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[bookmark: _Toc99738911]Abstract 
As a public sector organisation, Dyfed-Powys Polices workforce should reflect the communities served. To successfully recruit female police officers, subsequently improving workforce demographics and reducing the gender pay gap, it is integral that there is an understanding of gender variations, motives, and barriers to inform HR strategies.  

This research report explores females in a policing environment, investigating when the police officer role is considered a viable career, the impact of recruitment campaigns and why female representation has become stable at DPP.  

To examine female motives and barriers to becoming a police officer, semi structured interviews were conducted with newly appointed female officers. Results identified key themes emerging between participants linked to role modelling, lifelong careers with stability and determination to prove policing is for everyone. Data was extracted and analysed from the applicant tracking system, proving that if more females applied for the role, more females would be appointed to the role. 

Employer branding, psychological contract and employee engagement are factors considered when making the recommendations. 

Creative recommendations are given on how to create an innovative recruitment toolkit and improvement of retention. 
 

[bookmark: _Toc99738912]1.Introduction 
The proportion of female officers nationally has risen from 25.7% in 2010 to 32.4% in 2021 (Home Office, 2021). Although this is a significant increase, there is still a long way to go to create a gendered balance policing workforce on a national scale.
Conversely, Dyfed-Powys Police (DPP) workforce has not witnessed this rise in proportion of female officers.
[bookmark: _Toc99738913]1.1 Drivers of the research 
To comply with the Equality Act 2010 (Specific Duties) Regulations 2011, DPP has outlined recent equality objectives; "to increase the diversity of our workforces so that we are truly representative of our communities" (DPP, 2020).

With a lack of a diverse workforce, long term relationships become tense, causing conflict with disadvantaged communities; underrepresentation can increase negative attitudes towards the police and thus hinder recruitment of minority officers (White et al, 2010). Understanding gender variations and what attracts females to policing is integral to informing recruitment strategy.  

This report explores when the police officer role becomes a viable career option for females and the identification of barriers to entry.

[bookmark: _Toc99738914]1.2 Research Aims and objectives 
This research report (RR) is a critical analysis of what attracts females to the police officer role, using the outcomes derived to support recommendations to improve attraction. To successfully achieve this, objectives have been identified: 
1. Explore when the role of a police officer is considered a viable career option by females. 
2. Determine if female targeted marketing campaigns are an effective recruitment tool. 
3. Analyse why female representation at DPP has remained constant over the past few years, despite membership increasing nationally.  
4. To make recommendations on improving the long-term continuous attraction and retention of female police officers in a VUCA environment.

[bookmark: _Toc99738915]1.3 Intended methodology  
The research undertaken consists of two strands:
Strand one: To identify and interview newly recruited females in DPP to create a holistic view of why they decided to become police officers.
Strand two: Extraction and analysis of applicant data from the DPP applicant tracking system. 

Creative recommendations will be made on improving the continuous attraction and retention of female police officers at DPP in a VUCA environment post-2020 pandemic.

[bookmark: _Toc99738916]1.4 Report Structure 
This report is divided into six sections; section one is an introduction, section two a literature review on recruitment, considering current trends on motivations, concerns, and barriers for females in male-dominated industries. Section three describes the research methodology and design, and section four is an analysis of the results, whereby comparisons will be drawn between the literature and research findings at DPP. Section five provides a conclusion followed by recommendations in section six.
 
[bookmark: _Toc99738917]2. Literature Review
Recruitment is the critical task of attracting and selecting individuals with the right capabilities and skills to deliver organisational goals, ensuring decision makers have the appropriate knowledge to make fair and informed conclusions (CIPD, 2020).

The process of recruiting is both an art and a science; recruiters must create captivating job postings, with the science of ensuring the process is effective, ethical, and legal utilising metrics and evaluation tools (Picardi, 2020). 

Attracting and retaining the right employees is fundamental to ensuring the success of an organisation. A key part of this is becoming an employer of choice. 

[bookmark: _Toc99738918]2.1 Employer of choice 
An employer of choice (EOC) is defined as a great place to work, but at the core is a customer-focused, performance-orientated organisation, that continuously learns and grows; employees are required to be engaged and committed exhibiting resourceful skills, enterprising activities, and responding well to challenges (Baker, 2014). An EOC is created through alignment of organisational values to employee personal beliefs (Schawbel, 2022). 
Social media platforms are a cost-beneficial, powerful tool to showcase employer branding by advertising employment opportunities, but the portrayed reputation online should match organisational reality (Jacobs, 2021). Arguably social media has a direct impact on person-organisation fit, as employers continuously immerse potential candidates in employers' values and culture (Tanwar and Amresh, 2019).
Becoming an EOC in a competitive labour market, competing against other police forces operating with the same core values, is difficult enough without considering how to increase diversity. 
Fundamental to becoming an EOC is why people choose to stay; the psychological contract plays a key part in the retention of employees.
A 'psychological contract' can be defined as an “individuals’ expectations, beliefs, ambitions, and obligations, as perceived by the employer and the worker” (CIPD, 2021). 
Table one shows the values embedded into the new employment relationship model. 
[bookmark: _Toc99738994]Table 1 - Values of the psychological contract (Source: Baker, 2014)
	Traditional Values
	New Values

	Specialise employment
	Flexible deployment

	Internal focus
	Customer focus

	Job focus
	Performance focus

	Functional-based work
	Project-based work

	Human dispirit and work
	Human spirit and work

	Loyalty 
	Commitment

	Training
	Learning and Development

	Closed information
	Open information



These values should be at the root of a successful attraction toolkit and communicated via social media, impacting the employer brand.

[bookmark: _Toc99738919]2.2 Employer brand  
A strong employer brand aligns people strategy with organisational culture; employees ethical standards are an influencing factor to other employees via their business actions (CIPD, 2020a). 

Organisational culture allows employees to understand the environment they work in, voice their concerns, and develop connections for a common purpose, however, there is little evidence that links culture to performance due to the lack of a universal culture metric (CIPD, 2020b). 

Employer branding, as a HR strategy, is subject to failure if organisations do not obtain stakeholder buy-in; there must be a good working relationship between HR and communications teams (Khalid and Shanhnila, 2015). 

Impacting the employer brand is influential trends on future ways of working, some of which have been accelerated by the pandemic; emphasis is given to transparency, accountability, and sustainability (CIPD, 2020c).

How organisations recruit, ultimately enhances employer branding increasing the viability of becoming an EOC.  

Policing typically adopts a competency and behaviours style approach to recruiting (CoP, 2017). In 2015, a new policing framework for recruitment was implemented nationally, combining competencies and values (CoP, 2018); although CoP should further analyse if this recruitment style harms the female success rate. 

Typically, this recruiting style creates a strong link between individual and organisational performance, defining a fair and open recruitment process by outlining a clear set of expected behaviours (CIPD, 2020d); employees may become clones with the expectation to behave in a certain way.

Whilst Strengths-based recruitment (SBR) is the process of attracting people with the right strengths, finding people who are a great fit for the role rather than individuals who have the right skills (Bibb, 2016). SBR popularity is increasing (CIPD, 2021a) and offers organisations a dependable and legitimate process for recruiting (Garcea, Isherwood and Linley, 2011). This approach promotes inclusivity, providing development opportunities for employees (Taylor, 2019). Combining both competencies and strengths would allow for better hiring decisions (Bibb, 2016). 

Despite having a strong employer brand, females are still less likely to consider a role in a male-dominated industry.

[bookmark: _Toc99738920]2.3 Females in male dominated industries 
Females working within male-dominated sectors face different challenges to other sectors. Women are usually motivated by performing well for the organisation, subsequently affecting their personal progression and overall retention (Martin and Barnard, 2013). Due to the pandemic, females are demanding employers to normalise flexible working and create more development opportunities (Deliotte, 2021). 

Despite females wanting development opportunities, only 26.5% of the FTSE100 Executive Committee are female (Hampton Alexander, 2021), confirming top leadership roles are still male dominated.

[bookmark: _Toc99738921]2.4 Motives for joining policing  
Previous research conducted illustrates motives for people becoming police officers (White et all, 2010; Clinkenbeard, Solomon & Reif, 2021; Lester, 1983). 

Seminal research using factor analysis, identified pay and security as the main motive for becoming a police officer (Lester, 1983). Operating within a VUCA world, impacted from a global pandemic and Brexit, it would be wise to explore pay and security as a motive in 2021. The research was conducted initially on a male-only sample and then recreated with a sample of only 19 females in comparison to 111 males; it would be right to assume that Lester (1983) did not capture true female motivations utilising such a small sample. 

Although gender differences have been identified, recruitment strategies did not need to alter to target females, as recruits were likely to be living with their parents, single with little financial obligations (White et all, 2010). With the rise in student debt and the cost of house prices soaring (Collinson, 2019), interestingly, 3.6 million people aged 20 to 34 were residing with their parents in 2021, which is a 24% increase compared to a decade ago (ONS, 2022). 

Conversely, in another study, women rated becoming a role model and demonstrating females make good officers significantly higher than males (Clinkenbeard, Solomon & Reif, 2021). Recruitment campaigns should appeal to the need to influence future generations and create role models. 

To successfully achieve this, organisational female representation is integral which is underpinned by strong retention strategies. 

2.4.1 Female representation 
A relationship exists between individual ability and perception of working within a certain sector; without representation, directionality cannot be determined (Meyer, Cimpian and Leslie, 2015). Despite benefits of having a greater female representation at senior level, imposed quotas would be negatively viewed as it would assume the role was not obtained on merit (CIPD, 2015). 

When improving workforce representation, organisations focus on diversity, however workplace inclusion should be embraced, developing inclusive leaders with a strategic awareness of how people influence the organisation (Llopis, 2017). 

Although some barriers were identified for females in the workplace, individual personality traits could affect the direction of career movement for females (Jauhar and Lau, 2018). Whilst attraction strategies can influence decisions, it is important females feel supported and barriers to entry are decreased. 

[bookmark: _Toc99738922]2.5 Barriers to policing  
Females still perceive significant barriers to enter a policing environment. There is more to consider than just the observed differences between men and women, further examination should concentrate on factors not relating to gender (Rossler et al, 2020).

There is a perception that policing is a man's job; to consider policing as a viable career option, females must overcome the belief between self-image and the image of policing (Kringen, 2014). This creates a barrier of gendered expectation especially when it comes to raising a family. 

2.5.1 Family factor 
Talented women face compromising the socially accepted family foundation concept, to achieve career success (Upson & Friedman, 2012). Men typically do not have to compromise between having a family or having a successful career and can peruse both simultaneously. 

Balancing home and work life can be challenging; 56.2% of mothers in 2018 adjusted their employment for childcare in comparison to 22.4% of fathers (ONS, 2019). Women are more likely to request flexible working and want to work for an organisation who supports this ethos (CIPD, 2019). Whilst it is suggested that males do not request flexible working as they are unable to release their work commitments (Beugge, 2019).  The police officer role requires 24/7 working and should foster a culture where flexible working is acceptable for both genders, eliminating stereotyping. 

2.5.2 Stereotyping 
Gender cultural beliefs are one of the root causes for discrimination against women in the workplace; secondary causes relate to policies, procedures, and organisational structure (Bobbitt-Zeher, 2011). 

Humans are genetically biased and organisational processes should overcome unconscious beliefs to craft diverse and inclusive teams; technology can be used to eliminate bias especially in recruitment processes (Cosgrove, 2019). Organisations can invoke strategies which reduce bias as part of an attraction strategy however females will still have concerns for becoming a police officer.

2.5.3 Concerns for females in policing 
The physical nature of the job, being taken seriously, and discrimination in the workplace concerned females more than males (Clinkenbeard, Solomon & Reif, 2021). 

Succession to higher ranks and specialist roles is an important aspect of the workplace and studies in this are relatively rare above constable rank (Archbold and Schulz, 2012). Females represent 34.3% of constable rank and only 24.6% of the next rank, Sergeant, although 29.9% of promotions were female officers in 2019/20 (Home Office, 2021). This may be due to the rise of female recruits nationally; breaking the barrier created by the concept of brilliance. 

2.5.4 Concept of brilliance 
Although women tend to achieve better academic success, traditional gender stereotypes are formed from a young age; the concept of brilliance becomes aligned to gender (Rowley et al, 2007; Anon 2017; Bian, Leslie & Cimpian, 2018). This stereotype is echoed culturally as women are not associated with the term genius and struggle to reach the top of their fields. 

Male-dominated industries such as STEM, typically attract exceptional individuals; if culturally women are not considered under this umbrella term of brilliance, they will not be attracted to this industry. To move away from this, education institutions could use growth-oriented messages, removing the term brilliance and improving young girls' engagement (Meyer, Cimpian and Leslie, 2015). Concentrating on entry-level concerns may highlight systematic issues which are inherent and cannot be resolved by small changes to an attraction toolkit. 

The seminal research by Lester is nearly forty years old and research since has not been overwhelming in determining a full perception of the motives, barriers, and concerns of females in policing.

[bookmark: _Toc99738923]3. Methodology 
A vast amount of research already exists examining why individuals are attracted to the police officer role, identifying barriers, motives, and concerns. Although the research is sound, highlighting some key variables, it is crucial that further research is conducted to ensure successful application of recommendations in a post-pandemic 2020, VUCA environment. 

[bookmark: _Toc99738924]3.1 Chosen method of research 
In general, research design consists of generating qualitative or quantitative data for analysis, typically categorised by the absence or use of numeric data. These distinctions draw a narrow perspective as little consideration is given to view research design through a philosophical lens, considering the wider impact of how data is analysed in context to inform the next study (Saunders et al, 2019). 

The Lester (1983) research study used a scaler questionnaire indicating reasons to become a police officer producing quantitative data, which has been replicated and modified by other scholars since. Replication of this approach would provide a narrow set of personal reasons, not fully capturing the wider impact of barriers and concerns for females entering a policing environment. 

To elicit a wider range of individual perspectives, semi-structured interviews (SSIs) could be used, balancing the interviewer's agenda with the time for the participants to provide reflection and insights; not being prepared and repeating questions is time-wasting, alarming the participant by showing that attention is not being paid to the answers given (Barbour, 2014). SSIs are labour intensive and time-consuming as they not only require a detailed process of preparation but a high volume of analysis post-interview (Adams, 2015, p.493).

To reduce labour intensive research, a questionnaire style approach with open and closed questions, would enhance the information given compared to previous studies. However, a narrow set of questions does not give individuals scope to provide their views and personal reasons for choosing this career. 

On balance, ensuring the depth of data collected and considering the approaches available for this study, SSIs were undertaken. Appendix 1 contains the script used which comprises of a small set of questions ensuring key topics are discussed.

As the study determines individualist reasons and opinions, observing differences between the participant's experiences and cultures, the researcher ultimately draws conclusions from this; this approach is known as interpretivism, a subjectivist philosophy (Saunders et al, 2019).
  
Interpretivism, unlike positivism, does not believe that there is one true reality; the ontology is expected to construct multiple meanings through culture, experiences, and processes, focusing on narratives and perceptions of understanding thus creating qualitative data (Saunders et al, 2019). In essence, the researcher will naturally draw conclusions from the information, making their own assumptions; objectivity is key to enhancing reliability and validity. 

Alongside the primary data obtained from SSIs, secondary data from previous DPP police officer recruitment processes between 2019 and 2021, also forms part of this study.

[bookmark: _Toc99738925]3.2 How the participants were chosen 
Due to the time constraints involved in this study, attention was given to selection and sampling. 

Probability and non-probability sampling can be broken down into sub-categories and the decision on which route to choose depends on variable factors including knowledge of the population and resources available to the researcher (Blaxter et al, 2010). To ensure the reason for choosing a career in the police force is still at the forefront, a stratified sampling method has been used. 

Only female recruits, appointed within the last 28 weeks, were interviewed. Early entrants were chosen as they will still have a strong, untarnished view on why they chose this role as a viable career as they have been sheltered from organisational politics; new recruits are still within their training period located away from the frontline realities of policing. 

Participants were asked to complete and sign a confidentiality agreement providing a clear framework of any disclosure of information. A copy of this is available in appendix 2.

[bookmark: _Toc99738926]3.3 Reliability and validity 
The chosen research method of conducting SSIs fundamentally extracts qualitative data from participants, it assumes that there are multiple versions of reality linked to individual context (Clarke and Braun, 2013). To ensure the questions designed were suitable, they were agreed by senior management at DPP (see appendix 3). 
Due to the research design and methodology, the study can reliably be repeated however interestingly the outcomes will always differ as the participants will change. Even if a constant sample was interviewed over time, life experiences and events will change perceptions and opinions. 

The researcher played a key role in extracting information from participants whilst remaining objective and balanced throughout the interviewing and analysis process; although it is inevitable that the researchers' values and mindset will affect the research and results (Greener, 2008). 

To ensure validity of the results, participants must be able to express their own perspectives and life experiences safely without the interruption of the researcher. 

[bookmark: _Toc99738927]3.4 Limitations of chosen method 
Due to the time constraints of this research, the sample size was small. If more time was available, the sample size would be larger, including male recruits, to draw further conclusions on gender variations. To create stronger attraction and retention recommendations, consideration could be given to widen the interviews to include females in the later stages of their career, not just entry-level. 

Although the questions used for the SSIs were vigorously analysed to ensure they extracted the right data, a pilot could have been conducted to confirm the running order, ensuring individuals engaged proactively and reacted in the desired way, optimising the time afforded to undertake the interview. 

Since conducting the SSIs, there has been a rise in policing under the microscope by UK media, demanding violence against women and girls is prioritised (Casciani, 2021). Although attributed to the failings of one police force, the impact is widespread, impacting UK public trust and legitimacy (Dodd, 2021). It is wise to predict that this will adversely impact attracting female police officers; harmful reviews on social media can immediately taint prospective candidates (Farrand, 2018). The employer brand must promote how culture supports questioning inappropriate behaviour in the workplace with females driving change from the inside (BaMaung, 2021). 

[bookmark: _Toc99738928]4. Results and Analysis 
Applying a thematic analysis to the interviews some key themes have been identified, shown in table two. 
[bookmark: _Toc99738995]Table 2 - Idenitfied research themes
	Theme 1
	Lifelong career and stability  

	Theme 2
	Self-confirmation that they were ready for the role

	Theme 3
	Role modelling

	Theme 4
	Wanting to help others  

	Theme 5
	Determined to prove policing is for everyone

	Theme 6
	Skills are not gender specific



Appendix 6 contains a transcript of the interview with Participant C; the other transcripts are available on request. 

[bookmark: _Toc99738929]4.1 Theme 1 - Lifelong career and stability 
Participants expressed that they viewed the police officer role as a lifelong career, understanding that this is the next 35 years of their life. “It's a career you join now and I'm in for 35 years so it's not just a job you're in and you're going to swap within like two years” (Participant C); “I can't really see myself doing anything else anymore.... here for the long run” (Participant B). 

Lester (1983) noted that pay and security was strong motivator for becoming a police officer, and despite the role changing a considerable amount over forty years, it is still the case that females are looking for stable employment. Although job security is a motivator for joining, consideration should be given to explore attrition rates of officers at DPP to confirm the reality. 

Once a talented individual has successfully been attracted, recruited, and onboarded, policies, practices, and procedures must be inclusive to ensure talent is retained. One participant raised concerns about uniforms not being suitable for a female's body shape. “The toolbelts are so uncomfortable.... we all get bruised hips from them” (Participant B). 

This negatively impacts employee engagement, motivation, and retention of female officers, suggesting that their needs are not fully considered and in fact, causes females to pay for their equipment to be comfortable in their uniform.

4.1.1 Specialisation and promotion 
The police officer role advocates longevity due to the plateau of specialisation and promotion opportunities available.
You get like the different career paths in the police as well…. if you get a bit bored of being in one department, there's always like scope to move (Participant C).

Although each specialism has individualistic perceived barriers to entry, Criminal Investigation Department (CID) was historically an area that attracts females due to being more office-based and easier to accommodate flexible working. Although a participant felt there were other requirements to be considered. “CID is more sexual offences and that sort of stuff…I'd rather do the more proactive stuff like the prevention more than anything” (Participant B). 

Whilst some departments are typically male-dominated, the barriers experienced were not always linked to gender. “I understand there's not that many roles where you can be a dog handler…. I think that's my barrier as there's not enough roles” (Participant D). Although there was some awareness that some departments might require a more stereotypical masculine approach. “I think going into the place like traffic you're going to have your banter and stuff like that…you've just got to be thick-skinned and just get involved” (Participant C). Perceptions of departments like this would hinder most individuals considering that role as a viable option; individuals should not have to be ‘thick-skinned’ to be accepted, culture needs to change. 

Interestingly promotion was not heavily discussed, as individuals were not keen to explore this early in their careers. “If I was to think about trying to be like Sergeant, I really want to feel like I know what I'm doing first” (Participant D). 

This ideology reflects other conversations, where participants felt that they had to be ready for the role before applying. This attitude is likely to stay with individuals as their careers progress; line managers will play a pivotal role in supporting individuals and delivering the learning and development activities of the psychological contract.

[bookmark: _Toc99738930]4.2 Theme 2 – Self-confirmation that they were ready for the role
Several participants took steps to ensure they knew they were ready for the police officer role before committing.

4.2.1 Becoming a special constable  
A special constable is a volunteer police officer who has all the same powers as a police officer. Although the role is designed for individuals to give back to their communities, the role provides a good insight into policing. 
I joined as a special first and that just opened my eyes completely and the first few weeks, I was absolutely terrified. I just didn't want to go to any jobs.... but I think you just become tough-skinned, and I like the variation like no day is the same (Participant C). 

Got some really good experience out of it and realised that I could do the job... After two to three years, I decided to apply for full-time and used like what I'd learnt as a special to help me get in. (Participant B)

Volunteering provides immeasurable benefits to the individual but also provides the organisation with an opportunity to build relationships through strategy, policies, and procedures, subsequently contributing to employer branding. Other participants took other measures to prepare for the role.

4.2.2 Life experiences – education and other employment
Some participants delayed applying for the role as they believed that they needed more exposure in the real world. 
I could have applied for this role probably a few years back, but I wanted to gain more life experience…. I just wanted to gain a bit more experience in different things” (Participant D).

I've been to university, and I've had two years’ experience in different careers, and I think that's definitely helped me come into the police as I've adapted the way I communicate towards people (Participant A).

Concerns were raised on whether individuals would instinctively have the right skills to deal with violent and physical demanding situations. “The use of force and stuff like that…. obviously, that comes with training and a lot of practice” (Participant D).  Awareness that full training is offered, provided confirmation to individuals that they were ready to apply. 

In terms of learning and development, the role attracts a substantial initial training period, and this has typically been advertised as an employee benefit, however, twenty-eight weeks of continuous training can impact females with families and become a barrier “You can see it's like hard when they're like video-calling them from training” (Participant C). Information communicated needs to be inclusive to reflect parental and caring needs individuals may have.

[bookmark: _Toc99738931]4.3 Theme 3 - Role model 
Some of the participants created policing role models before application or during training. 
I just look at look up to my sergeants now… be like her and a lot of people look up to her with so much respect (Participant A). 

Positive influence to see, how many female officers there were in the local area and that they all seem to be getting on OK and they seem to be well-liked in the communities as well (Participant B). 

Finding female representation is likely to be a reaction for individuals to reduce any anxieties relating to cultural norms and the concept of brilliance. 

One of the participants was keen to discuss an example of a female police officer balancing work and home commitments “She's had a baby and just come back, that's like a massive inspiration... and I hope if it ever comes that day, I'll be able to do exactly the same” (Participant C). Demonstrating that unconsciously there is a concern about the role and raising a family; having awareness of someone successfully doing this, assisted in removing a perceived barrier. 

Others were acutely aware of the role model they have become, just because, they are a female in a policing environment. 
I don’t recall seeing a female officer when I was younger…If I had the responsibility to go round, and speak to young people in schools, I think it would be quite inspiring…get more female officers to inspire people in that way, especially from a young age (Participant D). 

Females my age coming over and speaking to me, they perhaps wouldn't have gone over and spoken to one of the male officers…. but to be fair, I think I would have been more likely to speak to a female officer than a male officer about recruitment (Participant B).

DPP should use this appetite to build the next generation's role models; there is an awareness and understanding of the power placed on these individuals to increase female representation based on their actions.

[bookmark: _Toc99738932]4.4 Theme 4 - Wanting to help others 
An integral part of any DPP role, is contributing to the service provided to the communities. The ethos of wanting to help others is a key motivating factor in why the participants joined as police officers. 
Most of the time you're dealing with people that don't want you there, but I think it is the bits when people appreciate your presence and just making someone's day really, it could just be five minutes, and you know you're waving to a little kid in the car.... really makes their day (Participant B). 

Doing things to kind of help and support the community…. I want to finish the shift and just feel good (Participant D).

I'm always that type of person who always wants to like put other people first before me…. you want everyone to be positive about the police (Participant A).

Another participant was driven to help others in vulnerable situations due to the service given. “I've experienced issues in my lifestyle where the police have to be involved and the way the police have supported me through difficult times” (Participant A). This statement proves that providing a good service to a vulnerable person, not only contributes to the reputation of the force but aligns peoples’ beliefs with the organisation's mission, creating prospective candidates.  

[bookmark: _Toc99738933]4.5 Theme 5 - Determined to prove policing is for everyone  
Although like theme three, this theme goes further by exploring personal reasons for growth and internal confirmation of achievement as a police officer despite what others may think. 

In my previous role older men saying I'm too small and because I was a female, they just thought I wasn't fit for the police officer job…I was more determined to just show people that it doesn't matter (Participant A).     

I remember turning up at one job as a special constable and I was the only female there …I need to prove yourself more (Participant C).

I'm the type of person that doesn't like people thinking I can't do something, so I like to prove them wrong (Participant B).

Negative comments from others may have a detrimental impact on individuals applying for the role. Luckily the participants had a strong family support network which underpins their confidence to commit to the role. “I think I was very lucky because my parents were supportive….and my brother as well. Like he was over the moon about it” (Participant B).

Attraction toolkits need to ensure that they provide relevant information on myth-busting the perceptions of others.

All participants have a clear goal and route for progression into specialist roles. Surprisingly all participants want to specialise in roles that are typically male dominated.  
Although, my aspiration is to join firearms and I know there are not many female officers there, that hasn't stopped me at all…. I can do the same job as a man, and nothing is going to get in my way of getting to where I want to be (Participant C). 

Conversely, it is alleged that targeted recruitment to increase diversity, enhances the perception that females will be selected for roles because of gender. “A lot of people will say, you'll get that easy because you're a female and they want females” (Participant C).  Recruitment processes are fair and transparent, and gender does not impact decision making. Communication must clearly define recruitment parameters and remove assumptions that decisions were made based on gender rather than personal merit. 

[bookmark: _Toc99738934]4.6 Theme 6 - Skills are not gender specific
Being a good communicator is a necessity to becoming a successful police officer. “You speak to so many different people and you've just got to adapt to the way you approach people. I don't think it would be just females though” (Participant C). 

Police officers must also be emotionally aware. “Understand my own emotions and be emotionally aware of people, behaviours… that will help throughout” (Participant A).

Another requirement was to be confident; “I definitely see confidence as being one of the biggest things” (Participant D) with a strong emphasis on the value of successful teamworking “You work with your colleagues, and you want to make sure that you've got a good relationship with everyone… I can see that it is just teamwork all the time” (Participant A).

It was reassuring to note that despite providing a uniformed service there was an awareness of the positive impact diverse personalities provide.
They don't hire people for the same personalities…. They want to have different people but keep the character you have when you started (Participant A)

Like all the different personalities bring something different to the force and into policing. I don't think you have to be a standard personality…you need to have that variety of personalities on a shift (Participant B). 

Undoubtedly there is a place for skills, typically categorised as ‘feminine’. Using these skills assisted with deescalating situations and supporting vulnerable individuals.

If there's a male that you know is kicking off, and when he sees a female, they aren't going to punch a female, so I found that they calmed down a lot more (Participant C).

A more compassionate case perhaps the female officers would take the lead a bit more (Participant B).

Surprisingly, there was little mention of skills required to undertake the physical nature of the role. Only one participant felt that initially felt that they needed to be stronger. “I just feel compared to the males, they're so much stronger than the females, and I think that's what pushes me down sometimes” (Participant A). 

It is promising to note that all key skills highlighted as integral to the role, are not typically gendered and transferable from other employment or life experiences. Identification of the skills can inform parts of the attraction strategy to increase understanding of the role and removing assumptions. 

[bookmark: _Toc99738935]4.7 Recruitment data 
Secondary data was extracted from the applicant tracking system used at DPP. Analysis has been conducted on applications received for the police officer role between 2019 to 2021. Appendix 4 details the recruitment process.

Figure 1 clearly shows that more males have applied for police officer between 2019 and 2021. This demonstrates that the attraction strategy is successful at appealing to males. 
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Table 3 shows that at all stages of the recruitment process, more males fail than females. This could be attributed to a larger number of males in the process, although during the SSIs, a theme emerged that females are more likely to ensure the role is right before applying. This may involve researching and seeking opportunities, subsequently immersing themselves in situations that can be transferred to the recruitment process. The literature review explored the notion that females experience higher academic success; potentially impacting the approach taken to complete an application process. 
[bookmark: _Toc99738996]Table 3 - Breakdown of police officer recruitment stages
	Recruitment Stage 
	Male 
	Female

	Eligibility Fail 
	80
	43

	Application Fail 
	912
	620

	Assessment Centre Fail 
	88
	47

	Interview Fail  
	68
	25

	Pre employment checks Fail  
	15
	4

	

	Applicants fail to respond 
	66
	44

	Applicants withdrawn  
	61
	47



The application of an adverse impact calculator would be beneficial to ensure no group of people are at a detriment. 

Despite a large difference in initial applications, there is a significantly smaller difference in candidates being appointed to the role. Table 4 shows the percentage of candidates who were successful in appointment to the role, identifying there is a more consistent trend for appointing males than females as the range is smaller.
 
[bookmark: _Toc99738997]Table 4 - Gender % breakdown of successful candidates appointed
	
	2019
	2020
	2021
	Average
	Median
	Range

	Female
	3.03%
	2.79%
	1.98%
	2.69%
	2.79%
	1.05

	Male
	2.84%
	3.6%
	3.5%
	3.3%
	3.5% 
	0.66


 
Since 2019, the percentage success rate has decreased for females; this differs from the rise in female police officers being recruited nationally.
DPP conduct bulk recruitment campaigns for this role therefore candidates are not always appointed in the same year they apply; some 2021 candidates will not be shown in table 4.

The data is clear; to increase the number of female police officers, more females need to be attracted to apply for the role.

[bookmark: _Toc99738936]5. Conclusion 
The recruitment data clearly shows that fewer females are attracted to the police officer role; the aim of this research report was to analyse the reasons why to inform the creation of a long-term attraction toolkit at DPP. 

The literature review highlighted barriers to females considering roles within male-dominated industries. These barriers were often intrinsic to conforming to gender normalities, dictated by society, and it is individual motivations that break the social expectations. Attraction strategies can only go so far when society rules what a female's career path should look like. 

The newly appointed female police officers interviewed at DPP exhibited skills of strength, confidence and determination and it is these skills that ensured they were successful in the role. Although barriers, specific to being female, were observed, and despite a lack of female representation or role models, these individuals have continued to strive and prove that policing is for everyone. Individually their goals are to move into specialised policing roles, but unconsciously and in a union, they are determined to be role models for the next generation; ensuring the communities of DPP see a competent police officer and not gender.  

This RR was unable to determine a clear link between why a rise in female police officers has been experienced nationally, whilst DPP numbers have remained stable. 

It is evident that there is learning from this research report to improve the attraction of the police officer role to females, but some results will not be noticed quickly. Ensuring policing has a visible female police officer team responding to incidents, attending schools, and paroling the streets, will unconsciously create directionality in young females, proving this role is for them. Whilst targeted female recruitment campaigns could be viewed negatively, clear gendered differences have been observed, which should inform a current attraction strategy. 

The current female generation believes they are not ready for the role yet and should be targeted by an attraction toolkit now; highlighting the importance of the skills learnt in other employment, family life and, overall personality and character which makes an individual a competent police officer. 

Recommendations have been designed to create a long-term attraction toolkit for current and future generations, considering the impact this will have on retention. 

Further research should be undertaken to determine other gender variations by interviewing a larger sample, including female and male new starters.

[bookmark: _Toc99738937]6. Recommendations
The following creative recommendations have been made and presented as part of this report research.  Appendix 5 details an action plan which supports the recommendations detailed in this RR.

[bookmark: _Toc99738938]6.1 Recommendation 1 – Adapt the uniform for female officers
To ensure DPP evolves as an employer of choice, officers must feel that they are supported and engaged. The inability to adapt a uniform for a female directly impacts retention but indirectly impacts attraction as the employee voice is not being listened to, causing individuals to potentially vent their concerns outside the organisation, impacting the employer brand.

Despite uniforms typically creating a sense of belonging and being recognised nationally and globally, it would be prudent to consider adding variances to ensure the uniform does not cause harm to the wearer. The fact that females are spending their own money to improve uniform wearability is startling. The DPP gender equality staff support network plays a key role in raising concerns to senior stakeholders. 

The employee voice will exist even if DPP choose not to listen. Costs of changing the uniform will be subject to a strict procurement process, however listening and enacting change to improve the working environment will intrinsically increase retention, decrease sickness levels, and reduce employee turnover. 

[bookmark: _Toc99738939]6.2 Recommendation 2 – Revise information shared to promote the life cycle of work
Despite assumptions that the millennial generation has reduced organisational loyalty, the police officer role is viewed as a long-term career with stability and career progression, identified in both the primary and secondary research of this report. 

This realisation feeds a key element of an attraction toolkit, communicating the right message regarding a stable long-term career to prospective candidates. The current attraction strategy concentrates on employee benefits such as salary, employee discounts and immediate training for the role and whilst this information plays a role in the attraction strategy, HR at DPP should push this further. 

DPP excel at supporting individuals through some of the worst times, not only those that arise through the nature of the role, but through changes in personal lives with robust people-orientated policies, procedures, and practices. Despite the good work performed, communication of this work is limited. 

The attraction toolkit should have the ability to communicate how DPP support individuals through the lifecycle of their careers including support available for parents, details on occupational health services, career progression opportunities, menopausal support, and flexible working opportunities; all information should reflect the reality of the organisation.  Alongside this, DPP should also consider communicating the careers current female police officers had before joining the force; this would provide direct correlation for external candidates, illustrating the value of transferable skills.  

Revision and amendment of the information communicated through the DPP website, can be edited instantly once the content has been created. The cost of this recommendation would be the time and cost of the employee’s salary to create and publish the content. However, seeking buy-in from senior stakeholders on the employer branding, linking with the communications team, may become a bureaucratic process, if not managed correctly especially the promotion of previous careers before policing. The impact of being slow to react could mean a loss of talent as our branding is wrong.

[bookmark: _Toc99738940]6.3 Recommendation 3 – Remove assumptions associated to being a police officer
Research suggests that females need to be sure that the police officer role is for them before applying. Although volunteering as a special constable provides self-actualisation for some, there is some nervousness that this role is the same and therefore would be discounted by individuals who lack confidence in their skills and abilities to perform well. 

An effective attraction toolkit must demystify the assumptions females make about the role. This report has identified transferable skills and how valuable other employment and life experiences are to provide females with the reassurance needed to apply.

An interactive quiz should be created embracing a gamification approach. This will link skills, behaviours and values to the police officer role showing a clear correlation; once the quiz is completed, further information can be shared to showcase the employer's brand. The quiz should also link to the desire that a main motivator to become a police officer is the need to help others.

Costs of creating an interactive quiz are calculated based on employees' salaries to complete the work, including on-costs. The estimated cost of implementing this recommendation will be roughly £18,880.68 with a six months project build time if created in-house. Exploration of external software packages should be considered.
Although this can be addressed locally, it will be difficult to change inherent assumptions quickly and in a silo; DPP senior stakeholders play a key role in escalating this recommendation for change at a national level with other police forces, the College of Policing, and the Home Office.

[bookmark: _Toc99738941]6.4 Recommendation 4 – Promote and support female representation 
Current attraction strategies are failing to increase female attraction to the police officer role. Mechanisms need to be put in place to go further to impact intrinsic societal norms, break the bias, and ultimately demonstrating that the police officer role is an option for females. 

Directionality and role modelling are vital to attracting females. Linked closely to recommendation three, DPP needs to ensure individuals can witness others undertaking the role successfully and progressing in their careers. 
Crafting case studies will provide an opportunity to tell a story of a person’s working journey so far. These could encompass both personal and professional reflections highlighting that the role of police officers does not have to impact family life. 

Exploration of different mediums to deliver the case studies should be explored.
Obtaining current female buy-in to tell their story may be a barrier, therefore it is important HR and senior stakeholders communicate the reason why the case studies are being created. 

Surprisingly all females interviewed wanted to specialise in perceived male-dominated roles. HR must support these individuals to achieve their goals and improve the diversity of those departments removing any encountered barriers; career pathways should be created. 

DPP are bound to strict pay scales, therefore, the only way to improve the gender pay gap is to increase the number of higher-ranking female officers. Internal case studies published will reiterate that promotion opportunities exist for all, showcasing female representation and subconsciously creating role models. 

The cost of doing nothing and continuing this trajectory, will eventually, widen the gender pay gap and impact public confidence and trust in the service; relying on organic attraction to the role is no longer an option.

In the long term, visible female police officers in schools and events attended by the younger generation will intrinsically create role models, and directionality assures others that this is a viable career; changing societal norms of what a female’s career is. 
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[bookmark: _Toc99738943]Personal learning reflection
This research report (RR) has provided me with the opportunity to explore a topic that I am passionate about, female representation in a policing environment. 

Learning experiences 

Conducting the semi-structured interviews (SSIs) was a new experience. Although I have interviewed prospective candidates for job vacancies, those interviews have a desired outcome and goal; to meet the scoring matrix and appoint a candidate. 

SSIs are designed to elicit information from participants, and you cannot form any pre-determined outcomes. Although a question set was created to ensure consistency, the answers could have taken any path. I was nervous about completing the interviews and sought sound, insightful advice from my supervisor. This advice included using open questions, managing participant expectations from the beginning, and using effective listening strategies. 

As part of my employment, I analyse and present HR metrics to stakeholders, usually derived from quantitative data. To fully capture data for this RR, I knew meaningful data would be obtained from the opinions, emotions and thoughts of individuals. This would mean the collection of qualitative data. This data is different to analyse and would be an opportunity for my data analytics capacity and skills to grow.  I sought advice from sources online, books and my supervisor on how to effectively achieve this. 

Interactions with my supervisor 
The time afforded with the supervisor provided an opportunity to share knowledge and ensure the RR was created to the highest level. 
Sound advice was given for the completion of various stages of the reports and Dr Roberts was understanding of the limitations due to Coronavirus, organisational rules and workload. 

Strengths
There was a lot of published information readily available on the chosen topic therefore it was easy to source secondary information for the literature review. Challenges arose when trying to compare and critically analyse. 
 
A combination of the two elements during the findings stage (SSIs and data extraction for the applicant tracking system), provides a deeper dive into the real reflection of attraction to policing; opinions of why females joined the service teamed with holistic data on the number of candidates both male and female.

The attraction of females to policing is a societal change that this report could not fully capture due to time constraints, size of the study and undertaken in a silo at one police force. However, it does show promising outcomes that females are considering the role of a police officer and have an understanding that they will be role models for the next generation. The recommendations are also a step in the right direction to improve attraction on a small scale. 


Weaknesses
Due to time constraints, the decision was made to only interview females. As more males applied for the role, assumptions were made that there was not an attraction issue. On reflection, interviewing males would have given the RR further depth to notice any gender differences. 

Despite the sound and informed recommendations, the attraction to policing for females is a societal change that might take years to be fully realised. More intervention is needed on a national scale to improve education in schools regarding future career choices. Although there is a shift to females being more likely to consider other male-dominated industries such as engineering and tech, there is still a considerable amount of work to do to change intrinsic societal views. 

Challenges 
There was a plateau of published information available relating to females in policing or male-dominated industries and the impact this has on HR as an organisational strategy. It was difficult to immerse myself in all this information and determine what was relevant to this specific topic. 
Conducting the interviews virtually meant that a trusting relationship with the participants needed to be formed quickly to ensure they felt safe to provide an open and honest account of their journey to the role. I communicated via email before meeting to try and build this relationship however it was harder than in a face-to-face environment. 

I was unaware that I needed organisational support for the SSIs question set. At the time, my employer sponsor was on annual leave and therefore this impacted the timeline. Due to this delay, there was little scope to interview during the day due to the participants having a strict training timetable. As such, I arranged in liaison with each participant, to interview outside of working hours such as in the early morning and late evening. 

Develop professionally / CPD
Completing this RR has increased my professional competency in a variety of ways. 
When analysing the data collected during the SSIs, I needed to critically determine what was useful for the report. There was also a plateau of information published to draw conclusions and inform the literature review therefore undertaking this report has improved my ability to source the right information to inform decisions. 

The completion of this report required self-discipline and strong time management skills; setting realistic deadlines for this report was paramount. It was key that if a task had taken longer than anticipated, the remaining timeline was re-evaluated to reflect the wider impact. 

Conducting SSIs increased my interpersonal skills as I had to not only listen effectively but respond with open questions to ensure the interviews generated meaningful data. One participant spoke about needing the police and it was important they were reassured and signposted for support if the interview had impacted the person by providing their account. 

What would I do differently next time? 
Due to coronavirus and strict organisational rules, interviews were conducted virtually. If the interviews were to be conducted again, I would conduct the interviews face to face. Before the interviews, I would have liked to have met with all the participants to clearly explain the RR and the pivotal role that they would play in informing the recommendations. 

My advice to future students
1. Time management and organisation are key. Create a detailed plan for completing each element however overestimate the time needed to allow for other commitments which might arise from your home/work life. 
2. Between meetings with your supervisor, keep a list of all the questions that arise so you can fully utilise the next meeting with your supervisor to benefit the completion of your RR.
3. Have a dedicated RR notebook to record all your thoughts, supervisor discussions and to-do lists. 

[bookmark: _Toc99738944]Appendix 1 - Semi structured interview questions 

1. Tell me a bit about how you decided this was the role for you? 
2. What main factors/motives that influenced your decision to join?  
3. What barriers did you face? Tell me about some of these.   
4. What were your main concerns with the role of police officer? How did you overcome these? 
5. What was the reaction from people in your life when you said you wanted to become a police officer or were offered the role? 
6. What policing female representation have you experienced? How did you know you could succeed as a female in policing?   
7. Do you think you have had to make a trade off with anything else to undertake this role? 
8. Do you think you have to have a specific personality/character to be suited to a policing environment?  
9. When you think about your future career as a police officer – what do you think the barriers are to your progression? Do you feel some specialist roles/departments are ‘out of reach’ for females? 
10. What advice would you give the next generation of females who might be considering policing as a viable career? 
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Confidentiality agreement
1) What is the study about? 
You are invited to participate in a study which will explore why females choose the role of police officer. 
You have been chosen as part of this study due to you recently joining Dyfed-Powys Police as a student police officer.
I am passionate about increasing and supporting females in policing and I am embracing this opportunity to learn more about your views/opinions. 
All information obtained from this study will be kept confidential and collected for the purpose of research only. Any findings shared in the research will be kept anonymous. 

2) Who is carrying out this study?
This research is being conducted by Katherine Hobbs, Postgraduate student at the University of Wales, Trinity Saint Davids under the supervision of Dr Emma Roberts (Lecturer MBA Human Resource Management, CIPD and DBA). 
The research will contribute to the completion of a Postgraduate HR qualification. 
If you have any concerns, you can contact Emma Robert via email: e.roberts@uwtsd.ac.uk
Consent declaration
I consent to: 
· Participating in the study via an interview process   ☐
· The interview being recorded for purpose of research only ☐
· Any outcomes derived from the interview being published in the research report anonymously ☐

Print name: 
Sign:
Date:
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[bookmark: _Toc99738948]Appendix 5 – Action Plan to Support the Recommendations 

	Ref.
	Recommendation
	Key Action
	Person Responsible
	By When
	Resources Required
	Strategic Impact

	1
Adapt the uniform for female officers
	Seek views of all female officers in DPP regarding uniform
	(1) Gender Equality Staff network chair 
	30.06.2022
	- Creation of an online survey 
- Communication team to share the message on why the survey has been created
- Support from police federation
	Improves employee engagement and retention

	
	Analyse the results
	(1) Nominated researcher analyst 
	31.10.2022
	- Dedicated time afford to critically analyse the survey respondents’ views and present to Gender equality network. 
	Strong analysis of survey data will allow strategic decisions on procurement of uniform to be informed. 

	
	Communicate the results
	(1) Gender Equality Staff network chair
	31.12.2022
	- Results should be presented to Senior stakeholder to inform decisions
- Senior stakeholder buy-in confirmed and confirmation of what the next steps are. 
- Communicate action plan for organisation 
	Feeding the survey results back to the organisation will improve employee morale and confirmation that the force is listening to the employee’s voice. 

	
	Procurement process for required uniform (Based on decisions from the survey)
	(1) Gender Equality Staff network chair (2) HR
	31.03.2023
	- assistance from the procurement department 
- Sourcing suitable suppliers
- confirmation of budget from finance
	

	2.
Revise information shared to promote the life cycle of work
	Review the current information advertised on DPP website
	(1) HR recruitment 
	29.04.2022
	- dedicated time afforded to undertake this task 
	Building an employer brand that represents organisational reality. Increasing the talent pool by clearly showing the role of police officer is viable for females with varying skills.
Successful employer branding will create DPP as an employer of choice. Increased competitive advantage in a current tight labour market, improving attraction.
Recruiting the right people, will increase retention of employees subsequently reducing costs of recruitment and training.


	
	Creation of new content:
- feed in key themes highlighted in this report, stability, progression, and longevity of the role
- promotion of intrinsic skills required to undertake the role 
- promotion of the career life cycle and the support DPP offers
	(1) HR Recruitment 
(2)  Digital comminations lead
	01.07.2022
	- dedicated time 
- software readily available to use 
- consider the use of national material created
- Welsh translation services
	

	
	Creation of case studies linking to female police officers’ previous employment:
- Identify females who had careers before policing with transferable skills.
-  Create case studies in different mediums: videos, pictures etc
- consider disability and neurodiversity content
	(1) HR Recruitment 
(2) Digital Comminations lead (3) positive action team
	01.07.2022
	- dedicated time 
- software readily available to use 
- Welsh translation services
- senior stakeholder buy-in
- this recommendation feeds into the external recruitment communications strategy.
	

	3.
Remove assumptions associated to being a police officer
	Explore external companies to build the interactive quiz
	(1) HR 
	31.05.2022
	- procurement team to provide clarity on the process
- Dedicated time to research and contact suppliers 
- senior stakeholder buy-in needed.
- strong business case will need to be created. Data from this study will inform that. 
	If created externally, the quiz may be launched sooner than if built in house. This would assist with removing assumptions on skills and what the role entails, improving attraction. 

	
	In-house creation of the quiz
	(1) HR  
	01.01.2023
	- IT software designer
- HR to design the content linked to the results of this research to inform the software design
· 2 months planning time
· 3 months build time
· 1 month testing and checking
	Allowing to have control over the way the content is created will ensure the quiz is tailored to DPP. Cost analysis against the cost of buying in the product; cost effective as public funds. 

	
	Raise concerns nationally about the need to remove assumptions of policing 
· HR must influence the Chief office team that the wrong assumptions are still made about the role
	(1) HR 
(2) Chief Officer team 
	01.01.2023
	- Create a strong business case
- Obtain chief officer buy in to escalate to national meetings for change 
- Persuade the national comms team that more needs to be done to attract females and remove assumptions. 
- role modelling and female representation will create directionality to the role. 
	Removing assumptions and increasing attraction to the role form female police officers will, decrease the gender pay gap, increase public trust, and fully represent the communities we serve. 

	4.
	Promote and support female representation
	Creation of career pathways
	(1) HR 
(2) Positive action Team
	01.01.2023
	- identify career pathways to specialised roles
- create and communicated the pathway to senior leaders
- influence senior leaders by demonstrating the benefits of the pathway and the creation of high potential talent. 
- positive action play a key in role in promoting the career pathway to underrepresented groups.
	The identification of career pathways provides a clear route of progression. Reducing bias in processes if the pathway is clearly communicated and open for all. Pathways allows individuals to become motivated and set achievable goals and objectives, improving retention and employee engagement. Upskilling the workforce is government initiative due to reduction of talent availability. 

	
	
	Crafting case studies: Internal for promotion and specialisation. External for initial 
attraction to the role
- Identify females who wish to share their career journey
-  Create case studies in different mediums: videos, pictures etc
- consider suitable content
- research different types of case studies for impact – short and snappy or long and informative?
	(1) HR 
(2) Positive action Team
	
	- dedicated time 
- focus groups to determine which case study will have the most impact (internal and external).
- software readily available to use 
- Welsh translation services
- senior stakeholder buy-in
- this recommendation feeds into the internal communications strategy. 
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Introductions, thank you and explanation of the research study
Researcher:  
I am going to record this now. I did test this earlier, so I really hope it works.
Participant: 
Yeah, it's come up now and say it's recording.
Researcher:  
Brilliant thank you. So can you sort of firstly tell me a little bit about why you decided the role of police officer was for you.
Participant: 
Yeah, so I think the main thing that made me apply for PC, I was special Constable before, so obviously all that insight. Clearly you know what they do every day definitely made me apply for the PC role. But I think even before that it was always in the back of my mind like even just like watching police programme. But now, like everyone, probably saying that. But you'd be like, oh, that's so cool like that's something I want to do. But I think to start with I was like I was terrified. I was like, oh well, that's a job I couldn't do so it was really daunting, and I think the main thing when I was thinking about doing initially, I was like oh it is very male dominated. I think a lot of people think females can't do it, and even when you're applying, if a man applies for it, you'll never be like why are you doing that? But like if a female does people are like, oh is that is that something you want to do? I think it was just it was always in the back of my head, and I think a few a few family friends were in the police. So yeah, just like speaking to them and stuff, and I thought I'll just do it. So, I joined as special first and that just like opened my eyes and the first few weeks I was absolutely terrified. I just didn't want to go to any jobs, and I was like, oh my gosh, what is this? But I think you just become like tough skinned, and I like the variation like no day is the same. Just going to different jobs and obviously like the side of it like that's not very nice. It's like most the time you're dealing with people that don't want you there, but I think it is the bits like you know when people appreciate your presence and just making someone's day really, it could just be like 5 minutes, and you know you're waving to like a little kid in the car and stuff. And really like to make their day. It's little things like that but. Yeah, I think, and it's like it's always been in the back of my head just from yeah, watching programmes I guess and just my best friends Dad was a police officer and I always remember like growing up, I was like Oh, that's really cool, but even then, I was like oh he is a man, I don't think it's for me like I don't know any girls that join the police and stuff like that. It was just very a man's job. I went to uni. I did a photojournalism degree so it's like the complete opposite and I absolutely hated it. But at that point I didn't know that you could do a degree in policing, like I'd never even come across that. Uhm, so I think. I knew that I would have definitely done a degree in that. I hated my degree so much and it wasn't a job, it wasn't stable enough. I just think this is it's such a stable job, although like you know. I mean look, people argue about the pay and stuff like that, but like it's never really come into my mind about the low pay and stuff, but it's like starting off, but I think it's just a job that, someone has to do. So, like if no one wants to do it, who's going to be out there, and I just think I love that it's different every day. And yeah, just love speaking to like new people like, you know whether they're good or bad, like I'm such like a chatty person and just like probably quite nosy as well. I like to like those people lives and I think, yeah, it's just it's the excitement as well, but just you just don't know what's coming your way really. I'm not the type of person that can just sit at my desk all day, like I did that in my last job. And I think like lockdown, I applied for PC too and lockdown, I think gave me like a massive wake up call. I was like I can't do this for the rest of my life, I need to do something that like I've always wanted to do. And although it's like quite daunting, and I think you've just got to take that chance.  It's a career you know you join now and I'm in for 35 years now so it's not just, a job you're in and you're going to swap within like two years or something.  But with that you get like the different career paths in the police as well, like you know you could be response for five years and then decide I want to try something new. I think it's the opportunities you get when you're in the police that you're not just stuck doing the same thing. Even if you get a bit bored of being in one department, there's always like scope to move, so I think I really like that about it as well.


Researcher:  
You said you've had some opposition some pushback when you said you wanted to be a police officer. Do you think that was a barrier or motivation to you to want to do? Obviously, you’ve come in, which is great, but at any point did you sort of think about what they said? Did you ever think It's not for me? Did you question if your choice was sort of right based on other People's opinions?
Participant: 
Yeah, I think like my parents’ opinion was like massive cause I mean I don't think anyone parents are that happy when they say I'm joining the police and the fact that it's not, you know it's not safe. Like go into like your office job and stuff, so I think that did worry me a bit because they're everything to me, so like I didn't want to panic then. It's not that they didn't want me to do it, but I think it did make me think like, OK, you know, I either like fully commit to this or like just you know, forget about it. So, I think I wouldn't say, they pushed me back, but I think them being like, oh like are you sure you want to do that like have you thought about it. I think it's just family members, they're just worried for you really like because you know no one really knows. Well, they just see the horror stories, don't they? You know we're lucky in DPP like you know it's not like the big cities and stuff like that, but obviously still has its challenges. So, I think yeah, my family opinion did sway whether I am going to do it or not. But then I joined the specials I think they knew then that there was there was no stopping me like I was going straight for it, I was going to apply for PC and everything. Even now, if when I was going for shifts and stuff like my mum would always text me like love you like after every shift. So, like they fully support me now. I think it was just that, oh gosh like does she know what she's getting herself in too and I think I am quite fortunate the friends they're like a good bunch of people, like on the right side of the law, so I never had that problem with friend.  Obviously, there were some people that kind of distanced themselves away from me when I said I was joining, but obviously they're not the type of people, we don't share the same like values or morals, so I didn't really want to be with them. If they can't support me, then you know I'd rather them not be in my life and stuff like that. So, I think it's just you just got to surround yourself with good people. They're going to support you in whatever you do then.
Researcher: 
Do you think those people, you know they backed away from you, but it was all to do with sort of, their values and your values as opposed to you being a female joining police? What were the root causes really, would you say?
Participant:  
Yeah, no, definitely yeah, I think I'll go like back home now and say you're on a night out or something and you bump into people from school like and especially it will be the boys and they'll be like oh, you're a police officer and like, I don't like to publicise it. Like someone said something and then you can see they like taken back. I think a lot of people like, when you, especially with boys and stuff like that, I think it's even like people are you’re a policeman and you're like no, I’m a police officer, I'm the same as they still say it. Even people in my family that will see a policeman. I think I've seen a policeman in that car and I'm like how do you know it's a policeman? I think it's just been like just such a massive stereotype, just like programmes like the bill and stuff like that is always, they're all like male-dominated and all these like traffic interceptor; you never see females on it at all. Uhm, but I think that's the nature of the job, and I think even today, like you still see like in traffic but, I think there's like two in the force who are females.
Researcher: 
There's not many.
Participant: 
No, so I think it's just I don't know whether people just like, it doesn't don't put me off at all. If anything, it makes me want to prove myself more that you know, I can do the same job as a man and like nothing is going to get in my way of, you know, getting to where I want to be.
Researcher: 
You mentioned obviously traffic. That’s just one of the brilliant opportunities that you will now have as a police officer. Without sort of having females in that role, do you see that as a concern or, does it make you want to fight for those roles harder? Would you be put off by them because they are deemed male dominated?
Participant: 
Yeah, like traffic [information removed to remain anonymous], and it is a very like laddy it comes across a bit of a lad like culture and you got to be a man because you got to know how to put a tyre on or check different things. I think it does put women off joining. I think not like they're doing it like intentionally, although, like my aspiration is to join firearms and I know in that there's not many female officers, but that hasn't stopped me at all. I just think, well, you know you might have some stick and stuff, but at the end of the day we're all getting paid the same. Like obviously I’m good enough to do the job so it's not going to, you know, if people are going to be that petty and stuff. But no, it doesn't stop me at all like I can see why it would be daunting to some people. Uhm, but I think I've always grown up with. I think it depends who you've been brought up with. I've been brought up with boys and stuff, so you've got that banter and stuff like that, but I think if you're very like a reserved person, I do think it would be quite hard to kind of go into those departments and where it's very male orientated because you obviously have to kind of fit in with them a bit then and yeah. So yeah, that would be the difficult part of it.
Researcher: 
Do you think the males in those departments should be doing more rather than it sort of coming across as a ‘Lad’ sort of culture? Do you think they realise?
Participant: 
I think it's just like I don't know. I think it's like the police in general, I think. I say they're ‘laddy’, but then you've got that on like response like it's everywhere, and then you know, I think it's just because it's so male dominated like I don't think personally, I don't think they're doing anything wrong because they're just being themselves at the end of the day. I think like if they were to change, that's almost being like, oh, we have to be on our best behaviour because females are round and like I would never want that, I wouldn't want people to change because of females around. So, I think it's just you've just got to be the type of, I think going into the place like you're going to have your banter and stuff like that. I think you've just got to like to be like thick skinned and just get involved. Like everyone equal, they're not saying you know because there's more men do not mean females can't do the job. I think you just got to get in and not be, you know, I can't do this because I'm a female, you're there for the same reason. You have every right to be there, but yeah, I wouldn't say it's like the males are doing anything wrong. I would just say this could probably come across quite like intimidating. And if you've never been, brought up with like groups of men or like boys and stuff like that or never had like friendship groups that are boys, or you had to like deal with that really, but I think like whenever I've gone out with spoken with firearms, traffic officers they're also friendly. I've never felt intimidated by anyone. But you can see, how. I remember turning up at one job and I was the only female there, and that's the first thing I picked out was I'm the only female here. First thing you look around and look for that female and you're like OK, I'm the only one and it is like oh, gosh, like I must prove yourself more.
Researcher:  
Have you felt that you had to prove yourself more because you were the only female?
Participant: 
Oh yeah, definitely. I think you've got to you know, show that you have every right to be there. And yeah, sometimes like obviously if there was a group of girls there, I'd gravitate more towards the girls and have a conversation with them where, like men probably think the same. So, I think I don't know. I think it's just the way it is and it's I know that. I do the same if there was a group of females there, I probably wouldn't go speak to the males because I'm more comfortable with speaking to the females.
Researcher:  
Would you find that being the only female in a situation, would you be confident to you know, stand up, voice your concerns, or help with the decision making?
Participant: 
Yeah, definitely, actually.
Researcher: 
So, you wouldn't feel intimidated?


Participant: 
No, I would not, and I think like everyone I've come across in the force has been friendly. I've never felt like someone belittled me just because I'm a female. I've always felt like I could, like say, my opinion and I've always had, like banter and laugh with male officers the same I'd have, you know, with any other person, but I think I don't know. That might be just a type of person I am like. I'll just get on with it, have a laugh with anyone and just get stuck in and just speak to new people. Oh, that's just how I've been brought up like I'll just get on with anyone really. But yeah, whether it would be different for someone who maybe is quite reserved you know it could be a different story then, but yeah it doesn't. I never see it as a barrier, Male or female, I'll speak to anyone.
Researcher:  
That’s good in your line-up in your job Do you think that you need to have a specific personality or character as a female to be suited to the policing, or the frontline policing environment.
Participant:  
I do think it's a like personally, I think it's a very like, extrovert type of person you must be a Police officer. You are put in situations where you just have to talk your way out of it and if you're not that type of female, that you know, maybe is quite reserved and does not really like speaking to people, or maybe feels uncomfortable. Speaking to men and stuff, I think, like I people will struggle, uhm. You know because you speak to so many different people. You've just got to adapt the way you approach people and how you come across to them. I don't think it would be just female, though I think, you know, the same is for males as well, you have got to be able to just speak rubbish with people sometimes. Yeah, I don't think it's mainly females. Obviously, I think sometimes being a female if you're like put in situations it's helped me when I was special. I think it's better. If there's a like a male that you know kicking off, and when he sees a female like, you know all of them aren't going to punch a female, so I think I don't know, I found that they calmed down a lot more if the females here cause sometimes, you have a male when they're all hot headed and you know it just escalates. But I think sometimes a female there just brings the situation back down a bit. So, I think sometimes we do have ours pros being females in some situations.
Researcher:  
That's a good point you raised about the character and that it's not just a female specific character that you know that's required for the role. You know those skills are not gender specific? Are they in terms of being able to just talk to people? And not be interpreted, or reserved? 
Participant:  
I think like you know, people, the stereotype for women is all they like caring and you know they calm. But you know you've got males like that too and in nice situations you go to; you can't be going like, you know, full steam, shouting at every person. You got to be methodical in the way that you approach things really, which again, take like stereotypes what males have and they take stereotypes of what females have so. Yeah, I don't think there's any barrier in female personality to male. But I obviously deescalated some situations whereas you know from your experience a male being in that situation would have maybe have escalated it, and it might have, you know, turned out worse than what it did with a female being present.
Researcher:  
You know you mentioned about police officers, I think it was your best friend’s dad was a police officer and how you sort of thought that was a really cool job and before being a special constable obviously you've got that lucky advantage that you've sort of come in and seen things from that perspective. What female representation did you sort of experience? So how did you know that as a female you could succeed in policing? Did you see any sort of you know female police officers, things like that?
Participant:  
I think like even uhm, well, first off, you know when I went there was only when I first got there was only one female on shift and turned out to be my best friends now. And she's had like a baby and stuff and that', just like she's come back and had a baby and that's like a massive inspiration. I think, oh if you can do that like you have a kid and stuff and still come back to a job like you know you've got to be pretty, quite tough to do, how it is quite dangerous, knowing that you know you've got little ones at home. And stuff and yeah, it's like. Uhm, that's almost like a like a good role model there. You know they can you put on the line; you know? I think that made me realise, you know, like the importance and you know how like good women are in the force. But she left, so I was the only female on the code then, but I think it's just like a massive thing to have. Like it's always, you know you need that variety of male and female. And my Sergeant was a female then, so I knew that, you know, within the station I was in, I knew that there was some, you know, male or female, room for, like progression, like promotion and stuff like it was not a male dominated station. Apart from when I was on shift on my own I am the only female, but I never felt like, oh, I I'd like another girl, because they like treated me so well and they'd always like we all lookout for each other and I think like I was always be like oh I hope they don't, you know, try and you know, get in the way now just because I'm a female and don't think I can handle it. And they were good in that fact, they let me get stuck in. I'll always remember one situation where I was a special and it always sticks in my mind, and I was about to handcuff someone on a night out and the bouncer said to me, give me the cuffs you won't be able to cuff him. Always remember that and I was just like, I remember thinking in my head I'm going to get these cuffs around this man now because I can't believe you just said that and I did That's the only ever, like sexist comment I had out there and that just made me wanting put that those cuffs around that person. Like you know, having this role, I think like yeah it was a very big like, even evenly spread roles across the station. But yeah, I think uhm, I think it's amazing what women can do. Like I said having families and come back and work full time doing the job we do day in, day out and obviously, you know males, you know they have their families and stuff as well, but you know the females who like obviously carried child and then you know they've got that bond and then to leave them. I think that is like inspirational, like how women can do that. And like I hope if it ever comes that day, I'll be able to do like exactly the same then.
Researcher: 
There is a very large expectation or difference between males and females, when you know decide to start a family, you know men seem to be able to, just do career and be a family man simultaneously, don't they? But it always feels like females need to give something up….
Participant:  
Yeah, massively and I think that's why it shows there is no barrier in their career like you can be where you can be like a single mum and you know, I know like many single moms on their fourth and they just get on with it. They come in, they don't want sympathy or anything, like they get on with the same job as a male does. And yeah, they're juggling all that at home, yeah, it's not easy. But they come in and do the same job as a male and you know, don't expect anything from it. They come in and just do their job, and I think that's like the most amazing thing about it is that they can you know, just carry on working as well as you know, having stuff going on at home, but being equal to the men then.
Researcher: 
You've come in as a special, so you've been able to see in a volunteering capacity you know females thrive in that role and being able to you know people do have a family. Do you think if you hadn't have come in as a special, do you think you would have been expecting a trade-off in terms of your personal life?
Participant: 
I do think there are people on my course now that are like mums, and I think if I had a kid right now I would find it very difficult. Yeah, it's just you know I'm living in headquarters and stuff, so like away you're away from home for six months. And there's people here like one of the best friends she's a mum, so obviously she had kids at home and stuff. And I think I would find that very hard to have a family and be away from them. I think trying to be like that mum figure while you're away, but also juggling all the work that we have and stuff like I would find that very difficult. I take my hat off to anyone because it is. You have some weekends free and then some weekends you're revising for your exam, you are doing your assignment, and I just think, last thing you want to do like if you haven't seen your kid for a week and you want to spend time with them, but you want to get good grades. I think it's just that I don't know I don't know how they do it. They've obviously got a balance, somewhere, but I would find that very difficult in trying to give up time in the weekend where you want to see your family, but you can't see them because you have to. prioritise work. It’s the next 35 years, shifts and you know you're not weekends or school hours, or you know you're going to be working holidays.
Researcher: 
Do you think that's a massive trade off? Is it something you know thinking about for the future?
Participant:  
Yeah, I think because I haven't got any kids right now, [removed to remain anonymous]. I'm starting the job with no ties and such and I think then you're bringing that kid in knowing what you're doing and like you know that you're working night shifts, you know that you only have one in 10 weekends off. So, I think you just have to, you know you either decide like, yeah, you're going to have kids and you're going to be able to work around it, which a lot of people do or like, no, I'm going to be selfish now and I'm going to put my career first. I'd hopefully like to have kids and stuff, and I think you know, if you've got like a supportive family around you. I honestly don't think it's a massive problem. You know those kids aren't going to know any difference. Like if I had kids, they wouldn't because that's what they used to, but yeah, people that have kids right now going through training and I cannot imagine, it's probably a strain on families and stuff. And you know, being away from home maybe not being there like certain milestones in their lives and stuff. So yeah, I can imagine it's quite hard, but even then, I say like you know, there's birthdays I'm going to have to miss, anniversaries, whatever, like you know, I think it's just one of those ones like, it's a rewarding job, but it comes with challenges, and you know, it's just got to balance it. You're going to have times where it's good and you get to go to all the birthday parties and then there's going to be time. But you're going to be thinking I wish I wasn't doing this right now.
Researcher:  
It's like that with any job though, isn't it? There's always a chance that you might miss a special moment just because of work. It's really nice to hear that you do not feel like you have to choose, being a police officer or having that family life, it's really nice that you know your expectations. You know you seem like you've got quite a level head and you've got a strong understanding of what might affect your family life or what might not, and maybe that comes from being a special and [removed to remain anonymous]
Participant:  
Yeah, I think like the thought so like I know that when like my friend she had a baby and stuff like the force are really supportive, like they'll put in like extra time, flexible working hours and stuff like that so you know they are on your side. They're not going to, you know, I think they do really care. I think like it is like a family force like everyone looks out for everyone, so I think like yeah, with your family members and the force on your side and stuff then you've got no reason to have to choose between the two. I think you can happily do both. Then its not a problem at all.
Researcher: 
No, it's really nice to hear that. Uh, we have spoken a little bit obviously about Firearms and you want to follow that path. Do you perceive there to be any barriers that are specific to you as a female in sort of chasing that progression?
Participant:  
I think a lot of people will say, oh, you'll get that easy because you're a female and they want females and stuff. I think like regardless of if there was 10 females and one male, I'd still want to do it. I think it's something I've always wanted to do. I don't see it as a barrier. I think you know people like myself that maybe want to join departments that aren't, you know many females, I think. Well, someone got to do it. You know the more people like me that want to join different departments where they are very male dominated, we will show anyone can do it, and I think you know those places will fill and you know more females will get in there. But yeah, I don't see it as being a barrier at all. I think at the end of the day like we all get paid the same, we have all, you know been through a long process to get here, we have all had the same training and like no one deserves to be there more than anyone else. So, I don't see it as a barrier at all. I think if you want to do something just you know, do it, don’t let anyone stop you just because maybe you're the only female.
Researcher:  
People say it's an easy route because you know they need females in that area, Do those comments come from everyone?

Participant: 
Oh yeah, I think it's just to males like in the north [Powys]. You know, especially I know people. Like I said earlier, or like girls, I want to join traffic is like, oh, you'll get on that easy like, you'll get on that.
Researcher: 
Do the comments come from females or males?
Participant: 
Well, both, I think everyone says it because I think it's the same with like even the application process when you start. Like, oh yeah, you'll be good in that because you know you're a female like you know they want more females like I think they did it as well. They do recruitments and stuff for more females, and you know, it obviously is, I guess a point that they want to, but they want to recruit more females and stuff. So, putting that out there. But yeah, I think it's just comments from everyone. I think everyone, think there's a higher chance you're going to get it because they want that representation from both genders. And maybe they want it. Also, it doesn't make them look good as I know we're just picking males, but I think it's just females aren't coming forward.  I don't know if it's because they're just picking males, I don't think it's like that at all, but I think like you know, traffic doesn't interest me, so I wouldn't apply for it just because I'm a female and I want to get one over on the males and be like, hey see, I'm a female on here I don't enjoy it so I'm not putting my name towards it, doesn't interest me at all, so whether that's the case for all females I don't know, but I think it's just, you know. They want it to be look more evenly represented across the board, really.
Researcher: 
You mentioned recruitment and targeting females specifically. Obviously, our campaigns aren't targeted specifically to anyone, they just go out. And obviously, you know anybody is welcome to apply and you know we welcome everybody to apply. Do you think you know targeting them at, you know at females, for example, would that make you less likely to have applied? Based on some of the comments you've just mentioned about it being an easy route.
Participant:  
No, I think like I would have like applied for anyway, I know that I wanted DPP. I think it was like, uh, I can't even remember what force it was, and it was something like females, I remember seeing it and I think, oh gosh, they're like brave for putting that out. I can't remember who it was, but yeah. I think I would have applied for it regardless. I think maybe if I knew it was for females, I probably would think like, well, how many are they going to take on then? And you know. Do they want so many? I think it's nice that they do it evenly. because you don't know like how many come back in my head if I didn't get in, I'd be like, oh, they've maybe had enough and uh, females maybe and they have got more males or something, but I don't know. I think it's even in my course now there's more females than males, so. I think it's slowly like more females are applying for the role because you can see that clearly from the course, I'm in compared joined a special where there wasn't many girls and that was only in the space of two years. But yeah, no it wouldn't stop me at all. It's something I've wanted, and the gender barrier has never stopped me from applying for. It's made me think like, oh like, why are there so many males, but I think it was more I stopped to think about like is it something I want to do as a job go into these difficult situations. Do I want to do this because I'm a female and there's more males.
Researcher:  
It's good viewpoint where you know you're saying, if it was a female only targeted campaign, you would still have applied. When you were talking about obviously specialising, you mentioned about one person happened to do it and sort of if it was a female, that's great because you become sort of become a role model and hopefully more females would follow in your footsteps. Do you think that is a big motivation for you in policing and specialising to becoming a role model?
Participant:  
Yeah, definitely, I think, I look at some female firearms officer now and I think oh yeah you go girl like, fair play. And I think, like you know they're doing it, so why can't I do it like there's nothing? I think even if it was males, I'd still I'm the type of person if I want something like I'm going to go for it. You know I'm going to try everything I possibly can to, you know, get it. But yeah I think you know it's like you said, yeah, I'd want somebody you know that was maybe a bit unsure and like just even have a chat with me about why they should join and not have the gender as a barrier to join, whether that's male or female, I think you know people have their different interests and maybe you know not many females have an interest in firearms. I think everybody joins it for different reasons and not everyone you know, like the same thing, so I think that's why it's just so unbalanced with gender in different departments because not every female is going to like CID, not, every male is going to like traffic, so. I think it just comes down to people with interests and you know what they want out of their career.
Researcher:  
Have you ever seen sort of any other recruitment adverts and sort of thought why have they sort done that?
Participant: 
Yeah, I think it was the I don't know if this was true but the like the degree thing we're doing now, whether I don't think it was DPP that put it out, but it was another force. It wasn't for gender, but I think they said like, uhm, they thought it would bring in more of like an Ethnic minority or something? Yeah, from doing a degree and I think that's ridiculous. So, I think you know if you want to do a degree, it doesn't mean you have to be of an ethnic minority. I thought that was like, uhm, singling people out there again then because it makes people think like Oh well, can I not apply then? I think it just needs to be open to everyone and I think that's the first time I thought, I don't understand why they're just targeting, why they're saying that, why they're doing it because it should be worth doing it to give people the opportunity to be able to do a degree while they work rather than we think it will bring in more of an ethnic minority. But yeah, apart from like gender, I think that's the only one I've ever seen. Yeah, it's not. It's not something you see much of anyway. I think people are just open for anyone to apply as long as they meet the requirements.
Researcher: 
You mentioned earlier, usually the 28 weeks of training is quite a sellable part of the role, just because you're in HQ, it's Monday to Friday it's quite structured. You know you've mentioned about your friend with the family never really thought about it in that sort of aspect, because they're obviously giving up a lot more for 28 weeks than somebody who doesn't have a family commitment…
Participant:  
I think, it's like a massive stretch. Even like I feel it now, me and my partner it is still like a strain like we only have weekends and especially [removed to remain anonymous] so I can't imagine then if I had a kid on top of that, trying to make sure like you know you please them and you know you know be like a proper family for the weekend. Go on days out because you're absolutely shattered going home. The last thing I'd want is a kid jumping on me. I just want to sleep. Like I take my hat off because all I want to chill on the weekend. You can see it's like hard when they're like video-calling them here, and stuff like that, going to bed and stuff and just think on like you are missing out on so much to be here. A lot of people wouldn't be able to do without being able to like to leave their kids or not say it's like a bad thing because like they're getting them a career at the end, like you know they've got a career and their support.
Researcher:  
Yeah, the long-term goal isn't it. You have mentioned stability and the initial starting pay isn't probably where it should be…
Participant:  
Yeah, no, massively think like yeah it's just it probably is like a massive strain just going home and just being shattered from the weekend. You know having that stress then trying to keep everyone happy, but also making sure you're keeping on top of your work. Theres a lot in there with the training now with the academic side of it as well. I think that's part of massive strain on like my relationship, and the academic side.
Researcher:  
But it's understandable; it's not just you know you Monday to Friday anymore. Just, you know, going through the, you know the structured timetable. You know there's a lot of learning you've gotta do yourself now as well. Isn't there?

Participant:  
Yeah, I think it's like it's all right now because you're here Monday to Friday. But I think out there when you're doing your shifts. And stuff and they're like. Write. Write me a 1500-word essay or. I'm like oh gosh, like you. Can't even think after a Night shift at the weekend though. I need a week off to do that.
Researcher:  
Do you think recruitment campaigns should be more honest about the role? You know you've probably seen adverts, whether there are, you know DPP specific or you know just in general, do you think they could/should be more honest. In terms of, you know your expectations in the role.
Participant:  
Uhm, I think yeah, I've known a few people now like they're not in the job, but I'm going to apply for the place and I'm like, have you thought about it? Do you think it's just because I've done it? I've had first-hand experience and I hated it the first few weeks, absolutely, I was scared of going to any job, I was like Oh my gosh, Get Me Out of here. Like literally I'd be like have anxiety for the whole shift. I was like. please don't call my number and I think you just get over it and you just you deal with it. For some people, it's going to be a massive shock, I think because you see some horrendous stuff. I think I'm quite glad that I've had that experience because I know those first week few weeks, I could have dropped out, but I'm glad I stuck to it, and then I applied to PC. I know there's some people that go through the process and go out there and then like I have wasted six months of my life now training. I think it’s low motivation. I was not sure in the beginning and all of a sudden changed, but you realise that's what you wanted to do. Yeah, and I've told like all the girls here now and I'm like if you hate it in the first like month, don't quit, just like keep at it for like a year and then see how you are, because I love it now. The role plays where they come into HQ now, from their assessment centre or something like that, I think that's really good, like I think some people come here and I've never had confrontation before. But yeah, I don't really know what more you could do, really. I think you cannot babysit everyone that comes in like they're adults at the end of the day they should do their research. Uhm, you know it's it's their choice. At the end of the day and they should like do their research of you know what they enjoy job entails and stuff. Because obviously we can't give them information, it is personal. I don't really know what more we would be able to do to recruit people, because I think that the onus is on them to find out what the job is about, and see whether they can do i. I think the recruitment process obviously tries to build you to be that type of person. 
Researcher:  
Just one last thing, what advice would you give the next new generation or new recruits?
Participant:  
Yeah, I would just say don't rush it. Uhm I would say the first time you think of being a police officer, think about 10 times more. It's just a process that you can't rush like at the end of the day, like it's a career for 35 years, and obviously, you know if its not for you then you can drop out and stuff, but you know you, you don't want that to happen, so I think it's just - do your research if you can. I would recommend being special, you got first-hand policing environment/OPS room and stuff like that. Just working for the police. Maybe just so you know, like you know what? What actually happens because I think it is helpful. If you can do like ride alongs and things like that. But yeah, it's just don't rush your decision. Think about you know it's something you want to do. I would say like the age as well. I think you know 18, I think, oh my gosh, I would not be considering that at 18 like I even feel young now at 23, I just think it's a decision just like don't rush it. But if you want it, put everything you can like into it. And just yeah, just work hard. It's something you want; you know you'll keep working. It won't be a chore. I failed the first time and yeah, I was really upset, but it's something I wanted so I just kept going. I knew what I wanted, and you just learned from your mistakes and fails and you know you get better each time. But yeah, the main thing I would say would don't rush a decision, it's not something it's not a career that you can just walk into a win and be like this is a breeze. You know it's agreed for life and something that you know is quite dangerous at times and you know may affect family life and. On your own. 
Researcher: 
It's not one you can leave at the office desk. Is that? 
Participant:  
No, not. Just think is it something that you really want to do and go from there then.
Researcher: 
Thank you. It's been nice speaking with you.
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