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Abstract
The aim of this dissertation is to identify the shared challenges, experiences and contributions of female police officers in modern policing. Policing has changed drastically over the decades and despite UK policing still being male dominant the current statistics show a significant rise in female police officers. This dissertation explores the challenges, experiences and contributions through quantitative and qualitive research gathered using a questionnaire. The research examines gender specific barriers in a traditionally male dominated field, such as gender discrimination, work-life balance and career progression. Additionally, it highlights the unique skills and perspectives of female police officers such as their communication skills, de-escalation techniques and community engagement. The research aims to provide insights into how police organisations can better support female police officers, promoting gender equality and overall effectiveness in modern policing. 
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Chapter 1 - Introduction

The purpose of this dissertation is to investigate the challenges, experiences and contributions of female police officers in modern policing. Over the past few decades there have been some significant changes within UK policing including efforts to promote diversity and gender equality. Historically policing has been a male-dominated role however as of March 2024 there are a record number of female police officers employed amounting to 35.4% of the workforce (Home office, 2024). 
The transformation of females in policing has been significant over the past century. Initially when women were introduced to policing, they were confined to office-based roles and dealing with children however societal norms have changed and legal barriers have been changed allowing for a more inclusive workplace. Despite these positive changes female police officers continue to face numerous challenges such as sexual harassment, gender bias and the demands of their career with family and childcare responsibilities. 
This dissertation aims to explore the historic challenges, current obstacles and positive impacts of women in policing by using a survey sent out to current female police officers. This study seeks to provide an understanding of a female police officer role in modern policing and to identify strategies for promoting gender equality and inclusivity within UK police forces. The findings will highlight the importance of gender bias and discrimination, fostering a more supporting working environment and recognising the vital role that women play in modern policing. 





Aims and Objectives 
The aim of this dissertation is to investigate and critically evaluate the challenges, experiences and contributions of female police officers in modern policing. 
· Objective 1: Identify the challenges faced by female police officers in their daily role, including workplace culture and operational demands and work – life balance.
 
· Objective 2: Research different personal experiences in relation to difficult and stressful situations and the support they have received following an incident.
 
· Objective 3: Identify female specific contributions such as communication skills and their ability to de-escalate conflict.

Structure 
To ensure the above objectives are met, this dissertation will be structured into chapters. There will be a chapter dedicated to each objective.  
Chapter two of this dissertation will seek to analyse both previous and current literature surrounding female police officers and the challenges they have faced and still currently experience. 
Chapter three will focus on determining the most suitable research method to gather valuable information and data that will help fulfil the main goal and objectives of this study.
Chapter four will subsequently examine the data gathered through the methodology outlined in chapter three, with the goal of drawing significant conclusions regarding the challenges, experiences, and contributions of female police officers.
Finally, chapter five will conclude this dissertation in which I hope to provide insights and recommendations to better support female officers and improve the effectiveness in modern policing.
Conclusion
In the first chapter, the proposed research was introduced, it also highlighted the aims and objectives and explained why this research is important in the context of the shared challenges and experiences female police officers face. In the next chapter, it’ll delve into a review of the existing literature on this topic, adding further insight into the issues already highlighted.




Chapter 2 – The Literature Review 

The purpose of this literature review is to identify and highlight the challenges, experiences and contributions of female police officers. The role that female officers play in modern policing has changed dramatically over many years. Understanding their role and challenges specifically around their gender is crucial for creating a more inclusive and diverse police force. This review will analyse research that has been done previously to highlight the barriers faced by officers and identify positive changes to policies that can be implemented to reduce some of the barriers going forward. The research will be found and accessed via UWTSD library and through the internet, there will be a mixture of journals, articles and professional textbooks.
The topic “Breaking barriers: Challenges, experiences and contributions of female police officers in modern policing” refers to identifying and understanding the barriers faced specifically by female police officers. These barriers may include workplace culture, gender bias, access to support and career progression challenges. By examining these topics, it aims to identify what can be done to reduce these obstacles for current and future female police officers. 
2.1 – History
There is a significant amount of research relating to the experiences that female officers have faced regarding gender discrimination since women first joined policing. Gender discrimination can often be mistaken for “banter”. In a survey taken by 23 female officers many of them reported harassment, banter, and bulling. The survey was conducted in the year 2019 which suggests there are still the same challenges faced the same as decades ago. (Ramshaw, 2019). Although the results show that most of the applicants reported harassment it is to be identified if there is a link between gender discrimination and females in a position of rank. According to Silvestri (2018) there has been a significant drive in recruitment for female officers in the past decade. There has been flexible working implemented by some forces to increase the representation of female officers especially those with childcare responsibilities. Section 158 of The Equality Act (2010) states that proportionate action can be taken in the workplace to reduce any disadvantages for groups who have a protected characteristic such as gender. This act has allowed for the police to encourage more female applicants and offering more support if needed. It is specified at those groups who face barriers and it’s important that positive action is not confused with discrimination. The purpose behind positive action is to help disadvantaged groups and to make the police force a diverse and reflective force. (GOV, 2023)
Policing hasn’t always been a natural choice for a career for women. Although statistics now show that 34.7% of police are female it has taken many years to get to such a high rate. (Kendall, 2025) The first key milestone was in 1883 when the first female was employed by the police as a matron and that increased to 14 women 6 years later in 1889 (Justice, 2024). It was in 1915 that the first female joined the police as a police constable, Edith Smith. Then in 1916 that The Police Act came into legislation which made it a right for women to join as police constables. (Williamson, 2024). 
According to an essay written by Ranksuccess (2021) statistics show that there is a significant increase of female police officers from 2010 and 2021 in England and Wales. UK police forces have become more inclusive in recent years introducing incentives such as flexible working hours to suit those who have childcare responsibilities and because of this it supports female officers looking to stay in their role or progress in rank. This suggests that although there are still barriers and gender specific challenges that female officers are still pursuing a career in policing. Women make up a smaller percentage of police officers at higher levels with statistics showing 72% of police sergeants and 72.5% of inspectors are men. There are 71.4% of men and 28.6% of women in the highest-ranking position of chief officer in UK police forces. (Clark, 2022). 

“Diversity, equality and inclusion strategy 2021 – 2021” was introduced to create an inclusive policing culture. Its aim is to tackle the under representation of individuals who have a protected characteristic including gender. One of the aims over the next 3 years is to encourage development for those underrepresented and using positive action to do so. (College of Policing, 2021). Positive action is used to help recruit individuals who have a protected characteristic, it involves actions that eliminate disadvantages and/or improve representation specifically when it comes to selecting between equally qualified people. (GOV, 2023) 

2.2 Challenges
A study published in 2013 outlines the challenges that female officers face in relation to cultural and structural barriers and the impact on female officers who are looking to progress their career and go up in rank compared to men. This data is formed from survey questions and interview data. The key findings highlight the importance of being accepted into a team and how female officers face more challenges to conform into traditional norms. The study found that making drinks and drinking culture was a factor in being ‘accepted’. Portsmouth University 2013). Again, in the same study findings reveal that female officers report hostility in the workplace including gender discrimination and sexual harassment. This is something that is still being reported in more recent years. Cultural and structural barriers refer to the challenges females face with gender equality such as social norms and cultural practices as an example in some societies it is the norm for women to stay at home and not work at all and if they are then they would be working below men. Gender stereotypes also play a part in structural barriers, another obstacle to gender equality can be the under-representation of women in positions of leadership. (Admin, 2024)
According to the Indigenous Police Services of Ontario's Mental Health Review (2021), against female officers negatively impact their mental health. Officers stated that female officers are not given as many opportunities for training or experience as male colleagues because to the perceived need for them to take on cases involving sexual assault, child abuse, and domestic violence. This decreases the likelihood of promotion. 

Female officers have reported a growing sense of belonging however the role of policing remains a male dominant role with gender specific challenges. Finding show that females reported more job satisfaction and confidence with a few years’ experience compared to males with only 1 years’ service. It was also highlighter that females struggle more with work life balance due to their responsibilities outside of work such as housework, being a mother and social activities. It was found that female officers would benefit from more flexible working patterns especially for those with challenging childcare arrangements. (Gasparini, 2022).

Although the number of women in the police is rising, inclusion by itself has not removed the institutional and cultural barriers that stand in the way of significant change for current and future officers. Despite female officers becoming more represented they are still not promoted as often as males and experience lower retention rates. (Sanders, 2022)

2.3 Experiences
Although male and female officers both face stress within their role it is proven that there are certain stress factors that only females face. For example, gender discrimination against females due to the history of police being a male dominant role is a significant stress factor. (Treece, 2023). Again, both male and female officers can be exposed to trauma resulting in a decline in their mental health however there is a stigma that the police are strong, and masculine therefore may be more difficult for a female officer to reach out for support because of the view of a stereotypical police officer. It had been identified that in order to address police culture and provide mental health support for officers who experience the effects caused by stress and trauma related to their jobs, this work suggests several evidence-based and practice-based strategies that practitioners can use. (Papazoglou, 2018).
Understanding female perspectives and their experiences is essential to recognising the barriers and obstacles they face. Increasing the female balance and involvement in leadership positions involves recognising and resolving the widespread misogyny and inequality in police forces. Progress has been made regarding increasing gender equality however police culture remains a barrier to those of rank in policing. (Women in Policing, 2023).

Women in policing can be significantly impacted by stress factors resulting in issues with their mental health. There are many studies on this topic however there are few that relate specifically to the stress that stems from experiences. The research suggests that stress factors include gender bias and discrimination. Gender bias is described as discriminatory behaviours and prejudiced attitudes based on a person’s gender, it can often reinforce stereotypical gender roles (Jones, 2024) Police officers who are female report higher levels of organisational stress for example psychological symptoms, including depression and anxiety. One of the most prominent and distressing work-related stresses for women is gender-related more specifically perceptions of sexually offensive behaviours, vulgar/offensive language. (Carleton, 2021).
Studies conducted in more recent years suggest that sexual harassment is still hugely under-reported. This can be due to officers not wanting to report their colleagues who they work with directly on a regular basis and being in fear of retribution. As female officers still represent as a minority, they may feel the need to comply with what they believe is workplace culture in the fear of not being believed if they were to report misconduct. (Hills, 2022)
A study conducted by Westmarland (2022) explores the “Blue code of silence” which is used to describe the silence among police officers to not report errors, misconduct and crimes. The study concludes that the code of silence plays a role in the under reporting of sexual harassment suggesting that statistics are not a true accurate representation. 
It was in 2012 that the college of policing was created to attempt to change the policing culture and to ensure that it was a professional organisation. The code of ethics state that a police officer should have courage to report challenging unprofessional behaviour as well as treating everyone, including colleagues with respect. Having these policies in place can help protect officers from sexual harassment and provide a safe environment for them to make a report in confidence. Although these policies are reiterated studies show that sexual harassment and discrimination is still being reported. (College of Policing, 2024)

2.4 Contributions 

Despite there being changes in recent years there are still controversial questions, such as how much officers can affect the way that domestic violence cases are handled and documented. Research in the subject has shown that a wide range of factors, such as a lack of understanding of domestic incidents, cultural differences, and gender stereotypes that are engrained in social standards these issues can influence officers' actions. As policing is still a male and dominant role it is unclear if gender plays a part in the outcomes of sensitive reports such as domestic abuse. (Carrillo, 2021). This is something to be identified in further research. 

According to Rabe-Hemp (2008) It is argued that women bring different skills to policing such as their empathic approaches to incidents that are sensitive and their ability to use their communication skills to be more comforting to young and female victims. It is inconclusive from this study if women are less likely to use force and arrest compared to male officers. This is due to there being more female officers in community-based roles so can be argued that as they are allocated more lower risk jobs then that is why they are less likely compared to male officers working on response attending emergency calls. This also demonstrates inequality in the roles of female officers.

Throughout the research conducted it has a common factor being that there are more barriers for women in policing especially for those in rank. Being in the police is recognised as being one of the world’s most male dominant occupation, although in more recent years research shows the need and benefit of female officers it is known to be a historical masculine role. (Yalley et al, 2020).
Despite the recognition of the many benefits of women in policing, female officers continue to be largely under-represented in UK forces. With the introduction of positive action, police organisations have been trying to address the issue to achieve a more equal gender representation. According to research conducted by Hine (2023) female police officers are more sympathetic and rely more on effective communication techniques than their male colleagues. This enhances their de-escalation abilities, which reduces the need for force and can defuse potentially violent situations.
Even though UK police forces have made a public commitment to having a fair representation of women in higher positions (Chief Inspector and up), Statistics show there are more male officers in positions of authority in 89% of forces than there are in the force as a whole. Compared to 76% of forces last year, this is an increase. The difference is more than 5% in two thirds of all forces. The higher percentage of women being hired has an impact on this data, as the number of female officers has significantly increased across all divisions in the majority of forces. (HeForShe, 2021).

2.5 Conclusion

In conclusion, over the past century females in policing have faced many changes and challenges. Despite facing barriers such as gender discrimination and working in a predominantly male environment female officers have proven to be resilient and have shown to be an example of using initiative in using different approaches. Having unique perspectives has helped create a more inclusive working environment and therefore enhancing the effectiveness of their work and improving the relationship between the police and the public.
There is a lot of research around females in modern and historic policing. The aim of this research is to further analyse the challenges and barriers in more recent years in Gwent Police and highlight what can be done to make to force more inclusive. As police culture evolves its essential to support and empower female officers to break down any existing barriers in the workplace and ensure that their contributions are recognised. It is clear from this research that there is a gap in research around mental health support and how easily accessible it is to do in confidence. 


[bookmark: _Toc71135981]Chapter 3 - Methodology
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This chapter of the dissertation aims to identify what research method is most suitable to gather information from female police officers in modern policing. The objective is to gather research on what challenges, experiences and contributions female police officers have experienced. It will outline the planned method of this research project to ensure a deeper understanding of the research process.
The purpose of the research is to gather information that will contribute to a deeper understanding of experiences female police officers face. The aim is to highlight any challenges and experiences that negatively impact female police officers and to propose solutions to these challenges.

3.1 Ethical practice
In order to ensure that research is done with honesty, and accountability, ethical issues are crucial in both professional practice and research. Identifying and mitigating potential risks to participants, society, and the integrity of research are essential when addressing ethical issues. (Hassan, 2024)
This Study will be ethical by ensuring that the participants are fully aware of their role throughout the survey. It will be made clear prior to the survey starting that participation is completely voluntary and they can withdraw their participation at any time. A brief paragraph will be clearly documented prior to starting the survey explaining the purpose of the survey and explaining that results are anonymous, and the only personal information required is the participants gender as my study is gender specific. 
3.2 Informed Consent 
 One of the fundamental principles of research ethics is informed consent. Its goal is for individuals to freely (voluntarily) participate in research after being fully informed about the implications of doing so and having the opportunity to provide their consent before doing so. (University of Oxford, 2021)
Each participant will receive a detailed information sheet outlining the purpose of the research, the procedures involved, and any potential risks or benefits associated with participation. It will be made clear at the beginning of the survey that participation is completely optional and that anyone may withdraw at any moment without facing any consequences. Participants will be asked to sign a consent form, which will include an agreement regarding the confidentiality of their answers, in order to formally give their consent. All data will be stored on a password protected laptop. 
The informed consent form must limit the likelihood of force or inappropriate influence, be prepared in a language that the subjects can easily understand and allow them sufficient time to consider their participation. (Manti, 2019)


3.3 Data collection method
 To collect data, an online questionnaire / survey will be used with a mixed method approach. A questionnaire is a type of research tool used to gather data and information from participants. It is composed of a series of questions or other prompts. Usually, a research questionnaire consists of both open-ended and closed-ended questions. (Bhat, 2024)
A mixed method approach is used to describe using more than one method to gather data. These approaches are using qualitative data and quantitative data. 
Quantitative data is information about quantities. Numerical data is gathered and statistically analysed in quantitative research. The goal is to generate quantifiable, unbiased, concrete information that can be stated mathematically. Quantitative research is commonly used for making predictions, identifying patterns, and testing hypotheses (McLeod, 2023). Using quantitative data will be beneficial in analysing the results, it will give a clear definitive answer that cannot be misinterpreted. Data can then be interpreted using graphs making it clearer to understand the results.
Qualitative research is described as a non-numerical approach to collecting information. Qualitative research aims to understand situations from the viewpoint of participants. It seeks to emphasize the depth and richness of context and aims to identify the why, what and how’s behind interactions and not necessarily quantifying incidents.  The benefits of this approach are that it offers a thorough comprehension of complex occurrences. (LIM, 2024). This method will be used as it is important to gain perspectives and opinions from participants. The questions asked to participants will be open and allow the participant to answer freely giving more of a reliable understanding. 
Surveys and questionnaires are a great way to gather quantitative data from a larger sample size, allowing for statistical analysis of trends and patterns. They can be distributed easily and quickly, making them less time-consuming than interviews. This is the reason for choosing this approach as response police officer will not be allocated any dedicated time to complete the survey and it will be done in the participants own time. However, surveys may limit responses due to their structured nature, potentially missing out on more complex experiences of participants. Nevertheless, a questionnaire has disadvantages, such as the time needed to design it, collect responses, and obtain the required resources (Ghauri et al, 2020).
On the other hand, interviews provide in-depth qualitative insights, allowing participants to share their personal stories and experiences in detail and it allows the conversation to evolve based on participant responses (Oberoi, 2024) This method can uncover rich data that surveys might miss, but they are more time-consuming to conduct therefore not suitable for the participants I will be collecting data from. Both methods can give you a comprehensive view of the challenges and contributions of female police officers, but it’s important to consider the time and resources available for each approach. Given that the participants will be current police officers and will not be allocated specific time, interviews will not be used for this study. Quantitative and qualitative data will be gained by using open and closed questions. 

 
3.4 Sampling
The intentional selection of individuals or a particular group from a population with the goal of making statistical conclusions and predicting the characteristics of the full population is known as sampling. Because it is costly, time-consuming, and frequently impossible to research the entire population, it provides a realistic and useful method for looking at its characteristics all at once. (Bisht, 2023)
A stratified sampling technique will be used to select female officers within Gwent Police as key participants. A probability sampling technique called stratified sampling divides the population into non-overlapping groupings, or strata, according to particular traits. Age, gender, wealth, education, and any other factor relevant to the study could be examples of these characteristics. This technique will be used as the research needed is gender specific. (Edwards, 2024)
The survey will be distributed by directly contacting sergeants via the internal email, providing them with a brief overview of the research and its significance. In the email, it will be requested that they forward the survey link to their respective shifts, encouraging participation among their team members. This approach will help ensure that the survey reaches a diverse group of officers within the force, allowing for a broader understanding of their experiences and perspectives. By using the existing internal emailing network within the police force, it will facilitate a smooth and efficient distribution process while maximizing response rates.

3.5 - Conclusion
In conclusion, this research methodology has been carefully created to address the unique challenges, experiences, and contributions of female police officers in modern policing. By employing a combination of qualitative and quantitative methods, we aim to capture a comprehensive view of the barriers faced by these officers, as well as their perspectives on their roles within the police force. The use of surveys will enable us to gather rich data directly from female officers, ensuring that their voices are heard, and their experiences are accurately represented. The dual approach will help provide a balance between quantifiable data and qualitative narratives ensuring a well-rounded and insightful analysis of the challenges, experiences and contributions of female police officers in modern policing.


Chapter four: Findings chapter
4.1 - Introduction
Chapter 3 identified the methods and methodology of this research. This chapter aims to achieve the third objective:
To analyse the data collected from female officers and identify any common challenges or shared experiences.
An online questionnaire was developed using questions to help identify any shared challenges or experiences by female officers. Overall, there were 20 responses collected from a mixed method approach using both open and closed questions. There were 9 questions in total. This chapter will analyse the data collected and identify any themes. A blank copy of the questionnaire can be located in Appendix C

4.2 Data Analysis
The data for this survey was collected via google docs, it allowed for easy input and formatting the findings. It is also beneficial as the creator has control over who can access the survey ensuring the security and safety of the data that is collected. (Aloni, 2024) By incorporating graphs into my findings, it will allow readers to visually represent the data making it easier to understand and grasp the key patterns. Graphs can highlight similarities that may be more difficult to recognise in text format and using different graphs such as bar charts and pie charts it lets the viewer visualise and compare data. (Divecha, 2023)

4.2.1 Method for analysis 
The data collected was both qualitative and quantitative data. It was essential to highlight different themes by using open questions but also gaining an overall insight using quantitative data. The survey was sent out via email inviting female police officers only to participate and the opening link explains that going forward to the next page confirms that they are a serving female officer, and their consent is given for the information shared to be used in this research. The closed questions allow for trends and patterns to be analysed, and the open questions provide a qualitative insight for deeper findings. By focusing on a specific demographic, the questions could be altered to better understand the perspectives of female officers. By using this method, it allows for the researcher to have a clear understanding of its participants and provides more accurate results (Dobosh, 2024).  Despite only receiving 20 responses, it will still provide an insight on challenges and experiences faced by female police officers in modern policing.
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This information shows that 75% of those who responded believe that having more female officers can help de-escalate conflict and improve community tension. This information ties in with a lot of research already conducted and suggests that female presence alone can make a difference in tense situations. Women are also known to be more trusted by their communities and have high levels of interpersonal communication skills that can help defuse tense situations (Roman, 2020). Women are also less likely to use physical force and use other skills to de-escalate violent incidents (Asquith, 2016).


4.3.1 Theme two – Are there gender specific roles in policing?
The question put to participants was “What challenges do you face as a female police officer in your daily role? “
There is a trend amongst the responses given as most stating that there are certain expectations from female officers such as dealing with victims and female suspects compared to male suspects and that male officers are often allocated calls of a higher risk. 8 out of 20 responses (40%) referred to this being a common theme. A study conducted by Cunningham (2019) highlights that although changes have been made in policing over the past four decades, there is still progress to me made around gender discrimination. Responses from this study show that there was a trend that male officers would be on the frontline dealing with public order incidents and female officers would be allocated policing tasks in the station. This data helps answer objective three - Identify the challenges faced by female police officers in their daily role, including workplace culture and operational demands and work – life balance.

[image: Forms response chart. Question title: Have you ever felt that your gender has impacted your career advancement in policing?. Number of responses: 20 responses.]4.3.2 Theme three – Does gender have an impact on career advancement in policing?

The responses provided show that 80% of officers do not feel as though their gender has impacted their career development. This is a positive result however the limitations of this study may show more in this specific question as only 20 responses are not representative of a whole police force and do not accurately reflect different opinions and experiences. A study conducted by Sousa (2008) concludes that they have seen unfair representation for female officers in senior positions and specialised units. The results of this study also indicate that female officers believe they have less respect compared to male counterparts. These results do not show similarities however could again be linked to the limitations of sample size.
4.3.3 Theme three – In your experience, how does workplace culture affect female officers' performance and well-being?
8 responses (40%) from this question have stated that workplace culture does not have any effect on their performance and wellbeing. However, there is a pattern within some of the participants experiences, one being that they feel there is a “big boys club” or “big boys’ culture” that can make females feel excluded and does not support team cohesion. Another response states that they have received subtle comments around workplace culture, but it was “nothing major”.  A study conducted by Brown et al. (2018) found that there were reports of “banter” that amounted to sexual harassment by two thirds of female police officer participants. It is difficult to get an accurate understanding of issues around workplace culture in UK policing due to the so called “blue code” of silence. This is referred to as being the cover up for police officers’ errors, misconduct or even crimes. It is known as a form of loyalty among police officers to protect each other from scrutiny (Westmarland, 2020) 


4.4 Summary Conclusion
In conclusion, this study found that the challenges that female officers face are shared. The findings of this dissertation highlight several key aspects regarding current officers experiences. Firstly the limited sample size requires readers to be cautious when reading the information as the findings may not be fully representative of the broader population of female officers. Secondly, the division in responses across the themes indicates that officers have diverse experiences and perspectives. Although 15% of responses reported that they do not face any challenges being a female officer, the challenges that are faced are regarding the expectation for female officers to deal with lower risk calls and individuals leaving them feeling overlooked by their male colleagues. The divide of opinions indicate that the issues are contentious and that there is a need for further discussion and exploration of the different opinions. Finally, the challenges highlighted show the need for further research and intervention to address specific obstacles. Overall a larger, long term study is recommended to gain further understanding into the topic to better promote gender equality.  
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Chapter 5 - Conclusion and Recommendations
5.0 – introduction 

Throughout this dissertation, in previous chapters, the objectives have been achieved. The first objective is to identify the challenges faced by female police officers in their daily role. Many challenges such as workplace culture and gender discrimination were identified. Research found that gender discrimination and sexual harassment was still prevalent in recent years and that there is still more to be done to create a more inclusive workplace. The second objective is to research different personal experiences in relation to difficult and stressful situations and the support they have received following an incident. Although there is limited research on this topic, research found that women reported higher levels of work replated stress, including depression from gender-related offensive behaviour or offensive language. The third objective is to identify female specific contributions such as communication skills and their ability to de-escalate conflict. This objective was met by researching gender specific contributions. It was identified that females can provide a more empathetic approach to policing and according to Hine (2023) female officers rely more on effective communication to manage a situation compared to male police officers. Further research can be found in the literature review section of this dissertation. This final section of the dissertation will aim to identify and highlight any limitations of the study and provide recommendations into improving overall effectiveness in modern policing. This chapter will also present a conclusion regarding the research question: 'Breaking barriers: Challenges, experiences, and contributions of female police officers in modern policing.' Additionally, it will outline potential directions for future academic research on this topic. 

5.1 - Main findings
It is widely known that policing can be a male dominant role. In 2024, the proportion of male police constables in England and Wales stood at 62.5 percent, while female constables accounted for 35.4 percent (Clark, 2024). When participants were asked “Do you feel as though your contributions as a female officer are undervalued?” 60% stated “No” and 40% stated “yes” although the sample size is relatively small, 40% of officers feel as though their contributions as a female officer are undervalued. Some responses state that they feel overlooked by their male counterparts and that it can affect their wellbeing as they have to work harder to get the same recognition. There are opportunities to improve this statistic to ensure the wellbeing of police officers mental health. In 2024 14,508 officers were not working due to issues with their mental health in the UK (Police Federation, 2024) this statistic only shows numbers of those who have spoken out about their mental health despite many officers still working and struggling with their wellbeing. Further research is needed to highlight specific problems in specific forces. Although this statistic is not gender specific, according to statistics produced by Home Officer (2024) it states that 35.4% of police officers are female making the above figures show approx. 5000 female police officers not working due to their mental health. 
5.2 - Limitations
Although modern policing is evolving there are still reports of discrimination in policing. In this study 40 percent responded “yes” when asked “Have you ever experienced any form of discrimination as police officer because of your gender?”. The limitation of this study is that a closed question does not evaluate further as to what discrimination the participant has experienced and also if there is any link between years of service. Information regarding years of service would be useful to identify any correlation as to whether there is a higher percentage of discrimination reported by those who have been in the job for longer. A limitation from this study is that the survey was sent out to response police officers which statistically have fewer years of services compared to those higher in rank in other areas of policing. As of 2024, 35% of police officers In England and Wales has less than 5 years’ service that counts for 53,108 officers (Home Office, 2024). 
 A study conducted by HeforShe (2021) shows that 89% of forces in the UK have more male officer of rank than female, the study suggests the need for more work to be done on providing the right infrastructure and culture for female officers to progress in rank if they wish to do so. The right infrastructure could mean many different things such are there enough female mentors to support other officers and whether there is enough childcare support for those officers who have children. A survey conducted by Cpsychol (2022) highlights the impact on childcare responsibilities for female officers who are the sole care providers for their children and how shift work and unreliability of working hours had an impact on their wellbeing. A recommendation from this study was to introduce an in-house childcare service such as a creche.
Again, in this study participants were asked “Have you ever felt that your gender has impacted your career advancement in policing?” only 20% of participants answered “yes”. This statistic could be due to the age, personal circumstances or years of service. Not all those who join the police force want to progress up the ranks and have not made any attempt to do so, therefore this research may not accurately represent how the participant feels. It is to be explored further as to what those who answered “yes” feel is the reason for their delay in career advancement is as each situation can have multiple impacting factors. 
A limitation of a short survey can potentially lead to a less comprehensive understanding of the challenges faced by female police officers. A one-time survey only captures the participants current opinion on what challenges they are facing. Policing is an ever-changing role and there are often changes around policies, general demand and leadership that can affect current challenges and experiences. A long-term study can highlight how challenges change over time and also how individual and systematic changes affects officers over time. Organisational changes are not something that happens straight away so a long tern study can identify these changes over a longer period of time which improves the accuracy of the research (Editor in Chief, 2019).

5.3 – Recommendations

To foster a more supportive environment for female officers there are several recommendations to be made. Firstly, implementing comprehensive well-being programmes tailored to the unique challenges that female officers face on a day-to-day basis. These programmes should include mental health support, stress management techniques and a safe place for officers to disclose concerns if needed and information on how to access further support. Secondly, training initiatives should be implemented to address any gender bias or discrimination within all departments in policing. This includes spreading awareness on unconscious bias and addressing accountability. Officers already have training in unconscious bias however it is to be considered whether emphasis is needed on gender specific training.
Female officers may benefit from more regular check ins with their supervisors or the positive action teams that work within police forces to support those with protected characteristics. If challenges are highlighted prior to them becoming a problem, then this would decrease the likelihood of their wellbeing being affected. More awareness and encouragement about speaking out is recommended as the current police culture of staying silent can have detrimental effects on officer mental health especially those younger in service.
Finally, targeting retention and promotion is important to keep the statistics rising for female officers. It is important to identify talented officer and offer opportunities to help them with their career advancement. 
5.5 Future research 
Overall, there is further research needed to highlight more specific issues and if common challenges are identified then to narrow it down into more specific categories such as age and rank. To gather this information a more thorough and time-consuming survey would be used. A limitation of this particular survey is that it is only 9 questions asked to participants with an estimated completion time of 10 minutes. An interview would be more beneficial because it allows for an in depth understanding of more complex issues and provides opportunities and flexibility for follow up questions and clarification on answers given (Sociology Group, 2019). 

5.6- Conclusion
To conclude, this dissertation has highlighted that there are shared challenges, experiences and contributions of female police officers and that more can be done to eliminate these challenges. The findings highlight the requirement for continued efforts to improve infrastructure and culture. Further research is essential to fully understand the complexities of gender dynamics in UK policing. The female to male ratio of police officers has improved over the years however there is potential for this to improve further to accurately represent the community and eliminate any gender discrimination. Future longer-term studies should explore the impact of these challenges have on retention rates and progression rates. By building on this research a more comprehensive understanding can be gained of the challenges and experiences female officers face. In doing so it will improve the overall representation of UK policing making it a more diverse workforce. 
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The representation of women in modern policing has increased over the past few decades however female officers continue to face unique challenges in their roles. According to University of Portsmouth (2023) female officers often still encounter gender bias and discrimination in the workplace. Key findings from this research show that female officers find it more difficult to fit in and settle into a role compared to a male officer. It also found that balancing personal responsibilities such as childcare was a major barrier when it came to career progression. These findings align with Miles-Johnson, T. and Fay, S. (2023) who note that there is a disadvantage for female officers with childcare responsibilities due to promotions being based on experience, qualifications, and positions available.
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	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☐




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	Challenges, experiences and contributions of female police officers in modern policing.  

	2
	Proposed start date:
	
	Proposed end date:
	

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The purpose of this research is to examine the role of female police officers and the challenges they face with structural and cultural differences within modern policing. Using the data found through my research I would like to understand and highlight the challenges female officers face in terms of discrimination, work life balance and career progression. This research can contribute to a better understanding of the support needed for female police officers to promote a healthier work relationship. It may also identify any current issues with gender discrimination within Gwent Police.


(this box should expand as you type)

	4
	Research Question

Challenges, experiences, and contributions of female police officers in modern policing.  

This question allows research into different experiences and challenges that female police officers have faced, and once data is collected then suggestions to improve workplace dynamics and support systems can be identified and put forward. 


(this box should expand as you type)

	5
	Aims of Research Activity

This research activity will allow me to understand different challenges and experiences female police officer have been subjected too. I would like to find any correlation between retention rates of female officers following them starting families and what flexible working patterns are available to support them and to analyse the reasons behind this and what can be done to improve this. I will be researching how difficult / traumatic experiences effect female officers and what support is available to them following incidents and what recommendations can be made to improve support systems and policies going forward. 


(this box should expand as you ty

	6
	Objectives of Research Activity

1. To identify the specific challenges faced by females in policing.
2. To explore personal experiences of female officers regarding their exposure to trauma and the emotional impact.
3. Assess how a female officers contributions benefit policing as a whole.
4. To consider and provide recommendations to enhance their wellbeing and effectiveness in their role. 


(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	Surveys – I will distribute questionnaires to a group of female officers to understand aspects of their mental health and perceptions of support in their role and what challenges they have faced. Both closed-ended and open-ended questions will be included in the survey to get thorough information from those who participate. The questionnaire will be sent out via work emails, subject to HR approval for using this organisational communication channel.



Literature review – I will examine and analyse existing research to provide a thorough framework for the study. The purpose of this review is to pinpoint areas that need more research and gaps in the literature. I will explore the contributions of female officers including their leadership roles and community engagement and what methods they used in comparison to male officers. When identifying the gaps in the literature I will be looking for new insights particularly regarding support systems and policy recommendations. This will help demonstrate the relevance to modern day policing for female officers. 



(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	The invitation to engage in the survey will be sent via e-mail. So, no specific location will be used. However the email will be distributed to female officers working for Gwent Police 


(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	


(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☐

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:



(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
50 - 100

(this box should expand as you type)

	11
	Who will the participants be?

	
Female police officers in Gwent Police 

(this box should expand as you type)

	12
	How will you identify the participants?
	Participants will be invited to participate in the survey via internal police email accounts.

Support and assistance from local sergeants and supervisors will be required to forward the survey to a wider suitable audience. They will play a key role in encouraging officers to complete the survey while sharing that all answers will be anonymous and confidential and stored in accordance with the data protection act. 


(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☒
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	


(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

None 
(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
N/A

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

The risk of physical harm will be very low due to the study taking place electronically. Although the survey will include questions relating to emotionally challenging experiences, I will not be asking any participants to explain the incident, only the support they have or have not been offered afterwards. 

(this box should expand as you type)
	How you will mitigate the risk to the investigator:



(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

All information will be kept and secured on a password protected force issued laptop. All date will be keep and disposed of accordingly in line with the Data Protection Act.

(this box should expand as you type)
	How you will mitigate the risk to the University:



(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

No environmental risks identified.

(this box should expand as you type)
	How you will mitigate the risk to environment:



(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
Feedback will be offered on a request only basis. Contact details will be provided for any participants requesting feedback once the survey is complete. If feedback if requested then it will be sent to the participant via email. 

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Consent will be gained by fully outlining the requirements prior to any data being provided. The participants will be asked to confirm their agreement to participate before any results are submitted. 

Information will be provided on how their data is stored and what the data will be used for.


(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
The survey will not include or request any personal information or data. All answers will be anonymous and not include information about the participant personally other than if they are a female police officer.

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	X☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	


(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	X☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☒
	☐

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☐
	☐

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☒
	☐

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☒
	☐

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	I will be using google forms to generate the survey and gather information. Google forms operate in accordance with GDPR


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
Only the researcher, myself. 

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	

N/A
(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
The data received will be stored electronically on a laptop and will be password protected. Once the study has been completed, all information and data will be disposed of in accordance with data protection policies.

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
N/A

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒



SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	M.Robinson
	Date: 14/11/2024




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).


	RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.


	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



Appendix C - Blank questionnaire 
Q1 - Have you ever felt that your gender has impacted your career advancement in policing?
Yes
No

Q2 - Have you ever experienced any form of discrimination as police officer because of your gender?
Yes
No

Q3 - Do you think that having more female police officers in the police force improves community tension and helps de-escalate conflict?
Yes
No
Q4 - What challenges do you face as a female police officer in your daily role? 

Q5 - In your experience, how does workplace culture affect female officers' performance and well-being?
Q6 - Do you feel that being a female police officer has influenced how you are perceived by the public and your colleagues? Please elaborate.
Q7 - Do you feel as though your contributions as a female officer are undervalued? 
Yes
No
Q8 - What changes would you like to see in your workplace to better support female officers?
Q9 - Is there anything else you would like to share about your experiences as a female police officer? 
Appendix D – Completed questionnaire 
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[image: ]

Q2
[image: ]
Q3
[image: ]
Q4 [image: ]
[image: ]








[image: ]

[image: ]
Q5
[image: ][image: ]










[image: ]






Q6
[image: ]
[image: ]
[image: ]
[image: ]

Q7
[image: ]




Q8
[image: ]
[image: ]
[image: ]
Q9
[image: ]
[image: ]
image3.png




image4.png




image5.png




image6.png




image7.png
Do you think that having more female police officers in the police force improves community tension

and helps de-escalate conflict?
20 responses

® Yes
® No
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Have you ever felt that your gender has impacted your career advancement in policing?
20 responses

® Yes
® No
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Have you ever felt that your gender has impacted your
career advancement in policing?

20 responses

® Yes
® No
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Have you ever experienced any form of discrimination as
police officer because of your gender?

20 responses

® Yes
® No
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Do you think that having more female police officers in
the police force improves community tension and helps
de-escalate conflict?

20 responses

® Yes
® No
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What challenges do you face as a female police officer in your daily role?

20 responses

None

The only challenge at times is physically when it comes to trying to restrain males who are considerably
bigger than myself.

i find that due to my gender and size, if a job is allocated and there is likely to be conflict, i find my position
as a PC is over looked and a male officer is allocated. diminishing my capability

None

* Feeling that you have to work harder than your male colleagues to get recognized for the work you do.
* Reacting to things and being accused of being emotional rather than passionate.
* If you speak up/out that you are being obstructive

No challenges.
Expectations around using physical force.

sexualisation by the public, especially drunk men.
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expected to deal with a lot of female subjects

Within the role it can become a boy's club and your voice is overshadowed regardless of the suggestions
from your experiences

| have had males often using their gender as an overpowering tool to take control.

being viewed different to male counter parts when being allocated to certain aspects of the job. things
requiring a ‘female officer’ that do not require a female officer and generally being shafted due being
female- police officer should be a police officer regardless of gender

Family life - from pregnancy to managing young family

Expected to deal with victims rather than offenders. | understand that sometimes victims may prefer to
speak with female officers but whenever | attend any incidents with male colleagues, it is usually a case of,
"you get the statements, I'll arrest the offender".

| do think that some male officers try to protect female officers, not through any intentional sexism but
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because they wouldn't want us to get hurt. (I also think they want to fight!) | understand this but |
sometimes feel that | am not trusted to be able to cope with aggressive offenders, which is just not the
case. | am taser, MOE, PSU, and have had the exact same OST training as any other officer. Just because |
am a female does not mean that | am unable to deal with offenders!

Males are often favoured for calls that are of a higher risk, leaving female officers to pick up Missing
persons/ lower risk calls.

Additionally, when there are 2-2-1 prisoner watches, females are often placed with females. However, when
there are male 2-2-1's, males are not placed on them. This means that females are more likely to be placed
on 2-2-1's over their male counterparts.

Furthermore, knowing and understanding that females take on the majority of the household and childcare
responsibilities, females face additionally challenges over males when it comes to accepting offers of
overtime. Often, | will need to refuse Overtime due to childcare issues, whereas many of the males on my
shift do not experience the same issues.

derogatory comments from people we deal with, also threatening comments like 'you are not a threat to me




image16.png
derogatory comments from people we deal with, also threatening comments like 'you are not a threat to me
you are a girl, you wouldn't be able to take me down if you tried".

Some males can have problems with females who are successful in male dominated job
In my current role | don't face any current challenges

Female officers only allowed to deal with female subjects




image17.png
No impact

| believe females have to work harder to get the same recognition sometimes, and | would personally hate
to be offered positions due to my gender

Not in my experience

day to day with the individuals i have worked with i wouldn't say there are any major issues. only subtle
things every now and again similar to the above.

better than it used to be- part time officers never felt as included

| have not personally experienced any negative culture towards female officers other than what has been
mentioned.

| think there is a large about of stigma around experiencing childcare issues within the force. This means |
am often worried to raise issues around childcare. | am then distracted from my work and not performing
to my highest standard, which is often the requirement when attending calls.
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In your experience, how does workplace culture affect female officers' performance and well-being?

20 responses

| cannot say that the workplace culture has had an effect on my performance and well-being.

There is a boys club culture whereby some males think it is appropriate to make off the cuff comments
about females, and in the force the culture has been accepted and is now just warranted.

We still have a lot to learn about the menopause, the impact it has on females and how to offer better
support.

work place culture massively impacts on your wellbeing. It can be frustrating when you appear overlooked
to your male counterparts

| feel like female officers are being treated equally to males on shift.
Sometimes being overlooked by colleagues.
It shouldn't and | do not believe it does, | believe the performance is related to inexperience and confidence.

| have not experienced negative performance or well-being.
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The 'big boys club' is prevalent within Gwent Police, this makes females feel excluded and does support
team cohesion. It is a culture that is widely accepted and not often challenged.

| have never found my gender affected in the workplace

Some male treat females differently that their male counterparts. they will stop females or say females
can't do certain roles

Sometimes it can be motivating - wanting to prove male officers wrong.

I haven't noticed it have a detrimental affect.
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Do you feel that being a female police officer has influenced how you are perceived by the public
and your colleagues? Please elaborate.

20 responses

No - | feel as though when | perceived negatively by the public, that it is because | am a police officer rather
than the fact | am female.

Members of the public are more forthcoming and calming towards females, as apposed to male
colleagues.

No, | don"t feel my gender has any bearing on how | conduct myself.

Yes - Being female and having been assualted previously | was portrayed as weak and vulnerable in the
press despite holding onto the suspect half my age. Comments around females should not be police
officers were upsetting and uncalled for.

Yes - public not always taking female officers seriously.
Some underestimate me at first, but my actions speak volumes.

No
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Yes. Men don't take me seriously, and often underestimate my ability to do my job. Sometimes | also find
that men sexualise me rather than take me seriously. This makes me feel uncomfortable and can
sometimes make me lose my ability to feel confident in my job, myself and my ability when dealing with the
public.

Perceived positively. In certain situations, people see this as a benefit and easier to speak to.

I'm unsure if this is due to my personal team however each time | arrive at an emergency | get the comment
"oh its just you"

Yes, | have had more positive than negative.

i think female officers can be underestimated a lot of the time, particularly when managing conflict. form
my experience females are often significantly better at descaling situation and i have been underestimated
when it has come to situations where force has had to be used

rarely- sometimes when in a conflict situation
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| don't think | am perceived much differently by colleagues other than being expected to deal with victims
and | find that most members of public respond quite well to female officers.

Yes, often times | will hear the males on shift talk inappropriately about females, which is disguised as
'banter’. Again, this goes unchallenged and often under-reported to PSD. It becomes demotivating, and |
often see females base their value on shift around what the males think of them.

As a female officer on shift, | am often spoken to by nominal's in a derogatory manner. | am disregarded
and seen as 'lesser’ to my male counter part. Regardless of experience, members of the public will turn to
speak to my male counter-part over me, even if | would be deemed as more experienced.

Yes by the public as mentioned before derogatory comments and threats but not collegues.

yes

Yes - Past experience has shown me that some victims prefer to speak to women as they have found
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women to be more sympathetic and understanding

Not really, it think it has its positives.
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Do you feel as though your contributions as a female officer are undervalued?

20 responses

® Yes
® No
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What changes would you like to see in your workplace to better support female officers?

18 responses

| feel that female officers are already supported well in my experience.

More support with Menopause and all the issues that come with with this both physical and mentally.
Better support for promotions boards from other female staff in position of rank.

no changes.

More support and solidarity among female officers. It is often other females who create unnecessary
tension or competition.

None
Having more colleagues back female officers at calls
Officers should be treated on their work and behaviour to the role without a hint of gender

I don't think we need chanaes within the area | work
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female officers not begin viewed as female officers and us just all being cops

unsure

More female front line supervisors and more female trainers, particularly in OST.

| don't think we receive enough OST as it is, but | find that the tactics are very generic and rely on strength.

It is a fact that men are stronger than women, and | think that we should perhaps be given more training
that would give us a better chance at defending ourselves against stronger people.

There needs to be more awareness on the 'big boys club' culture and how to challenge inappropriate
behaviour.

Managers and Sargents need to make considerations as to whether a female is required to sit on a 2-2-1, or
if a male can sit with them.
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Furthermore, more support around external pressures, such as childcare, need to be considered.

Be put forward for more courses such as MOE and Taser, seems to be more men that get put on them.

like to see females treated the same as males

I'm unsure.

| think there are lots of support functions in work to help females in the police force. Most females in the
police force that | know want equality. So for instance when applying for a job we want to get it because we
are good enough, not because we fit a tick box exercise. We dont want fitness tests lowered, firearms
assessments lowered, more chances that others to get us through because that's not right either. We want
to be good enough on our own merit.

Allow male officers to search female subjects
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Is there anything else you would like to share about your experiences as a female police officer?

16 responses

No
No:)

Departments/skills that hold a higher percentage of males are now accepting and advertising for more
females

| have never felt my gender has held me back in the Force and | am respected and valued because of my
work ethic, skill, experience and knowledge.

Female discrimination from custody sergeants on a male 2-2-1...requesting male officers to sit with male
prisoner.

| just apply my skills and knowledge and be myself within my limits without trying to prove myself. | apply
strength and control without needing to raise my voice or apply physical force and it has proved to earn

respect.

No thanks
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No thanks

None

Regardless of some officers the majority are very supportive of their female colleagues

n/a

things have definitely improved for better since i joined in 2005

Generally, | am lucky that | have not experienced anything personally but | am well aware and not immune
to the fact that there are problems within the force.

N/a

no.
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