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	Abstract


	Many changes in police culture are essential to facilitate women moving into key decision making positions. One of these is a reduction in the level of gender bias within the culture. This paper reports objective fi ndings about the degree of gender bias in both male and female police applicants in Australia in several states and territories. Personality variables which enhance the likelihood that negative, stereotyped views of women will be expressed in the workplace will also be discussed. Observations will also be made on strategies to reduce gender bias in organisations.
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Introduction
Policing is a people business.  Doing the job requires the ability to effectively deal with the entire cross section of society.  This includes the requirement to work effectively with team mates.  Indeed, one’s own safety, as well as the safety of other officers and the public can depend on the effectiveness of teamwork.

Selecting the best applicants – and rejecting those who are psychologically unsuitable - has always been a challenge for policing.  If women are to play a larger role in modern law enforcement, it becomes increasingly important to create an environment that is supportive to their professional development.

One of the obstacles to attracting and retaining women has been the substantial degree of gender bias in the workplace.
  Bias refers to a pre-existing belief about a particular group or class of people.  
This paper reports objective findings about the degree of self-reported gender bias from both male and female police applicants. 
Women in Policing: Some Brief Comments

Historically, women have been relegated to mainly non-operational roles in policing.
  Though this has gradually changed over the years, women are grossly under represented in middle and senior management positions. 
The number of women in Australian policing has increased substantially over the last twelve years.  In 1995 13.5% of police were women.  By 2006 this had increased to 23%.

This compares favourably with other English-speaking countries.  In the United Kingdom women made up 18.5% of police members.  In the United States women made up 12.7% and in Canada 17%.

 Considerable research shows that women are just as capable as men in operational policing.

Despite this, there may be lingering societal prejudice to assume that policing is “man’s work”, and that when help is needed “we want a policeman”.  
Attracting and Retaining Women Police
In today’s job market, where there is almost full employment, attraction of suitable applicants for operational policing roles is a challenge throughout Australia.  To meet the demand, some organisations have begun recruiting overseas.
Complicating the recruitment challenge is the rate of voluntary turnover among police.  In a study of voluntary turnover in policing across Australia, the Australian Centre for Policing Research provided empirical data.
  In most cases the number of female officers leaving policing was substantially greater than that of male officers.

Clearly, if police organisations want to attract – and retain – successful women police, it is necessary to offer a work environment that is as attractive as possible.

The Context of This Research

The Australian Institute of Forensic Psychology provides pre-employment psychological profiling for police and other public safety organisations throughout Australia.  This consists of a group of specially designed psychological tests complemented by an extensive interview system.  This is the only system that has been “tailor made” for profiling police applicants, has been adapted for Australia, and is supported by Australian research.

The results reported here have been obtained from 999 male and 615 female police applicants.  The sample includes applicants from Tasmania Police, Victoria Police, Queensland Police and Northern Territory Police.

The AIFP Profiling System measures a series of personality Factors.  These have been developed from extensive research on the nature of policing.  These Factors include:

· Ability to Learn New Information

· Honesty in Responding to Profile Items 
· Working with Others

· Work Ethic

· Potential Personality Problems

· Self Control

· Emotional Awareness

· Drive to Succeed

· Team Work

· Work Style
Each Factor is made up of a number of Scales.  For example, the Working with Others Factor includes these eight Scales:

· Interpersonal Sensitivity

· Willingness to Accept Responsibility

· Authoritarianism

· Freedom from Paranoia

· Integrity

· Attitudes Towards Enforcing the Law

· Racial bias

· Gender Bias

The Gender Bias scale consists of a number of statements reflecting a negative stereotypical view of women.  Applicants are asked to express their opinion about the statement by answering either True or False.
Findings

Among the 1,614 applicants, 27% of males and 37% of women will agree with at least one Gender Bias item.  One in five men and women will agree with two of the items.

After this, there is a dramatic falloff.  Only 8% of men and 5% of women will endorse three items.  For four items the numbers drop to 4% for men and 2% for women.

Interestingly, women are more likely than men to agree that “males are more suited to jobs which require protecting the safety of the public” (42% of females and 28% of males agree with this proposition).
Women are more likely than men to agree that “females aren’t really serious about wanting equality, but rather would prefer to be taken care of “(19% females indicated True while 16% of male applicants agreed with this statement).

Female applicants also agreed that “women would be more dangerous in policing because they’re more likely to be ruled by their emotions”, with 15% of female applicants agreeing compared to 12% of male applicants.
A much less common finding was applicants agreeing that as a group “women aren’t trustworthy”. 7 % of men and 4 % of women agreed.

Implications of These Findings
To make policing a more attractive career for women it is essential that the culture be as fair as possible. This is a big ask, and the challenges are many.  For long term change, one place to begin is the screening of applicants for pre-existing bias against women.
Two thirds of male and female police applicants in this study will endorse some degree of gender bias.  Surprisingly, women applicants are more ready to agree with certain stereotypical attitudes than males.  Approximately one third of male and female applicants will not indicate any gender bias.  
Only a relatively small number of applicants will endorse three or more Gender Bias items.  For example only 1% of men and 2% of women will endorse five items.

As yet there is no research data on the extent to which gender bias impairs the ability of operational police – male or female – to do an effective job.  However, anecdotal data is abundant.  Most female police officers will describe have experienced some bias at work because of their gender.  

There has been a series of litigation of this issue.  For example, in 2002 two female police officers in California were awarded $US3.2 million in damages based on harassment and discrimination by their superiors at work.

A review of the Australian legal database quickly reveals several similar cases in Australia, though the amount of damages is significantly lower. 

Some form of pre-employment psychological profiling is used by all police jurisdictions in Australia.  Most will measure intellectual ability.  Personality testing is limited to either evaluating psychological maladjustment (e.g. the Minnesota Multiphasic Personality Inventory) or normal personality variables (e.g. the Neo-P.I.).  Only Tasmania Police use a profiling system designed for screening police applicants that includes a measure of gender bias.
Future Research
Each person is complex and no one can be summarised by a simple number.  Whether an officer actually behaves in a gender biased manner will be the result of many different intersecting variables.  Among these, probably the strongest will be the observed behaviour of their superiors and colleagues.  Very little weight will be attached to what newly admitted officers are told if they observe behaviour around them going unpunished or even rewarded. 

There are of course many other organisational and societal variables that will either enhance or diminish the likelihood of an officer operating on a biased belief about women.

We also believe that other personality variables will play a role.  For example, the male officer who is authoritarian, highly dominant, rigid and inflexible with a very low ability to read interpersonal situations is probably more likely to act on biased beliefs about women than an officer who is more even handed, less rigid, with a lower need to dominate people and a high level of interpersonal sensitivity.
However, all of these are hypotheses which require further testing.  AIFP is now in the process of planning further research to shed more light on this question.

Conclusion

This data confirms that the majority of police applicants, both male and female, hold some prejudicial beliefs about women.  Since this information was obtained as part of a psychological profiling exercise which in most cases related to a decision about employment, it is likely that the data reflects the minimum amount of bias.  If it were possible to interview the subjects in a setting which did not impact on the selection decision, it is likely that more bias would be uncovered.
While there is no empirical research to indicate whether gender bias can impair operational policing, strong anecdotal data suggests that it can.

At present, pre-employment psychological profiling for Australian police applicants is limited.  Most organisations will measure intellectual ability.  Personality testing is limited to “off the shelf” tests that have not been specifically designed for police selection.  None will measure gender bias amongst applicants.

To the extent that gender bias is considered to be an important variable in screening applicants, Australian police organisations may consider expanding the tools they use for pre-employment profiling.
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