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Summary

​The purpose of this document is to critically analyse how contemporary leadership can contribute to driving change towards challenging attitudes towards women pursuing leadership roles, with focus on policing, it is however easy to corelate broad findings with most organisational sectors. A discussion focuses on societal attitudes and impact regarding women and young girls when considering effects of traditional gender stereotyping in educational learning, and the effects this may have on in developing confidence amongst girls and women. The attitudes of the public as well as organisation culture regarding the acceptance and support of women in policing are considered, using options such as procedural justice in determining findings between women and men in policing roles. 

The benefits of transformational leadership in policing are compared against the concept of women naturally leading with a transformational style and the perceived associated benefits. 
​The Implementation plan seeks to consider those almost invisible barriers for women that create the 'Labyrinth' towards leadership progression; self-confidence, ambition and societal expectations regarding childcare and support, seeking to challenge the 'ideal' worker concept working against women who engage with accommodations due to temporary breaks in career and work trajectory. This plan seeks to address imbalances in promotion opportunities to the first gateway ranks of sergeant and Inspector, whilst challenging poor cultures and processes that limit expected progression for women. Success in determining the right support through mentors and role models in both local organisational mechanisms as well as national and international models will ultimately strengthen and positively reinforce leadership progression within organisations.
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Implementation Plan

Introduction 

Societal attitudes towards women in policing are changing slowly.  Progression, particularly senior women in leadership within British policing is encouraging. However, equality parity remains distant with women in initial supervisory positions of Sgt & Inspector barely above 25% according to, Home office (2023). Women represent 34.7 % of officers in policing, achieving policing legitimacy within our communities in equality and ethnicity is critical. Leadership in policing is under increased scrutiny following several high public interest events, Davis & Silvestri, (2016). The demands in complexities of leadership, increasing scrutiny and risk and the relationship of new governance expectations, indicates that approaches using traditional leadership styles are not fit for this time, Davis & Silvestri, (2016). There are unique expectations on Police leaders operating in the scope of, a non-profit, public-sector organisation.  Mullins, (2019) invites several leadership theories for exploration. 
​Situational Leadership Theory (SLT) is regarded as a popular and widely known model, it concentrates on the needs and capabilities of those under leadership – it regards the state and readiness of a follower as important, Northouse, (2016) cites Blanchard et al, (1993). The follower’s ability and willingness are key specifics, Hersey & Blanchard, (1997), cited by Northouse, (2016) The theory demonstrates four different styles from Leader to follower. 
​As the maturity or readiness of the follower increases, the less responsiveness from the leader is required, Northouse, (2016). 
​Telling 	​Strong guidance for individuals, high supervision, limited support. 
​Selling 	​Strong explanation & discussion around decisions, medium support. 
​Participating 	​High communication, supportive, low guidance. 
​Delegating 	​Little direction, low support, for high follower readiness.  

​Source: Mullins, (2019) 
​Critics of this model have highlighted concerns regarding the identified relationships described in situational models according to Yukl, (2013). Concerns raised in researching situational leadership, where questionnaires are suspected of producing a ‘halo’ effect of ‘desirable’ behaviours, but also cementing traditional stereotypes, Yuk, (2011).  Despite situational theory retreating in the last years, its context within police leadership is an important consideration. Davis & Silvestri, (2020). SLT, according to Whitfield et al (2008) has an appeal within policing that is innate, due to high impact and critical situations in policing environments, being quickly adapted to robust situations.  
​The comparative model is transformational leadership, consideration is made for the different factors of the model from Bass, (1990) 
​Idealised influence 	​Role model attributes, ethical leadership, inspiring mirroring behaviours, trustworthy.  
​Inspirational motivation 	​Motivating followers of organisation vison, perform for the relative outcome, emotionally connected leadership.
​Intellectual stimulation 	​Encourages leadership challenges from others & organisation, innovative, creative flare, sound decision making. 
​Individualised consideration 	​Facilitates coaching &mentoring, listens, develops followers to full potential, caring & supportive leadership.

​Source: Mullins, (2020) 
​ 
​Positive values that would be moving a vison forward and creating new avenues for organisations, there are numerous criticisms of transformational leadership, one such criticism, is that it can be seen as elitist and working against a democratic solution, due to the directive role in the vision and change being sought.  Creating a perspective that the leader is acting solo and positioning themselves above the followers. Bass, (1990) Although elitism disputed by Bass & Avolio,(1993). 
​The women's demonstrated style, overtakes men using transformational leadership, using a communal & egalitarian style. This is aligned with effectual leadership according to Northouse, (2016) 
​The recent example of Dame Commission Cressida Dick can be attributed to a strong, transformational leader who has driven transformational change against a difficult culture in the metropolitan police. Casey, (2023) 
​This plan considers challenges from a women’s perspective, addressing beliefs, aspirations for leadership within a culture of policing. 


















2.  Rationale
​According to Home Office (2023) women in the rank of Sgt and Inspector are only 27% & 26.9% respectively.  Women in senior leadership positions decreases the higher up the rank structure you travel. Despite these numbers not demonstrating the strongest position for women in modern times, steady, but slow progression is being achieved across all ranks. Home Office (2023)  
​Underrepresentation of women in senior roles continues to exist within policing both nationally and internationally. The IAWP, (2023) state their strategic plan 2022-2026 aims to galvanise support and direction in these areas.  
​Understanding and bringing into focus the areas of challenges perceived for senior women in leadership roles and their underrepresentation, reflecting on ‘The Labyrinth’ as documented by Northouse (2016) Figure 1.  Areas of focus are the different capital investment of men and women, the equality contrasts between men and women and discrimination of women including prejudice, Northouse, (2016) According to McGraw, (2022) confidence for women seeking leadership is” Liquid Gold” she suggests that Women should apply three concepts; Achieve stronger self-confidence, Ask more, not wait to be asked, obtain credible mentors for development.
















2.1 Aims and Objectives 

​	SWOT analysis [Appendix 1] informs Aims and Objectives. 
​ 
​Strengthen leadership development for girls and women in mainstream education, strive to dispel traditional gender stereotyping within education.    
​ 
​ Tackle disparity at Sergeant and Inspector rank and raise women in these ranks above 40%.  
​Achieve bespoke unconscious bias training to all recruits in policing alongside the Code of Ethics, together with fully revised independent promotional application assessment training. 
​ 
​Establish mentorship programmes for women, with both national and international support mechanisms with robust and transparent role model platforms to increase confidence and reach of aspiring women leaders within policing. 
​ 
​Re-model maternity, childcare and support policies. Ensuring that women and men who return are reintegrated fully upon return, regardless of working accommodations. Actively move from the ‘ideal worker, time served’ barriers. Increasing number of women with working accommodations into supervisory positions. 


















2.2 Action Plan

​Strengthen leadership skills development for young girls and women in mainstream education, utilizing both national programs and learning from international communities. 
​According to Golden and Jacoby, (2018) evidence from children reporting from an early age their gender stereo types, including their abilities & beliefs including career preferences.  Children’s decisions and beliefs in later life can be linked to their early, gender Stereo typical beliefs Wigfield and Eccles, (2000)  
​  
​Several international programs and models have been exercised to inspire young children to be open minded when viewing non-traditional occupational options, one example being the Norway Government (WISE campaign) The idea of both children, and hearing people in non-traditional roles promotes behaviors that are non-traditional. Ollsen & Martiny (2018) Utilize learning from the 10-step framework. Wise campaign, (2023).
​  
​Ely et al, (2011) has advocated women's development leadership programs to enable progression into top management roles. stating that the internalizing of being a female leader through leadership training assists in achieving success.   
​______________________________________________________________ 
​Work in close collaboration with the College of policing to actively tackle disparity within early ranks at Sergeant and Inspector.  
​The College of Policing outlines the challenges for lower levels of leadership (Sgt and Inspector.) Recognition of first line managers roles, the new NLCP national leadership program will work to support the newest recruits through to Chief Officers ranks. College of Policing, (2023)  
​Gau et al, (2013) suggests research provides a view that female American officers were less likely to consider progression into higher roles and viewed promotions as less important – supporting a view from Boag-Munroe, (2018) that the women's outlook in progression at initial ranks presents barriers in achieving equality throughout the hierarchy structure.   
​ 
​________________________________________________________________________ 
​Embed bespoke unconscious bias training & procedural justice training to all recruits in policing alongside the Code of Ethics together with promotion panels handled by accredited personnel in Equality & diversity unconscious bias. 
​The college of policing suggests that learning through lessons learnt in procedural justice should be rolled out to staff to enhance skills and training for police and public interactions. College of Policing (2023)  
​ 
​The interactions of women policing in communities can have significant impact due to Gender stereo typing.  There is still a deep routed prejudice and perception around women and how this affects their interactions with communities. Working holistically to understand the effects of procedural justice could improve relationships between the community and the police, lowering damaging effects of prejudicial sexism for women policing in their communities and positioning for police leadership, Hellwege et al, (2021)  
​ 
​ According to Ridgeway & Correll, (2004) The Hegemonic gender standards that are expected by others in society are considered ingrained and expected. This being due to the adverse reactions of not conforming, there is a considered consequence for those not conforming to the expected gender traits, due to this stereotyping it is often reinforced, Rudman & Fairchild, (2004)  
​  
​According to Ollsen & Martiny, (2018) The expectations of society on how police officers should act in terms of authority and agentic traits, can go against societal expectations of women of being approachable, friendly, and inviting. This creates a gender bias that may create challenges for women police officers on communities.  
​ 
​In determining procedural Justice training to enhance legitimacy, the urgency of training should be aimed at enhancing male officers' knowledge and attributes to reduce the gap of this gendered divide, Wolfe et al (2020)  
​___________________________________________________________________________ 
​ 
​Establish mainstream and effective mentorship programs and role models for women from both a national and international support mechanism. 
​The encouragement of women into top underrepresented role positions, should prioritize to connect women to role models that are also female. Stout et al, (2011), Lockwood, (2006)  
​ 
​Too few role models for female leaders maybe a barrier and challenge to women progression in leadership to higher positions. Yu, (2015)  
​When considering the expectations and aspirations of women in career progression, these areas have influence on women's future optimism of career progression, Kirchmeyer, (2002)  
​  
​Continued pressure not just for higher ranked promotion, but any supervisory position will remain a future challenge for policing according to Boag-Munroe, (2019)  
​__________________________________________________________________________ 
​ 
​Maintain a view on society challenges upon gendered policing and police leadership, to better understand and prevent poor communication that may affect public & organizational opinion and confidence. 
​ 
​There are risks identified by Ward et al (2021) in Australia where increase in women officers have been met with challenge by both the public and officers within.  Adverse views on campaigns, and suspicion of ‘reverse sexism’ indicating the lowering of standards for recruits. The perception of females being placed into unqualified positions has increased public debate, highlighting the views of discrimination of males, and the entry standards of females to engage with policing. Crime & Corruption Commission, (2021)  
​  
​The view that if Australian conservative society views the rise of women officers in policing as a challenge and treat masculine traditions of as the normal, this could cause a threat to relations in the community and policing by women officers. Davenport-Klunder, K & Hine, K. (2023)  
​There is a view that lack of knowledge or inaccurate information may be influencing the views of the public and community. This seen as an opportunity for policing leaders to fully address misconceptions and myths around recruitment and fitness requirements for female officers, thereby dispelling myths and seen as inviting for increasing women into policing. 
​Gender perspectives from a public viewpoint regarding female officers is important, opinions of discrimination against men, and capabilities of women in a physical context, are opportunities for police organizations in increasing policy review and address discriminatory practices, to increase the processes and education into communities regarding the positive attributes and effective policing delivery by women officers in the community according to Davenport-Klunder, K & Hine, K. (2023)


2.2.1 Time Plan

￼Date 	￼Actions for progression 
￼2024 	￼ Promote knowledge of equality Act 2010 – Utilise existing legislation. Equality Act, (2010) 	​Embed and promote Family Leave Pregnancy Act 2023. Family Leave & Pregnancy Act, (2023) 	​ 
￼2026 	​Embed and promote Flexible Working Act 2023. Flexible Working Act, (2023) 
￼2028 	￼Embed new structures for promotion for Sgt’s & Inspectors. College of Policing, (2023) 	​Promote and enhance new fast track proposals from Inspector to Superintendent. College of Policing, (2023) 	​Drive Initiatives to conclusion that support & encourage underrepresented officers at less senior ranks. College of policing, (2023) 	​Embed educational support for tackling Gender stereotyping and bias for young girls and women. Challenging the current societal attitudes. 
￼2030 	￼Implement Policing Force Vison Strategy 2030, Adopting Pillar 4 -” Develop and Inspire our work force and evolve culture” NPCC, (2023) 	​ 	​Land aims and objectives from the United Nations suitability [Goal 5] in line with Gender diversity. United Nations, (2023) 	​ 	​Complete and evaluate a top-down review of organisational culture in line with Culture and organisations. Schein, (2017) 
￼2040 	￼Utilise the guidance and direction to implement Operational NPCC operating environment strategic aims in 2040. College of policing, (2023)  
￼2060 	￼The current projection of women in UK policing to reach parity should be achieved before 2060, the projection from 2010 to 2023 is 25.7% rising to 34.7% respectively - a 9% difference in 13 years. At this sustained rate it will take 36 years (2060) data collected from; Home Office, (2023)  
￼￼ 	￼￼ 










2.2.2 Risk Management and Strategies
  
​Description  	​Effect/Harm  	​Risk Rating  	​H, M, L   	​Existing Controls   	​Action to reduce risk  	​Revised risk  
​Poor Accommodations returning to work,  	​Lacking confidence & aspirations captured in ‘ideal worker, ‘time served’ challenges.  	​M  	​Equality Act 2010.  	​Local policy & Processes.  	​Police regulations  	​Engage new pregnancy and family leave Act 2023.  	​Engage Flexible Working Act 2023. 	​L  
​Unfair Promotional processes  	​Gender Bias – Restriction of candidate(s) 	​H  	​Current local processes, COP protocols.  	​Immediate COP intervention for process change 	​L  
​No Diversity in SGT&INSP ranks. 	​No change – Organisational Cultural Impact. Minimal Representation. 	​M  	​Current police recruitment and marketing.  	​Standard interview and selection processes.  	​Managers endorsed applications  	​Gender bias training & boards 	​Non-management endorsement of application  	​L  
​Reduced ambition of women into senior roles through lack of confidence, mentoring, role models  	​Poorer ambition and confidence to attain leadership at senior ranks, increasing equality disparity.  	​M  	​Basic and fundamental support processes, ad hoc and application only support. No clear mentor program.   	​COP leadership initiatives targeting constable and Sgt ranks, increased mentorship, and role model focus.  	​L  
​Sexism, harassment & misogyny   	​Breach of MASLOWs theory and safe environment for women. 	​H  	​Code of Ethics – attention to culture recommendations (Casey Report 2023) 	​Significant challenge to in appropriate masculine culture, embed revised Code of Ethics.  	​M  
​Failure to adopt leadership for women & girls in education. 	​Under prepared and equipment women and girls for Woking environment. 	​M  	​Mismatch approach, no central driven programmes. 	​ Tackle stereotypical attitudes, working with business and organizations to prepare young women better.  	​L  





Recommendations

Research from early years education describes the importance of tackling stereo typical gender concepts. A focused programme from the start of education though to starting work experience is critical. The highlights regarding the importance of early leadership development for girls and young women can build on early works in tackling gender stereo types, but particularly in confidence building and enabling girls and young women to have their voice at the table. Leadership development should also include boys and men in understanding the views and practices in society, particularly domestic attitudes and family rearing challenges and unseen expectations in a modern-day society. Marketing and recruitment of women officers should be reviewed to strengthen real policing activity's that don't just include the projected masculine and male dominated traditional activities. Retention of police recruits, especially women and ethic officers is critical to establishing a diverse and legitimate police service, focus on mentor and coaching for women at constable rank should aim to increase the number of both Sgts and Inspectors, whilst ensuring that promotion processes are reviewed to enhance transparency and trust in the process, utilising Gender bias training as one mode of improvement. Enhancement and support for women engaging with the new College of Policing leadership programme, including tangible support agencies such as IAWP and BAWP and women's network to encourage necessary cultural challenge in every policing department across the country. The enhancement of positive communication regarding progression of women in the police to be embraced by role models, encouraging our future women in policing towards senior leadership progression.














    Conclusion 

The ultimate progression of women in leadership is reviewed by re-visiting the start of the educational journey, to explore whether education has a bearing in facilitating women into leadership within the policing sector, by looking at initial factors of traditional stereotype behaviours that exist, suggesting the start of learnt society opinions of gender roles, and gender mindset.  
Exploration of public views in the community regarding female policing and attitudes that can affect women in this profession, views are considered alongside research in procedural justice. 
The ideas of building confidence, role models and proper mentoring for women is a strong argument in supporting women through the ’labyrinth 'that exists in achieving senior police leadership.  
Women progressing into senior leadership roles is evident in the Policing sector, According to Home Office 2023 data. Successful accomplishments now showing 40% of female in Chef Constable positions.  However, when comparing the data at all ranks, there is clearly disparity of equality in all ranks particularly Sgt and Inspector.  This implementation plan has sought to explore not only the challenges facing women in terms of organisational culture, harassment and gender bias but to holistically consider local, national and international support and research that can assist and capitalise on future successful female leaders, examples of clear transformational approaches used by those like commissioner Cressida Dick can steer our aims in achieving a diverse police service that is capable of actively supporting and encouraging young women.  Addressing the concerns of weak leadership, this plan supports the active encouragement of clearer robust action by everyone in altering the ‘basic assumptions 'of organisational culture to achieve the equality and diversity in senior positions of leadership.  
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Ideas and concept map to tackle ideas for implementation plan by Peter Scott. 
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SWOT analysis used as a management tool to assist in informing the creation of the Aims & Objectives. SWOT tool process sourced from: Mullins, (2019)
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Example: An event that has a High/frequent likelihood [5] of occurring against a Severe [5] impact in the event occurs would provide a risk rating of [25] - Leading to an Extreme Risk Grading. 
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