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ABSTRACT

Women have participated in polizing in Western Australiz for seventy five
years. The first two women were emssioyed as "Police Mairons" in roles which
were resiricted to what were thought to be the "feminine” tasks of desling with
female offenders, families aod wayward youth, and providing clerical support
to male officers. By 1941 there was & total of & women police in Western
Ausiralia and by 1960 their numbers had grown to twelve, however their role
had changed liitle since 1917 and thiey weie still seen as having Hmited

function.

By 1975 pressure had grown, not only within the police force but external to
the police organisation itself, {rom a greater social awareness reparding
inappropriate deployment of workers on the basis of sex, colour, religion or
ethnicity. The Women's Police Unit was subseguently disbanded and women
were integrated into mainsiveam policing, The 1980s witnessed legislative
changes regarding selection criteria used for the recruitment of new employees.
No longer was it appropriate to set quotas for the number of woinen required,
nor was it appiopriate to diciate the stature and build of applicants. 1t was
envisaged that this legislative change would enable the flood pates to open for
worien o enfer policing. However, after nearly twenly years of Egual

Employment Opporiunity, this appears not to be the case,

Today there are 404 women police officers out of 4 total of 4,228 members of
the Western Ausiralia Police Force. Of these 404 women, 13 are Sergeants
compared with 960 males at that rank. This leaves 386 women opersiing af the

most jundor level of the organisation. The low mumber of women ot Sergeani

wd

fevel an

E"l

the fnct twat fhere ave mone in ine Commissioned ranks, may be

aitribnied o their selatively rocent influyg info the orgoanisation.



Kiowever, there still remalus suificient caves for concern when it i reclised that

the force is nos retaining these women at 2 rate rouch greater thon their atirition.

This study aims o determine the factors which confribute to the discontinuance
of the police careers of femule officers. An eclectic feminist perspective is
offered as the basic framework of analysis for the study. Specific reference is
made to that clement of feminist theory relating to the marginalisaiion of
women. The technique of gathering data is also set within a feminist research
paradigm involving fifieen resignees from the Western Anstralia Police Force,
in a process of discussion and interview on the factors which affected their

decision to discontinue their chosen career,

The study shows that these women experienced marginalisation within their
worling lives as police officers, which was a significant contributing factor to
the discontinunance of their police careers. What was also identified was the
oveiriding inflexibility of the police organisation to acconunodate the specific

and changing needs of women as individuals within that organisation.
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CHAPTER 1

INTRODUCTION



This thesis is primarily concerned with women whe have lefi the Western
Ausiralia Police Force, their reasons for leaving and their reasons for not returning

to policing as a career. It contains:

o a critical analysis on the place of women in traditionally male-
dominated professions, ’

. a review of the specific literature concerning wotnen in policing,

° a description of the theoretical framewoik of this study, and

° a presentation of the results of this study and a discussion thereof,

11  BACKGROUND TO THE STUDY

Historically, policing in this and other countries has been an occupation dominated
by men. The implied or stated requirements that police be tall, strong, confident
and fit, combined with the gssociated occupational culiure, fundamentally has
excluded women (Brown and Campbell, 1991; Martin, 1979; Martin, 1980; Potts,
1983).

Like many other male dominated professions, it is a characteristic of modem
policing that increasing numbers of women are applying for, and to some extent
gaining eniry to, a career in law enforcement. This phenomenon has been seen to
emerge throughout the world over the last twenty years, with particular emphasis
on women being integrated from Women's Police Units to mainstream policing.
However, even now in Western Australia there is stiil a significantly low
proportion of women within the ranks of the police. Of even greater concem is the
paucity of women in middle management and none in the commissioned ranks.
This being the case, it is important {o retain those females who have gained entry,

received training and possess 2 wealth of police and life expericnce.



1.2 SIGNIFICANCE OF THE STUDY

This study examines the contexts of policewomen's resignations sad decisions not
to return to policing, and highlights the existence of & resource of women within
the community with police experience who could, or may wish to, return to a

carcer in policing, but for various reasons are unable or choose not te do so.

Identification of factors which may enhance the opportunity of these women to
remain in policing or re-engage their chosen career has implications for two
groups. This report will have an impact for those women who have left the force,
and, secondly, for those women who are still serving officers and considering

resignation.

This study is also significant to the police organisation itself. It identifies a loss to
the organisation of trained and experienced personnel. Such 2 loss is not only
costly in terms of training, but also replacement and turnover expenditure.
Contributing factors to resignation are, in part, indicative of failure on the
organisation's part to accommodate the needs of women and other groups.
Therefore it is vital to the orpanisation and its members that there be an
identification of factors affecting the attrition of women. This study therefore may
enable the police organisation to utilise its human resources in a far more efficient

and effective manner, within g just and ¢q.:itable context.



e

1.3 PURPOSE OF THE STUDY

The most significaat factors affecting women's participation and progress in
policing are policing's history, culture, recruiting practices, work conditions, leave
provisions, child care, EEQ policies and sexual harassment und promotional
barriers (Brown & Campbell, 1991; Martin, 1979; Poole and Pogrebin, 1988;
Potts, 1983 ). The purpose of this study s to examine policewomen's careers and
to identify those factors which contribute to their resigning and not returning at a

later stage

A number of women who have served in the Western Australia Police Foice were
asked their perceptions of policing as a career, with particular emphasis on why
they left, and why they have not rejoined. ‘This study seeks to answer two

questions.

1. Have women, who are no longer employed with the Western Australia Police

Force, experienced marginalisation during their police careers?

2. What were the factors contributing to the resignation and non-reiwmn of these

women 1o their police careers?



CHAPTER 2

THECRETICAL FRAMEWORK: FEMINIST THEORY AND THE
MARGINALISATION CF WOMEN



21 ECLECTIC FEMINIST PRINCIPLES

Feminist theory comprises a comprehensive body of work which includes, among
other issues: the gendered matare of language; sexuality; popular culfure;
psychology; literature and the arts; economics; heaith; the state; the ibmily;
education and the labour marzet (Hughes, 1994). Feminism offers net oniy a set
of strategies throvgh waich to improve women's material lives, but a critique and
analysis of the very foundations of a society which uses geuder mequality to
organise itself (Crowley and Himmelweit, 1992). The theoretical underpinnings of
this thesis are grounded within an eclectic feminist peradigm. That is to say, no
one specific feminist ideology has been adopted ‘o provide an analysis of this
study, but rather, elements from a nmltiplicity of plausible feminisi theories are
combined te provide an explanation, acknowledging the many and varied values of

each of the feminist perspectives.

Arguably, feminist paradigms of marginalisation can trace their heritage to Marxist
roots. From Marx’s theory that economic and political power are wielded by one
class arises the feminist argument that such power is wielled by the male sex. As
Tong (1989: p. 58) claims, “Marxist feminists, in recent years, have refocussed the
aftention from labour operations within households to the inequitable manner in
which this same sexual division of labour operates in the workplace. More central
to this paper, iwowever, is the liberal feminist notion of gender jrstice. John Stuart
Mills, in the genesis of liberalism, argued that patriarchal society believes women
are ideally suited only to certain occupations (Tong, 1989).




The analysis by liberal feminists is that women’s . .gression, historically, has
resided in their exclusion from access to the - blic sphere, especially from
education and the public workplace. Ther~  aited roles, according to Tong
(1989, p. 28) have been used as excuvses o~ _iification to exclude women from

“the academy, the forum, and the market place”.

It is 2 key premise of this paper that women are marginalised, not only in male-
dominated professions but ir. every cicment of their existence, both past and
present. Marginalisation of women, in & holistic sense, refers fo the manner in
which women are relegated to the outskirts [or margins] of: our knowledge; our
language; our history; our values; and the development for the future of all the

aforementioned.

Women have been made invisible in the writings of our history. Little historical
documentation details the role and impact women have had in the evolution of
human kind over kundreds of years, as though women were passive bystanders
throughout all those events in: time that required action, strength, courage, sacrifice

and hard worlk.

Not only has women's experience been ignored but when it has been documented
it has been distorted (Oakley and Friedan cited in Stanley, 1983). Writing from a
male-cenired perspective, most historians have placed men as the key subjects and
positioned women in relation to them (Hughes, 1994). Efforts are being made
within contemporary feminist literature to revise written history, so as to include
the contribution women have made to the development of humankind, This will
provide an analysis of events, which have impacted npon women in particular,

from a woman's perspective.



Feminist discourse hes brought to the contemporary theorctical forum the
awareness that women have becn, and still are, excluded from the production of
cultural forms. Language is an integral cultural form and our English lenguage
excludes the feminine from i, With intention or not, men have formulated a
semantic rule which posiicns them as central, as the norm, and they have
classified the world from that reference point. Men have engaged in this process
for some time, therefore, the silence of women has been a cumulative process.
Conceptually and materially excluded from the production of knowledge, women’s

meanings and experiences have been systematically blocked out (Spender, 1985).

This exclusion of the feminine form in cur language provides the dominant group,
the language makers (men) with g linguistic device, both verbal and written, which
further renders women as invisible. In so doing, women’s oppression and

marginalisation is perpetuated.

This paper supporis a key premise of feminist theory that knowledge is socially
constructed. We come to know through various institutions, structures and social
phenomena operating within cur society or spheres of influence. We are not bom
knowing but rather learn and construct kaowledge of our world by absorbing
information and the affective values of those people and social stractures that

operate within our environs and have great influence over us.

Feminist theorists argue that this socially-constructed knowledge s
phallologocentric because of the patriarchal nature of ovr cxistence. That is to say
that our human epistemology, incorporating those unchallenged assumptions, is
constructed through the eyes of a male “Weltanschauung”. Women have been

excluded as the producers of knowledge and as the subjecis of kmowledge. Men



have made their own knowledge and their own gender representative of society.
Using the male extperience as the nomm or as a yard-stick, female experience falls
at the other end of a bi-polar scale (Spender, 1981; Stanley, 1983). Ready
generalisations are made from the experiense of males to the whole population.
This male world view permeates the heart of organisational culture and among
other things has a deleterious effect on the opportunities of women to fully
participate in the worlplace. This is particularly so if that workplace has had a
tradition of male dominated participation.

22 MARGINALISATION WITHIN FEMINISM

For the purpese of this thesis it is vital that there be a clear understanding of the
term "marginalisation" as it refers to women, In an holistic sense, rather than a
specific labour market sense, marginalisation is not restricted to women, since both
indigenous people and people from ethnic backgrounds experience social,
economic and workplace marginalisation in Australia. It is acknowledged that
feminist paradigms have identified and explored the marginalisation of women in
society, (Spender, 1983; Stanley & Wise, 1993; Tong, 1989; Witz, 1992) and more
specifically the greater marginalisation, within Ausiralia, of women from non-
English-speaking backgrounds (Hughes, 1994). Researchers, such as Spencer and
Podmore (1987), have identified marginalisation as being an important negative

aspect of women's employment.

Factors contributing to the marginalisation of women include: the existence of
stereotypes about women, their work and the nuature of professions; the
significance of sponsorship and role models toward building a successful

professional career; the importance of informal relationships; the concept of



| professional commitinent; and the unplanned nature of women's careers. It is this
element of feminist theory that will be tested against the career experience of
women who have left the Western Australia Police Force. The research, which is
the subject of this paper, is grounded within a broad feminist perspective. In pari,
it will examine whether factors which contribute to the marginalisation of women
in male dominated professions, as identified by Spencer and Podmore (1987),
apply in the case of women who have left the Western Australia Police Force and
whether these factors significantly contributed to their not returning to their chosen

Carcer,
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CHAPTER 3

CONTEXT OF THE STUDY: WOMEN IN MALE DOMINATED
PROFESSIONS



Paralleliing the growth of academic and popular knowledge on the historical and
confemporary sintus of women in pelicing is an emerging consciousness of the
existence of women in male dominated professions. There is, however, a paucity
of literature relating to women who work in a male dominated environment, What
literature there is indicates a strong support for the notion that women who choose
to participate in those cccupations historically considered to be the domain of men
are marginalised. Historical and contemporary literature asserts that women who
have entered traditionally male dominated occupations have faced discriminatory
hiring, promotion and assignment policies, opposition and sexual harassment from
male co-workers, and inadequate on the job trainirg and socialisation (Farnworth,

1992, p. 278).

For the purpose of this chapter, a labour market definition of marginalisation is
that there is a set of implicit rules which militate against women in organisations.
Female participation in the workforce is restricted by male perceptions of their
ability as workers and the appropriateness of their work. The work they do and
the level at which they operate within an organisation is determiaed by these
implicit rules. Marginalisation, as it occurs in the labour market generally and
specifically in the professions, has definable and interlinked indicators, These
marginalising factors include the existence of stereotypes about women, their work
and the mnature of professions; the significance of sponsorship and role models
toward building a successful professional career; the importance of informal
relationshipé; the concept of professional commitment; and the unplanned nature
of women's careers (Spencer and Podmore, 1987, Lahtinen & Wilson, 1994).
These themes provide a framework for exploring the impediments to women's
patticipation in male-dominated professions generally and more specifically

policing in Western Australia.

12
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3.1 STEREOTYPES OF WOMEN, THEIR WORK AND THE NATURE OF
PROFESSIONS.

The perception that stereotypes exist about women, their work and the natere of
professions, goes beyond that represeated in organisational litevature. It is a
perception which, to date, has been embodied and embedded in our secially

construcied learning.

Gender differences are deeply embedded in the beliefs and
practices of our organisations. They often occur in the day-to-day
decisions regarding recruitment, assignment of tasks, performance
appraisal, promotion and pay.

(Cahoon, 1991, p. 14)

This perception is not restricted to those professions which, to date, have been
male dominated. Rather these perceptions operate within the community's
everyday existence and manifest themselves with a deleterions effect on women

within, among other things, a labour market or professional setting.

These stereotypes take the form of a perception that women's innate characteristics
mean that they are ‘emotional’, ‘unstable’ and ‘not decisive enough’.
Furthermore, becanse of these innate characteristics, women are not suited to
particular professions. Those professions in guestion are also subject to their own
stercotypes: that is, they arc prohibited to women because they are physically
demanding, ‘combative’, and hence unsuvited to women {Spencer and Pedmore,

1987, p. 2) The logical sequence is that women, because of their innate

13



characipristicz, aro vmeble o odicin profostionnl siaivo o cuch male dominaied
gccunations, where this stoivs end femininity ave perceived as conitadistory, Aw
crample of s is the legnl profession, The number of womsn entering fiis ficld
has steadily increased in zacent years. Although close to 50% of law gradnates in
Western Avsiralin are now women we cannot assume fhat their enixy into the
system will mean gender equality. The Westem Australian report of the Chief
Justice's Task force on Gender Bias (1994) stated that as a 30th Jupe 1993,
although 26% of ihe profession holding practice certificates were women, only
10.2% cf the pariners in legal practices were women and 67.5% of woraen lawyers

were employees. Only 5.4% of the pariners in the five largest law firms in Perth

Were wOrch.

This sitaation 15 not vnigue to Western Australia. In the United States the number
of females achicving senior legal positions who are married, with children is
almost nil, while the number of snen who are married with children moving into
the same positions is almost 90% (Malcolm, 1994). It would be saft to argue that
law remzing 8 male dominated and male orientated profession. Similar resulis
have been found in smedicine, engineering, academia and public =ecior

managemernit (McAuley, 1987; Newton, 1985; Sull, 1992; Still, 1993).

The sexual division of labour in mags production plants is used as an example by
Game and Pringle (1984) to highlight the wse of binary opposition to further
oppress and marginalise women within the white goods industry. Their argument
is based on a series of polarities which are broadly equated with masculinity and
femininity. They claim the most obvious distinction is betweean skilled and
nnskilled, Others inckude: heavy/light, dirty/clean, dangerous/less dongerous,

interesting/boring, mobile/immobile.

14



The first of cach of these paivs 15 hicld to be appropiiate for men, or men ore
assumed 0 be beiter of i, The second is seca as “appropristely femels’, In the

case of woraen, natere is ceen to ploy a greater part than that for men, Wornen, i

iz thought, are makurally better at boring, fddly and cedeniary work, These

|

polarities or binary opposition operate across the maunnfacturing indostry as a
whole. They serve not oaly to define jobs within industry but across indusirics as
well. Industries such as mining sxe defined as ‘male’ because they are heavy or
dangerous. Electronics eve defined as ‘fernale’ becanse they involve wosk that is
light and clean. In male-dominated industiies such as sugar refining, (skilled,
mobile or heavy work), women are concentrated in such areas as packaging (light,

repetitive, immobile) (Game & Pringle, 1934).

Williams (1992) refers to this phenomenon as vertical occupational segregation.
This teim is used to describe the way in which men are most commonly found
working in the highest levels within occupations, while women are marginalised to
the lower grade occupations and the lowest levels within the same cccupations.
As an example, women predominate in the teaching of young children (low status)

whilst men predominate at tertiary level lecturing (high status).

As a concluding commment on the siercotypes that exist about women, their work,
and the nalure of professions, Game and Pringle (1984) state that the lack of
inherency in respect of the gender divisions of jobs indicates clear support that the
gender definition of work, and the sexmal division of labour, are socially and
historically constructed. Men more successfully enter a spread of both men's and
women's occupations, while af the same time maintaining exclusive control over

the former. This sugnests that men are the gatekeepers of gender segregation.

15



Theze is nothing jaherent in jobs that makes them either appropriately female or
male. I anyithing reiseing fized, it is the distinction between men's wwosk ang
women's work (Cockbuma, 1991). As mew's work becomes similar o women's
work in a particular worlplace, women will be allocated dififerent jobs, and the
nature of women's woik redefined in order to mein{ain a distinction between the

sexes (Game & Pringle, 1934),

3.2 THE SPONSORSHIP SYSTEM

The sponsorship system or mentoring is often described as involving a veteran
professional who takes an active interest in the career development of 2 younger
professional. Mentoring is an interactive process whereby mentors

(a) encourage the dreams and support the career aspiraiions of

their proteges;

(b) prowvide opportunitics for the proteges to observe and

parttcipate in their worl; and

(c) help their proteges become aware of the unwritten rules and

politics involved in the profession.

(Wright & Wright, 1987, p. 36)

Mentoring is a supportive relationship between two or more people with many
dimensions. i has been fouted into the mnineties as 2 highly complex, people-
related skill which has "the power to enhance: knowledge; emotional stability;
problem solving and decision making ability; creativity; opportuniiy; generatvity
in individualg, and merale and produchivity in organisations and professions”

(Carden, 1990, p.276).

16



This process may tzke the forw of corcer pothiug; introductions to the right
network of people; cteering (e mentec away fem low siains work; fnpisting
valuoble historical knowledge of the orpenisation; and facilitzting informal
associations to keep abreast of the current siatus of work., This is said to be
difficult for women within male dominated professions due fo the lack of senior
women. Carden (1990) suggests that the interesis of womean are best served if they

have a woman mentor,

Although most of the mentoring models and research are based on the white male
experieiice, mentorship may be equally, if not more, important for wornen. Wiright
and Wright (1987) cite studies conducted in the early cighties which conclude that
mentorship was a critical £actor in the success of professional women's carecrs and
coniend that there is a shortage of female mentors in business, academia aud other
professions. They also believe that mentors choose proteges with whom they
identify and ideniification is likely to depend on age, gender smd social class. For
this reason many women and minorities lack mentors who can be instrumental in

their careers.

Mixed gender sponsorship relationships can be fraught with dangers. Participants
in a male/female mentoring relationship must transcend the sexual tensions and
keep the relationship on a career basis. They eare also at nisk of gossip, jealous
spouses and falk of favouritism. A female protege may not be able to use her male
mentor as & role model in the ares of balancing family and work, especially if the
male mentor began his career in a traditional family with 2 wife at home to toke

caie of the children and household (Wright & Wrighs, 1987).

17



With there preseatly being 2o few women in high level positions thers is @ lactng
of knmovdedge about the powwe of svomen os raentors and the characteristios of
women mentors. Yeder {cited in Carden, 1590) conducied o study of women
graduates from on American Militory Academy. She labelled what she observed
as the reluctance of successinl women within mele dominated occupations 1o
actively sponsor novice wemen, as the "queen bee syndrome”. Voder asgues that
the paucity of female mentors is o logical sequence of differences la o yortunities
and other situational consiraints inherent in the role of the tolen woman. Yoder
identifies three situational constraints to the mentoring activities of token womnten
who have made it in a male dominated profession:
(a) performance pressure due to the greater visibility of tokens;
(b) uncertainty of established tolens about how to relate to
token newcomers; and
(¢} chronic conditional acceptance of tokens by the . inant
group.
(Yoder cited in Carden, 1990, p. 292)

Alth~ugh it is difficult to institutionalise mentoring programs it is nevertheless
possible. Schwartz (1992) cites the example of the Corning Company, which has
fouind that mentoring has made a difference in its gbility to promote and retnin
women, [t has been found within that company that women move up {ster

throngh the organisation with the benefit of a mentor who holds a hipher rank,
The assigiinent of women fo fraining units as instructors and the pairing of new

~women with more experienced female members provides role models and mentors

in o less threatening female enviromment (Linn & Price, 1985).

18



Crouch (1985) found that when women wosked with ofher women as prison

guards in men's prisons their confidencs increased os did their oaserlivensse g;-;{l@.

a2

probient solving ekille, ¥ was nlso noied tant women leamed to trpst thsiv owa

judeement foster, when worling with other women, than when vrorking with men.

3.3 ROLE MODELS, PEERS AND INFORMAL RELATIONSHIPS

There is evidence from Bandura's (1977) work that we learn most efieciively from
models we like or regpect and models with whom we have nost in common.
Thus, females within an organisation will benefit most from professional role
models who are female. Crouch (1985) posits that socialisation involves learning
appropriate behaviour both in ferins of what to do in a given workplace sitnetion
and in terms of a general style or role that could be adopted, paricolarly in male
dominated professions. Farnworth (1992), in hert study of ferale prison officers
Peniridge, comments that fomale officers had special problems learning how to do
the job. She asserted that new female officers felt that had they observed a more
exper’ruced female officer interacting with: prisoners they would have learnt more
jobr  Agkills, Crouch (1985) supporis this notion gnd adds that woren prison
off .y may have difficulites with respect to defining and learning appropriate role
behaviour due to the shorage of female offficer role models. Women prison
officer reomits must sely on male sole models, which ofien presenis o problem
since women ofien bring to the work setiing cultural experiences that make
modelling their behaviouwr on maele prison pgusrds difficolt.  Difficulties

wpericnced with role models not only hamper advancement throughout an
organisation bui can also be ene of the most stressful aspects of fhe femoie prison

guards’ job (Crouch, 1985).
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Informal relationships are the key to successfil integintion into any organisation

4

and man are fhe gatchiecpers. When o man joing a male-dominated orgawisation,
nis colleagucs or his "metes®, may invite bim for social drinks afier worlk fo “fill
hiw in on everyibiag he bog to know.” He may be invited to play golf on Sunday
morning lie may be invited to Wednesdey night’s caxrd game; he may be asked to
play in the social club cricket team; he may be taken out on someone’s ‘buck’s
night’. It is in this inforinal situation that acceptance is bestowed upon the
newcomer. In a male-dominated profession, males set the rules of social
interaction. Assuch, the same acceptance is not granted to the new women in the
male dominaied organisation as it is to her male counterpari. As a resulf, women
are no¢ privy to the imporiant work related information being commented upon;

they are not engaging in supporiive managerial relations and, as such, they are not

able to take full advantage of the benefits of ‘networking’.

Crouch (1985) noted from his studies on women goards in men's prisons that these
women faced several bamiers io their progression through the coivective
organisation. It was identified that the lack of role models and informal
associations was high among the reasens for women's lowered expectations of

successful careers.

Of pgreater concemn is the fact that many wemen smployed in male dominated
professions ore employed as token females. Women within a prison sysiein are
oficn the only female on that shifi, or at that facility or unit, or ofien the only
woman in g particuler region. Some women may not get to speak to another
female colleague until the shifi change when they have a brief chance t¢ 2k or

eocialige.
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These brief interludes are insnfficicnt time for women to be able to networl:, scck
support, agk advice, diccuss problems or enjoy the companionchip and recognise
the value of other women, Lamncborg (1989) clatins that tais token stuing in say
mate dominated woill enviromunent means thot these women come wnder o

disproporiionaie amou of scroiiny, which further reduces their confidence.

3.4 THE CONCEPT OF PROFESSIOMAL COMMITMENT

The difficulty in assessing a womnan's commitment to o carcer or professional field
is that in providing a measwrement we are in fact using 2 male constructed view of
what it is to be committed. We :re using the male definition of career
commitment as the "norm" and whatever falls outside that definition is to be "less

committed"”.

There exists a male notion of professional commitment which bears the
implication of "all or nothing”. Woinen who use sick leave to stay at home to care
for unwell children; who rua household errands in their lunch break; who are
called away from work (o aitend aping or ill parents; who go straight home when
finishing work to tend to family needs; and who require career breaks to bear and
rear infants; are seen as being less committed to their careers. Men who are
commitied to their carcers do not succumb to these impediments whereas women
do.

Organisations have been shaped and fashioned by men and

remain a masculine domain. Social codes and beliefs about

menagement have been constructed from stercotr-pical male

troits cud experiences, For women pursuing ¢ manngement

carecr this mosculing management culivre hos a number of
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consequeaceg, incinding mmisconceptions obout their
commitment and stereotypical assumpiions sbout their
compeiency.

(Thorason, 193, . 7)

This misconception about career commitment is compounded by the unplanned
nature of many womei's carcers. While, typically, men's careers are planned
women's careers sufiier from breaks and hiatuses (Spencer & Podmore, 1987). The
male notion of career commitment assumes unbroken sexvice as an indicator of

such commiiment.

Lahtinen and Wilson (1994) believe there is a myth about pregnancy in the minds
of emplioyers. The myth is the belief that women will leave to have babies and that
organisational wastage due to pregnancy is greater than for any other reason. Ina
1994 stmdy conducted by Angle and Perry (cited in Lahtinen & Wilson, 1994)
mothers were found not to be less committed to their worl and careers than fathers
and in fact it was found that some employers found women to be more commitied
{o their careers than men. One explanation offered is that women have fewer
mobility carcer opportunities so they tend to become vestricted. Lzhtinen and
Wilcon (1994) suggest that the myth of lack of career commitment by women may
heve come zbout becawse of the resistance of men to accept women into

managerial positions.

The 1989 Fitzgerald Inquiry in Quoeensland identified the emistence of
misconceptions attached to beliefs about woinen in policing in that state. There
was a coramon belief that women are less committed o a career in policing than

fncir male colleagucs.
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On closer examination it was foued that over a five vear period prior to the inguiry
n greater proporiion of men than women resigned from the Queenslend Police

Force and that those women who had resigned, had served longer than the males.
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CHAPTER 4

LITERATURE REVIEW: WOMEN IN PCLICING



More specifzc thom the general literatuwe which exists about women in male
dominated professions, is that literatwe detailing the experience of womeit in
policing. Considesable literature, largely from the United States and Britain,
shows that womea still face marginalisation in police employrment { Adler, 1990;
Crisp, 1988; Edwards, 1990; Hindman, 1975; Martin, 1990; Potts, 1981; Potis,
1983). This body of knowledge includes women's historics i police
organisations, fecruitment issues, cmrent employment issues, promotion and

attrition. A review of this literature follows.
4,1 HISTORY

Histories of policing ( Balkin, 1988; Carrier, 1988; Hirst, 1990) show that women
have been involved in Police Departments from the beginning of the century. In
Britain, women were first appointed to a police force in 1916, In the U.S.A,,
women were employed as prison matrons from 1845, although it was not until
1910 that o regular woman police officer was appointed to an American police
force. By 1945 only 210 American cities had appointed women police officers.
These women formed 2 separaie branch or section, or, as in London, o separate
parallel force. By 1966 only 2% of American police officers were women (Balkin,
1988).

The Ausiralian experience of female participation in policing refiects that of other
countries. In Westezn Australia, Helen Dugdale and Laura Chipper were
appointed to the force on the Ist of September, 1917. These two women, togeiher
with Ruth Duonlop, dominated the work of women pelice in Perth from 1917 to
1943 (Stelip, 1990).
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Women were mnitially employed as prison zﬁatrons, with o limited fonction, Their
purticipation was resiricied to what were thought to be the “feminine” tasks of
dealing with juveniles, fomilies, and female offenders and providing clerical
support to male officers (Worden, 1993). The first three of Westein Awsizralia's
woinen police were white Anglo-Saxzons boin be®re 1885 and {rained to work in
the field of nursing or welfare. They were selected to police the morals of yourg
women and children and were considered to have the atiributes appropriate for
such arole. O'Brien (1960, p. 26) captures the essence of the early policewomen's
perceived value in his account of the 1923 Victorian Police Strike, He writes

Victoria's two policewomen played a vigorous part during the ...

strike. Miss Davidson was living in a hostel.. and daily she

helped to feed the men who remained loyal.
Thkere is evidence that even members of the police found it difficult tc know just
how to address women police. When Western Australia’s Ruth Duniop's first
grandchild was bom in 1943, the event was mentioned in the Police Union

Joumal. She was referred to as "Mrs Woman Police Constable Dunlop” (Stella,
1990).

Following the appointment of the women police, feminist social reformers
persistentiy challenged the restricted numbers of women police, their duiies and
lack of autonomy. Inresponse to this lobbying throughout the interwar period, the
Commissioners Connell, Douglas and Hunter confirmed the role of the women
police as that of preventative welfare. As Stella (1990, p. 14) argues, this
definition of the role of the wwomen police was used to restrict their numbers and

their dutics end jusiify their posifion as a minor branch of the police department.
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This navrow definition of the female role enabled the Commissioner to deny the
women police access to promofion aund prevent them foim being trained in

criminal investigation.

In Western Aesivalia no woman police constable was promoted to the rank of
Sergeant until afrer the sscond World War., The Women’s Police Unit remained
under the control of the Commissioner and Inspectors of the Ceniral Police
Station, and thelr aumbers were not increased uniil the second world war when
there were renewed fears of the spread of venereal disease. The primary function

of the women police as "morals police” was confirmed.

It has only been within the last twenty years that women have been fully integrated
members of police forces throughout the world (1973 Britain, 1976 Western
Ausiralia). There is still much concern however (Adler, 1920; Brown &
Campbell, 1921; Hochstedler, 1984; Prenzler, 1992) that history, policy, practice
and attitude combine to prevent women participating in policing and progressing
through the ranks to senior positions. In theoty, women have equal opporiunitics
to apply to become police officers. Rescarch (Bell, 1982; Edwards, 1990;
Lunneborg, 1989; Potts, 1983) shows, however, that despite legislation requiring
that police departments afford equal employinent opportunities to men and
women, women are not accepted, retained or promoted in proportion to the
numbers that apply to join police departments, compared to men. Although
women are gaining entry into policing in preater numbers there are still implicit

barriers which marginalise women within 2 police career.
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42  RECRUITMENT ISSUES

The recreitment policy of most osganisstions is based on cestain values or
assuntptions. Police departments have, raditionally, operated on an implicit
policy of police work being men's work. Women were explicitly recruited for
work with women and children ard were thought to be uasuitable for other kinds
of police work. Recently recruifment of women info policing has undergone some
change. Police organisations no longer employ women with the explicit objective
of having them deal with women and children and have made efforts to integrate

them into inainstream potice work..

Police forces throughout the world taditionally wsed the qunofa system for
resiricted employment of females. Those who did gain enfry had to satisfy ceitain
height and weight criteria and only a restricted number of women were fecruited
each year. This form of recruiting criteria has been legislated against throughout
Britain, the USA and Australia. Police forces then turned o a physical
performance evaluation (PPE) which, it was claimed, was job related. It is argued
within the literature { Brown & Camphbell, 1991; Jones, 1986; Lunncborg, 1989;
Potts, 1983; Potts, 1983) that this PPE has further excluded women as it is based
on an element of sirength, fitness and agility atiributable to an average fit man but
not necessarily the norm for women, The PPE does not take into account or make
allowances for gender differences of build nor does it make allowances for age
differences. It is touted as being 2 recrniting criferia which epitomises egual

employment opporinuity.
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Spencer and Podwmore (1987, p. 162) aigue iaat it is not suicient for on
organisation to carry the disclatmer that it is an equal opporiunity cmployer, since
“in some cases this message may kave os mnch sincerity of intent as do health

waznings on cigavetie adveriisenients”,

Recruiting for the 1990s is still smrounded with scepticism, The 1989 Queensland
Fitzgerald Inquiry idenfified that women comprised 25% of applicants for the
Queeasland Police Force but that an informal process had operated to keep the
number of female police officers selected in any intake to between 5% and 12%
(Fitzgerald, 1989).

43  CURRENT EMPLOYMENT ISSUES

The literature details evidence of marginalised deployment of women throughout
all sections of policing, and in police forces throughout the world. Bell (1982)
cited studies which showed that U.S. policewomen predominated in clerical jobs.
Prenzler (1992) reviewed more recent studies which indicated that¢ little had
changed, He cited Martin (1990) and Felkenes (1991) which showed that women
tended to have more administration and staff support assignments than men whe
predominated in specialised wniform, tactical and patrol support units.
Furthermore, women tended to leave pairol earlier to take desk jobs and were
under represented in vice and investigative units. Prenzler {1992) suggests that
sex-based differences in the way women are deployed may be because women
prefer inside jobe and dislike patrol worls, but this is not supporied within the

Literature,
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In Avstrafin, women ave represented in potrol, investigaiion, iraffie, reseue sqund
and hostage megotiation: howsver they are not present in the {actical response
group, the dog squad, special weapons proups or air wing (Suiton, 1992). These
findings were supposted by Jones (1986) in a provincial Eritish police force and

Brown and Campbell (1921) in 2 siudy on Strathclyde Police.

44 PROMOTION

The literature highlights the varied methods of determining suitability for
premotion. Some police departments create a pool of suitable people, others
require a wriiten examiration and supervisor’s evaluation and some use other
griteria such as seniority or simply the chwoice of ihe chief (Hochstedler, 1984;
Martin, 1990). It was noted by Prenzler (1992) that those processes with the most
space for subjectivity, such as personal choice and supervisor’s reports, had the
most adverse impact on women's prospects. With women having entered policing
in increasing numbers only in recent years it is not surprising that seniority aiso

has an adverse impact.

Women face several bamiers to promotion. In a study conducied by Poole and
Pogrebin (1988) they noted that although many womea stated that promotion was
important to them on joining, threz years later only a small number still aspired to
senior ranks. They suggested that this might be due to factors indicative of the
marginalisation of women. The lack of role models, acknowledginent and
acceptance of resistance from male peers and lowered expectation due to relative
powerlessness and low mobility, were all cited as factors coniribnting to

marginalisation,
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Brown and Campbell (1921) cite evidence from other gtudies and fheir own that
show women want a fully integraied role within police ozganisations and thiat 31%
had applied for specialist positions, but thousht their lack of service, ack of

experience and the scxist attitndes of male sepiors would inhibit their chances,

It was further noted by Poole and Pogrebin (1988) that women are often excluded
from informal associations with superiors resulting in their not having access to
important woil-related information, supportive managerial relations and
oppoerteniiy for advancement. This evidence of marginalisation is supporied by
Luanneborg (1989) who reporis that progress through the organisation is difficult
due to the token status of women. Lunneborg claims that due to there being so
few women in any unit of g police department these women come uader a

disproportionate amount of scrutiny.

On the basis of her research on women executives, Kanter (1977) identifies three
salient consequences of the token statns of women in an overwhelmingly
masculine environment, First tokens are perceived as ™in" but not "of" the
organisation and as they are extremely visible, they experience stcessful
performance piessures. Second, because of this high visibility, tokens atiract a
disproportionate amount of peer scruiiny. Their aiypical position in the
organisation tends to polerise the difference between the tokens (women) and the
dominants (men). Third, the atiributes and actions of these tokens are perceived as

tiing the stcreotypes that dominants believe to be true about the token group.
However Ott (1989) found that once the proportion of women rose above tokenism

they were then seen as competitors and hence opposed by male colleagues.
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45  ATTRITION

Histerically, management has perceived that women are not worth hiring, troining
or promoting duc to the likelibood of their falling pregnant rud resigaing for
family reasons. Furthermore it is considered that once women have childicn they
are beset with child care problems, Scveral studies have shown a higher turnove

rate for women than men (Brown and Campbell, 1990; Fry, 1983; Mastin, 1990}

but that turnover rate has been marginal.

1t is thought that reen resign to fake on another job with greater prospects, but
women leave for children, family reasons or to follow their husband who is
transferred. The implication is that women have less organisational of career
commiiraent and are less involved in their work as contvasted o men. This has
been shown not to be the case in & review of studies on working women presented

by Lahtinen and Wilson (1994).

Mariin (1990) showed in her study that child care was a significant issue for 16%
of men and 38% of ‘women. Prenzler (1992) cited evidence from another study
that 59% of officers in the Los Angeles Police Department had one or more
children and the nature of police worl: being shift work, overtime, emergencies snd
transiers made the balancing of home life and career very diffienit. Wit the
current cxpectations of women as child-raisers and home makers, this is of

pariicular impact to women.
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46 RETURNERS

Of key intercst to this paper i the opporiumity for women, who have resigned doe
to family commitments or other reasons, o rehra to their police carcer. The
London Meiropolitan Force is regarded as & leader in the field of ecqual
opporiunifies and according to Lock (1990} police manppess within that
organisation have become convinced of the necd to ativact women back afier
maternity leave. They see it as not only a saving on training, but the presence of
mature, family officers is seea as good for the image and stability of the service.
This was seen as such a2 valuable initiative that in 1990 the Home Office Research
Unit in London produced 2 working pariy report entitled Policewomen Retursers
as a Recruiting Strategy. Apart from this there is a scarcity of literature on this
particalar issue. [iis this lack of investigative literature, in Australia, on tue topic
of policewomen returners, that compels a study of the factors affecting the
discontinuence of female police careers and an identification of factors affecting

their decision not to rejoin.
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CHAPTER §

METHODOLOGY AND DESIGN OF THE STUDY
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5.1 MODEL OF ANALYSIS

Recognition of the valuz of feminic: theory to provide an explanation of the
experiences of women in male dominated professions suggested the employment
of a methodology in harmony with, and sharing the basic assumptions of, feminist
ideology.

Quentitative methods of data collection were valuable tools to indicate the size of
the problem for this study. Initial quantitative analysis of the atfrition rates for
women in the Western Australia Police Force showed that 45 women had resigned
and not returned to the force over the last four years. This is not a large figure in
itself but the number of women recruited into the force in that same four year
period was only 92. Attrition is a significant concern then, since the net gain in
that four year peried is only half the number of women recruiied.. Quantitative
analysis in this instance was able to indicate there was a problem but not its
aetiology, its impact on women nor implications for future targets for a more
equitable representation of women within the police force. It also had serious
limitations for this study, despite being a valuable indicative tool, since it
downgrades the importance of the persona and of experience (Reinhariz, 1992;
Roberts, 1990).

This study is research for women rather than oi; women. Bowles and Duelli Xlein
(1983, p. 90) define research for women as research that tries to t{ake women's
needs, interests and experiences into account and aims at being instrumental in
improving women's lives in one way or another. It was felt that this could not be

achieved using a quantitative methodology.
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Qualitative methods of data collection hold basic axioms that are in sympathy with
feminist ideology. These axioms include: the acceptance and embracing of
multiple and intangible realities rather than one single reality; the recognition of
the value of inquirer/regpondent interactivity, the acceptance of a multiplicity of
truth statemenis; and the acceptance and encouragement of the role played by
values in qualitative studies (Guba & Lincoln, 1981). It was decided that a
qualitative methodological approach would best serve the women who were to be
inferviewed, the interviewer, and, as a consequence, the study by providing the

means with which to elicit the multiplicity of responses expected from the women.

5.2 INSTRUMENT

Semi-structured interviews were chosen, to facilitate the active involvement of the
participants in the construction of their experiential data. Interviewing is an

appezling technique amongst feminist researchers as it offers access to people's

ideas, thoughts, and memories in their own words rather than in the words of the

researcher. This is a particularly important asset if the contention is held that for
centuries women's ideas have been ignored altogether or that men have done the
spealdng for them (Reinharz, 1992), There arc other issues associated with
interviewing within a feminist paradigm such as: its historical significance; the
importance of avoiding control over others; women interviewing women; the
interactive relationship of participant and researcher; and the extent and nature of
rescarcher self disclosure. However for the purpose of this study an
acknowledgment of the complex nature of interviewing within g feminist paradigm
will suffice.
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It was decided to conduct interviews with as many women as it was possible to
contact who had left the police force within the last four years [n=45]. A letter
was drafied cutlining the purpose of the study, its parameters, the voluntary nature
of the women's involvement and the confidentiality and anonymity of the research.
This letter was sent under the aegis of the Assistant Commissioner (Personnel)
[Appendix A] and forwarded by the Western Awustralia Police Force to female
members who had resigned within the Iast four years, encouraging them to make
contact with the researcher at either a2 work number or at home. By forwarding the
invitation to participate in this manner it was thought that the women's privacy
would be respected and that they would feel happier knowing that their personal
detnils of employment had not been given to a stranger.

A semi-structured interview schedule was designed in consultation with serving
female police officers and women from other male-dominated professions. The
schedule was trialed on two serving ferale members of the organisation. K was
felt that by trialing the interview schedule on these two women it would validate
the questions as to their relevance to a policing environment without reducing the
already small potential sample group of leavers. A semi-structured interview was
seen as more beneficial to the research than an opz2n-ended interview, as the
study’s purpose, in part, was to test whether women experienced marginalisation
~within their police careers. As such, there had to be an element of structure to the
schedule addressing those factors contributing to female marginalisation within

male-dominated professions.
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53 PROCEDURE

Letters inviting participation in the research stdy were sent to all 45 women
throughout Western Australia and the castern states. Some letters [p=8] were
returned to the researcher marked “not af this address”. Police personnel records
were again searched and the address of the next of kin was obtained so that those
invitations returned could be re-addressed. Of the 45 letters sent to women who
had resigned from the Western Australia Police Force within the last four years
only ten responded with an acceptance to participate. Some had moved interstate
and did not respond, some had married and moved to the country and others [n=8]
were still living in Perih at the address the letters were sent to but, for whatever
reason, chose not to respond. Networking by the accepters was used to increase
the size of the sample group to 15, although three of these 15 had lefi the police
force between eight and ten years ago. It was decided to keep these women in the
sample group to test if their responses were similar to those of the women who had
left more recently. Although no comparative analysis would be made, it was
interesting to note whether their responses differed. The sample now represented
30% of the number of women who had left policihg within the last four years and

was considered a large enough group from which to collect experiential data,

Upon acceptance, participants were sent a letter confirming their willingness to be
interviewed and acknowledging the ethical issues involved in such a study
fAppendix B & C]. A copy of the interview schedule was included in the leiter of
confirmation [Appendix D]. This was scen as being an important sirategy as some
women had been out of policing for a longer period than others and may not have
reflected on their police experience recently. This gave the women a chance to

think abouf their responses prior to the interview.
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The women were then contacted by phone to establish receipt of the confirmation
letter and to request an appointment to speak with the researcher. The interviews
were conducted independently of each other in a place and at a time determined
by, and deeined to be most convenient to, the participant. The interview locations
ranged from the kitchien bench whilst fecding the baby to the "Crib" room [lunch
room)] of a police station. This convenience, familiarity and friendliness was seen
as being important, mot only because it was well grounded within a feminist
ideclogy, but also because it was considered vital to the collection of rich

qualitative data. Some participants were interviewed alone [n=7] whilst others

were happy to have children [N=6}, mothers or girlfriends [n=2] present, The

duration of the interviews averaged one and half hours although some were as Jong
as two and a halfhours, depending entirely on how much the participant wanied to

share, digress, explore and interact with the researcher.

The interviews were tape recorded with the permission of the participant.. The
researcher informed them of the convenience of recall with a tape recording and
the accuracy of transcribing. Participants generally accepted the recording of the
interviews, although some did not. It was felt by some [n=2] that the information
would get back to the police and they would suddenly experience repercussions.
A further three were niot recorded as their interviews were conducted by telephone,
since the participants were living in country locations not accessible to the
researcher. At the outset of each interview the participants were reminded of their
voluntary participation in the study, the fact that they could withdraw their consent
at any time throughout the interview and that they did not have to answer any
question they were not happy to answer. A precis of her interview was sent to
each interviewee so that participants might object to or dispute any of the date

recorded.
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This ensured that the {ranscription was a valid interpretation of the experiential

data collected from the participant. This strategy went some way to addressing the
issue of the validity of the study.
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CHAPTER 6

FINDINGS




This chapter will present the findings of what the participants recalled about the
experience of their police careers. The findings will be presented in o thematic
structure rather than a question by question analysis as the women’s responses
formed five main themes. The demographic nature of the sample group will be
presented first, followed by the women’s in-service experiences, their perceptions
of support networks, the experience of their leaving, their perceptions of returning
and, finally, other interesting data that emerged.

6.1 DEMOGRAPHY

Of the 15 women interviewed, all were single and childless when they joined the
Western Australia Police Force. Their ages at joining ranged from 19 through to
25 years, with a mean age of 21 years. All of the women interviewed were white

Australians from an English speaking background.

Length of service ranged from 4 years through to 15 years, with a mean of 7 years
police experience. The level of education attained by the women fell into three
categories. Achievement certificate level [year 8 high school] was recorded by
two participants, whilst nine had attained the TEE level [year 12 high school} and
four had commenced an undergraduate tertiary qualification prior to joining the

force.

At the time of their resignation from the Western Australia Police Force, 12 of the
women were married, nine of them to police officers, whilst three remained single.
Nine of the women were expecting babies and two had small children on

resignation,
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When the women were asked their motivations for joining the police force, their
responses were similar, Their reasons included: having a long held desire to be
involved in policing; having family members in the job; & like of the military
aspect to the organisation; and liking the thought of a non-traditional career. The
most popular response was that the work held such variety and diversity of career

paths, unlike the traditional career options offered for women.
6.2 IN-SERVICE

The women were asked a series of questions related to the types of postings they
received once they had gradnated from the academy, the tasks they were aliocated
within those appointments and their peer and supervisor treatment of them during

their work experience.

The women's postings were all similar. Once leaving the academy all participants
were sent to a large central pool for new officers. This central pool is likened to a
teaching station, where new officers learn how fo police within a city beat
environment. From there they were transferred to another station within the city
for more of the same type of experience. The first two years of their police career
were probably no different from that of their male colleagues other than the
females® perception that they stayed at these teaching stations longer than their
male colleagnes,
Commented one woman: _

At A [the teaching station], the men didn't want us

as partners and the Sergeants would expect you to

prove yowself all the time.
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Another said
The problem at A was that there were so many
women af it because the Sergeants out in the suburbs
were saying that they didn't want a woman at their
station, and it meant the pool at A was growing.

In the end they had to say too bad, you have to take
one because there were patrois going out with

women pairs and they didn't like that.

The women who had left prior to 1991 were less critical in their responses. They
had joined the force when women were still part of the Women's Police Unit and
their comments on postings were a little more tempered. They expressed their
thankfulness at being able to participate in policing no matter what the role.

I stayed at A for 18 months but in those days there wasn't a lot of

choice. Women were not allowed to go to suburban stations. So

you had a choice of A or a big regional centre. You were limited

to what you could do. We weren'i resentfu, you were grateful for

what you got, we knew no better in those days.
Another commented:

I went from the academy straight out to B and stayed there for a

long time. I felt I was being protected by not going out on the

street to work and do street policing and now I regret that I was

too young and too naive to stand up and say "I want to have a go".

Somehow I feel that I've been cheated.



Not only did the women perceive that they spent longer at training stations than
their male collcagues but they felt that the range of opportunities was not open to

them thronghout their careers.

Nine of the women commented on their limited range of postings throughout their
police experience. They felt that they had floated from one acceptable assignment
to another: training station; law courts; child abuse unit;, youth club; records;
communications; and the stables. One recent leaver commented on the fact that
she made it into a specialist squad only to find that she was not in a key position,
despite having the highest score for the specialist skill required for that unit.

When asked about their treatment by peers and supervisors the women's responses
were dichotomous. They felt that their peers for the most part, accepted female
officers. This was particularly true of those who had gone through the academy
and trained with women post integration. These men had paraded, studied, run,
swum and shot beside women in the academy. They had seen that women were
capable and competent police officers and presented less resistance but still they
were not fully accepting. The wemen got used to the type of ridicule and put
downs delivered to them at each unit to whick they were assigned. They

considered it part and parcel of working in & male dominaied profession. The

wormnen commented:
° On the whole [the men were] accepting - not embracing,
Jjust accepting.
° I was treated well, there was very little resentment once they

realised that you could be trusted.
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° The young guys coming into the job have got better
attitudes, but from about senior connie up, with about 13
years on them, they are hopeless. Hopefully, now that there
are a fot more women around we are not as much of a

novelty, we still are a real novelty but not as much.

s I had someone say to me in front of others - You don't
drink and you don't smoke and you don't f... coppers; what
good are you. That's the sort of thing you had to put up
with,

° If the guys didn't want you there they could make it hard

for you.

The treatment of the women by supervisors or Sergeants was vastly different from
treatment by males of similar rank. The women recalled open resentment from
supervisory staff at having to allocate women to tasks. The Sergeants were
considered to be of the "old school”, men who had come through policing when
women were & separate mnit, and did not participate in mainstream police work,
The women complained that some Sergeants would:

0 give you a hard time but you learni to stay away;

o treat you like a stupid female;

o  display resentment;

o be openly hostile and engage in put downs.
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The women were asked whether they perceived that they were allocated different
tasks from supervisors because they were a female or whether it was because they
were the new member af that unit. Many of the women [10] acknowledged that
ey had been allocated different tasks and saw this deployment as standard
procedure since they were the only female at that posting and a female was
required for that particular job. These particular jobs included search of a female
offender, interview and care of a rape victim or the care of chiidwen. The women
saw this work as additional or extra to their normal duties rather than their prime
fonction. There was general agreement however, that women were allocated
different tasks and assignments because of their gender. Those who felt aggrieved
about their deployment commented:
o  The Sergeants like to take the females out [patrolling in the
van).
o More females get office Guty with the Sergeants and vou
always get stuck with the kids.
o  In the bush they are a bit in the dark ages out there. They
would rack off in the van and leave me in the office all day,
I would have to get on the radio and demand they come back
and get me. You have to assert yourself.
o  There were certain Sergeants that refused to work with
females so if you didn't get on with them it was made quite
difficult for you.

Some felt that they had been unfairly deployed or had witnessed other women

receive duties that would not have been allocated to a man.
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One woman commented:
I have seen a Sergeant walk past a busy policewoman and tell her
to make him a coffec whilst a group of male consiables were
sitiing around the desk joking about the weekend.

I have seen a male senior connie fell a female senior connie to take
care of three kids. She bit back and told him to give the job o cne
of the males who has kids of his own, she had none and wasn't
likely to have any, what did she know about kids. She got the job

Jjust the same,

The women were positive about working with the public and the notion of being
able to provide a community service. The women felt that this aspect of service to
the community and "making a difference" was one of the high points of their work
experience. The women felt that they saw the service aspect of policing more than
a male was likely to, and that they saw it as a foremost consideration, What the
women were surprised about was the secondary position that the public would put
the women in, when in the company of a male officer. All the women commented
that when accompanied by a male pariner, the public would defer to the male, they
would look at him and answer to him, even if the female officer was asking the
questions. This would Lappen even if the woman was accompanied by a male
who was considerably junior to her in rank. Although the public are not
necessarily expected to recognise police rank, a similar situation would happen
within police partnerships. The women comuntented that if they were partnered by
a male junior in rank to themselves “the male would automatically try to teke
over”. The women would have to gently remind them that they were the senior

officer in the inquiry.
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On the subject of promotion ten felt that premotion was important to them while
the remaining five felt that they didn't want to be left behind and werc happy o do
study units to keep up with their peers, but were not prepared ‘o go “biting and
scraiching through the ranks".
One woman commented:

It wouldn't do me much good anyway, there are not many women

at the top, or even in the middle, it's not easy to get io that point

for a woman. |
Others stated:

Initially it was but after { got married 1 got a different view. Not

only was it no longer as important but I knew I wouldn't get

promoted like my husband would.

Yes. Before merit based promotion came in I was hoping for a
commissioned rank, now 1 doubt that T would have even got to
Sergeant. For females it's worse because they don't get the

expericnces that count when it comes to applying for promotion.

The uc xho knew 1 had a baby would ask me when was I
going non-operational. As much as I would love to have been
home at regular hours with her I couldn't, because by going non-
operational I would be accepting those jobs that are not valued for

promotion.
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6.3 SUPPORT NETWORKS

The notion of peer support is recognised as integral to the healthy funcfioning of
any police organisation. One issue explored was whether women experience the

same peer support withia the organisation as their male colleagues.

All of the women spoke of the suppoxt and encouragement they received and the
bond they felt with male recruits during their academy training. However they
perceived that when they were out in the organisation proper, that supporiive bond
did not exist to the same extent. They perceived that when males went into the
larger organisation they were accepted by virtue of their maleness whilst the
women were not. Whilst still in the academy, before males or females are
socialised into the larger culture, women are seen as ordinary members of the
squad. Once they had graduated however, the women sensed a difference: the
men had absorbed the values and attitudes of the dominant group, although still
maintaining better attitudes te women than supervisors. The women commented:

I would hear guys I had trained with bagging women and I'd pull

them up and say, kang on, remember I beat you at such and such

and I saved your bacon with that essay. Then they'd say, “Yeah,

you’re 0.K., it's the other women”.

I missed the feelings of mateship I had with the guys in the
academy. The guys I worked with at the stations were never as

friendly and supportive. They were O.K, but never the same.

I never felt resentment from the guys at the academy but when we

got out, boy, was it different.
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Participants were asked questions designed to determine their perceptions of other
women in policing being part of, and providing, & support network. There were
significant differences between those participants who were not part of the recent
leavers group, These women [n=3] had joined policing prior to integration and
had worked within the Women's Police Unit (WFPU), staffed entirely by women.
Their responses significantly differed from the more recent leavers. The earlier
leavers had worked either entirely with women, or had worked closely with
women as well 35 men and had experienced larger numbers of policewomen in one
Iocation, that those who had lefi more recently. The earlier leavers commented:

In those days we only went to ceriain locations so we worked

pretty closely together. It was good we bonded well, we made

friends of each other and you knew what the other one was going

through and fecling.

We worked very closely together, I liked working with them.
Those women I have worked with I have enjoyed and I still keep
in touch with them. Integration was good for women, they were
no longer seen as a special group. It was good but it lost a lot of

the sisterhocd that was there, that I dox't think is there any more.

In the days of the WPU we would have meetings and you would
get to see who the Sergeants were. They were our role models.
T'm sure nowadays half the girls wouldn't know each other and I'm
sure they wouldn't know anybody that was in the Sergeants ranks

either.,
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Comments made by the recent leavers were strikingly different. They did not see
women as providing a support setwork in policing. In fact they felt hosglity and
distrust toward their sisters in the job. The recent leavers commented:

No I didn't work very close. You never find many of them on

your shift or that because there ate not many of them around. I

don't enjov worling with other women, they are too bitchy.

I hardly ever worked with another woman, Often I was the only

one. I didn't see them ss a support network 1 never had the

opportunity.

I have worked with anothe~ woman as a one off thing, They are
spread so thin, To be a suppoxt network you have to make the
effort, there 1s not a lot of female bonding in the uniform branch.

Female to female we are still quite wary of each other. For the
first few months we are still sussing each other out. It's hard for
us to get close because there is only two or three of us on each

shift, and we get split up.

64 LEAVING

A key aspect to this paper was to determine why women left policing and did not
return to it. Women were asked what their reasons were for discontinuing their
career, whether they would have considered staying on if other arrangemenis could

be made and whether they would consider re-engaging.
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Of the fifteen women who resigned, nine did so because they were pregnant and
two because they had a small child at home. Of the remainder, one lefi to pursue
an athletic career, one resigned as medicelly unfif, one resigned due to marital
pressure, and one resigned due to a spouse transfer. The three women who were
earlier leavers commented that when they became pregnant the organisation had
not known what to do with them.
One woman commeiited;

When I got pregpant I was moved from the public eye and given a

lecture by an Inspector about how I had let the side down and was

wransferred to .....
Another said:

‘When I left there was absolutely nothing in the Police Award for

women who would leave pregnant. There was maternity leave in

there but it was really an unknown area for them. I had to ught

for every entitlement.
The third woman stated:

My hushand was transferred to C [ a north west town] I had to

resign to stay at home and provide full time care for my child. I

didn't know what C was like and I didn't know anything sbout

their child care system or who I could trust, so I'had to resign,

The conments of the more recent maternity leavers were no different from the
earlier leavers, Although the organisation had had four or five years more to think
of pregnant police officers as being acceptable, litile had changed in terms of
accommodation. Men within the organisation still felt uncomfortable with police
officers being pregnant and pregnancy was seen as being the ond of a police

Carcer,
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The interviewees stories contained two main themes. First, women commented
that matemity leave was not long enough to stay at home with an infant, When the
time came to refurn to work either mother or infant or both were not ready for the
event. Secondly, those who did returu to work afier maternity leave found that
they were not able to cope returning to full time policing whilst having an infant at
home.

I went back to full time for three months but I just couldn't handle

it, with a new baby it was just too much work,

I was on maternity leave and you have to take it eight weeks
before you are due. This means thet the baby was only 10 months
old by the time I had to go back to work, that's too young to leave
a baby.

I know of a senior connie who had used a lot of her maternity
leave up because she had a bad pregnancy, so she had to return to
work when the baby was 6 weeks old. She was a mess, She
asked for part time work and they said “so sad too bad”. She
begged with them and said "you are asking me to choose between

my baby and the job I love”. In the end she had to resign.

Another participant was a sole parent. Her comments were:
I had a small child and T asked for part time work and they said
no. So, for two years I battled as a single mother with a smali
child plus doing shift worlc, all the time asking for part time work
and even finding someone else to job share with and they just said

no,
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When agked whether the participants would have considered siaying on if other
arrangements conld have been made, the overwhelming response was "yes”. All
participants, except the respondent who resigned for marital pressuvre, wanted to
remain with the organisation and continue their cuicer in policing, The greatest
concern for these women was the length of maternity leave, and the lack of
knowledge, encouragement and availability of part time work, job share or career
breaks, The women were assertive and energetic in their responses to the question
of alternatives, other than resipnation, being made available,

Yes definitely (I wonld have stayed on) they could have avoided

all of that by giving me part time work in the first place.

Yeah, it would have been great if maternity leave was longer, say
two years, then we would hiave all been ready for me to go back.

It wouldn’t take a lot of brains to work out some kind of package.

Ii’s just thut no one there wants to bother thinking about it.

The husbands of two participants were serving police officers and were
transferred. One woman kad no-one in the country town to which they were going
who could care for her child whilst both parents worked, she felt she had no option
other than to resign, an action she later regretied. She commented:

In retrospect I wish I had been able to sort something out because

T hated it at C and it would have been better if I was working, The

other thing is I can't get back into that career because I resigned.
The other participant whose husband was transferred was much more volatile in
her response. Her hushaund had received a transfer to a small country town but

there was no place for her as a policewoma,
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The regional officcr, o cloimed, “did not want g women ong there”. The
participaa hod applicd for stedy leave and was gronged it Three days beiore they
were due io leave the participant was phoned and told that her grang of study leave
had been rescinded. Sinee she had only been married tires monihs and did not
want to be scparated fiom her husband the respondent felt there was no option for
her but to resign. Her story was:

I told them “T don't want to leave, I don't want to leave, this is not

how I want to do this”. They said “too bad”, the union was not

interested and the staff office said “make trouble for us and your

husband will never get another country transfer again”.

This pariicular participant was most scathing in her criticism of the organisation’s
inflexibility. She claims that she could have gone to the country station as a police
officer, since she ended up doing all the tasks of a female officer, unpaid, as the

wife of the station’s policeman.

6.5 RETURNING

The biggest regret for all of these women was not being able to return to policing
after resigning from years of police service. Childbearing and family
commitments were seen as an important aspect of these years of their lives but
they wished it 10 be onlv a hiatus in their careers. The women expected that once
the children were of school age they would be able to recommence full time worls,
but belicved that resignation now prohibited them from picking up that caveer.
The basis for this prohibition lay in modified recruiting criteria which women with
children find difficult to satisfy and the lack of part time and job share work

ariangements.
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All vespondenis felt that if the issue of povi time worls, job shore orrengements cad
career breaks for individuals hod been addregsed then there wonld have baer ottier
options for them to deal with fomily commitinents, rather than resigniag, Since
their initial cnlistment in ihe police fomwe, recruiting criteric had changed
dramatically. To rejoin the police force these women had to compete with youag
maen and women ten fo fifieen years their junior in a physical performance
evaluation [PPE]. They argued that their years of police experience, general life
experience and maturity should put them in good stead for selection “compared to
an inexperienced 19 year old boy”. On the subject of re-engaging one woman
commented:

Yes I would have loved to [rejoin] but when I applied they satd

that they were not taking any women at the age of 35 but I know

they were taking men. The other ihing is I can’t satisfy the

recruiting criteria for today’s youngsiers but then I think I have

proved myself to be a good Police Officer, I shouldn’t have to.

There are others in the force who could not pass the test.
Another commented:

Yes I had considered rejoining until I found out the conditions.

From the physical side T'm not sure what they wan$ out of peopie.

They are either limiting themselves to an elite area of people or

placing too much importance on being physically fit. They don’t

take into account other experiences, the fact that I have learnt a iot

since leaving. I have had to keep in touch with the real world, I

can talk to anyone, I can solve problems.
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On the subjecst of re~cngaging in part time work , one woman said:
I had o phone coli from employee relations to sk if' I would like to
do past fime work but the cateh was that I had to do 12 smonths full
time work on three rotating shifis out of A befoie I conld go to
part time, I told them to stick it. I hadn’t done 7 years service to
go back to blocdy A, especially since I had skills and knowledge
from other depariments.

The women saw part fime, job share and career breaks as a means of retaining
qualified, experienced, mature female police officers. This was seen as imperative
given the small number of women in policing, the fact they are disproportionately
represented in the lowest ranks and the paucity of women in the middie and senior
ranks [Table 1]. They felt that their permanent loss was a wasie of 2 vatuable
human resource and could not understand why the same had not occurred to the

police organisation.

6.6 NOTES OF INTEREST

Other data emerged from this study that was both interesting and noteworthy. The
participants were asked how many women they thought would present an ideal
proportion within & police organisation. The majority [8] opted for between 20
and 30%, three felt that 10% was an appropriate number and o forther three
believed that there were sufficient women in the organisation now, without
increasing nmumbers, One woman refused to take a position on an ideal proportion

as she felt it was reminiscent of the days of quotas for the recinitment of wome.
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Not one womsan suggested gender equality of numbers within policing. What ail
recopnised was the lack of women at Sergeant level and the fact that there ore no
female commissioned officers. As one woman commented:

More females are needed in the senior ranks. We don't have any

role models. The majority of the females , and I am talking 90%,

are in the lowest ravks.

Despite this lower than expected target figure for female participation in policing,
the women were nevertheless positive about the value women bring to the job.
Although not happy to tallk about their personal value and successes, they were
cager to talk of the general value of women in policing. The participants generally
thought that women brought a different way of thinking and acting to traditional
male tasks and were able to demonsivate alternative methods of policing, The
value of women in policing, according to these participants, included: patience and
understanding; a wider perspective of thought; a less intimidating style of policing;
systematic and organised work methods; and the ability to defuse a sitwation. One
women commented:

Women are less aggressive. We are not as intimidating, not as

threatening but that doesn't mean less effective. Women caun often

defuse 2 situation whereas men will inflame it.
Another stated:

I think we sofiened the image a bit, not weakened it though. You

have to have the male/female balance in a job like policing.
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The women were ofso ocked whether they savr any problems with the organication,

Emad

of the people in it and whether they bad any recommendations for ergenisationa
change. The participants’ responscs were surprisingly similor, They all felt that
the reciniting age of the organisation shoundd - lifted to over 21 yeors of age.
They felt that 19 was far too young to hold such 2 responsible position such as
police officer. They were able {0 cite instances where a 19 year old will "coine
unstuck” because of a lack of life experience, and this was componnded by the fact
that two 19 year olds would now pariner each other, rather than have a mature

“buddy” operate with a junior member.

Further criticism was made of the inflexibility and inconsistency of the
organisation. Some people would receive study leave for "podiatry courses” whilst
others could not get leave for "business management”. Comments were made that
the explicit policy for part time or job share was vague whilst the implicit policy of
unavailability was much stronger. As one recent leaver commented

I am hoping that some policy will come up regarding part time

worlk, but something a bit more formal than the bush telegraph that

exists now,

Tn an attempt o dissuade the participants from seeing the interview as a chance to
deprecate the police orgenisation, and to finish the interview on a high notle, the
women were asked what they found to be the positive aspects of the job. Their
overwhelming response was the feelings of camaraderie that was felt by everyone
in the job, the friends that were made, the feelings of belonging to o larpe family.
Another significant positive aspect of the job for women was the excitement and
variety of work., They oil felt that they would rather be policing wiih its diversity

of woily, opportunity for vavicd life enpesiences, and provision of service to the
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people of Western Australia than any other job they could think of. The women
shared consensus on the issne of police work being well paid and scoure

"sspecially for o femesle".
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CHAPTER 7

ANAYLYSIS AND CONCLUSION



Analysis of the data shows the participants who are no longer employed with the
Western Ansiralic Polics Forez, experienced marpginelisation during ftheir police
careers. Other themes shown in the analysis are the lack of recognition of this
marginalisation, the lack of support networks and the negative experience of their

leaving,

7.1 MARGINALISATION

None of the women expressed happiness or satisfaction with their deployment or
treatment. The participants felt that the {reatment they received from peers,
supervisors and the public was norinal for women in male dominated professions.
To an external observer this demonstrates marginalisation and its lack of

recognition is indicative of its endemic nature,

The participants felt that women were tolerated within the job; however, their
recollections indicated a position of antagonism bordering on hostility from male
colleagues, both peers and supervisors. The women interviewed acknowledged:
that their work experiences were limited to those “appropriate” female positions;
that they were spoken to in a derogatory manner by peers and were “put down” by
supeivisors; that they were the butt of jokes by their colleagues; that they were
seen as a less capable and less desirable work parivier; and that their chances of
promotion through the organisation werc limited by what opporfunities were
directed to thewe. The women’s recollections identified continning inequalities in
deployment and career opportunitics along with ncgative attitudes from longer-
serving male collcagues and supervisors. These factors arc all indicators of
marginalisation. The attitnde shown to the respondents was that women were seen

as being of the organisation rather than playing an integral pari in it
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All of the women in this study bhad only served i units thet were deemed
“appropriate” for females. These umits included communications, suburban
stations, iuissing persons, records, supply store, regional office and child abuse,
None of the participanis had experience in gections such as tactical response uni,
dog squad, armed robbery, ding squad, or Division 79 [ a rapid response unit to
offences suspected of involving o weapon]. This patiern is consistent with other
police forces throughout the western world and the tendency for men to exclude
women in this manner is well docuinented (Adler, 1990; Balkin, 1988; Lunneborg,
1589; Martin, 1920).

Promotional opportunities within the police force are enhanced for oificers serving
in the valued and elite units quoted. These positions have historically been seen to
epitoniise what policing is all about and are comsidered to be unsuitable for
women. Failing to posi women to these valued positions yesults in a significantly
reduced likelihood of promotion. Such exclusion of women has seriows EEO
implications beyond the scope of this thesis but merits further research. X is likely
that promotional opportunities for officers working in these areas are better due to
the perceived value these roles have in relation to breadth of cxperience and

leadership qualities by male superiors.

Clearly males within the organisation were the gatekeepers of accepiance. Men
perceived women 25 being unsuited to police work other than those tasks involving
chiidren, women, paperwork, records or messages. While there were exceptions,
this was the prevailing aditude of men to their female collcagwes. It was
acknowledged by the women that if a male pariner or supervisor did not like youn

then “they could make it hard for you”.
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The manner in which females were spoken to by males within the organisation was
demeaning nnd farther served o marginalise them. Derogatory cominents were
not made on the basis of an objective judgement of the quality of their work, their
bandling of certain situﬁﬁons, their interactions with pariners or the public.
Rather, these demeaning slurs were made to them on the basis of their pender.
They were inappropriate, grounded in 1gnorance and faited to recognise the value
and capabilities of iemales within a policing context. This behaviowr of men
denigrating women on the basis of gender and not perforinance is also well
documented and may be symptorsatic of a feeling of threat to the prevailing power
structure.

It is clear that the Western Australia Police Force is dominated and conirolled by
men and that women are a very small and powerxless minority {Table 1]. This
powerlessness is compounded by their small numbers and the fact that they are
predominanily in the most junior ranks (less than 1% of Sergeants are women) and
that there are no female officers in the commissioned ranks. This, and the
literature relating to women in pelicing, clearly indicates the bioad range of
challenges women face in their atierapt to obtain recognition and credibility as

police officers.
7.2 LACK OF RECOGNITION

Most of the tasks allocated to women beyond their normal duties inciuded chiid
care, coffee making, desk duiies, duty driver, attending to women and the aged in
distress and a myriad of oflier tasks ‘cominensurate with their gendes’. This is ¢
particulorly insidious form of marginalisation since the women interviewed did not

perceive that these additional tasks were marginalising but rather accepted ther,



reluctantly, a¢ the price to pay for their participation. This form of marginalisaiion

is a pood example of iis coveri nature.,

None of the women interviewed considered that the freatment they received from
their peers or supervisors had sn adverse impact on their decision to resipn from
the police force nor did they perceive that it had an impact op their decision not to
refurn to policing, Colleague and supervisor behaviour was excused on the
grounds of it being "their territory”. It was as though this was the price g woman
paid for choosing to work in a profession that is dominated by males. Liitle
conscious analysis of peer and supervisor treatment had been underiaken by the
women. The participants did ot recognise that their treatment was marginalising
and they mounted little or no protest to it. The weatment they received from peers

was seen as normal within the police environment.

Not on: do women fail to recognise marginalisation but they contribute to i, in &
sense, by adopting coping strategics. When asked whether they wounld recommend
policing as a career for other women, the participants were guarded in their
responses. No-one was happy to encourage other women o join the ranks. It was
felt that you had to be a “special kind of woman” to put up with, not the woik of
policing, but the organisational culture specific to policing. This phenomenon has
been bome out in the litersiture. Martin (1990) refers to it as the “assimilation

model” of fermale survival as police.

A further example i3 the response to the question of percentages. K is interesting
to note the low overail target figures for female participation in policing that the
participants suggested. The current participation rate of women in the Western

Austalia Police Force i3 9.8% and although many of fhc women in this study
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voted for between 20 mnd 30% representation, the rest of the group opted for the
status quo or even less. To be consistent with the view that women were of ¢
same value as men, it would be expected they would suggest o projected
pariicipation rate approaching 50%. However whep the “assimilztion model” is
talcen inio account then the targets nominated by the women can be undesstood os

marginalisation being perpetuated, evenr by its vichms.

‘While the Police Force might arpue that legislation and consequent policy ensnres
women equal opportmnities of employment, this study demoenstrates that this is not
the case and that legislation alone cannot ensure equality for women. The police
organisation is not proactive in comprehending the ethos of EEQO legislation nor is
it embracing the spirit of affimative action stratcgies to correct the historical

imbalance of women in policing.

7.3 LEAVING

it is clear that the primary reason for these women leaving the police force was
ci - vearing, More accurately, it was the organisation’s inability to accommodate
police ofi._ s who were pregnant. This organisational limitation manifested itself
in a number of ways. Firstly, police officers who were pregnant were removed
from public view, not as a safety issue but rather because they were an anomaly,
and poseibly an embarrassment, Hiding the issue of pregnancy not only isolates
the women and further marginalises them, it also reduces the extent fo which the
organisation and the community can become desensitised to pregnant police

officers. Secondly, women commented that maternity leave was not long enough.
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Although it i the same lengih of time as maternity leave offered in any other
organisation, the specific problem for women in the police force is that there was
no pait time work ayailable, no job share facility and no career break scheme in
place. These women had no other option but to resign, and unlike professions
such as teaching or nursing, policing provided problems rather than opporiunities
for returning to their chosen career, Current recruiting criteria negates the value of
previous service and does not recognise the importance to policing of life
experience, maturity and fhe feminine persona. This prohibits the participation of

a number of women within the comrounity, this sample group being among them.

By failing to implement initiatives that would encourage greater participation and
retention of women in policing, the organisation has not acknowledged the vaiue
of mature, experienced female officers with families. This deficiency in policy
development is further evidence of women’s marginalisation because it denies
their valve and contribution to policing and fiuthermore sends a message to the
organisation and the community that the role of women in policing is

inconsequeniial,

74  SUPPORT NETWORKS

The participants’ perceptions of women as a support network for other women in
policing and the value women bring to the job produced some contradictory and
significant data. These findings ave commensuate with the literature relating to
tokens, thetr status and work behaviours (Carden, 1990; Kantex, 1977). Whilst the
womesn were confident of their own abilities to perform police tasks well, they had
difficulty in expressing this same confidence in the abilities of other individual

women within the organisation,



Their responses were those that would be expected from meles within policing,
Thosc participants who had not been pait of the Women’s Police Unit were
distrusiizl of other women in the job, chose pot to work with other woman as
partners and did not see women as being part of and providing 2 network of
support. This is to be expected when it is realised that few, if any, of the
participants have had the opportunity to establisk o sovnd working relationship
with any other womazi. Due to their small numbers in any one unit, women have
not had the opporianity to work directly with other women, watch other women’s
style of work, establish working relationships, or offer support and encouragement
to new female workers. However, those women who had served with the
Women’s Police Unit prior t¢ integration were more confident of the abilities of
other women, were prepared o pariner them in all duties and were more positive
and encouraging about the valuc of women in policing. This is not to say that they

wished a return to the days of the Women’s Police Unit..

7.5 CONCLUSION

This stady sought to determine whether women who have served with the Western
Australia Police Force experienced marginalisation during their police careers and
whether this marginalisation or other factors contributed to the discontinvance of
their carveers. The findings of this research are consistent with the literature

relating to women in policing,
The siudy was based on 2 small sample group which was selected on an "all

accepted” basis. The size and the method by which the participants wese s¢lected,

raise issues of validity and reliability which would not apply to a larger sample,
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Having said this however, it is fair to arpue, that since evidence cxdsts [as the
literature wmdicates] that women W western democratic social paradigias have been
marginalised, and this sample group of leavers have experienced marginalisation
within policing, then there is a rcasonable degree of probability that other women
still serving in the Western Ausiralia Police Force are being wmerginatised. The
results from this sample indicate the marginalisation to which they are exposed

may not be recognised at present and as such will be left unaddressed.

This stody highlights that these 15 women were {overtly and covertly]
marginalised within their police carcers and that this marginalisation, vis-a-vis
inadequate consideration and accommodation of women’s dual role life pressures,

contributed to their resignation and failure to retum to policing.

The elements of marginalisation outlined in this paper are embodied in all aspects
of th= formal and informal structures of the Westewn Australia Police Force. The
hope for change lies in a r¢cognition, by agents within a position of power, of the

current position of women and of their true value.
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APPENDICES



WESTERN AUSTRALIA POLICE DEPARTMENT

CCOMMISSIONER'S OFFICE

WESTERN AUSTRALIA POLICE HEADQUARTERS
2 ADELAIDE TERRACE, EAST PERTH

WESTERN AUSTRALIA 6004

TELEPHONE: 222 1111

FACSIMILE: 222 1664

APPENDIX A TELEX: 92145

YOUR REF;
WA, POLICE REF:
ENQUIRIES:

RE: WOMEN IN POLICING RESEARCH PROJECT

The Centre for Police Research (CPR) is condncting a large research project on
Women in Policing., In order to examine some of the problems faced by
women in the force, interviews with former officers are seen as an important
source of information.

If you are prepared to share some of your experiences to enhance this project
you are invited to contact Vicki Wilkinson on or
-. Vicki is an experienced researcher employed by the CPR to gather
information for the project and will ireat all information obtained with the
strictest confidence.

L hope you feel disposed to assist in this important project.

Yours faithfully,

M JF EVANS
ACTING ASSISTANT COMMISSIONER (PERSONNEL)
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APPENDIX R

Dear Ms

Thank you for contacting us and consenting to participate in the research on
women in policing.

I have attached, for your information, a copy of the ethical guidelines for this
research as prescribed by Edith Cowan University’s Committee for the Conduct
of Ethical Research. Ihave also included a copy of the subjects that I will
cover during the interview.

I will be in contact soon to arrange a time that is convenient to you for vs to
meet.

Yours sincerely,

Vicki Wilkinson
Researcher.
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APPENDIX C

The following information is presented for your protection under the guidelines
of the University Committee for the Conduct of Ethical Research.

This study seeks to investigate the factors affecting the decision to
discontinue women’s’ police carcers.

It is expected that this information will increase Police administrators
awareness of significant factors surrovnding the issue of female
employment in law enforcement.

Interviews are to be conducted with a number of retired female sworn
officers to determine their perception of the role of women in policing
and to Iook at the factors affecting their atirition from the police force.

Your participation in this research is voluatary and anonymous, any
information obtained will be treated with the strictest confidence. You
can at any time, withdraw your participation from the study.

We estimate that the interview will take approximately an hour to
complete.

Any questions regarding this project can be directed to Vicki Wilkinson
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ATPENDIX D

Date joined

Date left

Age joined

Marital status on joining: On leaving:

Children on joining: On Ieaving:

Rank on resigning:

Educational level on joining

GETTING IN: Motivations, testing for admission.
HOW MANY WOMEN SHOULD BE IN POLICING?

ACADEMY TRAINING: Your performance, squad member treatment, staff
treatment.

EXPERIENCES: On probation and off.
TASKS: Were they different to you male colleagues?

SUCCESS YOU AND OTHERS: What did you and other women bring to
policing?

TREATMENT IN THE JOB: Peer treatment, supervisor treatment, public
treatment.

WHAT WERE THE POSITIVE THINGS ABOUT THE JCB?
WOULD YOU RECOMMEND IT AS A CAREER?
PROBLEMS: With the system, with the people.

WHAT WAS YOUR REASON FOR LEAVING?

¥ OTHER ARRANGEMENTS COULD HAVE BEEN MADE, WOULD
YOU HAVE CONSIDERED STAYING ON?

MENTOR SYSTERM: Was there one, wounld it have helped?

WAS THERE OTHER FEMALE OFFICERS WORKING WITH YOU:
How closely, how many, did you see it as a network of support.

WERT, YOU HAPBY WITH THE LEAVING PROCESS?



TABLES



TABLE 1

Police by rark and gender.
Western Australia Police Force.

1994
RANK MALE | FEMALE | TOTAL % OF % OF
FORCE - FORCE -
MALE FEMALE
Sar. Executive. 7 0 7 0.17 0
Commander 7 0 7 Q.17 ]
Chief Supt. 11 0 11 0.26 0
Superintendent 42 0 42 0,99 0
Chicf Inspector 29 0 29 0.69 0
Inspector 105 0 105 248 0
Senior Sergeant 179 3 182 423 0.07
Sergeant 1/C 268 4 272 6.34 0.09
Sergeant 496 11 307 11,73 0.26
Senior Constable 8§63 34 $97 2041 0.81
Constable 1/C 903 205 1198 23,49 4.86
Constable 750 130 880 17,74 3.08
Recruits 74 17 51 1.75 0.4
TOTAL 3824 404 4228 90,40 9.60
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