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[bookmark: _Hlk169778879][bookmark: _Hlk170053073][bookmark: _Hlk170049987]Introduction 
[bookmark: _Hlk169621804]The Peelian principle that ‘the police are the public, and the public are the police’ remains a key principle of the ‘policing by consent’ model. Whilst UK policing has made significant progress regarding gender-representation, there remains a notable difference at the middle and senior management level. This paper seeks to evaluate the literature surrounding career progression within UK policing.  

A significant amount of research has centered around the statistics, an interpretation into their meaning and a focus as to how results have been achieved. This has led academics to explore the impact that having national focus has had upon the progress made (Statista, 2023, Archbold, 2010, Vaughan, 2023). 

Research has also focused on the ‘barriers’ presented, particularly the desirability and the attractiveness of promotion (Archbold & Scultz, 2008, Alexander, 2023, Astley, 2019) the attitudes of female officers towards promotion (Boag-Munroe, 2019, Langan, 2017) the importance placed on achieving a work/life balance (Wertsch, 1998, Yu, 2015, Dick & Hyde, 2006, Astley, 2019), and the organisational culture within policing (Silvestri, 2006, Astley, 2019, Muller-Hendryk, 2019, Rabe-Hemp, 2009).


Other academics have approached this subject by exploring the role of policing and the compatibility against the needs identified by female officers (Hakim, 2006, Campbell, 2003). Further research has also explored the development opportunities and the correlation between support and progression (Kay, 2009, Astley, 2019, Murray, 2021, Sealy & Singh, 2010, Todak, 2021, Mavin, 2006, Martin & Bernard, 2013, Durbin, 2020, Vaughan, 2023). Lastly, leading academics and practitioners identify next steps and define what they consider should be the focus moving forward, (Vaughan, 2023, University of Portsmouth, 2023, Cunningham, 2023). 


National Focus on Progression
In 2023, at Chief Officer level the proportion of females in Chief Officer and Superintending ranks was recorded at 30% and 31% respectively. Notably, the figures decline further at middle management level, with female Chief Inspectors currently at 28.8% and female Inspectors at 26.9% (Statista, 2023). See Appendix 1. 

The literature indicates that there are several reasons why this is the case. Some academics believe that there is a sense nationally that things are ‘moving in the right direction’, in terms of the gradual increase in representation however it has been argued by Archbold that this shift of thought actually ‘prevents a more proactive analysis and understanding of the challenges that may still remain in terms of achieving a gender-representative police service’ (Archbold, et al., 2010). 

The argument, that in fact because there is less focus on achieving gender equality less progress is made, is contradicted by the statistics, which shows a significant increase from 23% in 2016 to 28.8% in 2023 at the rank of Chief Inspector (Statista, 2023). 

It cannot be disputed that there have been improvements in take-up rates, however, the key question, many academics try and understand is exactly what is achieving this and how can we build upon it. Archbold believes that potentially because the emphasis has now shifted focus to other equality strands, this has had a positive impact and empowered women to make their own decisions and life choices without the pressure of senior management who are focused on statistics. 

In contrast, others believe that over recent years we have seen a significant commitment to gender equality within the ranks. Chief Constable Jeremey Vaughan, who is the HeForShe UK Policing lead, highlights within the 2023 annual report that all UK forces have made a commitment to address gender imbalances and that they ‘continue to proactively work towards achieving this’ (HeForShe, 2023) and that is why figures have improved.



[bookmark: _Hlk169885787]Barriers to Promotion 
Many academics have identified and explored several barriers that prevent females seeking promotion. Archbold argues that ‘where promotion is associated with tokenism, rather than merit, this may make application for promotion less desirable’ (Archbold, et al., 2010). This returns to the assumption that if indeed females are treated ‘more favorably’ this may have the opposite desired effect, particularly given some of the barriers that are explored further in this report. 

A study conducted with female officers found that females were often actively encouraged to apply for promotion, and those who applied were more likely to be promoted simply by virtue of their gender; ‘neither of these experiences is likely to increase the attractiveness of hierarchical progression to female officers' (Archbold & Scultz, 2008 ).

The research conducted by Dr Jackie Alexander highlighted a need to ‘fit in’, it highlighted the importance of social identity and acceptance within the organisational culture of the police service. The research found that early experiences, a need to ‘fit in’ and prove oneself, contribute to a ‘macho culture where physical fortitude and conformity to traditional norms are valued’ (University of Portsmouth, 2023). The research conducted by Astley supports this suggesting that ‘women appear to need ‘permission’ to engage in promotion and career progression’ (Astley, 2019).

Many academics, such as Archbold argue that we need to explore the desirability of promotion and the actual desire of females to reach the senior ranks. Whilst in contrast some within academia have focused their research on the attitudes of female officers towards career progression. Boag-Munroe argues that ‘female officers have different expectations regarding reaching senior-level ranks within the police compared with their male colleagues, and moreover they hold different aspirations regarding hierarchical progression (Boag-Munroe, 2019).

This view is supported, suggesting that women working in male-dominated fields tend to be isolated from the dominant group and pigeonholed into “women friendly” roles. ‘Often, they work twice as hard to prove themselves capable of the doing the job well before they gain the respect of their colleagues’ (Langan, et al., 2017). O’Connor suggests that women’s concept of power lies in ‘their ability to make lateral rather than upward career moves due to a desire to retain control over their own destiny’ (O'Connor, 2001). The question which remains unanswered is whether in fact female officers believe this, due to a perception that they have limited opportunity to achieve the highest ranks. 

In 1998 Werstch highlighted that the ‘greatest impact on the decision to apply for promotion is the work/life balance and the incompatibility with family life’ (Werstch, 1998). Almost 20 years later this continues to be highlighted by academics such as Yu who believes that ‘the lack of relevant role models and a lack of family friendly policies are barriers (Yu, 2015 ). This links to the belief that there needs to be the ‘opportunity’.

This is further explored and supported by Dick, who refers to the ‘development opportunities, i.e. courses etc. are seldom available to workers on reduced hours therefore reinforcing that promotion is not possible for such employees’ (Dick & Hyde, 2006). The counter view within policing is quite simply that there are roles that are not compatible with family friendly work. 

Astley identifies that for many, the focus of female officers, is the quality of their home life and achieving a work life balance effectively, which results in them ‘deselecting themselves from the promotion process’ (Astley, 2019).

In contrast others, such as Silvestri argue that the environment causes the barriers. That there is a ‘perceived importance attached to time served before achieving promotion. That in fact it is not the ‘opportunity’ or ‘lack of’ but in fact the peer views of them and self-consciousness that they are not able to compete at such a level’ (Silvestri, 2006). This view returns to the notion that females tend to seek permission and the belief that time taken away from the workplace can have a detrimental impact upon their opportunity, which it is suggested translates into a lack of commitment. 

Interestingly research conducted with female officers revealed a perception amongst some that, those in senior female ranks often tried to emulate their male colleagues, ‘that they can be bullies, who are trying to endorse the male power perspective’ (Astley, 2019). This returns to the concept of permission and acceptance. 

Muller-Hendryk (2019) also explores the organisational culture as being a significant factor, highlighting that it has a ‘significant impact upon maintaining the status quo, with both male and female manager’s behaviours impacting upon female career progression’ (Muller-Hendryk, 2019).

Research has long established that the male-dominated culture of policing can pit women against each other. Specifically, many women officers refrain from ‘supporting, socializing and identifying with other women in fear of further isolation or being associated with the negative stereotypes of women’ (Rabe_Hemp, 2009).

Several others reported, what they perceived to be the ‘power of women performing effectively, serving as beacons for others who appear to balance the need of family and working life’ (Astley, 2019). Yu highlights that career progression may not be seen as feasible even if it is seen as desirable (Yu, 2015 ). This view is supported in the research conducted by Astley, whereby one superintendent interviewed commented upon what she termed ‘immovable events’ that related to family activity and the associated powerful feeling of guilt if such an event was missed’ (Astley, 2019).

Role of Policing  
The nature of policing is unique. Hakim argues that ‘whilst steps can be made to increase gender equality within the workplace, there will always be some roles that are not compatible with family friendly policies’ (Hakim, 2006). This cannot be disputed, policing provides a 24/7 response, with roles that require working outside of ‘family friendly’ hours. 

Astley’s paper highlights that past studies have concentrated on masculine and patriarchal perspectives in relation to power relationships. ‘That in fact command and control are rarely recognised as female traits, yet essential to successful policing, with the public concept of crime and criminology remaining masculine in nature’ (Astley, 2019). Campbell believes that women ‘accept the need to adapt to particular situations and therefore become architects of their own destiny by positively manipulating opportunities that arise’ (Campbell, 2003).

Interestingly, whilst some believe that actively segregating and offering females additional support creates an element of ‘tokenism’ other academics believe that the actual support and encouragement has the opposite effect and actually drives females to compete. 
Development Opportunities
Some academics, such as Kay argue that intervention, i.e. mentoring/ coaching promotes and enhances development. That it is beneficial for an individual's career, in respect of both career progression and satisfaction (Kay, et al., 2009).

This view is further supported by the research conducted by Astley which highlights ‘the ability to successfully network positively impacts upon career progression. The establishment of formal/informal networks, role models, and mentors are essential elements of working life’ (Astley, 2019).

A study, conducted by Murray found that many female officers already participate in mentorship by taking on a mentor role for younger female officers and building ‘peer support groups’ (Murray, 2021). Astley states that ‘the use of existing senior officers, regardless of gender, may reap benefits for the service increasing its diversity and shifting the organisational culture to becoming more representative of modern society’ (Astley, 2019). 

Astley further states in his report that there is also evidence that male mentor’s proteges fare better in the promotion stakes. However, there is a view by others that ‘women tend to seek out other women as mentors’ (Sealy & Singh, 2010 ). 

This support available is contradicted by others who believe that the opportunities are limited, that women in policing face challenges identifying and acquiring effective mentors, particularly female mentors. ‘That given the limited pool of senior women available, and the demands placed upon the ‘day job’ they tend to distance themselves from other women’ (Todak, et al., 2021). This is supported by Astley’s report which highlights that the ‘ability to provide gender matched mentoring is impossible due to the minority representation of females in senior roles’ (Astley, 2019). 

Mavin raises similar concerns regarding excessive workloads of senior officers and the fact that for some women there is a notion that the lack of support is a ‘betrayal to their gender’ due to an inability of other aspiring women to relate to senior women, or the lack of opportunity for those who have achieved rank to assist in the transition of aspiring others to higher status’ (Mavin, 2006). 

A further consideration in the Astley review is for all senior ranking officers to be trained to be coach /mentors as part of their role. However, this is difficult, given the evidence that senior officers workloads are so high and may only seek to dilute the attractiveness of females to achieve the highest ranks even further. 

Astley identified that the ‘access to strong and positive mentoring relationships will enable women to reach their potential, reducing wasted talent by containing women to the lower ranks and address the gender imbalance’ (Astley, 2019). This is supported by Durbin who highlights that ‘Given the challenges women face in male-dominated professions, mentorship, perhaps especially from other women, can offer benefits and teach coping strategies from those who have navigated similar challenges’ (Martin and Barnard, 2013). Research in other male-dominated fields, such as engineering, shows women experience greater benefits when they are mentored by high-ranking women (Durbin, et al., 2020). 

Chief Constable Jeremey Vaughan (HeForShe lead) has attempted to drive this further forward in South Wales Police with the introduction of HeForShe Allies. A HeForShe Ally ‘is someone who stands up for gender equality and takes everyday actions to address gender inequalities found within policing’ (HeForShe, 2023). CC Vaughan through the network has attempted to push this concept nationally. 

Future Focus 
The research indicates that promotion to more senior ranks is currently less attractive to female officers than to their male counterparts. As Chief Constable Jeremy Vaughan points out ‘We must remember that we can only achieve gender equality if everyone is working towards it’ (HeForShe, 2023).

The United Nations are currently asking all members of the HeForShe alliance to focus on being ‘respectfully disruptive’. This is a recognition that the status quo must be challenged. ‘It shows progress is being made, but it is still estimated that it is going to take hundreds of years until we achieve gender equality’ (HeForShe, 2023).

Professor Sarah Chapman from the University of Portsmouth adds ‘Systematic change is needed to address the gender disparities and create an inclusive environment in UK policing’ (University of Portsmouth, 2023). Emma Cunningham found that progress has been made in fostering gender equality, but police culture remains one of the biggest barriers to female leadership in policing. ‘But breaking down the barriers hindering women’s career progression is not just a matter of fairness, it is essential for creating a police force that truly reflects and understands the communities it serves’ (Professional Women In Policing, 2023).

‘The traditional perception of policing as a male-dominated profession is challenging for women. This stereotype affects recruitment and influences the career progression of existing female officers. The police force, like many other institutions, has ‘historically operated within a framework that reflects traditional gender norms. Breaking free from these ingrained patterns requires a concerted effort to challenge and reshape the institutional mindset’ (Professional Women In Policing, 2023).  




Conclusion
As can be seen there are several barriers identified, all of which can, dependent on the individual and individual circumstance create a barrier and inhibit progression at all levels.  Accordingly, whilst the police service should do all it can to support and encourage hierarchical progression amongst female officers; there may be limits to what one organisation can achieve. Whilst we recognise the complexity of the issues associated with achieving a gender representative police service, from a practical perspective an overemphasis on this complexity could itself be a barrier to progress. 

Having conducted this review it is extremely positive to see that there has been significant progress in recent years which is supported by statistical data. The concern, highlighted by some academics is that having now made such progress, if national focus is not maintained and monitored, this may result in a decline.

Others argue the opposite, that having less focus allows females to be treated ‘equally’, which reduces the perception of ‘tokenism’ and therefore makes the prospect of promotion more attractive. Whilst, the argument is valid, historically, there has been so much support offered, such as mentoring / allyship that this notion cannot and has not been tested.

Given that there are so many barriers, it is difficult to narrow the exact cause or to prioritise focus. Having conducted the literature review, there appears a gap in the research specifically surrounding deep-dive analysis over a sustained period. As Astley’s paper outlines, previous papers have failed to explore the reasons why females fail to reach senior ranks, therefore her paper seeks to identify causes and solutions to gender inequality in UK Policing. 
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