - Yes, as an APS I noticed immediately on my first shift that I do not get the respect that I deserve or the level of respect that the male APS on my shift gets.
P14 - I have heard how a colleague experienced first hand how seism and misogyny affected her on the firearms department which ultimately lead to her leaving the department.
P15 - I have previously reported incidents to PSD. I have also made formal complaints. Nothing was done about it.
P16 - yes - an officer of rank making females believe they are not good police officers - due to being typically "girly"!!!
P17 - I have had one Sgt that had made my life very difficult at the start of my career, when the fed got involved the rep assigned to me when I told him who the sgt was has responded THAT SEXIST OLD DINOSAUR. And eluded to me that I wasn't the first and probably wouldn't be the last.
P18 - This Sgts attitude towards me resulted in me missing a deadline for an application as he refused to engage with me when I asked to speak to him about it. As well as belittling me on duty whilst I sought to get aid to a vulnerable female who had suffered a head injury whilst on CAD are two standout moments.
P19 - Overall the sgt made me lose a lot of confidence in myself, that even now after 2 years I have not fully got back. I feel the jobs response to my issues was to just wait until the Sgt had retired as he would no longer be an issue and have me report to the other sgt on shift at the time.
As a female, are there any changes that you would want to see to help influence gender equality within South Wales Police?
P1 - N/A
P2 - No
P3 - South Wales Police already deals with this robustly and often in favour of females in the workplace.
P4 - Be more understanding of peri and menopausal women in front line roles.
P5 - I would like to see more seriousness regarding females being sexist towards other women and men.
P6 - More transparency in decision making
P7 -More support for women who experience sexism, and for there to be more scrutiny/punishment against sexist jokes and "banter" in teams.
P8 - unsure how to answer this question at this time.
P9 - no its ok the way it is
P10 - I think that sexism /misogyny is addressed enough within the force and I don't think individuals are scrutinized or treated any different.
P11 - STOP TREATING FEMALES AS SUB STANDARD STAFF
P12 - no
P13 - none that i can think of
P14 - Yes I believe that there are many changes that need to take place which aren't as simple as listing unfortunately. Better training, males to be made to attend the training, sexist thoughts and acts to be dealt with immediately and seriously, SMT to understand the threat of sexism in officers of all ranking. I feel as Constable I am ignored and not important enough regarding sexism having an impact on me.
P15 - more days where women are encouraged to attend events such as RPU days to encourage women to apply for different roles
P16 - I personally feel that we are making considerable progress with GEN etc. I cannot think how I can foresee additional change at this moment, however there is always room for change and improvement.
P17 - support for females to be supported in being strong independent women
P18 - I feel like gender equality is taken seriously when it comes to job applications and whatnot. Issues between female and male officers (regardless of rank) get treated differently depending on who the supervisors are/who is involved and how much of a fuss is kicked up by us. It would probably be good if everything went to an impartial complaints team to assess on a case by case basis.
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