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ABSTRACT

This report provides a review of the research literature
dealing with women in policing as well as a discussion 6f the utili-
zation of female police officers in Canadian departments. The numbers
of women police officers have increased dramatically over the past
decade, and issues related to their deployment and utilization have

become important ones for police administrators.

Evaluation research has indicated that women can perform general
patrol duties effectively. Supervisors have rated the performance of
female officers as being satisfactory, and citizens have responded
positively to their employment. Desplte this success, the attitudes
of male officers toward their female colleagues are still very nega-
tive. By and large, most male officers do not feel that women should
be part of the general patrol force. These attitudes may be the
greatest obstacle facing the move to expand the role of women in

policing.

While the areas of performance of females and attitudes toward theix
assignment to patrol duties are the major issues considered in the
report, a number of other topics relating to the employment of female
officers are also discussed. Among these are hiring and training,
attrition and injury rates, problems faced by female officers, and
policies which can be used to facilitate the integration of females

into a department.
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SUMMARY

Policing has traditionally been a male-dominated
occupation. However, this has been changing as more female
officers are hired and assigned to duties formerly carried out
only by males. The purpose of this state of the art review is to
examine the available literature on women and policing in order
to provide information which can be used by Canadian police
forces in order to develop guidelines and policies regarding the

employment and deployment of female officers.

Legislative change has been the major influence in
expanding the role of women in police work. Women were initially
hired to look after female prisoners and victims, and to deal
with juveniles. In both Europe and North America, women remained
in these roles until the 1970's when human rights legislation and
pressure from governments led to a dramatic expansion in the
recruiting of female officers. At the same time, females were
assigned to general patrol duties for the first time. The number
of female police officers in Canada has more than doubled since
1973 and growing numbers of women will likely be employed by

Canadian departments in the future.



iii.

SUMMARY

Poliéing has traditionally been a mazle~dominated occupation.
However, this has been changing as more female officers are hired and
assigned to duties formerly carried out only by males. The purpose
of this state of the art review is to examine the available literature
on women and policing in order to provide information which can be
used by Canadian police forces in order to develop guidelines and

policies regarding the employment and deployment of female officers.

Legislative change has been the major influence in gxpanding
the role of women in police work. Women were initially hired to look
after female prisoners and victims, and to deal with juveniles. 1In
both Europe and North America, women remained in these roles until
the 1970's when human rights legislation and pressure from governments
led to a dramatic expansion in the recruiting of female officers. At
the same time, females were assigned to general patrol duties for the
first time. The number of female police officers in Canada has more
than doubled since 1973. The increasing importance of human rights
legislation, along with a predicted shortage of suitable recruits
during the 1980's means that growing numbers of women will likely be

employed by Canadian departments in the future.
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While it seems apparent that present trends toward the
increased hiring of women by police departments will continue, there
are a number of different strategles which can be used in deploying
female officers. Three such strategies are: the traditional model of
co~existence, with a separate Women's Bureau; a pluralistic model in
which male and female officers are treated as equals but given dif-
ferent types of assignments; and total integration of males and
females in all aspects of police work. While there is a great deal of
resistance from within police departments to the last alternative,
there are a number of reasons why this is probably the only feasible
way of deploying women. Thus the question of how well women can carry

out general patrol duties 1s an important one.

A number of evaluation studies have been conducted evalua-
ting the effectiveness of women who have been assigned to general
patrol duties on the same basis as men. The report discusses studies
which have been carried out in Washington, D.C.; St. Louils County; New
York City; Denver; Newton, Massachusetts; Philadelphia; and with the
California Highway Patrol. These studies nearly all indicate that
women are able to carry out geuneral patrol duties competently. There
were some differences in the way men and women performed as patrol
officers, but these did not materially affect the quality of police

services received by the public.

Despite the evidence indicating that women can do an effec-

tive job as police officers, a number of studies show that they have



yet to be accepted by most male officers. These negative attitudes
are particularly evident when the physical aspects of the job are
considered. Men do not feel that women can cope with danger or with
tasks requiring aggressiveness or strength. These attitudes have
shown little change over time, though there is some indication that
men who work closely with female officers have a more positive view of

their capabilities.

Not surprisingly, female officers do not agree with most of
the criticisms made of them by males. Females surveyed have generally
expressed the view that they are just as capable of handling police
work as are their male counterparts. Police supervisors have also
been much more favorable toward women officers than have the rank and’
file. 1In most of the departments studied, the women have receivad
favorable performance assessments from their supervisors. However,
the introduction of women into general patrol duties has created some

problems for supervisors. Several of these problems are discussed in

the report.

A number of community surveys have been carried out which
have looked at the degree of public acceptance for women in policing.
These surveys have been carried out with the general public, with
individuals who have been in contact with the police on an official
basis, and with community opinion leaders. The surveys have shown
that members of the public have been very positive toward female
police officers. In several studies, their performance was rated more

favorably than was that of the male officers.
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One area which has generated a great deal of discussion and
controversy is that of selection standards. In Canada and in the
U.5.A. these standards have been the subject of consideration by
courts and human rights commissions. The dispute has centered mainly
around the height requirement. No studies have been able to document
any relationship between height and the effectiveness of a police
officer, so judges have typlcally ruled that minimum height require-

ments which exclude most women from consideration are illegal.

In addition to these toplcs the report also considers such
issues as the problems women have because of their minority status in
police departments, the role which senior administrators can play in
helping women become integrated into their departments, the reassign-
ment of women who have had many years of experience in police depart-
ments, the question of what will happen when women take over super-
visory positions, the reaction of male officers' spouses to female
police, and the 1ssue of attrition rates and sick leave for female
officers. The report concludes with a discussion of a survey carried
out of all Canadian departments serving cities and districts of over
100,000 population. This survey focused on the experience which these

departments have had with female police offilcers.



CHAPTER 1

INTRODUCTION

On June 2, 1977 Parliament passed the Canadian Human Rights
Act. Since similar legisiation exists in each of the provinces, human
rights legislation has now been extended to cover all organizations
coming under Federal and Provineial jurisdiction. The various acts
prohibit employers from discriminating on the grounds of sex, unless
there is a bonafide occupational requirement for such discrimination.
This applies both to hiring and to the provision of opportunities for
those who already are members of an organization. While human rights
commissions still must decide whether a bonafide occupational require-
ment exists for restrictiné the employment of women in policing or in
the assignment of women to certain kinds of police work, court deci-
sions in the United States and Britain, and the actioms of provincial
human rights commissions suggest that such an exemption will not be
granted. Thus it appears certain that Canadian police departments
will have to increase their hiring of women and will have to assign

women to the full range of police duties, including uniformed patrol.

The intent of the law is clear but, as a former Minister of
National Defence has noted in a similar context, "The law advances,
but custom is less accommodating”™ (Danson, 1979). 1In other words,
while the law prohibits discrimination against women, there is a

considerable amount of resistance to the full employment of women in



occupations such as policing. In this review, we will look at some of
the objections to women in policing, at some of the problems faced by
women police, at research evaluating the performance of women

officers, and make recommendations for further research in this area.

The History of Women in Policing

The importance of legislative change in expanding the role
of women in police work can be illustrated by looking at both Britain
and the United States. In both countries women first entered the
police service in order to deal with women and children. 1In Britain
prior to World War I, a number of suffragettes were arrested as a
result of their protest activities. The National Council of VWomen
strongly protested the conditions under which these women were kept in
custody, and demanded that women police be appointed to act as custo-
dians (Becke, 1973). This campaign, along with the shortage of man-
power during the war, led to the employment of women by several police
departments. These women were not hired as sworn officers and did not
have the power of arrest (Hornme, 1975). In 1918, an official body of
policewomen was formed within the London Metropolitan Police. While
these women still did not have the power of arrest, they were super-
vised by female sergeants and superintendents. The work these women
patrols did was almost exclusively concerned with policing women and
children and their role was heavily oriented téward social work

(Horne, 1975).



In 1922, the number of policewomen employed in London was
cut from 100 to 20. The reason for this reduction was allegedly one
of economy, but it is likely that the hostility of male police was
also involved. However, influential women's groups pressured the
government to expand both the numbers and the powers of women police
and in 1923 women were finally sworn in as Constables and given full
police powers. These powers were seldom used, however, as most of the
work done by policewomen still consisted of guarding women prisoners,
working with children and runaways, and the other traditional tasks of
wonmen police officers (Becke, 1973). While the numbers of women
police steadily increased and while women were promoted to senior
ranks in significant numbers, there was little change in role until
1972. 1In that vear, the Equal Pay Act was passed which guaranteed
that women would receive equal pay and that they would be assigned to
equal hours of duty and conditions of service. The separate women's
section of the Metropolitan Police was closed in 1973 and women were
integrated into the full range of police duties, including uniformed
patrol. By 1974, women made up almost 5 percent of police strength
in England and Wales (Hilton, 1976). The biggest change in role came
with passage of the Sex Discrimination Act in 1975. Both male and
female police had argued that the police should be excluded from the
Act, but these protests were unsuccessful. Once the Act war passed,
most departments went over to complete integration and no longer gave
men and women different assignments. Women have applied and have been
hired in fairly substantial numbers, and by 1978 approximately 8

percent of British police officers were female (Southgate, 1979).



Because a disproportionate number of women are assigned to beat duties
due to their low seniority, Sullivan estimates that at times the
percentage of women serving some particular areas may approach 20

percent (1979).

The history of women police in North America parallels the
British experience. As Melchionne has noted "If history has taught
women anything, it has demonstrated that any significant advance women
have made in police work has been precipitated by forces outside the
police establishment,” (1974:348). Women first became affiliated with
police departments as prison matrons during the middle and late 19th
century at the urging of organizations such as the Women's Prison
Association and the American Female Society. The concern was, of
course, that female prisoners be held in separate quarters and cared
for by women matrons rather that by male officers. Attempts to pres-—
sure police departments into hiring women as constables met with less

success, as such a move was vehemently opposed by police officials.1

The first American policewoman was hired in Los Angeles in
1910 and women were admitted to a number of other American police
departments during World War I. In New York City, the hiring of women
was prompted by a concern for the fate of young women in a city full
of troops on thelr way overseas. Once again, outside pressures on
government officials led to the hiring of female officers to act in ;

protective capacity toward women and children. In 1915, the Inter-

national Association of Chiefs of Police officially noted the use-



fulness of female officers, a step which further encouraged the expan-

sion of the number of women in police work. \

Women were still not permitted to take part in the full
range of police duties and for the most part played the role of social
worker, prison matron, or clerk. Most large departments haa separate
Women's Bureaus which minimized the competition between men and women
for promotion and which ensured that women who were promoted would not
supervise male officers. 1In most departments the limited duties
performed by women were reflected in their lower pay and restricted

opportunities for advancement.

It was not until 1968 that a major department, Indianapolis,
assigned women to patrol duties. By 1971, there were still fewer than
a dozen women assigned to patrol duties in the U.S. - by 1974, there
were almost '1,000. Not surprisingly, the reason for this rapid
increase was legislative change-—in 1972 Congress amended the Civil
Rights Act and extended coverage of the Equal Employment Opportunity
Act to police departments and to to other public employers (lilton,
1978). As a result of court decisions and pressure from the federal
government, the number of women police in the United States almost
doubled between 1971 and 1975 although they still make up less than 2
percent of the total number.2 While hardly typical, examples of the
progress that women have made in departments which have had relatively
unrestrictive employment practices can be found in the Washington D.C.

Police Department where by 1977 women made up about 6 percent of the



total strength and 10 percent of the patrol force (Miltomn, 1978) and
in the Detroit Police Department where women make up almost 12 percent

of all sworn personnel.

The situation in Canada has paralleled that in the U.S. and
in Britain. Women were first hired by police departments early in
this century-~the first policewomen were hired in Vancouver in 1912
and Toronto, Winnipeg, and Edmonton followed suit in 1913, 1917 and
1919 respectively (Owings, 1969). Very little data are available on
woren police in Canada.3 Halliday (1975) has prepared a brief his-
torical account of women in the Vancouver Police Department which
appears to be typical of the experience in other Canadian cities.
Following the hiring of the first two women, who were neither trained
nor issued with uniforms, a Women's Division was formed in 1921 which
consisted of a woman inspector and three female officers. These women
were mainly employed as prison matrons, but by 1943 they were also
dealing with juveniles and with women offenders and victims. Women
were given uniforms in 1947 and in 1952 began to receive the same
training program as male officers. However, their duties were still
quite restricted and during part of the 1960's women were taken oﬁf
all street duties and given jobs inside the police station. In 1973,
under pressure from the provincial govermment, the first women were
assigned to general patrol duties. Shortly after that, the Department
increased its hiring of women until by 1977 women made up appro-

ximately 5 percent of the department's strength.



Women had been employed by the RCMP for many years as
civilian members who were subject to the rules and regulations of the
Force but who did not have police powers and did not wear uniforms.
The RCMP began preliminary work looking at the feasibility of employ-
ing women members in 1970, and the recommendations of the Royal Com-
mission on the Status of Women strongly recommended that such a policy
be implemented. After several more years of study and discussion, a
troop of women began training in September, 1974 and graduated on
March 3, 1975. Since 1975 about 10 percent of new recruits havé been

female, and the current strength is about 390, or about 2.9 percent.

While comparable data are not available for the years before
1977, data on the total number of sworn officers in Canada shows that
the percentage has increased from 1.8 percent in 1978 to 2.2 percent
in 1980. The 1980 percentage represents a total of 1,160 female
police officers in all jurisdictions. Police Administration Statistics
for cities and districts of over 50,000 population illustrate the fact
that the number of women police in Canada has increased significantly

only during the past few years. (See Table 1.)

While these figures indicate that there has been a substan-
tial increase in the number of women police hired since 1972, the
increase has not been uniform across all parts of the country. Cities
in Quebec in particular, have very few female police officers. Table
2 shows the proportion of female officers employed in cities and

districts of over 100,000 population in 1977.4



TABLE 1

Percentage of Females in Canadian Police Departments for

Selected Years from 1960 - 1980.

Percent
Year Male Female Females
1960 13,617 167 1.2%
1965 ) 13,038 189 1.4%
1970 16,748 189 1.1%
1971 18,088 190 1.0%
1972 18,704 189 1.0%
1673 20,588 208 1.0%
1974 21,423 260 1.2%
1975 22,296 369 1.7%
1976 24,321 397 1.6%
1977 24,711 433 1.8%
1978 24,338 A 433 1.8%
1979 24,451 468 1.9%
1980 24,583 542 2.2%

*(NOTE: Figures are for Canadian cities and districts
over 50,000 population. There may be slight
differences in the data after 1977 since the
format of presentation of the data changed
in 1978.)

SOURCE: Law Enforcement Section, Canadian Centre
for Justice Statistics, Statistics Canada.



TABLE 2

Percentage of Female Police Officers Employed in Cities
and Districts over 100,000 Population in 1980

Percent
Males Females Females
Burnaby (RCMP) 206 5 2.4
Calgary 1059 50 4,5
Durham Regional (Ont.) 367 12 3.2
Edmonton 985 45 4.4
Halifax 280 3 1.1
Halton Regional (Ont.) 276 11 3.8
Hamilton-Wentworth 705 11 1.5
Laval 374 0 G.0
Londeon 330 3 0.9
Longueil 182 6 3.2
Montreal 4795 25 o5
Niagara Regional (Ont.) 573 10 1.7
Ottawa 571 9 1.6
Peel Regional (Ont.) 594 41 6.5
Quebec 406 2 o5
Regina 314 8 2.5
Richmond (RCMP) 126 5 3.8
Saskatoon 294 6 2.0
Sudbury Regional (Ont.) 208 8 3.7
Surrey (RCMP) i90 7 3.6
Thunder Bay 178 5 2.7
Toronto 5410 122 2.2
Vancouver 996 55 5.2
Waterloo Regional 432 10 2.3
Windsor 369 8 2.1
Winnipeg 1006 25 2.4
York Regional (Ont.) 327 2 .6

SOURCE: Law Enforcement Section, Canadian Centre for
Justice Statistics, Statistics Canada.



At 1s likely that this increase in the proportion of female
officers will continue. In the survey of Canadian departments dis-
cussed in Appendix 1, several of the departments with few female
members indicated that they had changed their hiring. policies in order
to recruilt more women. A major reason for this change is human rights
legislation, but at least two other factors are involved. First of
all, while there 1s some disagreement as to the number of women depar-
tments showld employ and to the type of role in which they are used,
virtually everyone feels that females have a contribution to make to
policing. They are particularly valuable for such jobs as searching
females without having to bring them into the station, undercover
work, and intelligence work such as surveillance. Secondly, as the
age structure of our population changes, the pool of eligible candi-
dates for police work will diminish. The rapid decline in the birth-
rate following the baby boom means that the average age of the Canadian
population will increase significantly. Robert Brown, a statistician
from the University of Waterloo, has calculated that the average
growth rate in the Canadian labour force attributable to people 15-24
increased by 3.7 percent from 1960 to 1965; by 4.8 percent from 1965
to 1970; and by 5.2 percent from 1970 to 1975. Since 1975 this rate
has been dropping and will reach minus 2.2 percent by 1990 (Erownm,
1979). During the 1980's there will be about 20 percent fewer men
reaching recruitment age. Because of its lower birth rate, this
problem will be particularly acute in Quebec, where the pool of poten—
tial recruits will drop by as much as 40 percent. Martin (1979) has

looked at the projected demands for police recruits into the 1980's
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and has shown that even at current rates of labor force entry, police
departments will have a difficult time attracting a sufficient number

of male recruits.4

The fact that manpower demands are increasing while the pool
of potential recruits is declining means that there will be a great
deal of competition for young workers and that police departments will
not be in as favorable a hiring position as they have been in for the
past few years. Unless salaries are significantly increased, or
recruiting standards drastically changed, departments will have to
hire more females.5 Hiring problems may be even more severe if private
security companies, which have expanded rapidly during the past decade,
decide to become more competitive with police departments in their

recruitment.



FOOTNOTES

Melchionne notes that one group "sanctimoniously rationalized its
opposition on the grounds that a 'decent, sober respectable
women' would be 'contaminated and demoralized by her contact with
such depraved creatures' as female alcoholic prisoners” (1974:
348). She goes on to observe that many police officials have

still not lost their concern for the protection of women.

As an indication of the kind of outside pressure that has led to
this change in hiring policies Milton found that "there have been
over a dozen law suits over the past six years relating to the
use of women on patrol and all have resulted in modifications of
hiring procedures which make it easier for women to be hired"
(1978:187). Further, federal grant funds have been cut off to
police agencles which refused to employ women on patrol duties.
For example, in 1976 LEAA cut off grant funds to the South Caro-
lina Highway Patrol because of that department's restrictive

hiring practices (Kiernan and Cusick, 1977).

The major historical account of Canadian policing does not even
acknowledge the existence of women police (Kelly and Kelly,

1976).
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One organization which has already been affected 'by a shortage of

. manpower is the U.S. Military. The pool of eligible recruits has

been shrinking so rapidly that Cookson (1980) reports that by the
late 1980's the U.S. Military will have to recruit between 30-50
percent of all fit and qualified young males to meet its manpower

needs.

It might also be noted that as the pool of 13-24 year olds
shrinks, crime rates should start to drop. This age group is
involved in more crime than any other, and makes up a large
proportion of the “"clients" of police services. This might mean
that police departments will be reduced in size. However, given
the demands for increased resources in areas such as enforcement
of laws against white collar offenders, 1t is not likely that the
demand for police recruits will decrease significantly in the
near future. This is borne out by the manpower projections
reported by Martin (1979) which show a need of 8 percent of

current strength each year from now until 1982.



CHAPTER 2

DEPLOYMENT OF VWOMEN OFFICERS

The brief historical account of the role of women in policing
presented in the previous chapter indicates rather clearly that most of
the progress women have made in the profession has been as a result of
outside pressure. Police departments have typically not been very
receptive toc hiring women, to promoting them, or to utilizing them to

perform the full range of police duties.

While it is apparent that present trends toward the increased
hiring of women by police departments will continue, there are a number
of different strategies which can be used in deploying female officers.
Three possible models which have been proposed are: co-existence, with
women working under a Women's Bureau which is separate from the rest of
the department; assimilation in a pluralistic department in which men
and women are treated as equals, but in which the kinds of assignments
given to each group are somewhat different; and total integration with

males in all aspects of police work.

The first alternative is the traditional way in which police-
women have been employed. A separate bureau is maintained where women
work mainly with other women and are assigned to the traditional female

roles of policing women and children. Male and female officers do not
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compete for promotion, and women who do get promoted do not supervise
male officers. There are a number of objections to'this way of urgani-
zing a department. First of all, legal objections have been raised to
the existence of separate Women's Bureaus in both Britain and the U.S.
and it is likely that the Canadian human rights legislation will require
a higher degree of integration of female officers into the mainstream of
police work. Secondly, separation of women from a major part of police
work is not a very efficlent use of trained employees. For example,
several of the female officers interviewed by Prindiville (19753) in
Vancouver said that the assignments they were given under such a struc-
ture were so restricted that they often had to make work toc fill in the
time. Often women were employed in the Report Center and could not
easily be freed when they were needed for other work. Also, even when
women were out on the streets in cars, they were often ignored by dis-~
patchers. This meant that the dispatchers did not know where the women
were or what they were doing. This was discouraging for the women
officers, who felt they were not being taken seriously. Further, their
lack of experience meant that when they were called upon, they were not
able to perform with a very high derree of proficiency. This can have
potentially serious consequences when women are called upon to partici-

pate in a relatively dangerous assignment such as working as decoys.

A third objection is that restrictions upon employment and the
lack of promotional opportunity for women who might be well-qualified

for advancement would have a negative effect on the morale of the women



officers. This may lead to reduced performance and to higher attrition

rates for females.

The second pattern of integration, assimilation in a plura-
listic model has been proposed by Vastola (1977) who suggesté that women
should be given duties which are equally prestigious, but different,
from those performed by male officers. Vastola first of all notes that
women have not been assigned to patrol duties because of a recognition
by their male superiors that women will be particularly effective at
this kind of work, but because of pressures for change from outside the
police department. As a result, women have to face the opposition of
members of a male-dominated police department who object to women being
asvigned to the full spectrum of police duties. He £feels that the
advancement of women in such an organizational climate will be facili-
tated if women compromise their objective of complete assimilation and
at least initially restrict their patrol work to areas of police work
that are seen as being culturally suitable for them. That {s, women
should identify areas where their feminine qualities may improve the
delivery of police services and work at these assigmments in order to
increase their credibility in the eyes of male officers. Examples of
such areas which he gives are family crisis intervention and traffic
dui:y.1 Once acceptance is gained in these areas of police work, women
might be able to move into other areas without being viewed as a threat

to the male—-oriented social system of the police.
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A critical response to thils proposal was offered by Horne
(1977). He notes that legally such definition of separate but equal
roles is not possible. Also, when such a separation of roles is based
on an ascribed characteristic such as sex, equality of status and oppor-
tunity is not likely to occur. 1In such a case, individuals are treated
as members of a class and their individual capabilities are ignored. 1If
women can handle domestic and traffic calls, it is difficult to imagine
what sort of police functions they couldn't deal with. Horne also
points out that small departments could not implement such a system,
since they do not have a sufficient number of officers to allow for such
task specialization. In addition to the points raised by Horne, it is
also likely that any attempt to restrict the role played by women would
be strongly resisted by female officers, who would see such a move as an

attempt to return to a Women's Bureau system.

The final mode of integration is that of assimilating women
into the full range of police work, which means assigning them to patrol
duties and giving them the same employment and promotional opportunities
as males. The implications of such assignment go beyond the question of
the ability of women éo perform this particular job. TFor instance, if
women are assigned to general patrol duties, the number of women hired
will likely increase because patrol is the area of police work which
requires the l;rgest number of officers. As long as women are kept to
specialized roles such as guarding women prisoners, juvenile squads, and
so on, it is easy to place limits on the number of women hired. How-

ever, once women are assigned to patrol duties it becomes difficult to
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justify hiring policiles which exclude or restrict the number of women
- hired. A second implication is that if women are assigned to general
patrol duties, they are at least officially recognized as being "real”
police officers, rather than as specialists who do not play a central
role in the department. Along with this goes the possibility of
promotion to a position in which a women could be in command of a
number of male officers, since promotion (except into specialized
positions) is generally not possible without some patrol experience.
Opening up patrol positions to women represents a major step for a

police department to consider.

Not surprisingly, it is in this area that opposition to
women is strongest. It has been alleged that women are not strong
enough to handle such duties and that they run a greater risk of being
assaulted. This kind of objection is not new. Purcell (1974) notes
that women police in London worked on street patrol in the 1920's.
However, "as they patrolled in pairs, they were followed by two male
officers under orders to keep them in sight” (Purcell, 1974). A
contemporary expression of the same view was given in an article

commenting on the first course of female RCMP recruits: i

Women in the force? I think it's a great idea,”
said an off-duty constable passing through Regina
cee ' You know,' he confided, 'I've always said
that there are many things that a woman can do
even better than men. But let's face it, there
are some things they just aren't cut out for-—and
there are some real dangers out there in the
field. 1'd hate to see a 19~year-old girl con-
stable go out in a patrgl car alone. She might get
raped.” (Primeau:1975).
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Some police officials fear that this concern with the protection of
women will carry over into police work and will lead to such practices
as providing extra back-up assistance when females respond to certain
kinds of calls, and to a reduction in the flexibilitv of dispatchers

in their assignment of patrol officers.

In order to assess the validity of these criticisms, a
number of studies have been done evaluating the effectiveness of
women's performance. Since the issue of women on patrol is such an
important and controversial one, each of the major evaluation studies

will be discussed in some detail.

Washington, D.C.

The first police department in North America to assign large
numbers of women to general patrol duties was Washington. Research
was conducted by the Police Foundation in order to assess the perfor-
mance of the women officers (Bloch and Anderson, 1974). 1In this
study, the performance of 86 new women officers was compared with that
of a comparison group of 86 men who had been hired at the same time.
The evaluation looked at their work over a one-year period, and used
such measures as evaluations by supervisors, observation of patrol

work, interviews with citizens, and police department statistics.

The researchers found that women and men performed patrol

work in the same manner. The situations they handled were comparable,
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and both sexes handled difficult calls involving violent or angry

citizens about equally well. No critical incidents .were observed or
reported which were handled in such a manner as to suggest that women
couldn't cope with the demands of patrol work. Women were as likely

as men to "take charge” in an incident, and back-up was more often
sent to single or two man units than to units with a single woman or a
male/female team. Performance ratings for both sexes were similar,
though on the average women were ranked somewhat below the comparison
men. The difference was not felt to be serious, as the overall rat-
ings for both sexes indicated that nearly all officers were performing

at a satisfactory level. Performance in the police academy was also

similar for both groups.

The major difference between the performance of the two
groups was that women made fewer arrests and gave fewer traffic cita-
tions. However, women were often given other assignments, and spent
less time on patrol than did the men. Also, there was considerable
overldap in that 60 percent of the women made as many or more arrests
as ‘25 percent of the men. Other differences included the fact that
men engaged in unbecoming conduct more often than women. While women
were more likely to be assigned light dutles because of injuries than
were men, they did not have a higher absentee rate than men because of
these injuries. Traffic accident rates for both sexes were the same,
though women took longer to pass their driving test. Attrition rates

vere almost identical.
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The citizens who were Interviewed were quite accepting of
the women officers. They showed the same amount of .respect for offi-
cers of both sexes, and had favorable attitudes toward both groups.
Citizens were supportive of the idea of assigning women to patrol
duties, though they had some doubts about how well women would be able

"to cope with violent situations.

St. Louls County

Sherman (1975) conducted a study of 16 female and 16 male
officers in a suburban area. Unlike the Washington and New York
police, these officers all worked in one-person cars. Sherman ga-
thered data from field observation, citizen interviews, attitude
surveys of the entire force which were administered before and after
the hiring of women, performance ratings, objective records (sick
leave, commendations, etc.) and personal interviews. He concluded
that women were able to do the job as well as men. The kinds of calls
handled by women were similar to those dealt with by men, and the
women were able to deal with difficult situations as well as the nmen.
During the period of his research, Sherman found no examples of criti-
cal incidents female officers were unable to handle in a satisfactory

fashion.

There were some differences between men and women, though

these were not considered to have resulted in significant performance

differences. First of all, the women made fewer arrests and few car



and pedestrian stops, indicating a less aggressive style of policing.
However, contrary to the experience in Washington, the St. Louis

County women awarded more traffic citations than did the men.

Community reaction to the women officers was favorable. The
citizens interviewed felt that female police were more sympathetic and
more compassionate and better able to handle service and domestic
calls. The citizens were also satisfied with the manner in which the
wonen handled non-service calls, and felt no less safe when women
officers answered their calls. This perception of competence was
supported by the experience of ride-along observers wheo rated both

sexes equally capable.

Sherman did not find any significant differences in perfor-
mance ratings of men and women, but did find differences on some of
the objective measures he used. For example, women had a higher rate
of traffic accidents and less skill with firearms than their male
peers. Also, there was a perception among supervisory personnel that
women were less committed to a career in policing than were men. This
view was also expressed by the women, who said they would leave the
department if their work conflicted with theilr family life. ' However,
none of the five married officers had left the force at the time of

the study.

The attitude surveys glven to members of the force before

and after the hiring of women showed that the overall reaction of ‘men
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toward the women officers was negative, though there were some posi-

tive changes over the six-month period between surveys.

California Highway Patrol

In response to a lawsult, the California Highway Patrol was
directed to hire women for general patrol duties. As required by the
State Legislature, an evalu;tion of their performance was conducted
(CHP, 1976; Craig, 1977). Forty men and women were sclected for
training, and the study focused on the 30 men and 27 women who gra-
duated from the academy. During training, the performance of the
women was very good-—the pistol shooting award was won by a woman, and
five of the top eight graduates were women. One difference noted by
Craig was that the injury rate for women in training was higher and

the cost per injury greater than for males.

After graduation, reports of field training officers and
performance evaluations were used as measures of the capabilities of
females and comparison males. The field trainers gave essentially the
same ratings to males and females on all but three of the sixteen
tasks considered critical to the traffic officer’'s job. The excep-
tions were that women were ranked higher than men in "investigating
and preparing written reports on traffi; accidents, arrests, etc.”
while the males were ranked higher on the tasks of "using force” and
“arresting physically combative persons”. However, these two tasks

were performed very infrequently and could not be reliably rated. The
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evaluators felt that there were insufficient data to make any conclu=-
" sions on the degree to which physical strength was a requirement for
the traffic officers' job and on the degree to which women could

perform tasks requiring strength and aggressiveness.

Performance evaluations carried out by supervisors at three
different times indicated that both males and females continued to
perform acceptably following the completion of field training. Rat-
ings were similar for males and females, though males tended to im-
prove over time to a greater extent than did females. Statistics on
the activity of the females and comparison males were also analyzed.
These included such things as number and type of arrests, notices to
appear issued, warnings given, services rendered to citizens, and
accidents investigated. There were some differences in activity
levels, most of which favored the male officers. However, the resear-
chers felt that this was due to differences in the type of beat patrol-
led by men and women and was not indicative of lower levels of perfor-
mance by the females. Supervisors rated women well on their level of

activity.

Women had a lower vehicle accident rate than males, though
more of the females' accidents were judged to have been driver-preven-
table. The rate of complaints for females was below the average of
the force as a whole, but was higher than that for the group of com=-
parison males. The total number of complaints was four for comparison

males and eight for females (including the only two excessive force
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complaints). The major conclusion of the study was that it was feasi-
ble to employ women as state traffic officers. Tdeir level of perfor-
mance was acceptable and, while there would be some increased cost due
to higher rates of attrition and injury, the extra costs were not

exorbitant.3

New York City

In 1972, the Urban Institute conducted a study in New York
which compared 14 women officers with a randomly selected group of 14
male officers. The two groups were not matched on a number of rele-
vant variables and were not performing exactly the same duties.
According to an account of this study in Sichel et al., "The women and
men made equal numbers of arrests, but the women received more offi-
cial commendations and were considered better at defusing potentially
explosive situations. The men took greater initiative in making
traffic stops while the women provided more emotional support to

civilians (1978:8).

A second study which was carried out in New York City is ome
of the most thorough evaluations available of women in policing.
Sichel and her colleagues compared the patrol performance of 41 female
officers with the performance of a matched group of 41 male officers.
Matching was carried out by length of time on the force, patrol ex-—
perience, and type of precinct. The principal method used in the

study was observation by police and civilian persomnel. During the
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course of this study, there was direct observation of 3625 hours of
patrol during which 2400 police-civilian encounters were recorded.
Also, the researchers interviewed a number of civilians who were

involved in incidents not observed by the research team.

The researchers initially planned to look at the performance
of males and females in violent or potentially violent situations.
For a number of reasons, among them the rare nature of such incidents,
they decided to focus instead on control-seeking behavior by officers

in police-civilian encounters.

The major finding of the study was that the performance of
male and female officers was similar. Contrary to expectations, both
sexes used the same style of patrol. The same control-seeking techni-
ques were used and both sexes were equally likely to use force, to
display a weapon, or to give a direct order to a civilian. Perfor-
mance ratings of the two groups were about the same. There were some
differences, but these were small. ' Females were found to be less
assertive and less likely to engage in control=-seeking behavior. They
were less likely to be recorded as arresting officers and were less
involved in strenuous activity. They also took more sick time.
However, females were rated as being more competent and more respect-
ful by citizens who had been involved in encounters with the police.
Further, those citizens who had had contact with female officers had
more pasitive attitudes toward the Police Department in general than

did those who had contact with male officers. These differences in

-
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citizen saﬁisfaction were a bit unexpected, since the observational
“data had indicated that there were few differences i{n what the offi=~
cers did on a call. Males and females were equally likely to engage
in "service"” types of activities. The researchers suggest that the
more favorable attitudes toward females may have been due either to
the fact that fumales were more likely to offer comfort or sympathy to
civilians or to the fact that they were less likely than males to try

to seek control on calls.

Denver, Colorado

In response to a Consent Decree approved by the United
States District Court, the Civil Service Commission of Denver carried
out a study to evaluate the performance of women on the Denver Police
Department. Since there was doubt about whether or not women could
handle the physical aspects of policing as well as men, and since
previous research had indicated that women made fewer arrests and
issued fewer citations, Bartlett and Rosenblum (1977) decided to focus

their attention mainly in these areas.

The research compared each of the 27 women on, patrel or
traffic duties with a male officer who was matched according to length
of service and assignment. The researchers gathered data from the
officers' monthly performance summaries, from departmental records,
and from 240 hours of ride-along with male and female officers. Very

few significant differences were found between males and females.
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Perhaps the most important finding was that women made as many arrests
as did the matched males. This finding was true both for dispatcher-
initiated and officer~initiated calls. Further, the women were able
to accomplish this with fewer citizen complaints and fewer incidents
of resisting arrest. The incidence of serious resistance was so low
(about 1.3 per year for the men) that the researchers didn't feel that
the physical limitations of the females affected their ability to make
arrests. On the negative side, women gave and received fewer instruc-
tions from their partners and had higher rates of sick leave. Other
differences such as the higher scores of males in shooting tests and
higher entrance test scores for females are not really of practical
significance in terms of the ability of males and females to function

effectively as police officers.

Newton, Massachusetts

Twelve women were hired by the Newton Police Department in
1975. An evaluation carried out by Kizziah and Morris (1977) compared
the performance of these women with that of the twenty~three males in
their recruit class. The women did very well in training, with women
holding the top four positions ir their class and with eleven of the
twelve women graduating in the top half of the elass. This high level
of performance was at least in part due to the fact that the women had
all completed some college and on the average had about 2-1/2 years
more schooling than did the males. Eight of the women and only one

man had completed college degrees.
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The major performance measure used was the number of arrests
presented in court. Male and female officers made the same average
number of arrests per day and filed the same number of charges per
day. Women recorded twice as many felony charges per day, while men
made twice as many traffic arrests. A higher proportion of the fe-
‘males' cases were dismissed in court. The women handled fewer non-
arrest police incidents, but much of the difference is explained by
the fact that several of the wmen were assigned to particularly busy
areas of the ecity. There were few differences reported in depart-
mental commendations, reprimands, or citizen complaints. .Men received

more complimentary letters from citizens.

The researchers also looked at supervisors' evaluations of
the females and comparison males. The average scores for males and
females were almost identical. Community attitude surveys indicated
that the citizens generally accepted the female officers. A majority
of the civic leaders contacted in one survey felt that the addition of
females had improved the department.  Another survey had been carried
out of citizens who had been contacted by the police in the line of
duty. These citizens rated the female officers as being more compe-
tent than were the males. These favorable attitudes expressed by the
public contrasted with the largely negative attitudes toward female
officers on the part of male police. For this department the perfor-
mance and public acceptance of female officers was equal to or better

than that of their male peers.
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Philadelphia

As the result of a class action suit, the Philadelphia
Police Department was required to hire 100 women to perform sector
patrol work. As part of this ruling, the city was required to conduct
a study to determine if sex differences existed in the manner in which
these patrol duties were carried out. The study, which was carried
out by Bartell Associates (n.d.), compared the performance of 100 men
and 10C women who were hired and trained at the same time, and who

were assigned to the same police districts.

The major part of the study consisted of extensive observa-
tion conducted by carefully tfained observers. The observers were
asked to rate the performance of the females and comparison males on
behaviorally-anchored rating scales of seventeen different critical
incidents. Each evaluator reviewed each recruit at least once and
usually twice over the nine month observatiomal period. A total of
over 3,000 incidents were observed and rated by the evaluators. The
results of this observational study are summarized as follows: "it is
therefore concluded that, as rated by male evaluators, there is no
difference in the performance of male and female recruits; and, as
rated by female evaluators, there is no difference in performance on
eight of the incidents while females perform better on three of the
incidents and males perform better on one incident"4 (1978:114). The

researchers also compared mean rating values for males and females

across all 17 incidents and found no difference for ratings of male
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evaluators while female evaluators rated female recruits significantly

higher than male recruits.

Another part of the Philadelphia study involved comparing
the personnel records of the females and comparison males. It was
found that women were no more likely than men to be injured on duty
or to take sick leave. Also, there was no significant difference in
Part I or Part II arrests made by males and females, though computa-
tion of averages from the data presented in the report indicates that
the average number of arrests for females was slightly below the
average for males. The researchers also looked at automobile acci-
dents, and found no significant sex difference in the number of acci-
dents. Females also performed as well as males during their police
academy training. The conclusion of Phase I of the report was that
there was virtually no difference between the observed performance of

male and female officers performing sector patrol duties.

Phase 11 of the study consisted of an analysis of data
gathered by the Philadelphia Police Department dealing with violent
confrontations, number of arrests, motor vehicle accidents, and dis-
ciplinary reports. The second phase of the study used data collected
over a 19 month period, which included the period of time when the
observers were in the field. 1In this phase of the study, significant
differences were found between males and females. ' The men averaged
17.6 arrests and the females 12 arrests, which is a statistically

significant difference. Virtually all of this difference was in



Those difference
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instance, the Phase 1T data includes the time period for which the
Phase I data were collected. The Phase I data showea that there were
no differences in Part I or Part 1I arrests, motor vehicle accidents,
or number of days lost due to injuries received while on the job.
Even though almost 50 percent of the time period during which the
Phase II data were collected overlapped with the Phase I study, signi-
ficant differences were found over the longer period. While it is
possible that the arrest rate, driving performance, and injury rate
for females seriously deteriorated during the time no observation was
going on, the extent of the difference makes this explanation un-
likely. Perhaps because of the inconsistencies in the report, a
federal judge did not accept the conclusions and in 1979 ordered

the Philadelphia Police Department to stop discriminating against

women (Horne, 1980).

Canadian Research

Some research on the effectiveness of women police has been
done in Canada, put the studies have not been very extensive. TFor
example, Whetstone (1978) completed a questionnaire study of 52 police-
women and 42 male field trainers in the province of Alberta. He found
that women were participating in the full range of police activities,
including general patrol. Most of the females felt that they were
doing as good a job as males, particularly in car patrol. They also
félt that the response from the public has been quite favorable.
However, the responses from the field trainers were not as positive.

The large majority of the trainers in municipal departments felt that
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the women were not performing as effectively as their male peers.
The RCMP trainers, who worked mainly in rural areas,'were much more

positive regarding the capabilities of female officers.

Prindiville carried out a study of the Vancouver Police
Department which, while not primarily concerned with evaluating women's
patrol performance, reached conclusions similar to those of Whetstone.
The women surveyed by Prindiville had confidence in their abilities,
and felt they could handle patrol situations as well as men. Men,
on the other hand, were particularly skeptical of the women's ability
to handle violent or potentially violent situatioms. Men who had

worked with women were less likely to express such attitudes.

The Ontario Provincial Police (1978) completed a study of
the performance of their women officers based in part on performance
reviews completed on 47 of the 69 women currently on the force. They
concluded that the women were performing well in their duties and
found no evidence that they could not perform the various roles of
a police officer because of limitatioms of height, weight or sex.

The report also indicates that supervisory personnel have a favorable

attitude toward the women who work for them.

Performance evaluation data made available in 1978 by the
RCMP show that comparable ratings have been given to men and women
on the force. The evaluations consist of objective and subjective

ratings for general duty policing and for traffic enforcement duties.
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The maximum possible score on the objective (diagnostic forced-choice)
portion of the evaluation is 40, while the maximum possible score on
the subjective (scaled behavioral statements) portion is 35. For
general duty policing the mean for women on the objective assessment
was 20.0 and for the force as a whole was 21.7 (this latter figure is
inclusive of women, but since 114 women and 3837 men are included in
the ratings, the results are not substantially affected by the inclu-
sion of women). For the subjective portion of the evaluation the
scores were 24.28 and 25.68 respectively. For personnel assigned

to traffic enforcement duties, the objective scores were 25.1 for
women (N=12) and 24.98 ﬁor men (N=868), and the subjective scores
were 25.42 and 25.50 respectively. These scores indicate little

difference between supervisors' assessments of male and female officers.

Discussion

While there are some differences between these studies,

they all give some support to the view that women can carry out general
patrol duties effectively. THowever, the research suggests that women
are less aggressive, make fewer arrests, and are less likely to engage
in control-seeking than are male officers. While part of this dif-
ference may - 2 due to differences in sex role socialization, there are
some other possibilities. Crites feels that the lower arrest rate for
females may be due to the fact that "many arrests are the result of

an overly aggressive police officer who causes a routine incident to

erupt into a near-violent confrontation, thus forcing an arrest”
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(1973:12). She goes on to indicate that women are less likely than
men to provoke this sort of violent reaction and consequently are

less likely to have to make arrests.

Several of the studies also claim that when a woman is on
patrol with a man, which is most often the case, the experienced male
officer will take charge while on patrol. 1In some cases cited in the
New York study, male officers actually told their female partners to
stand back while they (the men) looked after the situation. The male
officer would then be credited with the arrests made by the team.
Data from the New York study suggest that one reason for women making
fewer arrests and having fewer traffic citations is that women are
less likely to be assigned to a steady partner than are men, and so
may be at a disadvantage in negotiations over who will get credit for

an arrest (Sichel et al., 1978:51).

Differences have also been found between male and female
officers in their ability to initiate and to maintain control in a
situation. For example, the St. Louls study indicated that men were
more likely than women to accept responsibility and to use their
initiative (Milton, 1974). 1In their study of Washington police, Bloch
and Anderson found that men "took charge"” in 25 percent of the obser-
ved incidents and the women in 21 percent.' The New York study exa-
mined control-seeking behavior very extensively and reported that
women were less likely to get involved in control-seeking behavior,

with the males participating in 75 percent of the control attempts of
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a team of officers, and the females participating in 68 percent of the
attempts. In cases where only one officer was respousible for the
cqntrol attempt, male and female subject officers were each involved
in 55 percent of the attempts made by theilr patrol team. It was also
found that women were less successful in achieving control, but dif-

ferences here were small.

Several reasons were outlined in the New York study to
explain the differences in the control-seeking behavior of the com-
parison male and female officers. One reason suggested was the dif-
ferential deployment of male and female officers which resulted in the
women having less actual patrol experience. This was because women
were more likely to be assigned to non—-patrol jobs such as guarding
prisoners. Also, they changed partners more frequently than did
males, so they had less of an opportunity to learn about the areas in
which they were working and were less likely to have developed a close

working relationship with a partner.

While some might use these differences to support their
view that women will never make good police officers, other evidence
from this study suggests this view is not justified. For example,
despite the fact that the women had less actual patrol experience,
differences between the two groups disappeared in situations where
there were indications of danger. Under these conditions, women and
men were equally likely to try to gain contéol. Fdrther, there were

30 occasions during the 580 observed attempts at seeking control in
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which civilians reacted physically toward the officer or reached for a
weapon. “"These acts were directed equally at male and female officers
and officers of both séxes reacted with rough physical contact, orders or
use of the body without touch” (Sichel et al., 1978:43). Women and men
were also equally likely to remain at the scene when a victim had serious
injuries or other unpleasant characteristics.

Many of the sex differences in control-seeking behavior also
disappeared when women were given female partners. Women were more assertive
and were as active as men when assigned to patrol with another woman. They
were also much more likely to be involved in control-seeking and less likely
to try to get help from fellow officers and from civilians. However, even
when two women were together, they were still less likely than males to
achieve their control objectives. The researchers also found that women
performed more effectively in a precinct which had high morale and in which
supervisors were supportive of the women officers. This suggests that
departments employing women should be concerned with the quality of

supervision they receive.

The studies discussed in this section nearly all indicate that
women are able to carry out general patrol dutles competently. There were
some differences in the way men and women performed as patrol officers, but
these did not materially affect the quality of police services received by
the public. It should be noted that one problem in evaluvating the perform-
ance of females is that there is no consensus as to the measures which
should be used. Neither police departments nor researchers have been able to
decide what performance standards can be used to differentiate between good
and bad police officers. At this point all we know is that on the available

indicators, the performance of males and females is similar.
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FOOTNOTES

Vastola appears to feel that women would be effective on traffic
duty because they can be tactful with members of the public who

are stopped for violations.

Milton (1972) notes a similar comment made by a precinct captain
working in a department which regularly assigned women to rela-
tively dangerous jobs such as working as decoys. We have not
heard of any cases in which women police cfficers have been
sexually molested or raped, but some police officials still view

it as a potentially serious problem.

The cost was estimated to be 14.8 percent higher than the cost
of selecting, training, and assigning a male to the field for an

eleven-month period.

Insufficient numbers of five incidents were recorded to allow

statistical testing.



CHAPTER 3

ATTITUDES TOWARD FEMALE OFFICERS

Attitudes of Male Officers

One of the major problems f;ced by women police officers is
the attitude of their male co-workers. This fact has been noted by many
observers, one of whom has stated that "the only trouble with women in
policing is men in policing” (Lehtinen, 1976:55). As this quotationm
suggests, male officers are typically less than enthusiastic about
expanding the role of women to include jobs such as general patrol duty.
The attitudes of men may in fact be the greatest obstacle facing the

move to expand the role of women in policing.1

Studies have confirmed the reluctance of male officers to
accept female police. 1In their study of the Washington department,
Bloch and Anderson found that policemen did not feel that women were as
capable as men of performing patrol duties. They were particularly
concerned about the ability of women to handle disorderly males. Since
some have suggested that such negative attitudes will be reduced as more
of the men have had a chance to see women on the job, it was a bit
surprising to note that patrolmen who worked in districts where women
were assigned were even more negative toward the women than were men
from other districts where there were no women, and that these negative

attitudes did not change significantly over a one-year period.2
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In his study of St. Louis County Police, Sherman (1975) also
found that a majority of male officers had negative'attitudes toward
the females. However, in this study the attitudes of the men became a
bit more favorable by the end of the six-month period during which the

study was conducted.

The attitudes of male officers were also studied by the
California Highway Patrol (1976). All uniformed officers in areas to
which women had been assigned were surveyed before women entered the
field, and again one year later. The male officers gave the females
low ratings on both surveys. Most felt that women could not perform
the traffic officer's job nearly as well as males. This feeling was
particularly strong for tasks involving danger or the need for physi-
cal strength. There was an improvement in attitudes toward female
officers during the year in which they were working in the field, but
officers who had personal professional contact with the female offi-
cers had less favorable attitudes toward female officers than did
other males. Male officers also rated the performance of females much

less favorably than the performance of males.

Negative attitudes were also expressed by male officers in
the Newton Police Department (Kizziah and Morris, 1977). 1In a survey
taken when women were first hired, the male officers were asked to
rate the performance of male and female officers on a number of tasks.
For almost all of these tasks, the women were rated much lower than

vere men of equal experience. Women were rated higher only on the
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item of questioning a rape victim and were rated about the same as men

only for arresting prostitutes and writing reports.

Male attitudes were much the same on a second survey com=
pleted over two and one-half years later. While there were some minor
changes on individual items, the male officers still did not think
that women could perform nearly as well as could males and did not
appear to be very supportive of the women in policing program. Sub-
sequent Iinterviews showed that the men felt women were too weak and
not aggressive enough to handle patrol work. One important exception
to these negative attitudes was the fact that men who had worked
closely with female officers were the most positive in their atti-
tudes. Several even expressed the view that there were no differences
in the abilities of male and female officers. This suggests that
those males who do continue to resist women in policing may be reac-
ting more to theilr image of what the job is like than to the actual
performance of the women, though these positive findings are limited

v

to one department.

The finding that male attitudes are relatively resistant to change
was repeated in Charles' study of recruits in the Michigan State Police.
He found that neither males nor females changed their attitudes con-
cerning the role of women during the recrult training period. He found
that maie concerns with female performance were mainly based on physical
and safety concerns. Even though many of the males expressed respect

for the aggressiveness shown by the women during self-defense training,
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they still didn't feel that women could handle the physical aspects of
the job as well as males. This concern was magnified during training
because of the "war stories” the recruits heard and because of the
emphasis on danger during the training program. Interestingly,
Charles concluded that this concern was misplaced because "the major
cause of trooper deaths, and the cause of misfortunes related in

'war stories' told at the academy, is improper police actions or

procedure, not physical strength" (1981:218).

Most of the research which has been done on women police in
Canada has also shown the prevalence of negative male attitudes. In
Whetstone's Alberta survey (1978), the male respondents did not feel
that women performed as well as men. Laronde (n.d.) carried out a
survey of 30 male and 30 female members of the RCMP, and found that
men did not feel that women could carry out all aspects of the police
job as well as men.3 A more recent survey by Hylton et al. (1979) of
members of the Regina Police Department showed a more positive response,
with 2/3 of the members saying that it didn't make any difference if

they worked with a male or a female.

While the attitudes of male officers have been well-docu=-
mented, less attention has been pald to the reasons why men dislike the
idea of patrolling with women. The literature suggests at least four
reasons why women are not accepted. First of all, male officers feel
that the image of the police profession will suffer as a result of
hiring females. Laronde found this to be a major source of dissatis-

faction among the RCMP officers he surveyed. 38 percent of the males in
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his sample felt that public esteem for the Force had suffered because of
the hiring of women. .This view is illustrated by é patrolman inter-
viewed by Milton who complained that "the job has already too much of a
social worker image; it's a man’s Job; let's not degrade it by adding
more women" (1972:24).4 Sherman (1975) also found that many of the men
felt that the public would simply not accept women patrol officers.

This view is contradicted by citizen surveys discussed later in this
chapter which show that the attitudes of the public and the image of the
police are not harmed by the employment of larger numbers of women. 1In
fact, there is some evidence that contact with female officers leads to

a more favorable attitude toward the police.

A second reason is the feeling that women are not committed to
policing as a career. It is felt that women will only stay on the job
until they find a husband and have children. Because of this it is felt
that women will not have the same commitment to deoing a good job as
will males. Laronde's study indicated that his respondents share this
view. 62 percent of his male respondents felt that women viewed the
RCMP as a temporary or short-term situation rather than as a long-term

career.

Martin (1980) has suggested a third reason for the negative
feelings of male officers which is that women are a threat to their
social world. Police have traditionally been a rather closed and
homageneous occupational group and women are a threat to group solidarity.
Also, a male officer's definition of policing as men's work; and
consequently his own self concept, is called into question if it turus

out that women can do the job as well.
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A fourth major reason for opposing the integration of women
into patrol duties 1s the fear that women will not be able to cope
with the violence which is believed to be an important part of police
work. The abilities of female officers in this area have been met
with a good deal of skepticism, and this has been a major factor in
limiting or refusing women the chance to perform general patrol du-
ties.5 For instance, Conrad and Glorioso (1975) studied a group of
Maryland State Police who expressed concern that women would not be
able to defend themselves and that male officers would have to worry
about protecting them. In a study of recruits at the Michigan State
Police Training Academy it was found that male recruits were rela-
tively supportive of the academic and technical abilities of female
officers, but felt that female officers couldn't perform the physical

aspects of the job as well as their male counterparts (Charles, 1978).

While it is perceived as an important issue, the question of
violence in police work must be put in perspective. Violence has long
been identified as being part of policing. The police and the public
are exposed to media which emphasize the danger of the police role.
Police spend a significant part of their training discussing and
preparing for the threat of violence and upon graduation they enter a
subculture which emphasizes the danger faced by police officers.

While one cannot deny that policing can, at times, be a dangerous
occupation, the actual rates of death and injury are substantially
lower than those of many other occupations. In reality, the proba-

bility of a police officer encountering violent resistance while on



patrol duties is not high.6

To begin with, the majority of calls answered by police are
of a service nature (Reid, 1979). Patrol officers spend a good deal
0f their time dealing with problems which do not involve any threat or
potential need to resort to violence. Even in cases where violence is
a possiblé outcome such as breaking up fights, responding to a burg-
lary in progress c¢all, etc. violence does not often occur. Kiernan
and Cusick (1977) state that Miami police officials have estimated
that only 1 in every 1,000 encounters between police officers and
citizens required the use of physical force. The observational re-
search which has been done comparing the performance of male and
female officers has documented the infrequent nature of violent
incidents. For example, Sichel SE.E}:.(1978) note that in 322 obser-
ved patrol incidents involving women officers in the Washington D.C.
study, civilians made verbal threats in 25 and used physical force in
only 5 incidents. The same authors also cite data from the Califormnia
Highway Patrol study which found that over a one-year period only half
of the officers encountered even one person who physically resisted
arrest. Turning to their own research in New York City, Sichel et al.
found that only 13 percent of the 2,410 incidents observed involved
the likelihood of encountering someone who was erngaged in or accused
of a criminal offense. Further, on only 30 of the 580 incidents in
which the police engaged in control-seeking behavior did a civilian
push, grab or strike the officer or reach for a weapon. In his study

of police in St. Louis County, Sherman (1975) found that the number of
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violent or potentially violent situations was so low that he wasn't
" able to arrive at any conclusions about the ability éf women to handle

such incidents.

There are some Canadian data available on the subject of
violence and the police, though 1t is not as good as that provided by
the U.S. studies. 1In his study of RCMP officers, Laronde found that
76 percent of males and 52 percent of females had needed to use force
during the course of their duties. 62 percent of the males and 29
percent of the females reported having been assaulted, though only 10
percent of the males and 14 percent of the females reported having
been injured. Because Laronde did not look at violence over a parti-
cular period of time but asked if respondents had ever been assaulted,
injured, etc. and because there is no way of knowing if the assign-
ments of males and females were similar, it is difficult to know what
conclusions can be drawn from his research. A similar criticism can
be made of the survey of Alberta police done by Whetstone. In this
study, 46 percent of the female officers reported that someone had
assaulted them, or attempted to assault them, while they were on duty.
Again, no time period is specified so that a rate of assault cannct be

calculated.

While the evidence does suggest that policing is more ser-
vice-oriented then is commonly believed, it is also clear that the
police do face the threat of being attacked or of having to use physi-

cal force in order to control a situatiom. Further, even if they are
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rare, such incidents are obviously of concern to the individual offi-
cers involved and to the public. Given this fact, it is important to
determine how well women can respond to such situations and to see if
they are more likely than men to be injured in the course of their

duties.

In the Washington study, Bloch and Anderson found that
citizens who had been involved in incidents where the police had
handled dangerous or angry people rated men and women about the same
in their ability to handle threatening behavior. The same conclusion
was reached by the researchers who observed each of these encounters.
Women did not miss any more days of work because of job-related in-
juries than did the comparison group of male officers though they did

have more days on light duty as a result of injuries.

Similar results were obtained in the New York City study.
Sichel and her colleagues found that the same techniques, including
physical contact, were used by men and women in attempting to gain
control of the situation. They also found that citizens did not
appear to expect women to be less physically capable than men. "In
the handful of incidents during which civilians requested physical
assistance from subject officers or offered to help them, male and
female subject officers were about equally likely to be asked for or
ta be offered the help” (1978:56). They also found that the partners
of feﬁales vere né more likely to request back—up help from other
officers or assistance from citizens than were officers who had male

partners. Another of their findings which is relevant to this point
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concerns the willingness of females to assist other police officers in
restraining viclent citizens. They found that females were as likely
as males to participate in restraining violent civilians, and were as

likely as males to stay with the incident until it had been resolved.

In a study of injury among British police, Stobart (1972)
found that women were less likely than males to be placed sick as the
result .of an assault. In Liverpool and South Wales, only one such
case was reported for women in each force. . In London, the rate of
such injury for women officers was 17.7 per thousand which was lower
than the overall department rate. Since the study does not have data
on performance while on patrol duties, we don't know whether or not
these lower injury rates are due to a reluctance of women to get
involved in potentially violent confrontations. However, Stobart
suggests that this is not the case. He found that 6 of the 11 women
injured in London had been hurt in police stations. He feels that
these injuries may have been the result of inadequate assistance being
given when women were called upon to search and restrain female priso~
ners, or were received while females were invelved in helping other
officers who were having difficulty restraining prisoners. Sullivan
(1979) discusses more recent data on assaults on women in British
departments, but unfortunately her data are not presented in a form
that allows us to tell if the rate of assault has increased since
integration. However, she does note that over two-thirds of the
assaults were committed by women prisoners which suggests that the
assignment of women to beat dutles has not led to a very large in-

crease in assaults.
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A related issue is that of how the presence of a female officer
will affect the behavior of her male partner. One st;dy which has looked
at this issue was carried out by Johns and Barclay (1979) who carried
out an experiment examining the effect which female partners had on the
shooting responses of male police officers. Using the training film
"Shoot/Don't Shoot II”™ as a stimulus, they had state police troopers
fire in the presence of either a male or a female partner. They found
that the presence of a female partner had a positive effect as their
male partners "more often responded to dangerous situations appropriately
by more clearly perceiving danger and acting on 1t than did troopers
with male partners” (1979:336). They attribute this more effective
performance to the likelihood that the emotional arousal caused by the
presence of the female "heightens aggressive reactivity and the
ability to respond correctly to aggressive cues presented” (1979:336).

It is not known how generalizable these results are since the experiment
did not involve real-life events and since the troopers had not pre-
viously worked with a female partner, but they do suggest that the
presence of a female partner may prove to be an asset rather than a

liability in a life-threatening situation.

While the availlable evidence suggests that female police
officers have proven themselves able to deal with threatening situa-
tions, it is equally clear that male officers do not see women as
being competent to handle this aspect of police work. This lack of
confidence in the abklity of female officers to handle violent situa-

tions may lead to problems for both groups. The tendency of male
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officers to be protective of their female colleagues is a hindrance to
the performance of the men, and has been used as a reason for justi-
fying a policy of not hiring women for patrol duty (Prindiville,
1975:28). Such protective practices toward female officers may lead
to supervisors giving the women special treatment by excusing them
from certain kinds of duty. This was a problem noted in a study of
the Pennsylvania State Police cited by Charles and Parsons (1978).
Sucﬁ practices can create or reinforce negative attitudes on the part
of the male officers (Meléhionne, 1974:344) . Protective practices
will also reinforce the image that women are the "weaker sex” by
conveying the idea that women require such extra coverage. Further,
if female officers aré given only selected patrol tasks, they will not
gain experience Iin the full range of duties required of a proficient
patrol officer. Without this experience, female officers may not be
able to cope with a violent situation when they are finally confronted
with one. Finally, overprotective practices will deny female officers
the opportunity to prove their ability in hazardous or vioclent situa-

tions (Kruckenberg, 1974:35).

Attitudes of Women Officers

Not surprisingly, female officers do not agree with most of
the criticisms made of them by males. For example, the female RCMP
officers studied by Laronde were very posirive about their work. All
but one of the females felt that they had been sccepted by the other
members of thelr Section or Detachment and almost all felt théy had

been accepted by the public. None of them felt that the Force had
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suffered because of the acceptance of women. Further, only 19 percent
felt that women viewed police work as only a temporary position rather
than as a career. While only 19 percent of the males felt that fe-

males were capable of doing all duties in the RCMP, 86 percent of the

females felt that women could handle all such duties.

Whetstone's Alberta study also shows that women view their
role in police work much more favorably than do men. 87 percent of
the female respondents felt they responded to public demands as well
as their male peers did and 80 percent felt they were as successful as
méles in solving crimes. The women considered themselves particularly
effective in car patrol, general investigation, juvenile work, and

traffic enforcement and least effective in drug enforcement.

Similar data were also obtained in the Washington study.
Women felt that they were just as skilled at handling patrol as were
male officers. However, the women did share the view of the men that
males were better at handling disorderly males, though they were less
likely than male respondents to have this view. On the other hand,
both groups agree that women were better in handling rape victims than
were males. For most kinds of skills the women saw little difference

between the two groups.

An attitude survey was taken as part of the California
Highway Patrol evaluation. This survey also showed that males had a
much more negative attitude toward women in law enforcement than did

the females themselves. For instance, while most of the males felt
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that physical strength is important for a traffic officer, the women
did not regard it as being as important as other chafacteristics such
as common sense and alertness. Their view was that potentially viol-
ent situations could be handled without having to resort to violence
themselves. However, almost all of the females surveyed felt that
they were strong enough to handle most situations they would face on
the job. These findings are similar to those from the Newton study.
The Newton women rated themselves higher on all measures than did the

male respondents.

Attitudes of Supervisors

Generally, the attitudes of supervisors toward female offi-
cers have been more favorable than the attitudes of the rank and file.
This has been reflected in the favorable performance assessments which
women have received in most of the departments studied. The attitudes
of supervisors have been most thoroughly studied by Bloch and Anderson.
Police officials in Washington were more likely than patrolmen to feel
that women were as effective as men on patrol duties, though there was
agreement with the male officers that women did not do as well in
handling violent situations. Further, while the attitudes of patrol-
men did not change over the course of the researéh, the attitudes of

police officials did become more favorable over time.

Despite this apparent acceptance of female patrol officers
by police officials there is little doubt that the increased number

of women in police ranks has created a number of supervisory problems.
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First of all, many male supervisors have had little experience with
women subordinates ;nd do not feel comfortable working with them. As a
result, the literature reflects an uncertainty as to how to deal with
women. Some supervisors have been accused of favoring women, or of
allowing women to manipulate them. On the other hand, supervisors have
often discriminated against women, particularly with regard to the type
of assignment given. For instance, Milton cites the case of a female
officer who had gained a wide varilety of police experience on the
Women's Bureau before being assigned to a scientific unit. Her new
supervisor placed her in a clerical position and wouldn't allow her to
search crime scenes even though she had done this job in her previous
assignment. His reason for this was that "he does not think that a

woman should be out alone after dark" (1972:23).

Based on her experience with women in the military and in the
RCMP, Toole (1975) has noted the importance of avoiding any special
treatment or showing any favoritism toward women. She goes on to say

that:

1

"A double standard on the basis of sex in any form will not
promote acceptance. It has been my experience in the mili-~

tary, that male supervisors are more reluctant to become

involved in the counselling and disciplining of women. If
integration is to be successful, supervisors must show leadership
and fair-mindedness in their treatment of subordinates-regardless
of sex-—-expecting the same standards of job performance as

well as adherence to high standards of deportment and dress”
(1975:19).

1f supervisors exclude women from some patrol tasks, the resentment of
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male officers will be increased and the women will not get the patrol
experience which they need in order to become effective police officers.
Melchionne (1974) also points out that practices which are intended to
protect female officers serve to increase the image of "weakness”™ which

male officers often hold.

A related issue is that of the ;ssignment of women to special
units such as the drug squad. Supervisors in such units are often
anxjous to have women assigned to them because they do very well in
surveillance work. The public does not expect a female to be a police
officer, so suspects are less wary of them. Also, a male/female team is
not as likely to create susplcion in some contexts as two males, so
surveillance is more likely to be effective. Problems have arisen in
some forces when relatively inexperienced females have been assigned to
such units. Often such assignments are felt to be desirable ones and
male officers have complained that women are transferred to such units
without meeting the normal length of service requirement. This leads to
resentment against the women, who are seen as being favored by senior
management. Such a transfer may be a negative thing for the female as

well. Some supervisors of such units have indicated that while the

women do well in surveillance, they don't have the general duty experience

required to handle investigations on their own. Thus within their
specialized unit they are unable to carry out the same jobs as the more
experienced males. For these reasons, the temptation to transfer very
junior women to such units should probably be resisted. If women are to
establish credibility with their male colleagues, the same criteria for

such transfers should apply to both sexes.
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While showing favoritism can create problems, so can its
opposite. The practice of discriminating against women in terms of
assignment, such as giving women clerical tasks rather than assigning
them to patrol duties, is one which also has negative consequences for
the morale of female officers. In this regard, Conrad and Glorioso
found that "if the women are not treated as professionals, they will
develop nonproductive, negative attitudes toward their work, and this

in turn will rub off on their male associates” (1975:61).

A second problem supervisors have had to meet is that of
relationships between male and female officers.7 Police officers who
work in a car together for eight hours a day, and who depend upon one
another in a wide variety of ways often develop strong personal ties.
Bouza expresses this well when he says that "A platonic but terrifi-
cally intense, relationship is forged on the crucible of shared danger,
as well as long and soul-revealing moments spent together” (1975:6).

This kind of relationship 1s probably a good thing in terms of effec-
tive policing, but it can cause problems when men and women work together
as partners and the relationship becomes more than platonic. This can
lead to emotions interfering with work and to problems with the respective
officers' home lives if they are married. While such problems are

common in a number of other occupations, they are new to police work and

are one reason why the inereased presence of females has been resisted.

Community Attitudes

Community acceptance and cooperation is an important goal
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for any police department, and public acceptance of female officers has
been a major concern of police administrators. Many officials have felt
the public would simply not accept women carrying out patrol duties.
However, the available research indicated that community response has

been very favorable to women on patrol.

Citizens who had received service from both male and female
officers were surveyed in the St., Louis study, and it was found that
the public felt women coild handle service and domestic calls better
than men. Sherman also found that the public perceived that women
officers were more sensitive and more responsive to the needs of the
public than were men. The citizens were equally satisfied with the
manner in which male and female officers handled calls, and felt safe

when officers of either sex responded to a call.

The Washington study also found a high degree of community
acceptance of women on patrol. Bloch and Anderson concluded that
"Citizens of the District of Columbia, regardless of their race or
sex, were more likely to support the concept of policewomen on patrol
than to oppose it" (1974:6). There was an indication that attitudes
were more favorable to women officers among those who had seen them in
action. This view is reinforced by the finding that citizens who had
received assistance from police officers reported a high degree of
satisfaction with the work of both male and female officers. As noteé
earlier, both community leaders and contacted citizens in Newton were

very positive in their assessment of the ability of female officers.



The New York study also found positive citizen‘reaction to
female officers. While attitudes toward both sexes were quite favor-—
able, reaction toward females was more positive on each of the 15
attitude items used. Sichel et al. do not know why these more favor-
able attitudes existed, but feel that it may have been because of

minor differences in style of patrol.

In the California Highway Patrol study (1976), public sur-
veys were taken just before women officers entered the field and again
one year later. On the first study, members of the public indicated
that tr#ty felt that women would be only slightly less capable than men
as traffic officers. Female members of the public rated women slightly
higher than did males. In terms of specific tasks, women were seeun to
be most effective in jobs such as issuing traffic citations, appearing
in court, and investigating accidents and were rated lowest in making
felony arrests, subduing combative persons, and doing heavy lifting or

carrying.

For the second survey, the attitude survey was combined with
a performance evaluation survey. Questiomnaires were given to the
public by female officers, male officers from the same course as the
females, and an additional comparison group of experienced male offi-
cers in the course of their contact with the public. The public were
asked to rate the performance of the officer who had contacted them as
well ae to answer the attitude questions used in the previous suréey.

The public rated the performance of the females about the same as they
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did the male officers. While the experienced males were rated highest
by the public, the female officers were rated ahead of the male offi-
cers with whom they had trained. The results of the attitude part of
the survey were slightly more negative than in the previous survey.
However, members of the public who had had some contact with female
officers rated them much more highly than did those who had not had
such contact. As the report notes, this suggests that "members of the
public were favorably impressed by the performance of female Traffic

Officers when observed firsthand" (CHP, 1976:53).

A survey carried out in Illinois concerning citizen atti-
tudes toward female officers also found that the public were quite
supportive of the idea of expanding the police roles open to women
(Kerber, et al. 1577). Eighty~four percent of the respondents felt
that both men and women should be hired by police departments in order
to improve the quality of service offered. Respondents indicated that
.they felt male and female officers were equally competent in eight of
thirteen categories of police work. The major concern of the cvitizens
surveyed was in the area of potentially violent police roles. Respon-
dents felt that males would perform these duties better than would
females. bn the other hand, it was felt that female officers could
handle jobs such as interviewing rape victims better than males.

Given the results of the studies discussed here, it would appear that
fears of a negative public response to increasing the number of women
in police departments and expanding the role they play are ground-

less.8
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FOOTNOTES

The police are not alone in opposing the movement of women into
formerly all-male occupations. 1In a speech in which he announced
an expanded role for women in the Armed Forces, a former Minister
of National Defense noted that "lMale traditions ... are the
principal obstacles facing womén in the Armed Forces" (Danson,
1979). By this he meant that while women may be able to perform
combat roles as well as men, the fact that the men may not accept
them may seriously hinder the performance of combat troops and
reduce the effectiveness of the unit. Similar objections have
also been noted in a wide variety of occupations dominated by one

seX.

Bloch and Anderson do not specify whether or not any of the male
respondents surveyed from experimental districts had actually

worked with women.

As part of this review one of the authors informally interviewed
about 20 male police officers from a Canadian city police depart-
ment. One of the most striking impressions gained from these
interviews was that many of the male officers did not take women
police seriously. Many agreed with one officer’s comment that

“working with a woman is like doing the job alone”.
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Wilson (1970) has reported that similar views were expressed by
American peolice when black officers were recruited. They were
afraid this would lower the status of the force in the eyes of

the public.

One interesting point which can be made here is that the objec-
tions of many police officials to employing women as patrol
officers because of the risk of injury is at least partly contra=-
dicted by the views expressed by thé same officials regarding the
kinds of jobs which women handle well. Kruckenberg carried out a
survey of U.S. police departments to which 62 chiefs of police
responded. Nine of the chiefs felt that women were more compé-
tent than men in handling family dispute calls, while none ranked
men higher than women in this area. She continues "The listing
of women being believed to be more competent in handling family
crisis situations is interesting because family disturbances are,
by their very nature, generally violent. One out of every five

policemen killed are killed in a family disturbance” (1974:29).

Data collected by Burnham are instructive in this regard. To
support his view that policing is not an especially dangerous
job, he cites the following statistics: 1In New York City,

“during the first nine months of 1966 firemen had three times

more injuries and sanitation men four times more injuries
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than policemen. And in terms c¢f the number of days lost for each
injury, the injuries suffered by the men of the fire and sanita-
tion departments appeared considerably more serious than those
suffered by the police” (Burnham, 1970:177). 1In fact, the death
rate for policing is relatively small compared to many other
occupations. "Underground mining is almost three times as dan-
gerous as policing, construction work is about one and one~half

times as dangerous"” (Horne, 1975:65).

Much of the opposition to the expansion of the role women play in
policing can be summed up in a widely~-cited statement by the
Dallas Chief of Police who has been quoted as saying "If you put
two women together [in a squad car] they fight. If you put a

male and a female together, they fornicate"” (Milton, 1978:197).

No Canadian data on public attitudes toward female police appears
to be available. However, one study done of attitudes toward
women in the military suggest at least some degree of acceptance
of the idea of women getting involved Iin traditionally male
occupations. In this poll, it was found that a slight majority
of the public favored women serving on ships and aircraft while a
slight majority opposed their serving as combat soldiers (Danson,

1979).
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CHAPTER 4

DO WOMEN HAVE A DIFFERENT STYLE OF POLICING?

While many people, particularly police officers, have been
critical of the trend toward expanding the role of female police,
other observers have welcomed such a move. They have suggested that
women will bring a new dimension to policing. Women are assumed to be
less aggressive and "more likely to rely on their tact and ingenuity
in confrontations. They can cool, defuse, and de-escalate many heated
situations” (Bouza, 1975:7). Some, like Sherman (1973), feel that
this will have a profound impact on police departments.  He suggests
that women will precipitate less violence because their pattern of
interaction with citizens will be different from that of male officers.
This reduction in the amount of violence involving the police will in
turn, improve the image the public has of the police. Sherman sug-
gests that men will learn that they can accomplish their goals more
effectively by reducing the amount of violence which they use;, and

that this will lead to a change in the style of policing used by men.

4s evidence to support this view, Sherman uses examples of
effective performance of women in a number of different occupations.
The first of these involved the employment of female security guards
in a large housing project, Pruitt-Igoe, which had an extremely high
crime rate. The women guards were very effective at reducing violence,

at least in part, Sherman feels, because the presence of a women had a
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calming effect during violent or potentially violent situations.l In
another example, actors engaged in role-playing for a security guard
training program found that they could not act in as hostile a manner
toward the women as they did toward the male trainees. Horne (1975)
also notes that women have worked for many years as nurses and aides
in mental institutions, and suggests that they have a calming effect

on disturbed inmates.

The hope, then, 1s that the assignment of women to patrol
duties will alter the image of the 'tough cop' and make the image more
of a social service one. Not everyone sees this as a positive step.
For instance, many male officers feel that this represents a degrada-
tion of the traditionally masculine image of policing which they feel
is necessary if they are to be effective. The question of which style
is better is still an open one, but we can look at the available
evidence to see if the style of policing adopted by women is different

from that used by men.

The Washington study was the first to look at differences
in styles of policing. On the whole, the similarities between men and
women in this study were more apparent that the differemces. For
example, the women got about the same results when handling angry or
viclent citizens as did the males. Also, both groups showed similar
levels of respect and similar general attitudes toward civiliams. The
major difference between the two groups was that women were less

likely to make arrests and to give traffic citations. While there
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were too few violent incidents involving officers of either sex to make

- any firm conclusions, Bloch and Anderson do suggest that increasing

the number of women in a department may change its style of policing.
They conclude that “The presence of women may stimulate increased
attention to ways of avoiding violence and cooling violent situations

without resorting to the use of force" (1974:4).

The second study which dealt with this issue was Sherman's
research on St. Louis County police. As was the case with the Wash-
ington study, no firm conclusions could be drawn about how females
would deal with violence because of the scarcity of such incidents.
However, Sherman felt that women may be more effective in reducing
violence because of their ability to prevent potentially threatening
situations from escalating. Some further support for this was found
in the New York study conducted by the Urban Institute. In this study
it was found that while officers of both sexes began encounters with
civilians in a similar fashion, the men were more likely‘to become
aggressive during the course of the encounter than were the women, who
were more likely to adopt a cordial manner. During these encounters,
civilians tended to act in a friendlier fashion toward the female
officers (reported in Sichel, et al., 1978). On the other hand, the
Denver researchers found no difference in the effect which male and
female officers had on the attitudes of either spectators or the
citizens involved in observed incidents, nor on the levels of violence

and tension at an incident.
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Because of the large number of incidents which their re-
search team was able to observe, Sichel and her colleagues have pro-
vided us with the best data available on this issue. 1In contrast to
the studies discussed earlier, their research did "not support the
proposition that female officers are more likely than male officers to
be a calming influence on distraught citizens” (1978:43), although
they did find that citizens felt the women were more competent, res-
pectful and pleasant than the males. As noted earlier, the control-
seeking techniques used by males and females were almost identical,
and no differences were observed in the likelihood of using physical
contact to gain control of a situation. While the women were less
likely to make arrests and to seek control, these differences were not
great enough to suggest that significant differences iﬁ policing style

would result from the employment of more female officers.

While the research discussed here is rather inconclusive,
there is some evidence from a different type of study which suggests
that altering the image which the public and the police themselves
have of the police role may be effective in changing patterns of
interaction between police and citizens. This study was an evaluation
of a change in the dress of police officers which was carried out in
Menlo Park (Tenzel, et al., 1976). In this city, the standard police
uniform was replaced with a blazer and slacks. Department officials
felt that the uniform sontributed symbolically to the maintenance of a
distorted Iimage of the police role. It was felt that this role image

alienated the police from the community they were serving.
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Researchers found that after the change, the police changed
their role definition to one of a "professional public service officer”
and members of the department began to be more concerned with the
public service duties which take up most of the officers' time in
every department. The change appeared to affect the public as
well. Assaults on police officers fell by 30 percent during the first
18 months of the experiment, and the number of injuries resulting from
arrest was reduced by one-half. There also appeared to be an increase
in the degree to which the public expressed respect for the police.
The researchers concluded that "aggression can be dramatically reduced
by an alteration of the psychological symbols surrounding the police

role” (1976:27).

Many advocates of an increased presence for women police
were hopeful that the use of women on patrol would result in such a
chghge in the symbolic role of the police. This hope was largely
based on the traditional idea that women are more gentle and less
aggressive than are men. The research results do not provide clear
and consistent support for the view that the presence of female offi-
cers will result in a change in police behavior. If police depart-
ments view the reduction in aggression and a more favorable public
image as a desirable goal, it appears as though just introducing women
into the department without changing other aspects of the system may

not lead to significant changes.



FOOTNOTES

While this explanation is a plausible one, the fact that the
female guards represented a new phenomenon might also have been
responsible for their success in reducing violence. The test of
this hypothesis would be to see if the effects persist. Unfor-
tunately, this cannot be done in the Pruitt-Igoe project which

was torn down.

Bell (1980) cites a study by Maglino which found that MMPI profiles
of male and female officers were similar. If the men and women
who are attracted to policing have similar personalities,

similarities in style of policing are to be expected.
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CHAPTER 5

WOMEN AS A MINORITY

If one is trying to undertstand the behavior of female police
officers, one factor which must be discussed is thei; status as a
minority on the department. In Canada, in 1980, women made up about
2.2 percent of the strength of all municipal departments and did not
exceed 6.5 percent of the strength of any single department. Obviously,
they are in a distinct minority position. Kanter (1977) has pointed
out the importance of ratios in understanding the behavior of minority
group members. Police departments fit into her category of skewed
organizations, in which the proportion of the minority group does not
exceed 15 percent of the total membership of an organization or of a
particular segment of the organization. According to Kanter, it is
often misleading to dfaw conclusions about “"women's behavior” or "male
attitudes” from such situations, since the particular structure involved
may have more of an influence on the behavior of members of both the
dominant and token1 groups than any enduring characteristics of the
individuals involved. Women have a master status——thelr sex--which is
lower than that of the males who are the situational dominants. As a
result, they are in a position where they are treated as representatives

of their ascribed category rather than as individuals.

There are serious consequences of the proportional rarity of

tokens such as female police officers which may lead to problems in
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adjusting to such a work rele. Kanter has suggesteq that three sources
of difficulty are visibility, polarization and assimilation. Looking
at visibility first of all, women officers are relatively rare. As a
result, Prindiville reported that "without exception the women feel
they are highly visible, closely watched and judged as a group. They
express great concern about the effect of these factors on their
individual and collective featuresJ (1975:6). The women feel that
because of their visibility they are always on display aﬁd that their
individual performance will affect the perception that others have of
the performance of women as a group. This feeling of living under
const;nt scrutiny can have serious consequences for the way in which
they carry out their work. "Knowing that they are being observed by
at least some men who oppose their new functions and who are on the
lookout for mistakes can hardly enhance their performance” (Prindi-
ville, 1975:25). They know that if a woman does make a mistake, or if
a woman proves to be unsuitable for police work, the image of the rest

of the women on the force will suffer as a result.

Kizziah and Morris (1977) found that this was true in Newton
as well. The women felt that if one woman made a mistake or was
criticized by other members of the department, the other women were
included in the criticism. The reverse was true when women did prove
themselves. Some women did gain acceptance as individuals from their
male peers, but this acceptance was not generalized to other women.
Thus all women received the blame for a mistake, while only indivi-

duals received credit for good performance. As Kanter suggests, the
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visibility of members of a token minority creates a good deal of
performance pressure on them, since there is little room for error and

2
since the consequences of an error are so great.

The second consequence Kanter discusses is polarizationm.
This refers to a process in which members of the dominant group exag-
gerate the differences between themselves and the token. Along with
this goes the complementary process of stressing the commonalities of
members of the dominant group with one another. An example of this
process is discussed by Maguire (n.d.) in his study of RCMP members .in
British Columbia. He interviewed a number of junior constables about
the qualities of some of the above average male members of their
detachment. He found that they attributed to these individuals such
traits as job knowledge, leadership ability, pérformance of duties,
and so on. However, when the same members were asked about the per-
formance of female detachment members they mainly responded in terms
of the physical capahilities of the females. For instance a number of
the constables spoke very highly of a female officer who was very
aggressive and who had been injured in fights several times, even
though another female constable in the same detachment was obviously a
much better all-around police officer. In this case, the men were
nsing different criteria to judge women than to judge men, and wére
using these criteria to exaggerate the differences between male and
female officers. Maguire concludes that as a result of their limited
numbers, "female members find themselves being evaluated by the infor-

mal peer group on totally male standards that they themselves might
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not subscribe to and in many cases because of thelr physical capabilities

or ingrained formal upbringing caunnot meet” (n.d.:8).

As a result of polarization, the tokens tend to be isolated
from other police officers. For example, McGeorge and Wolfe surveyed
male and female officers and found that while most men felt very
close to their fellow officers, women tended to be much more ambiguous
about relationships with other palice. This social isolation can be
very limiting in a job like policing, because much of the learning
that takes place relating to the task of policing occurs in the
context of informal group socilalization. A number of female officers,
among them Roberts (19775, say that women are never permitted to
become "one of the boys" and are excluded from many of the all-male

activities in which police officers are involved.

The third consaquence of proportional rarity discussed by Kanter
is assimilation. By this she is referfing to the process by which
members of the dominant group distort the characteristics of the token
to £fit the stereotype or generalization which the dominants hold. If
members of the minority represent only a small proportion of the group,
it is unlikely that they will have any success in altering this
stereotyped image. This can result in role entrapment for the token.
Agaln the experience of women in policing provides numerous examples
of rhis process. Women for years were excluded from full partici-
pation in the various functions of police departments and often

assigned inside jobs because of the stereotyped view that women could
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not survive on the streets and would be assaulted or raped if they
were to be assigned to patrol dutles. As a result of these policies,
women were not hired in any great numbers and were not promoted in
most police departments. Often they were not even given the same
training or pay as the males. Such stereotypes still exist and still

‘serve to limlit the progress made by women in policing.

Other research on the effect of proportions extends the
implications of Kanter's formulation to other aspects of police work.
For instance, Tuddenham et al. (1980) found in a laboratory study that
the amount of yielding to a distorted norm varied according to the sex
composition of the group. The amount of yielding by men varied direc-
tly with the proportion of men in the group, while the amount of
yilelding by women varied inversely with the proportion of women in the
group. This means that a man was less likely to yield in the presence
of women than in the presence of other men, while a woman was more
likely to yield when in the preéence of members of th= opposite sex.
This indicates that when the master status of the token is lower than
that of the dominant, the token will tend to yield when in the company
of members of the dominant group. This finding might explain the
tendency of women to defer to their partners when patrolling with
males even when the males were junior (Sichel, et al., 1978). This
suggests that the lack of aggressiveness of women patrol officers may
be due to their maintenance of traditional role behavior (a condition
which is often reinforced by the male partner) rather than just indi-

cating deference to a more experienced officer. The New York study
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also found that - of the performance disparities between men and
women were,substantially reduced when women were assigned other women
as partners. Such situationally engendered performance differences
may be reduced by changes in training and deployment practices which

will be discussed later in this section.

An additional problem relating to the small numbers of women
in police work applies to police agencies such as the RCMP which
operate in small, rural settings. Maguire found that "the most signi-
ficant problem faced by female members of the Force is that their
numbers at any given detachment are so small when compared to that of
the males” (n.d.:6). One consequence of this is that females are
being evaluated according to informal peer standards developed by
males which, as noted above, are mainly based on how aggressive fe-
males are in situations which are viewed as requiring the use of
force. Another consequence is that females are not only isolated
occupationally by virtue of their exclusion from the male police
subculture, but are isolated socially as well. Often female police
feel they are marginal in two settingse3 Because of their sex, they
don't quite fitr in at work, and because of their occupation they often
have difficulty in establishing social relationships outside the work
environment. Roberts (1977), who is a female police officer in an
urban department, reports that she has found 1t difficult to establish
relationships with people outside the department. She found the
problem particularly acute when it involved relationships with eivi-

lian men, whom she felt were wary of female police officers. 1If this
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is a problem in an urban area, it is even more serious in.smaller communities
where female officers are more easily identifiable. Maguire found that
most of the female members of the RCMP whom he interviewed felt that
civilian males were very reluctant to mix with them socially. Further,
they had little in common with most of the females in the community,
including the wives of the male officers, and so were more or less left
on their own. As a result "what emerges is something of a 'Catch 22'
situation. On the one hand, the female member is aware that many of her
male peers do not fully accept her and she, in turn, has difficulty in
accepting many of the informal standards set by them for her. Common
sense should dictate that the policewoman seek a social life away from
her work environment in order to rejuvenate herself, but she has acquired
a new sense of values and a different perspective of the world around

her that prevents her from taking such positive action” (Maguire, n.d.:18).

Though most departments have not had attrition problems with
female officers, all of these factors could help to explain the higher
attrition rate of female officers in those forces where attrition has
been high. fhe stress of being a member of a visible minority group,
the isolation both on and off the job, and the lack of female role
models can easily lead to dissatisfaction with the job, and ultimately
to the loss of a trained and experienced police officer. There are a
number of steps which police administration might take to alleviate séme

of these problems.

First of all, the training process can be modified to faci-

litate the integration of female officers. Horne (1975) suggests that
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sexually mixed courses may serve to reduce sexist attitudes of offi-
cers because of the shared experience of training.s. The importance of
having trainers who are receptive to the increased utilization of
women in aLl areas of policing has also been noted. Whetstone found
that "Policewomen feel that the selection of open-minded trainers is a

requirement to their success" (1978:4).

Changes might also be madg in the content of training cour-
ses. Conrad and Glorioso (1975) have suggested that group meet-
ings be held involving male and female trainees. These meetings would
be used to identify and discuss the negative feelings which males
have toward women in policing, to educate women as to the difficulties
they will face as police officers, and to try to communicate to re-
crults the positive aspects of expanding the role of women in the
department. The provision of sessions on women in policing in in-
service training courses might prove to be useful in increasing the

acceptance of women among experienced officers.

An additional recommendation which has been made by a number
of researchers is to énsure that female recruits have adequate role
models. This can be accomplished by assigning women to duty as aca-
demy instructors and field training officers. Since male officers
typically do not provide much support for the achievement of women,
female role models are particularly important to the female recruit.
Such role models show the female recruit by example that it is possi-

ble to succeed in a male~dominated profession and thus increase the
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confidence with which she carries out her job. Assignment of female
scademy instructors to teach traditionally male tasks such as fire-

arms, self-defense, and driving might be one way to alter the atti-

tudes of male recruits and also to provide role models for female

recruits.

While no research has been done which has looked at the
impact of female role models in the police context, some studies have
been done in other areas which support the position taken here. For
example, a study by Seater and Ridgeway (1976) found that college
women who had found faculty women with whom to identify had higher
educational aspirations than those women who lacked this kind of
support. If this finding held true for female police officers as
well, the level of aspiration and commitment to a career in policing

among women might increase.

A final recommendation involves the manner in which female
officers are assigned to areas within a department. Typicaily, the
vomen are scattered all over a city (or a Divisiom in the case of the
RCMP) and may not be working with any other female officers. The
literature on the impact of proportions on behavior suggests that
this is the worst method of deployment. In police departments, with
small numbers of women in any given area, women are soclalized into
doing things in typically male ways. Thus, women may indeed bring a
new style to policing as some proponents have suggested, but under

present circumstances any attempt at developing a new style is likely
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to be met with resistance from the male majority. Those who wish to be
gsuccessful must meet the expectations and standards of their male
colleagues. Sherman has observed this process in St. Louis County
where he found that "rather than women changing the police system, the
police system may be changing the women" (1975:437). The women Sherman
studied had initially tried to maintain their individual styles of

policing, but they could not resist the peer-group pressures to change.6

If women are present in only small numbers it is easier for
supervisors to favor them or to discriminate against them. If a large
number of women were to be assigned to a particular supervisor, that
supervisor could not afford to show favoritism or discrimination toward
women since this would seriously reduce the effectiveness of his unit.
Thus, under present conditions a sergeant may be able to excuse one or
two women from certain kinds of activities or turn them into highly-paid
clerks or chauffeurs. However,-he simply could not do this to 20 per-
cent of his subordinates without seriously impairing the performance of
the unit. With a higher concentration of females, they would be less
isolated both on and off the job, and may perform their duties more

effectively.

Kanter postulates that there are "tipping points” in terms of
proportions which enable members of the minority to counteract the
disadvantages of being isolated. Little research has been done in this
area, but it is known that even in small groups, two of a kind are not

sufficient to overcome the effects of token status. Kanter suggests
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that 20 percent may be sufficient to enable members of the minority
group to develop supportive alliances. Research on'women in the U.S.
military has shown that women don't integrate well unless they make up
from 10 to 25 percent of a unit's strength. Further research must be
done in this area in order to develop ways of improving the work situa-

tion faced by members of minority groups.



FOOTNOTES

Kanter defines tokens as individuals who are "identified by ascri-
bed characteristics (master statuses such as sex, race, religion,

ethnic group, age, etc.) or other characteristics that carry with

them a set of assumptions about culture, status, and behavior

highly salient for majority category members” (1977:968).

A recent incident in Detroit illustrates this point. Two female
officers were charged with cowardice after an incident in which
they were alleged to have failled to assist a male officer who was
being assaulted. Even though the officers were cleared of the
cowardice charges, the incident has hurt the image of all women in
the department. A Deputy Chief remarked that "If a woman officer
went out tomorrow and saved six male officers' lives, the men
would call her a superwoman, but it wouldn't change many attitudes”

(Time, 1980:46).

This problem must be faced by other police officers as well. For
instance, in the U.S. black police cofficers are often not accepted
by other police officers because of their race, and may also be
shunned by members of the black coumunity because they are per-

ceived as representatives of the white power structure.
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Despite the pressures on female police officers, there 1s some
evidence that their job satisfactiom remains high. 1In a study of
male and female officers from the Reginal Police Department,
Hylton (1980) found few significant differences in job satisfaction
between the sexes. Those differences which did exist were as
likely to show higher levels of satisfaction for females as they
were for males. A study of females in the RCMP was carried out by
Berube (1980). While she did not compare male and female officers,
she did find that most of the female constables surveyed did feel
that the RCMP had lived up to their expectations and that almost

80 percent had positive feelings about the future of women in
policing. Also, an Occupational Attitude Survey carried out
annually by the RCMP Staffing and Personnel Branch shows no
significant differences in job satisfaction between male and

female respondents with equivalent years of experience.

This has implications for the RCMP who have moved from mixed to
same~sex troops. While the women did well in wmixed troops and
prefer this method of training, it was felt that mixing troops
caused a decline in male performance (particularly in the area

of physical training) and to a loss of "troop spirit” for males.

One of the findings of the uniform experiment couiducted in Menlo
Park provides an illustration of the way in which a minority group
can resist external pressure to change if their numbers of suffi-

ciently large. 1In this study, members of the Menlo Park Department



were taken out of the traditional uniform and given blazers and
slacks. Tenzel et al. report a reaction from other police officers
which is much like the reaction received by women officers: "Almost
immediately they became.targets for derision by members of other
police forces. They complained of baing harassed while attending
class with police from other forces...” (1976:22). 1In the face of
the opposition, group cohesiveness began to build among members of
the Menlo Park Development, and two years after the change, the
department had very high morale and had developed a style of poli-

cing which was quite different from that of other departments.
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CHAPTER 6

SELECTION AND TRAINING

Selection

Selection of applicants is an important area in that selection
standards will determine the type of person chosen to perform police
work and ultimately will determine the kind of police department that
serves the community. A number of issues regarding the selection
process are relevant to a discussion of women in policing. The major
problems facing women in this area ;re that selection standards include
height or physical requirements which can't be met by most women, or may
involve quotas under which only a limited number of women will be hired
regardless of their qualifications. On the other hand, if separate
standards are maintained for women, tﬁey will be seen to have a dif-
ferent status in the department than do males. Reduced standards might
serve to contribute to the negative feelings many male officers have

toward their female colleagues.

One of the major areas.of controversy has been over the
height requirement. Most departments have either gset a height require-
ment for both sexes which is too high for most women applicantsl—-until
recently, Ottawa required that both male and female applicants be 5'10"

tall--or they have set a lower height requirement for females than for
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males. Examination of selected Canadian departments (see Appendix 1)

indicates that the latter course is the one most often followed.

As the lack of consistency between departments would inddi-
cate, there 1is considerable disagreement as to the importance of physical
size in police work. The reason why size has been so important in
recruiting police officers 1s related to the image of the police officer
as a tough crime-fighter who 1s protected from harm only by physical
ability. Given this perspective, it makes sense to hire the biggest and
strongest personnel avallable. However, the research discussed earlier
has raised some questions as to the accuracy of this imagelof police

work.

A number of studies have been done in the U.S. which have
looked at the relationship between height and police performance.
These studies were done in response to court cases in which height
requiremeﬁts were challenged by members of minority groups and by
women. The U.S. Office of Civil Rights set out guidelines which prohibited

such requirements unless they could be proven to be job-related.

One of these studies was carried out by Swanson and Hale
(1975). They looked at data from 13 municipal police agencies in the
U.S. Southwest concerning the relationship between height and the
likelihood of assault. They found that height was only weakly related

to the likelihood of assault and, further, that taller officers were
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slightly more likely to be assaulted than were shorter ones. They
found no relationship between the height of the officer and the

height of the assailant.

Guyot (1977) cites two other studies which have also looked
at the importance of height in policing.2 The first of these was
done in Portland and found no significant difference in the height of
officers who had been assaulted while on duty. The second study,
which was done by White and Bloch of the Police Foundation, indicated
that the height of a police officer was not related to the officer's
performance or to the rate of assault. Another study which looked at
the relationship between height and performance was the Philadelphia
study. In the observational part of this study it was concluded that
"overall performance is not a function of height for either male or

female recruits” (Bartell Associates, n.d.:12).

The Washington study also looked at the relationship between
height and performance. Bloch and Anderson found that "Generally
speaking the taller an officer was, the more likely he or she was to
be rated poorly on performance. The taller women were more likely to
have beenurated on the Chief's Survey as not suitable for retention in
the éepartment, and more likely to have comparatively poor average
ratings on the Officials' Survey” (1974:60). They go on to report
that tall men were rated lower by thelr superiors and were less likely
to have received favourable comments from the public. Given this

evidence it is not surprising that in almost every case brought before
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the courts, police departments have been ordered to remove restrictive

barriers such as height requirements (Kiernan and Cusick, 1977).3

A Board of Inquiry established to hear the case of Colfer v.

Ottawa Board of Police Commissioners and Seguin reached a similar

decision. It was decided that the height requirement of the Ottawa
Police Department (5'10" for both males and females) was discrimina-
tory and in contravention of The Ontario Human Rights Code. The Board
stated that intent to discriminate was not a necessary factor in such
a case and that once it had been demonstrated that a recruiting stan-
dard has a disproportionate impact on a particular group, the burden
shifts to the employer to prove that the requirement is necessary to
perform the job adequately. While there are relatively few Canadian
departments which have not adjusted height requirements for female
candidates, the principles behind this decision may also hold for

other recruiting standards,4

Another area of controversy is that of pre-enrollment physi=
cal testing. In some departments, candidates must pass a rather
rigorous test of strength, stamina, speed and coordination in order to
be allowed into the department. The question can be raised as to
whether such tests are actually performance=related or whether they
are used as a screening device which has the effect of minimizing the
number of successful female applicants. For example, The Los Angeles
County Sheriff's Department established performance-related physical

agility criteria. 1In evaluating these criteria they found that four
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of the six would eliminate a very high proportion of female appli-
cants. For example, the six-foot wall climb would eliminate 2-3
percent of the males and 69-73 percent of the females; the 440 yard
run would eliminate 4-5 percent of the males and 73-88 percent of the
females; the 165 pound body transport would eliminate 6~7 percent of
the males and 67-75 percent of the females; and the vehicle push would
eliminate 6-~7 percent of the males and 64~75 percent of the females

(Osborn, 1976).

The legitimacy of such standards can be questioned on seve-
ral grounds. First of all, there is the question of whether or not
such staﬁdards really are performance-related. TFor example, Turner
and Higgins (1977) carried out an analysis of the job of the police
constable in the city of Vancouver in order to identify the dimensions
essential for effective job performance and to establish an assessment
program. They used a number of sources of data including observation,
individual interviews, critical incident workshops, records of com-
plaint and commendation, and a literature review. They then rated the
resulting dimengions as to their importance. The dimensions which
vwere rated most highly were such things as practical intelligence,
integrity, problem confrontation, stress tolerance, ability to learn,
initiative, and sc on. The criterion of physical efficiency was found
to be so unimportant that it was dropped from the final list of dimen-
sions. Turner and Higgins are careful to point out that they do not
feel physical efficiency should be dropped as a criterion for pre-

employment screening. Although they do not give any reasons why it
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should be retained, some observers feel that even though physical
skills are not often reéuired, the consequences of failure are serious
in instances where such skills are needed. However, the Turner and
Higgins study at least suggests that the criterion should not be given

the weight assigned to it by some departments.s

While one might argue that a careful analysis of the police
officer's job suggests that departments reduce their emphasis on the
importance of physical factors in police selection, it is obvious that
some level of physical efficiency 1is desirable. However, McGhee
(1976) has suggested that such standards should be regarded as ter-
minal standards rather than pre-employment standards. In other words,
if 41t can be established that a police officer needs to be able to
carry a 165 pound body, then officers should be trained to do this as
part of their recruit course. Pre-employment screening should be domne
to determine that those individuals selected fér training be capable
of meeting such standards following a period of rigorous instruction
and crainingoe This approach has been taken by a number of depart-
ments, including the RCMP, and appears to be working out successfully
in that there is a low rate of failure due to inability to meet physi-
cal performance standards. According to Milton (1978), the women in
the Washington department have had more trouble passing the test than
have the men, but almost all are sucessful. All of the female re-
crults in Newton were able to pass a rigorous physical activity test
prior to graduation. Such an approach is particularly desirable for
women, because very often they perform below their physical capabili-

ties due to their lack of athletic background and training. When
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women can train as hard as men, sex differences in performance can be
reduced substantially. The impact of training on the physical perfor-~
mance of police recruits was indicated by the California Highway

Patrol study. Physical performance scores of female recruits increa-

'sed from 44 percent of the male scores in the 4th week of training to

75 percent of the male scores by the 12th week of training. This
suggests that a policy involving terminal rather than pre-enrollment

physical standards might be more fair to women applicants.

The discussion here 1s not meant to imply that police depart-
ments should eliminate enrollment standards. However, the evaluation
studies which have been carriéd out suggest that some of the tradi-
tional standards have excluded a large number of potentially good
police officers. For example, the research clearly indicates that
women do make capable patrol officers, yet for years they were ex-
cluded from police work by height and physical standards or by quotas.
Thus it seems reasonable to suggest that the attempt be made to define
performance-related standards, which would apply to both males and
females, and which would ensure that the best potential officers would
be hired.: Kizziah and Morris (1977) suggest that physical strength
may not be as important as training in skills that would enable an
officer to use his/her body properly. If this is found to be the
case, emphasis might be placed on teaching those skills in training,

rather than using strength as a pre—employment screening measure.
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One final issue related to the recruiting of female officers
is that of effective advertising. 1If a department is seriously trying
to promote the hiring of women, advertisements should be free of any
sexual bilas and should uvtilize recruiting techniques that will attract
members of both sexes. 'Brochures or advertisements should make it
clear that both men and women are eligible for the job of police
officer and illustrations should depict officers of both sexes. Women
should be given an indication of what the job entails - if women are
assigned regularly to patrol duties, this fact should be made clear to
potential applicants. One additional point which would apply to both
male and female recruits is that pre—-enrollment interviews should make
the candidate aware of some of the problems of police work such as the

unpleasant nature of some of the work, shift problems and so on.

One problem which several forces, including the California
Highway Patrol and the New Jersey State Police, have encountered is
that of high attrition rates during training. Of the first courée of
female troopers in New Jersey, 30 graduated and 74 dropped out during
training. (Patterson, 1980). While a study of the training program
has not yet been completed, one reason which was identified as a cause
of attrition was that women tended to have unrealistic expectations
of what police work entailed because their only knowledge of the job
came from television programs. This suggests that it might be uvseful
to provide an informational program for potential recruits in order

to reduce subsequent attrition.



91.

Ezaining

Until recently, it was common for departments to put women
on duty with little or no prior training. Obviously, if women are to
be given the same assignments as men, they should be given the samé
kind and amount of training. This 1is, in fact, what most major
departments now provide for their female recruits. Results from a
number of departments indicate that women typically do as well or
better in training than the men. They tend to do less well than men
in areas such as weapons training and self-defense training where
specialized physical skills are required. TFor example, in his evaluation
of the performance of women recruits in the Michigan State Police
Training Academy Charles (1981) found that there were no differences
between men and women in academic scores or in technical training scores,
but that there were significant differences favouring the males in
physical performance. Because of this, some departments have attempted
to provide extra training in these areas for female recruits. Men
typically are better prepared for this part of the curriculum than are
women, so opportunity should be provided for women to make up for this
lack of experienceo7 One force which is doing this is the California
Highway Patrol. An evaluation of their Women Traffic Officer Project
found that women had a higher injury rate during training and several
resigned from the academy because they found the physical training too
difficult.(California Highway patrol, 1976). As a result, the California
Highway Patrol has decided to make academy physical training more

individualized. (Craig, 1977).8
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Horne (1980) has presented a number of suggestions related
to physical training for female officers. He feels that both males and
females should be given training in unarmed self-defense. Some agencies use
boxing as a means of sensitizing recrults to giving and taking physical
aggression. Since most suspects that the police deal with are male,
female officers should do as least some of their self-defense training
with male opponents. . Horne also recommends that cfficers be given
leverage~strength training for some of the physical tasks they might
have to carry out, since this will compensate for the lower strength of

females.

In looking at the performance of female officers, Martin found
that policewomen who performed poorly expected to be treated deferentially
and had difficulty responding when citizens were hostile or uncooperative.
This led toepbor performance because these women were "uncertain about
their ability to assert and maintain control, [and] they attempt to
avoid situations in which they must take control™ (1980:178). This may
explain the finding from New York City that women were less agressive in
making arrests and traffic stops. As a possible remedy, Sichet et al
suggest that women police be given assertiveness training similar to that

given to female government officials.

Another area of concern which can likely be minimized by a
proper training program is that of automobile accidents. In Sherman’'s
St. Louls County study, the accident rate of the policewomen was

considerably higher than that of the comparison men. Similar findings
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have been reported for some other departments. It would appear that a
possible reason for this is that women have had less.driving exper-
ience than men. A solution for this problem would be for the depart~
ment to offer a driving course as part of its recruit training. Such
a policy has worked in Washington, D.C. Although the women took
longer to qualify than did the men, women had slightly fewer acci-
dents. While comparative accident rates are not available, the RCMP
experience appears to support the utility of a driving course. While
the women recruits had less driving background, they did well in the

driving course because of a high degree of motivation (Laronde, n.d.).

We would suggest that departments consider providing extra
help for females Iin these areas either during recruit training or before
the formal training program begins. This does involve giving special
treatment to women, but this should not cause problems if both sexes
ultimately meet the same performance standard.9 There are some bio-
logical differences between the sexes and there are also widespread sex-
differentiated patterns of behavior. Both of these may affect the per-
formance of females during recruit training. As Martin has noted "the
policy which appears to be sex neutral in fact puts the burden for being
different on the women"™ (1980:110). There is ample precedent for such
treatment. For example, before francophones in the military begin
courses such as pilot training, they are sent to language school to
improve their Epglish. 1In the case of both women police and francophone
pilots, insisting that performance levels be met prior to enrollment
would preclude or delay the admission of otherwlse—acceptable applicants,
and the lack of individualized programs might make the successful

completion of training problematic.
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FOOTNOTES

As an example of how height requirements effectively keep most
women out of police work, Craig (1977) claims that if the Cali-
fornia Highway Patrol had retained its minimum height requirement
of 5'8", less than three percent of California women in the

appropriate age group would have been eligible to apply.

Guyot ‘also discusses a study done in San Diego by Hoobler and
McQueeney which did find significant relationships between height
and citizen complaints, injuries, and auto accidents. However,
the study did not control for the type of assignment. This made
the results meaningless since height requirements for males had
been gradually reduced over a pefiod of years and older officers,
who were more experienced and more likely to be in safer jobs,

were significantly taller“than younger officers.

Obviously, there comes a point at which height requirements
become performance-related. For Instance, automobiles and other
equipment must be operated efficiently and an officer must be
tall enough to be seen when directing traffic. lowever, the
requirements set by many departments are far above those required

for such duties.

In the case of Adler v. Toronto Metropolitan Board of Commis-

sioners of Police and Adamson, which was heard at the same time
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as Colfer, it was decided that different height standards for
males and females did not discriminate against males who met the
minimum required for females, but who were too short to qualify
under the regulations for males. One might speculate that if
such a case were to involve members of a racial or ethnic mino-
rity whose average height was less than that set in the recruit=-
ing standard, the decision would be different. If this were to
happen, departments would have to look into the question of an
empirically-based, job-related height standard. While a number
of suggestions have been made as to the tasks which should be
considered in developing such a standard, it is likely that at
minimum a recruit will have to be of sufficient stature to com-
fortably drive a standard police cruiser car. The relevant
dimension here would not necessarily be height, but rather an eye
to buttocks measurement. The Califormia Highway Patrol used the
criteria of reaching the ground with both feet while on a motor-
cycle, backing a patrol car without undoing the seat belt, and
visibility while directing traffic. All of these tasks could be

adequately performed by someone 5'6" or over.

As was the case with height, physical ability standards may be
vulnerable to challenge if.they cannot be shown to be clearly
job-related, and if they exclude a higher proportion of females .
than males. One approach which is not vulnerable to thils criti-
cism has been taken by the Ottawa Police Force. Working with the

Department of Kinanthropology at the University of Ottawa, the
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department developed physical profiles to use as a recruiting
standard. For males, a profile was developed from a large group
of police officers who were performing their job in a satisfac~-
tory fashion. Potential recruits are measured against this
standard. For females, it was not possible to use serving mem-
bers, since there were none in the correct age group. Therefore
a profile was developed using female students from the University

of Ottawa.

While many people (including the writers) feel uncomfortable
with the use of different standards for males and females who

are to perform the same job, such an approach at least has the.
advanggge of meeting the requirements of human rigﬁ;s legisla-
tion. An alternate approach would be to set minimum requirements
which could be met by a large proportion of females, and apply

s

them to both sexes.

One relatively simple screening measure is percentage of body
fat. The California Highway Patrol found that this was strongly
correlated with subsequent scores on push-up and pull-up tests
and on running tests. While tests with a larger sample would be
desirable, this measure would apear to be a simple screening
measure which is less discriminatory than some of the pre-enroll-

ment physical tests currently in use.
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A related suggestion has been that both men and women be taught
to use personal skills which will enable them to talk thelr way
out of dangerous situations without having to resort to force

(Milton, 1978).

The evaluation report also suggested that a more difficult pre-
employment physical agility test be implemented in order to
reduce injury. It is not known 1if this recommendation has been

implemented.

Martin has pointed out that police departments may find them-
selves in a dilemna since many of the men may resent the fact
that women are singled out for special treatment. She goes on
to say, that "to ignore the differences that affect performance,
hodéver, perpetuates the difficulties that many policewomen
experience as patrol officers” (1980:131). While in the rest

of this report we argue against differential treatment, this

is one area in which we feel it is justified as long as the

same standard is ultimately met by recruits of both sexes. Of
course‘the extra training should also be available to males as

well.



CHAPTER 7

OTHER ISSUES

The Role of Senior Administrators

According to a number of observers, the support of the
police chief is crucial if women are to be successful in patrol duties.
Crites found that "the difference between departments in which the
police chief supported the program and those where the chief did not
has been the difference between success and failure" (1973:5). Such
support by the chilef is necessary to overcome the opposition of the
male officers who oppose the program, and to provide encouragement to
the women who will have to put up with the resentment of the males.
While the chief cannot change attitudes by decree, he can make it
clear that obvious discrimination will not be tolerated. Further, the
morale of the women will be higher if they know they have the clear

support of their senior officers.

The chief should establish a policy which sets out a gingle
standard for the treatment of both male and female officers. A policy
of this sort will help the police administration place the responsi-
bility for the successful integration of women onto the shoulders of
the field commanders, who are in daily corntact with the patrol offi-
cers (Melchionne, 1974). Milton suggests that the commitment of the
department to the successful integration of women can be made explicit

in the context of a conference which would discuss the issue of female
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patrol officers from a number of different perspectives. “The purpose
of the conference should be to demonstrate the administration's com-
mitment to hiring without regard to sex, to clarifying or changing
policies which have discriminated against women, to reviewing problems

of implementation and their solutions and to developing operational

guidelines” (Milton, 1974:35).

The role of senior administrators should not end with the
setting of policy. Experience in several departments has shown that
administrators should also consult with members of the rank and file
and keep them advised of the progress of the program. Kiernman and
Cusick note that police union officials in Washington felt that Chief
Wilson "moved too quickly with the program and failed to prepare the
men and women for the changes that would follow. Male officers,
unsure of how to treat the women, frequently lapsed into boyish beha-
vior, teasing and harassing the women. TIf the men had been better
prepared, the union officials said, the way would have been made
smoother for the women." (1977:48). Bloch and Anderson have recom-
mended that a committee, representing all levels of the department,
monitor such programs in order to deal with problems such as those

mentioned above.

Reagsignment of Serving Women

One problem which has arisen as a result of the deci§ion by

many departments to assign women to patrol duties is the reluctance



of some women who have had a number of years experience in the depart-
ment to go-“on uniformed patrol. Many of these women' joined the police
department as specialisis and have spent their careers working in the
Juvenile Division or as matrons in the jail. While some of the older
women may welcome the change, others may view a transfer to a uni-
formed job as a reduction in status (Melchionne, 1974). Women per-
forming specialist roles may have entered policing with higher educa-
tional qualifications than the average officer, and may view their
current role as having more status than general policing.  In addi-
tion, many of them may have entered the department because of a com-
mitment to a certain kind of work such as working with juveniles and

have no desire to enter the field of general policing.

It is not likely that most serving women will resist the
change to a more complete integration of women into all aspects of
policing. However, some of these women will not have had the same
training as male officers and will not be prepared for patrol duties.
These women should be trained (or retrained if they have had an aca-
demy course but have not had the opportunity to use most of the skills

they learned) before they are put on patrol.

The problem of serving women who do not want to go on patrol
"is a difficult ohe for an administrator. In the interests of fair-

ness, such women should be allowed to remain in their old positions if
they choose to do so. Presumably, they would be aware that opportuni-

ties for advancement would be limited without patrol experience, but

-
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it would not be fair to force them out on uniformed patrol if they
don't have any enthusiasm for the job and if they were hired under a

system which didn't require that they perform patrol duties.

Women as Supervisors

In most departments, the number of women in supervisory
positions is minimal (see Appendix I). 1In part, this is because many
women have been hired recently and are not yet eligible for promotion.
ﬁowever, it is also due to the fact that women have been discriminated
against in many departments. In some cases, a limited number of
‘promotions were available within a separate Women's Bureau or within
the Juvenile Division, but women were not allowed to compete for
promotions outside of these specialized areas. One reason for this
was that they typically lacked the patrol experience which has often

been a prerequisite for promotion.

While the integration of women into police departments on a
more equal basis means that more of them will be promoted to super-
visory positions1 in the future, there are at least three issues which
must be considered in the area of promotion. First of all, research
has suggested that women are not as oriented towards achieving higher
rank as are men {Maguire, n.d.). It is likely that this difference in
orientation is the result of the fact that for most women just gettiné
into the police department represents a big step, and because she has

no female supervisors to serve as role models. Unless they develop a
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strong motivation to succeed, it is not likely that women will be
promoted in proportion to their numbers. Further, once they have been
promoted, the lack of available role models leaves the woman with no
clear idea of how an effective female commander does her job. Hilton
(1976) suggests that the subordinate role which women play in much of
their interaction with men does not provide a good background for

becoming a decisive police manager.

A second potential problem is that of the response of subor-
dinates to a female supervisor. Surveys carried out in several types
of organizations have found that both males and females express a
preference for male supervisors (Bowman, et al. 1965). Female mana-
gers are felt to be "rigid, petty, controlling, and too prome to
interfere in personal affairs of subordinates” (Kanter, 1976). How-
ever, research which has actually looked at the leadership performance
of females has not supported these stereotypes. Leadership styles of
nen and women are similar and both sexes are evaluated in a similar
fashion by their subordinates (Kanter, 1976). Price (1976) has com=
pared male and female police administrators in terms of leadership
characteristics. She found that female police executives scored '
higher than their male peers on 9 of 11 leadership traits. As Horne
(1975) has suggested, it may well have been that only outstanding
women were able to get promoted so that those studied by Price were a

rather select group, but the fact remains that women officers have

shown that they are able to perform their leadership role capably.
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An additional problem relating to promotion was uncovered
in a study done of women in the U.S. Navy. ' Durning énd Mumford (1976)
found that while women are initially more favorable in their attitudes
toward the Navy than are their male counterparts, they become less
content as they move up through the ranks. While male/female differ-
ences are not great, they show up particularly in the area of peer
relationéhips. Navy enlisted women show a decline in feelings of peer
support and peer work facilitation as they rise in rank, while males
show an increase on these dimensions. This may because women perceive
a conflict between their roles as females and as military supervisors,
or it may reflect the fact that women in senior ranks are isolated
both from their male peers and from other females. This suggests that
the token promotion of a few females, who are then placed in positiouns
where they are 1isolated from other women is not a particularly good

way for organizations to proceed.

While there are potential difficulties, women who have been
promoted appear to have been as effective as their male counterparts.
If women are selected for promotion on the same basis as menz, if they
are promoted in sufficient numbers to enable them to provide models
and support to one another, and if police departments insist that
female supervisors receive the same authority and respect as their

male peers, it is not likely that serious problems will result.
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Reactions of Spouses

One obstacle to the expansion of the role of women in poli-
cing which has not been mentioned thus far is the opposition of wives
to having women work on patrol duties with their husbands.3 The
wives' objections center around two major issues: the possibility of
sexual relationships developing between male and female officers, and
the fear that having a woman partner will increase the likelihood of

the male officer being killed or injured.

The first of these problems is the most difficult to deal
with, as the fear of family problems amongst police officers is not
unjustified. Police officers have a very high.divorce rate (Milton,
1972) which is likely affected by the strains placed on a relationship
by such things as shift work, the long hours, and the social isolation
of officers and their families. The entry into the department of
fairly large numbers of women who may be sharing a car eight hours a
day with their husbands 1s seen by the wives as an additional threat
to their marriage. While it 1s true that exclusion of women from the
department will certainly not mean that male officers will be free
from the perils of sexuzl temptation, it is also true that the likeli-
hood of such temptation will be Increased as more women enter the

department.

Because of this possibility, many wives object to their

husbands working with a female partner. 1In his study of women-in the

-



105.

RCMP, Maguire found that there was a great deal of concern over the
prospect of a female constable arriving on the detachment. In one
case, the fears of the wives are alleviated when the new constable
turned out to be a "plain Jane"” and was not perceived as a threat.
Similarly, the wives became more accepting of female officers after
they began to go out with single males on the detachment. Again, this

meant that they were less of a threat.

While no solution can be found to this problem, some steps
can be taken to reduce its impact. A number of departments have set
up seminars for officers’ spouses in order to familiarize them with
police duties, and with the prospect of their police spouse working
with a member of the opposite sex. Where formal programs do not
exist, many men who are patrolling with women ensure that their wives
meet their partner. It is likely that such familiarity will help to
reduce some of the anxiety involved. Another suggestion has been for
police departments to establish Counselling Services Units which
could, among other things, provide assistance fo those having job-

related marital difficulties (Milton, 1974).

Some departments have attempted to minimize the issue by
allowing men the option of refusing to work with a female partner or
by rotating partners on a regular basis. The first of these proposals
can lead to problems for a man who does work with a female, since his
wife knows that he could have refused. Also Crites (1973) found that
departments which did not allow this choice had no more problems with

spouses' reactions than those which did. An alternative proposal,
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which 1s to rotate partners regularly, is probably not desirable from

the point of view of effective policing since it does not allow part-
ners the time to work together 1oﬁg enough to become an effective
team. While more research might be desirable in this area, the best
strategy might be to assign males and females to work together on a
regular basis, but to be flexible in cases where family problems
develop or where there is a strong preference for working with a
partner of the same sex. Regardless of how the problem is handled, it
should be remembered that female officers should not be held solely
responsible for any liaisons which do develop, nor should the possi-
bility of these additional administrative problems be used as grounds

to keep women out of policing.

The second objection, that of the possibility of male offi-
cers being in more danger if they are working with females, is easier
to deal with. A number of the research studies discussed in this
report indicate that such fears appear to be groundless.4 This data
can be presented to male officers during in-service training courses
and, if it is felt to be necessary, to the officers' wives as well.
Along with this, Milton (1974) suggests that wives be allowed to ride
along with experienced male-female or female-female teams in order to

learn for themselves that women are competent officers.

Attrition ﬁates and Sick Leave

In Chapter 2, it was noted that the California Highway

Patrol reported higher attrition rates for female officers. This
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pattern has apparently continued, as an article in the Los Angeles
Times of January 22, 1979 reports that the rate of skparation to that
date was 15 percent for females compared with 5 percent for males.
The same finding holds true for at least one Canadian police force.
The RCMP reported that 16.3 percent of females employed after Sep-
tember, 1975 had left the Force by August, 1978 compared with 8.7
percent of the males. O(n the other hand, studies carried out in a
number of city police departments have found attrition rates to be
about the same for males and females. For instance, after almost 3
vears of duty, none of the twelve female officers in the Newton Depart-—
ment had resigned. While research into attrition rates is currently
underway in Canada and the U.S., the fact that none of the departments
responding to the survey reported in Appendix 1 reported higher attri-
tion rates for females as a problem suggests that higher rates of
turnover for women may be more prevalent in State or Federal forces
than in municipal departments. If subseguent research suggests that
this is the case, the reason may be that postings, temporary duties in
ther locations, etc. may be more disruptive to women than to their

ile counterparts.

‘Little research has been done in this area for women in
other occupations and much of what does exist is misleading as it
compares men and women in organizations where women are disproportion-
ately employed in lower levels of the organization. Ambert (1976)
cites one major-U.S. survey which suggets that turnover rates are

similar for men and women at the same job level. A recent study by
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the Public Service Commission of Canada (1979) shows'that in the
Canadian Civil Service, resignation rates for women'have been substan-
tially higher than for men over the past four years. This holds true
at levels categorized as support, junior, intermediate, and senior and
applies to all occupational categories in the Civil Service. The only
exception to this was at the very top level (classified as "execu=-
tive") where the resignation rate for women was lower than that for
men. The major reason given for the difference between men and women
was relocation due to marriage or relocation of a spouse. Other
reasons for resignation given by women more often than men were family

responsibilities, personal health, and maternity.

The question of how to minimize this attrition rate is an
important one for police administrators. The Public Service Commis-
sion report includes a number of recommendations in this regard.

First of all; a policy for increasing the availability of part-time
employment is currently being develcped by Treasury Board and by the
Public Service Commission. Part—time work would enable women who are
involved in raising a family to stay actively involved with their work
until they are ready to return to the labor force on a full-time
basis. The report also recommends that policies be implemented which
allow for extended leaves of absence and which facilitate reentry
after such leaves. Both of these suggestions may help employers,
including police departments, to minimize attrition problems involving
female employees. It has been noted that labor force participation

rates drop fairly sharply for women between the ages of 25 and 30, and



109.

increase again for women over 30 (Miller, et al., 1979). Since a
women in her early 30's would have more than 25 years of work ahead of
her, it seems worthwhile to recognize that women may have family
obligations which are different from those of men and to develop
programs which make it possible for women to meet these obligations
without permanently leaving their chosen career. Obviously such
policies would also benefit the empleyer, since trained personnel

would not be lost to the department.

Several of the evaluation studies also reported that women
lost more time due to injuries and/or sick leave than did men. The
California Highway Patrol study found that females had higher injury
rates in training and had to take more sick leave. Following gradua-
tion, women continued to take more sick leave than the comparison
males, though rates for both were below the average for all uniformed
employees. Women also had higher injury rates than did males. 1In
Newton, the average number of sick days for females and comparison
males was almost identical, while females lost a substanially higher
number of days due to injuries. The New York =tudy done by Sichel et
2l. indicated that females took more sick time, while the Washington
study fourd that women were assigned to light duty more often because
of injuries, but did not have a higher rate of absenteeism. Women in
other occupations also have higher rates of sick leave, but when level
of position is similar the differences are quite small. For instance,
a study carried out in the U.S. for a number of occupations found that

women missed an average 5.6 days per year due to sickness, while men
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missed an average of 5.3 days. This difference was even less when
type of occupation was held counstant (Ambert, 1976): Another study i
indicated that in the Canadian public service in 1967, women took 4.4
days of sick leave per year, and men 4.1 days (Women's Bureau; n.d.).
The same study also looked at the question of maternity leave, which
has been an area of concern for many police departments. It was found

that fewer than 2 percent of women employed in the civil service took

maternity leave in a year.

In their study of women in the military, Simpson et al.
(1978) found that attrition rates were higher for females than for
males, and that the difference was the greatest the further removed
was the type of role from traditional female employment. Attrition
rates were much more similar for trades in which women had served for
a number of years. They also found that women made use of medical
facilities more than did men, but were less likely to be disciplinary

problems or to be involved in alcoholism and drug addiction.

The area of attrition and sick leave is an important one for
police departments and for other employers, as it has implications in
terms of the cost of training new personnel and providing replacements
for workers who have left or who are off sick. The data suggest that
attrition of females may be a problem in State or Federal forces but
not in municipal departments. This may reflect the problems of
moving or of being assigned to temporary duty away from home in forces

which serve a broad area. Studies also indicate that females may be
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absent more often due to illness or injury, but that their overall
absentee rates are not significantly different from those of male
officers. However, the evidence is neither complete not consistent,

and further research must be done in this area.

Uniforms for Female Officers

Uniforms must be designed so as to give female officers
sufficient freedom of movement to do their job effectively and to
allow them to carry the necessary equipment. Among the problem areas
the have been mentioned are: mnot enough pockgts to carry equipment;
belt loops too small to carry equipment and firearms; the use of
purses to carry firearms; and a uniform design which hampered move-

ment.

A number of suggestions have been made to deal with some of
these problems. First of all, uniforms should be designed for func-
tional utility, not for style. Pants and low shoes are a necessity,
as skirts and high-heeled shoes may restrict freedom of movement in a
great number of situations. Also, provision should be made for
carrying firearms in a holster rather than in a purse. This will
enable the officer to draw the weapon more guickly and will minimize
the risk of having it taken away from her before it can be drawn. A
final recommendation is to provide adequate pockets on uniforms. If
ﬁhese are not provided, the female officer will either have to carry

her equipment in her hands, or leave it behind in the car.
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Women in the RCMP

Much of the material presented in this report 1s relevant
to the RCMP, but the Force also has a number of additional problems
regarding female officers which are rather unique. These additional
problem areas are related to the fact that the RCMP is heavily invol-
ved in policing in rural parts of Canada and to the fact that it is a
national organization which often transfers members from one area to

5
another.

The task of policing in isolated rural areas is quite dif-
ferent in many respects from urban policing (Sandy and Devine, 1978).
For example, very often calls are answered by one officer while the
nearest back—-up may be miles away. Thus an officer must be capable of
handling a wide variety of situations on his or her own. Also, being
a police officer in a small town creates problems regarding off-duty
gocialization--the officer is well=known to all members of the com-
munity, and cannot ever escape the pressures of the police rolv. This
problem may be particularly acute for females who may have no friends
or working associates in remote areas. As noted earlier, this situa-
tion can create problems in terms of morale and retention of the

female member in the Force.

An additional problem is that of the presence of women on

patrols which may involve overnight stays in isolated cabins. ' Sending

mixed teams of officers on such patrols would not likely be acceptable
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to the members' families or to the public who, in a small town, would
certainly be aware of such activities. If women weée in a detachment
where such patrols were necessary, excluding them from such duty would
place an unfair burden on the men in the detachment. The current
policy is not to transfer women to such detachments. However, this
also has its disadvantages. Isolated detachments may be seen by some
members as less desirable assignments than more populated areas.

Thus excluding women from such postings would mean that there would
Se fewer vacancies available in more desirable areas. An analogous
problem exists in the U.S. Navy which, until recently, had excluded
females from sea duty. This led to resentment from the males because
women were now filling a sizable proportion of the more desirable
shore billets, thus increasing the likelihood of sea billets for men.
The best solution to this problem for the RCMP would probably be to
attempt to transfer at least two women to detachments with extensive
overnight patrol commitments. This would allow them to do these
patrols together, and would also help to alleviate some of the other

problems which female officers face in rural areas.

The problem of transfers basically involves the possible
reluctance of female officers to accept postings}from cities or towms
where their husbands have established careers. In such a case, either
the woman officer would resign thus costing the Force an experienced-
member, or the normal transfer process would have to be altered if
she were allowed to turn down the posting. A related problem is the

fact that women in the RCMP are likely to marry men in the RCMP. In
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Laronde's study, he found that 12 of 14 single females were dating
members eof the Force and 5 of 7 married females had'husbands in the
Force. This means that the married couples will have to be trans-
ferred in pairs and this might create career restrictions as one or
both members nears promotion. As Laronde notes “discretion of place-
ment may become removed from management control through the complexity
of such arrangements” (n.d.:27). Looking at the same issue, Maguire
feels that the problem of tandem careers in the RCMP is only part of a
larger problem, since many wives who are not in the RCMP have careers
which affect the likelihood of theilr husbands accepting a transfer.
Maguire suggests that the situation may be simpler when both partners
are on the Force, since in that case there is at least a possibility

that both can be given jobs in the same location.
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FOOTNOTES

While women will inevitably be promoted to higher ranks, such
promotions will likely be slow. Sullivan (1979) has shown that
in the three years after widespread integration of British Police
Departments occurred, there were 2,111 more female constables
and 97 fewer female supervisors than there had been prior to
integration. This was likely due to the loss of supervisory
positions specifically designated for females.  Horne (1979) has
predicted that the attitudes of male administrators will prevent
more than a few token females from moving into supervisory posi-

tions in the foreseeable future.

Just as police departments should avoid discriminating against
women in their promotional policies, so should they avoid promo~
ting women who do not have the experience or the leadership
ability to do a good job. Promoting an inexperienced woman into
a supervisory position on a token basis could greatly damage the

credibility of female officers.

Very little attention has been paid to the reactions of husbands
to their wives' work as police officers. While not enough data
are provided to make any conclusions about such effects, the
California Highway Patrol study suggests that the marriages of
female officers may suffer more than those of male officers.

Almost half of the female officers surveyed said that becoming 2
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member of the Highway Patrol led to a divorce. None of the
comparison men reported that they had been div&rced as a result
of their job. However, the fact that all of these women said
they felt good about this alteration of their marital status

suggests that thelr marriages may not have been strong before

they joined the department.

Despite this, every department has its collection of stories of
how a female officer's mistake got her partner into trouble. If
one listens long enough, one finds that the same kinds of stor-
ies are also told about inexperienced male police officers. The
difference is that nobody uses the latter stories as illustra-

tions of the incompetence of all males.

Angther minor problem is related to training. Generally, the
RCMP training experience seems to be typical. Laronde reports
that the major fault found with the women was with the physical
aspects of training, as they did very well in the academic part
of the course. However, he reports that because physical capa-
bilities are of minimal use in the field, the major problem
identified during training was the lack of “"troop spirit” of the
female recruits. While this may not be a major concern to many
municipal departments, the RCMP see it as a problem because of

their concern with developing the members® esprit de corpse.
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APPENDIX I

WOMEN IN CANADIAN POLICE DEPARTMENTS

As part of this review, a brief questionnaire was sent

to all twenty~two police departments in Canada which served cities and

districts having over 100,000 population (excluding areas served by

the RCMP). 1In addition, site visits were made to Toronto, Edmonton,

and Vancouver. Responses were obtained from all but three departments

(Longeuil, Halton Regional and Saskatoon). A brief summary of res-

ponses to each of the items on the questionnaire is presented below.

General orders, memoranda, policies and directives referring
to female police officers.

Departments reported few differences in policies toward male and
female officers. Most of the differences in regulations related
to dress, hair length and maternity leave. The only major res-
trictions reported for females was in Vancouver where

women were not assigned to work in the jailc1

Physical requirements including height, weight and vision.

There was a good deal of variation reported regarding physical
selection standards for potential recruits. The most common
height minima were 5'4” for women and 5'8" for males. Six of the

twenty-four responding departments had no height or weight
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restrictions for applicants, and only one (Halifax) reported
having the same height requirement (5'8") for both males and

females.

Pre—employment testing requirements including physical examina-
tion, and physical agility and strength testing.

Thgre was also a wide range of variation reported in the extent
of physical ability testing. About half of the reporting
departments required only a medical examination to certify the
physical condition of an applicant. The other half required some
kind of fitness test, administered either by the department or by
an outside agency such as a University or the YMCA. These tests
varlied considerably, with that of the Vancouver City Police being
among the most demanding. The Vancouver department requires a
driver's examination, a swimming examination requiring competence
in a number of strokes, physical fitness evaluation tests, motor
fitness and ability tests, and a job-related skill evaluation.
This last test consists of a speed run (45.75 metres in 7.5
seconds), trigger pull, wall scale (1.82 metres), body drag (200
pounds over 30 metres), and a stretcher carry (200 pounds carried

by two persons).

Former and present designated functions of female police officers.

The historical pattern reported in Chapter 1 has been followed by

every department which has employed female officers over a
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period of years. That is, until recently women were restricted

i

-to traditional roles such as working in the women's jail, deal-

ing with juveniles, and handling female victims. Most depart=
ments had only a small number of women and many employed no women
at all. Most recently, all responding departments which employ
women have assigned women to general patrol duties and to other
units on the same basis as men. About 2/3 of female officers are

currently assigned to general patrol.

Number of female officers on the force ten years ago, five
years ago, and now.

While not all departments were able to provide this informationm,
the number of female officers increased by about 30 percent
between 1969 and 1974 and by about 110 percent between 1974 and
1979. 1If one includes the RCMP which had no females until 1975
and which now employs about 240, the increase between 1974 and
1979 was 270 percent. Thus the trend indicates a significant
increase in the number of female officers. This trend is even
apparent in Quebec, where the number of women has been very
limited. Montreal recently began hiring women again for the
first time in 32 years, and other departments with no women on

strength are now considering hiring some.

Number of females having the rank of sergeant and above.

Very few women have been promoted to senior ranks iIn Canadian

police departments. This reflects the limited experience of



the majority of female officers who, as noted above, have been
hired in the past five years. It also reflects the fact that
advancement was limited for those women who did have a long
period of police service. Among all of the reporting depart-
ments, only 17 women were at or above the rank of sergeant. Of
these, 10, including the only female officer (a superintendent),
are members of the Metropolitan Toronto Police Department. Of
the remainder, 3 are members of the Peel gegional Police, so it
is apparent that most departments have not yet promoted any

women.

What problems, if any, has your department encountered regar-
ding female officers?

Nineteen of the responding departments replied to this question.
Three had not had enough experience with female officers to be
able to assess their impact on the department, and another five
stated that they had not encountered any problems regarding
female officers. The major areas of concern discussed by the
remainder of the departments related to the perceived physical
ability of the females. Four departments reported that the men
feel they must be more protective when they are working with
women. Two departments had problems with supervisors who send
more backup for females and were more reluctant to assign them to
dangerous patrol areas. Five departments also reported that
women were not aggressive or strong enough to deal with situa-
tions involving potentially violent behavior, and that male

officers-don't have any confidence in the ability of females to
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help them in a situation involving a fight. Other problem areas
mentioned by one or two departments were: the 'women aren't
accepted by male officers; women don't like working on patrol
duties; loss of time due to maternity and sick leave; and the
possibility of domestic problems resulting from the presence of
women in a previously all-male enviromment. A number of depart-
ments also mentioned that women were particularly good at tasks
such as dealing with female victims, report-writing, and dealing
with conflict situations. Several also noted that their female
officers were hard-working, had good attendance, had no record of

disciplinary problems, and had received no civilian complaints.
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FOOTNOTES

It is unlikely that this department is the only one which has
formal or informal restrictions regarding the hiring or deployment
of women. However, the wording of the questionnaire may not have
obtained the same sort of information as that gathered in the
course of a site visit. For example, a newspaper story dealing
with females on one of the responding forces noted that women were
not assigned to the paddy wagon. The Deputy Chief said this policy
had been implemented because two small women couldn't 1ift a large
drunk into the wagon. Interestingly, in Vancouver the wagon is
often handled by a single female officer without any apparent

deterioration in the quality of service offered to local inebriates.
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APPENDIX II

IMPLICATIONS FOR RESEARCH

The major implication of this report for future research is
that it points out the need for a study of women in policing to be
carried out in Canada. Virtually all of the research discussed in
this report has been carried out in the United States. While these
findings may be generalizable to Canadian departments, there is some
resistance among both police administrators and academics to accepting
these findings without independent replication in Canada. Such a
replication is necessary in order to provide credible information to
police administrators who must use research results as a basis for
policy decisions. Further, there are some differences between Cana-
dian and American police departments which require that research be
conducted in Canada to supplement that done in other countries. As
just one example, the RCMP 1is in some respects a unique police force,
particularly with respect to the extent of policing carried out in
rural and isolated areas. Many issues related to the deployment of
women in the RCMP are not faced by city or even by state police forces

in the U.S.

The report has identified a number of issues which should be
studied in Canadian research on women in policing. Among these issues

are the following:
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What are the effects of differential physical ability on job
performance? Are differences in physical abilities job-related?
Are any problems caused by physical differences? 1If so, does
this vary in different areas (i.e., urban vs. remote rural) or

by different types of job assignment?

Do sex differences exist in style of policing? Do men and women
do their jobs differently? Does this vary under certain condi-
tions; i.e., when two women are partners? If such differences

exist, do they make a difference in effectiveness?

What kinds of administrative problems result from the employment
of female officers? Must transfers be restricted when two members

of a department are married? Are there any difficulties relating

to different requirements for uniforms, facilities, and equipment?

What are the effects of having men and women working together? What
are the perceived effects on husbands and wives? Do male/female

relationships have any effect on job performance?

Do male/female differencesAexist in job satisfaction and desired
career patterns? Do sex differences exist in central life interest?
Are males and females equally committed to their careers? Were -
males and females attracted to policing for similar reasons?

What are the implications of these findings for administrators?
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What issues are raised by the presence of women in a previously
male occupation? Do members perceive any changé in the image of
thelr force as a result of the hiring of women? 1Is ghere a
problem raised by a lack of friends and working associates for
female members of the RCMP working in remote areas? 1Is there
resentment of females by male members which has an impact on

morale or efficiency? 1Is current training adequate for females?

What are some of the problems faced by the RCMP in assigning
women to remote areas? 1Is the lack of possible back-up perceived

to be a problem?

Assuming that the number of female officers will continue to
increase, what policies can be used to facilitate the acceptance
of these officers? Can programs be developed which can be used
in both recruit and in~service training programs to deal with the

issues raised by the employment of female officers?

Why is the éttrition rate for females higher in state and federal
police forces than in municipal forces? Can policies be intro-

duced which might reduce this attrition rate? Can police career

‘patterns be made more flexible to better meet the needs of female

officers?

What would be the effect of substantially increasing the number
of female officers assigned to a particular area? The military
has done some research on the effect of increasing the proportion
of females in field units - the same kind of research should be

done with the police.



133'

For reasons mentioned in the report, the role played by
women in Canadian police departments is likely to igcrease significantly
dﬁring the 1980's. Research in this area is needed to provide information
on how to minimize the problems which might become magnified as a
result of thils increase. For instance, ways must be found of reducing
the hostility of male officers toward their female colleagues, or the
morale of both males and females will suffer. More flexible career
paths must be developed in order to minimize attrition rates among
females, or recruiting and training costs will rise in some departments.
These are but two examples of areas where policy-related research may

be of assistance to police administrators.






