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Abstract 

Representative bureaucracy indicates that police agencies should reflect the communities 

they serve to improve public perception of the agencies. An underrepresented population 

in U.S. law enforcement is minority females. The purpose of this qualitative 

phenomenological study was to explore participants’ lived experiences regarding 

perceived barriers to the recruitment and retention of minority females in U.S. law 

enforcement agencies. The study used theories of representative bureaucracy and 

intersectionality as frames. Data were collected from 15 survey responses and semi-

structured interviews with minority female officers from federal, state, and local law 

enforcement agencies in Maryland. The data analysis included contingency tables and 

descriptive statistics. The findings revealed 5 core themes: motivation, evaluation, 

transformation, discrimination, and obstacles. Findings may be used to improve strategies 

for the recruitment and retention of minority females in U.S. law enforcement. 
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Chapter 1: Introduction to the Study 

In the United States, minorities and females have advanced during the last four 

decades in the field of law enforcement (Stroshine & Brandl, 2011); the percentage of 

females in law enforcement increased from 5% in 1987 to 12% in 2013 (U.S. Bureau of 

Labor Statistics [BLS], 2013). Likewise, minority officers increased from 9% in 1987 to 

12% in 2013 (BLS, 2013). Despite these gains, minority females in law enforcement have 

not increased at the same rate as females or minorities in the general population (Greene, 

2000; J.M. Wilson, 2011; J.M. Wilson & Grammich, 2009).  

Studies that addressed females in law enforcement have not contained a 

significant sample of minorities (Bolton, 2003; Haarr, 1997; Yu, 2014). Bolton (2003) 

and Dodge and Pogrebin (2000) posited that studies of minority females in law 

enforcement have concentrated on Black females. Limited studies have focused on 

minority females in law enforcement (Del Carmen, Greene, Nation, & Osho, 2007; 

McMurray & Karim, 2008; Natarajan, 2008). The National Center for Women in 

Policing (Harrington, 2000b) and the U.S. Department of Justice’s Bureau of Justice 

Statistics (BJS) (Reaves, 2015) indicated a downturn in the number of law enforcement 

applicants nationwide. Nashville police experienced a 60% decline in applications from 

4,700 in 2010 to 1,900 in 2017 (BLS, 2016).  A Police Executive Research Forum 

(PERF) survey of 400 police departments nationwide revealed a 66% decrease in police 

applicants (PERF, 2019). Black applicants are deterred by family members from 

becoming police officers.  In the same study agencies “reported special challenges 

recruiting minority, female, and bilingual officers” (PERF, 2019). Law enforcement 
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agencies are confronted with recruiting and retaining qualified minority female 

applicants. 

The recent statistical trend suggested that the level of female and minority officers 

may have plateaued (Harrington, 2000a; Kringen, 2014). This trend could be attributed to 

the inability of law enforcement agencies to hire and retain females and minorities to 

keep up with attrition. The research indicated that obstacles exist that contribute to the 

stagnation of the entrance of minorities and females into law enforcement. Authors 

mentioned racial discrimination, testing instruments, officer selection, a perception of law 

enforcement, and competition among agencies as hindrances to the recruitment of 

minorities (Ho, 2005; Perrott, 1999; Waters, Hardy, Delgado, & Dahlmann, 2007). 

Studies also indicated obstacles such as sexual harassment, disparate treatment, hostile 

work environments, and racial and sexual discrimination (J. M. Wilson, 2011; C.P. 

Wilson, S.A. Wilson, Luthar, & Bridges, 2013) to the retention of minorities and females. 

A few identified barriers to the recruitment and retention of females were the written 

exam, physical agility test, sexual and gender harassment, discrimination, retaliation, 

childcare issues, and flexible work options (Kringen, 2014; Perrine, 2009).  

Changing demographics necessitate the recruitment of an adequate number of 

diverse law enforcement officers. The increase in recent decades of racial, ethnic, and 

immigration populations makes diversity commonplace in communities. Law 

enforcement must represent the multicultural communities they serve to meet the crucial 

demands of policing. Law enforcement agencies should seek to reach candidates from 

diverse communities to serve the emerging multicultural populations. Pfefferle and 
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Gibson (2010) stated “a diverse workforce can increase trust and engagement among the 

broader population in need of services” (p. 1). 

Enhancing the community perception of the organization, recruitment, and 

retention of minorities and females who reflect the community is essential for law 

enforcement agencies. People within communities like encountering someone with whom 

they can connect and by whom they can be understood. However, the number of female 

and minority officers has not increased at the same rate as females or minorities within 

the general population (Greene, 2000; Harrington, 2000b; Kringen, 2014; J.M. Wilson, 

2011; J.M. Wilson & Grammich, 2009). An objective of the current study was to explore 

an innovative selection process for the recruitment and retention of minority female 

officers in law enforcement agencies. The intent of the study was to understand why and 

how minority females overcome encountered barriers and joined law enforcement. The 

results (see Figure 1) may be used to retain minority females within the ranks and aid in 

future law enforcement recruitment efforts. 
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Figure 1. Intervention plan. 
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Literature Deficiency 

Law enforcement is a field that many people have previously perceived as an 

exclusively male domain. Provisions for hiring females in the 1970s such as the Title VII 

Amendment to the 1964 Civil Rights Act for equal employment opportunity laws and 

affirmative action policies helped females to make progress in achieving law enforcement 

careers (Harrington, 2000b; Wilson, 2011). Despite the advances, the latest data from the 

U.S. Department of Justice (2001) indicated that law enforcement agencies continue to 

experience a reduction in the number of qualified minority female applicants nationwide. 

Research on females or minorities in law enforcement has focused on recruitment 

or retention. Studies that involved minorities concentrated only on recruitment barriers. 

For example, Archbold and Schultz (2012) conducted an observational study of the roles 

of females in law enforcement and retention difficulties. Kumar (2012) created a barrier 

analysis model to comprehend how law enforcement agencies identified potential 

recruitment and retention barrier programs for women and minorities (Matthies, Keller, 

& Lim, 2012).  Wilson (2011) focused on the challenges that law enforcement face to 

meet the changing visage of recruitment and retention. A 2009 survey completed by the 

International Association of Chiefs of Police revealed “unfavorable demographic and 

social trends…lack of diversity in some police departments…unattractiveness of 

paramilitary organizations…intense competition for candidates [and] bureaucratic and 

burdensome personnel regulations” (Oliver, 2014, p. 38) as key factors for recruitment of 

law enforcement officers. 
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Attempts to locate literature that addressed key factors for recruiting minority 

females in law enforcement and how to utilize those factors for active recruitment and 

retention garnered negative results. Obstacles identified in the literature indicated 

competition as a factor among law enforcement agencies to recruit qualified female 

applicants. Discrimination of minorities by law enforcement and minority perceptions of 

police (Schuck, 2014) were also cited as contributors to the decreased number of minority 

or female applicants vying for a career in law enforcement. 

Research Problem 

Underrepresented females in law enforcement have the potential to be identified 

as tokens within the agency or considered affirmative action hires. Kanter (as cited in 

Stichman, Hassell, & Archbold, 2010) concluded in a study of women working in a large 

industrial supply corporation that tokens or members of a token group have “negative 

workplace experiences due to low numerical representation” (p. 633). Kanter (1977) 

defined a dominant group as those representing 85% of the overall group. A smaller 

group that represents less than 15% of the dominant group is thought to be dissimilar and 

defined as a token group (Kanter, 1977). Based on the current rate of attrition for 

minority females in law enforcement, it would take several generations to achieve 

equality in law enforcement for minority females. 

A need exists for the recruitment and retention of minority female officers. For 

example, the New Jersey State Police employs 2,539 troopers (Weaver, 2014). Caucasian 

males constitute 80% of the troopers (Weaver, 2014). The other 20% of troopers consists 

of 109 Caucasian females, 282 Hispanic males, 159 African American males, 8 Hispanic 
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females, and 13 African American females (Weaver, 2014). According to Kanter, the 

percentage of minorities and females employed as New Jersey State Police represents a 

token group. The public expects that law enforcement organizations reflect the diverse 

communities they safeguard (Meier, 1993b). Agencies must seek to meet this general 

expectation by hiring minority females beyond token numbers to achieve equality 

(Stichman, Hassell & Archbold, 2010). Minority females have overcome perceived 

barriers to joining state, federal, and local law enforcement agencies. To benefit future 

recruitment and retention efforts, agency administrators must recognize the factors 

associated with why and how minority females overcame the alleged obstructions. 

Purpose of the Study 

The current study addressed an understudied area of law enforcement—a 

dwindling population of minority female officers. The purpose of this qualitative 

phenomenological study was to examine minority female officers’ perceptions of the 

organizational barriers in the recruitment and retention in law enforcement. The 

phenomenon examined in the study was the organizational barriers such as discrimination 

and competition that can exist in the recruitment and retention of minority female 

officers. The study results may provide insight into what administrators of law 

enforcement agencies can do to bolster minority female recruitment. The results may also 

indicate how to reduce identified perceived barriers and increase retention of recruited 

minority female officers. Exploring female minority officers’ experiences and 

perceptions of organizational barriers within law enforcement may provide insight into 
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improving the recruitment and retention of female minority officers, a currently 

underrepresented group within law enforcement. 

Law enforcement agencies should represent the community they serve. Law 

enforcement administrators must understand the issues involved in hiring and retaining 

females before implementing new policies or procedures. I utilized the theories of 

representative bureaucracy and intersectionality to identify the barriers associated with 

the recruitment and retention of minority females in law enforcement. 

Research Questions 

The central research question was the following: What are the perceived and 

organizational barriers to minority females interested in entering the law enforcement 

profession? The study targeted minority females from federal, state, and local law 

enforcement agencies in Maryland. Minority females were interviewed to explore their 

perceptions and experiences regarding recruitment and retention in law enforcement. To 

answer the overarching research question, I used the following research sub-questions: 

R1a: What organizational barriers do minority female officers perceive to exist 

within law enforcement toward recruitment and retention of minority female officers? 

R2b: How do minority female officers face perceived or actual barriers to 

perception, discrimination, and competition in recruitment? 

R3c: How do minority female officers perceive discrimination and competition 

toward the recruitment of female minority officers? 

R4d: How do minority female officers perceive discrimination and competition 

toward retention of female minority officers? 
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Theoretical Framework 

Two theories were used in this study as lenses to answer the research questions: 

the theory of representative bureaucracy and the theory of intersectionality. The theory of 

representative bureaucracy is based on the premise that social groups possessing specific 

identities, usually racial minorities and women, have unique life experiences that allow 

them to bring in crucial new insights and outlooks to the bureaucracy (Dolan & 

Rosenbloom, 2016). Most people treat the presence of these groups in bureaucratic 

settings as passive representation. Even though passive representation does not mean that 

members of these groups have the ability to make decisions for their particular identity 

groups, their presence can lead to an image of an inclusive governing body, which is 

crucial for a democratic society (Dolan & Rosenbloom, 2016). Because the current study 

focused on law enforcement, this theory was deemed appropriate for understanding the 

barriers that women of color face in pursuing law enforcement careers.  

Representative bureaucracy is also perceived as providing more political 

responsiveness within the bureaucracy. According to Meier and Nigro (1976), if the 

attitudes of the administrator share some commonalities with the attitudes possessed by 

the general public, the administrators are likely to make decisions that meet the public’s 

desires. When bureaucrats belonging to historically or traditionally underrepresented 

groups are making decisions on behalf of the groups to which they belong, their efforts 

may have the effect of correcting historical wrongs that the groups have faced. Passive 

representation has a chance of becoming active representation (Bradbury & Kellough, 

2008). Researchers who have used the theory have assessed empirically how racial and 
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gender representation in bureaucratic settings can influence bureaucratic outcomes for the 

corresponding racial and gender minority populations (Kennedy, Butz, Lajevardi, & 

Nanes, 2017; Selden, 2015).   

The theory of intersectionality was also used to support this study. Collins and 

Bilge (2016) described intersectionality as the constraints generated by a combination of 

micro- through macro-level power structures and interrelated systems of oppression. At 

the core of the theory is that for human behavior to be fully understood, there is a need to 

account for the socially constructed, oppressive forces affecting the person’s identity 

(Potter & Brown, 2014). According to Brown (2015), humans exist within the social 

contexts formed by the intersections between systems of power and oppression. People 

make decisions during the course of their lives according to the juncture of these systems 

of power, shaped by race, gender, and class.  

In modern society, race and gender act as social constraints despite the struggle 

for equal rights. Crenshaw (2018) posited that problems will ensue if race and gender are 

treated as mutually exclusive categories of experience. Nash (2008) also argued that 

intersectionality should be treated as the standard approach for analyzing individual or 

group experiences. Understanding the experiences or perceptions of minority female 

officers with regard to discrimination and competition they faced when trying to enter the 

law enforcement profession, given their minority race and gender status, may be 

effectively understood through the lens of intersectionality. 
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Nature of the Study 

A qualitative phenomenological approach was used for this study to analyze the 

circumstances in a particular context through the meaning and description of participants’ 

experiences (see Moustakas, 1994). I examined the organizational barriers that may affect 

retention and recruitment, specifically those perceived by minority female officers, within 

the context of law enforcement agencies. Using a qualitative method involved exploring 

and discovering themes based on the perceptions of minority female officers who 

experienced barriers within their law enforcement agency.  

A quantitative design with closed-ended questions would not have enabled the 

identification of subjective themes based on participants’ experiences (Leedy & Ormrod, 

2010). A qualitative design rather than a quantitative design or a mixed-method design 

better served this current study. A focus on understanding complex situations containing 

a variety of variables indicated that the qualitative study of lived experience was suitable 

(see Merriam & Tisdell, 2016). The quantitative approach involves a systematic, formal 

process in which researchers collect numerical data for statistical analysis (Pearce, 

Christian, Smith, & Vance, 2014). A mixed-method study involves a combination of 

qualitative and quantitative methods. A mixed-method or quantitative approach was not 

appropriate because the current study did not include definite variables related to the 

proposed problems that would have yielded numerical data for quantitative analysis (see 

Creswell, Klassen, Clark, & Smith, 2011). 

For the current study, the goal was to explore minority female officers’ 

perceptions and lived experiences of organizational barriers toward the recruitment and 
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retention of minority female officers within law enforcement. The phenomenological 

research design is appropriate for analyzing individuals’ lived experiences based on their 

perspectives (Kumar, 2012). According to Moustakas (1994), the phenomenological 

methodology allows the researcher to investigate individuals’ lived experiences and 

provide an explanation and depiction of those experiences. Moustakas noted that the 

rationale for utilizing a qualitative methodology, particularly a phenomenological design, 

is to comprehend an unnoticed phenomenon, to make the implicit explicit, and to make 

the ordinary extraordinary.  

Because the purpose of the current study was to explore the experiences of 

minority female officers in law enforcement regarding the organizational barriers toward 

the recruitment and retention of minority female officers, the phenomenological approach 

was appropriate. I collected data from the survey responses from, semi-structured 

interviews with, and observations of minority female officers from federal, state, and 

local law enforcement agencies in Maryland. Data were analyzed for categories and 

themes about organizational barriers that exist toward recruitment and retention of female 

minority officers within the law enforcement profession. 

Definitions 

The following definitions of key terms were used throughout the study: 

Competition: Simmel (2008) stated that the “sociological essence of competition 

is that it is an indirect form of fighting” and “each competitor strives toward the goal 

without devoting any energy to the adversary” (p. 957).  
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Discrimination: The behaviors of others and policies of an organization that have 

a differential or harmful effect on minority, race, ethnic, or gender groups (Pincus, 1996). 

Law enforcement: A body sanctioned by local, state, or national government to 

enforce laws and apprehend those who break them (Batton, 2010; Wadman, 2004). 

Minority: A subordinate group whose members are dominated by a majority 

group and have less power or control over their own lives. An auxiliary group that 

experiences a narrowing of opportunities and is small compared to other groups in the 

society. Any racial or ethnic group other than White Americans (Steinmetz, Schaefer, & 

Henderson, 2017).  

Organizational barriers: Racial and sexual discrimination, hostile work 

environments, testing instruments, officer selection, a perception of law enforcement, and 

competition among agencies (Ho, 2005; Perrott, 1999; Waters et al., 2007; J.M. Wilson, 

2011; C.P. Wilson et al., 2013) as well as a written exam, physical agility test, retaliation, 

childcare issues, and flexible work options (Kringen, 2014; Perrine, 2009). 

Recruitment: The method used to reach individuals who may be qualified for and 

interested in job openings. Ullman (as cited in Breaugh & Starke, 2000) posited that new 

employees are recruited through the use of informal (i.e., employee referrals, direct 

applications) or formal (i.e., newspaper advertisements or employment agencies) sources. 

Retention: Employee job satisfaction (Wilkinson, 2005) based on “internal work 

motivation and satisfaction (general and growth) outcomes” (Stansbie, Nash, & Jack, 

2013, p. 159). 
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Assumptions 

Assumptions are the elements of a study that are out of a researcher’s control 

(Simon, 2011). If the assumptions are not acknowledged, then a study may become 

irrelevant (Bakewell, 2008). A research problem cannot exist without assumptions 

(Leedy & Ormrod, 2010). One assumption of the current study was that organizational 

barriers exist within law enforcement recruitment, specifically toward minority females, 

and consist of discrimination and competition (Evans & Chun, 2007). I collected data 

based on minority female officers’ perceptions of those organizational barriers. 

Perceptions that minority females had of law enforcement included the environment; 

views of family, peers, and neighbors; and personal experiences with police. For 

example, family may have a negative view of police that may adversely affect the 

participant’s view of the police. Negative media portrayals of police and minorities, like 

the Rodney King beating and police profiling, may affect recruitment. The literature 

revealed that minorities distrust law enforcement based on accusations of discrimination 

and do not want to join the perceived enemy (Alex, 1969; Eterno, 2014; Huang & 

Vaughn, 1976; Ridgeway, Lim, Gifford, Koper, Matthies, Hajiamir, et al., 2008; White, 

Cooper, Saunders & Raganella, 2010). Participant views may be biased based on 

negative personal experiences with police. 

Scope and Delimitations 

Delimitations define the scope of a study and establish the research boundaries. 

Unlike limitations, delimitations are within a researcher’s control. The current study took 

place within federal, state, and local law enforcement agencies in Maryland. Participants 
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included minority female officers with fewer than 5 years of experience in their 

respective agencies. Surveys, interviews, and observational notes were the sources of data 

collected for the study. Because of the use of phenomenological methodology, interviews 

and observational notes were appropriate to capture the participants’ perceptions and 

experiences of organizational barriers toward the recruitment and retention of minority 

female officers. 

Limitations 

Limitations are possible weaknesses of a research study that are out of a 

researcher’s control (Simon, 2011). The setting was one limitation of the current study.  

The COVID-19 pandemic caused some of the interviews to be completed using video.  

The researcher selected minority female officers from federal, state, and local law 

enforcement agencies in Maryland to participate. The perceptions and experiences of 

minority female officers in other regions of the country may differ from those 

participating in this study. The criteria used for selecting participants was another 

limitation. Minority female officers with more years of experience within their respective 

law enforcement agencies may have provided different perspectives regarding the 

organizational barriers that exist within law enforcement. However, as the literature 

indicated, the selection of participants from such a group would be difficult because the 

retention rate of minority female officers beyond 5 years is low (Shelley, Morabito, & 

Tobin-Gurley, 2011).  Police officers integration into the police subculture, altered 

perceptions, motivations, and job satisfaction are some of the reasons listed by White, 

Cooper, Saunders, and Raganella, (2010) for why officers leave the profession after 6 
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years. A limitation also existed within the phenomenon being studied: organizational 

barriers of discrimination and competition toward the recruitment and retention of 

minority female officers. Although other organizational barriers may exist within law 

enforcement, only those demonstrated within the existing research were studied. 

Research indicated that discrimination and competition were found to be the most 

common barriers toward the recruitment and retention of females and minorities.  Bias 

can be a limitation of the study.  Members of law enforcement with five or fewer years of 

service are considered rookies.  Participants may learn or be intimidated by being 

interviewed by a veteran of law enforcement. The research would involve recognizing 

and taking steps to minimize the bias prior to the interview. 

Significance 

Females and minorities have faced difficulty being accepted into the law 

enforcement profession (Martin, 1994, 1995, 1980; Morash & Haarr, 1995; Stroshine & 

Brandl, 2011). Over the past 3 years, the hiring and retention of females in law 

enforcement has decreased (Matthies, Keller, & Lim, 2012; Wilson, 2011). Obstacles to 

recruiting and retaining minority female officers include perception, discrimination, and 

competition (Rocque, 2011; Wilson & Henderson, 2014). The decrease may continue 

unless measures are taken to address the downward shift. 

Traits and characteristics of law enforcement officers include empathy, 

compassion, intelligence, effective communication, and the aptitude to relate to people on 

a personal level (Diversity, 2013). Females possess these traits, yet fail to seek out law 

enforcement careers. Organizational barriers, in particular discrimination and 
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competition, have prevented minority female officers from pursuing a law enforcement 

career and staying in the profession. Exploring current minority female officers’ 

experiences of organizational barriers may provide an insight into how the recruited and 

retained minority female population overcame these barriers.  

Additionally, this study could have implications for positive social change within 

law enforcement agencies. By using the identified organizational barriers that minority 

female officers experience, law enforcement agencies could develop an intervention plan 

to improve the recruitment and retention of minority female officers, an underrepresented 

group in law enforcement. Efforts toward improving the representation of minority 

female officers can aid in creating a diverse workforce, which increases trust and 

engagement among the broader population in need of services (Pfefferle & Gibson, 

2010). 

Summary 

Perception, discrimination, and competition barriers impede the recruitment and 

retention of minority females in law enforcement. This phenomenological study 

addressed the perspectives and experiences of minority female officers regarding the 

organizational barriers within law enforcement toward the recruitment and retention of 

minority females. The chapter included a description of the problem that minority female 

law enforcement officers face during recruitment, barriers identified in previous studies, 

and the chosen theoretical framework. Chapter 2 includes a review of the relevant 

literature and the gaps that exist.  
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Chapter 2: Literature Review 

The election of the first African American president, Barack Obama, and the 

selection of a female as his Republican opponent’s vice-presidential running mate 

suggested that glass ceilings are shattering across the country. Because the state of affairs 

in the nation today did not come about overnight, the past disparities will likewise not 

quickly be overcome. When it comes to the number of American women working in law 

enforcement today, this increase in recent years is noteworthy. The results of a 

comprehensive national survey administered by the U.S. Department of Justice over the 

past 20 years of agencies with 100 or more officers employed by state and local law 

enforcement, known as the Law Enforcement Management and Administrative Statistics, 

has shown an increase in recent years of the number of women in general and, in 

particular, minority women in law enforcement in the United States (Lonsway, 2000; 

Prenzler & Sinclair, 2013; Schuck, 2014). Despite these gains in representation, minority 

females remain underrepresented in some national, state, and local law enforcement 

agencies. To ascertain the current levels of women working in law enforcement across 

the country and describe some of the obstacles and constraints that these women typically 

experience, a review of the relevant scholarly peer-reviewed and organizational literature 

was conducted. A summary of the research and significant findings is presented. 

Literature Search Strategy 

The literature included in this review was sourced from databases including 

ERIC, EBSCOhost, Academic Search Complete, ProQuest, Science Direct, and Google 

Scholar. The key terms used in this study’s search were female law enforcement, female 
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police, female police officers, female policing, women law enforcement, women police, 

women police officers, gender discrimination in law enforcement, gender discrimination 

in male-dominated professions, minority females in policing, minority women in policing, 

racial discrimination in male-dominated professions, and racial minorities in male-

dominated professions. Most of the materials included for the review were peer-reviewed 

journal articles published within the last 5 years.  

This literature review examines the studies on the history and entrance of females 

into the field of law enforcement, public perceptions of female law enforcement, 

perspectives of the civic community, and the male police officer. Also included are the 

questions and doubts involving the physical and mental capacities of female law 

enforcement officers to perform their jobs. This literature review on females in law 

enforcement revealed the dearth of studies on minority women in policing. There was, 

however, an abundance of literature on the unique experiences of racial minorities or 

females in traditionally male- and White-dominated positions that provided the 

foundation for the current research.  

The chapter is divided into 5 sections, beginning with applicable theories relative 

to females and minorities in law enforcement and ending with current research. The 

theoretical framework for the study is outlined in the first section. The second section 

addresses the legislation and effects on hiring for law enforcement. The third section 

presents the literature on recruitment and selection in law enforcement. The fourth 

section introduces attitudes toward females in law enforcement, tokenism, and 
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recruitment and retention barriers. The fifth section discusses how the research relates to 

prior studies. The section includes perception, discrimination, and competition. 

Theoretical Foundation 

The theory of representative bureaucracy guided this study. This theory posits that 

a demographically diverse public-sector workforce, especially regarding characteristics 

such as race and gender, will help to ensure that the interests of various groups are 

represented in policy formulation and implementation processes (Bradbury & Kellough, 

2008). Representative bureaucracy suggests that “passive representation, or the extent to 

which a bureaucracy employs people of diverse demographic backgrounds, will lead to 

active representation, or the pursuit of policies reflecting the interests and desires of those 

people” (Selden, 1997, p. 5). According to the theory, a connection between people and 

policy exists because the individual bureaucrats have demographic and social 

backgrounds that influence their socialization experiences. Based on these experiences, 

bureaucrats develop attitudes, values, and opinions that affect their decisions on policy 

issues (Meier, 1993b; Saltzstein, 1979). Organizational barriers that limit the 

representation of diversity within law enforcement and policies reflective of the diverse 

public affect the recruitment and retention of minority female officers. Based on the 

theory, and as outlined in the results of the study findings, when bureaucracy represents 

the public, policy decisions will reflect the public interest (Bradbury & Kellough, 2008). 

Riccucci, Van Ryzin, and Lavena (2014) used the theory of representative 

bureaucracy to examine gender representation in a police department’s domestic violence 

unit. Riccucci et al. studied how the domestic violence unit affected the way that citizens 
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perceived and judged the agency’s performance, effectiveness, trustworthiness, and 

fairness. To carry out their research, Riccucci et al. asked female police officers to 

answer an online survey. These officers were asked to imagine that they were in a 

domestic violence unit. The results showed that gender representation could affect 

citizens’ perception of the agency’s job performance, trustworthiness, and fairness. With 

the study using the theory of representative bureaucracy, Riccucci et al. concluded that 

the symbolic female representativeness for the police could affect how citizens view and 

judge a law enforcement agency, which could affect officers’ willingness to cooperate in 

ensuring public safety goals. 

The theory of intersectionality is an additional theory that was used to support the 

current study. The theory originated from feminist and critical theorists describing the 

meaning of and the effects linked to being a member of at least two social groups (Bauer, 

2014; Martinez, Marlow, & Martin, 2016; Veenstra, 2013). Intersectionality acts as a 

constraint generated by a combination of micro- and macro-level power structures as well 

as interrelated systems of oppression (Cho, Crenshaw, & McCall, 2013). At the core of 

the theory is the idea that for human behavior to be fully understood, the socially 

constructed, oppressive forces that shape a person’s identity should first be acknowledged 

and represented (Potter & Brown, 2014). For scholars to understand individual human 

behavior, they must consider the social context in which an individual exists (Brown, 

2015; Potter & Brown, 2014). The theory presupposes that all persons live within social 

contexts formed by intersections of systems of power, including those of race, class, 

gender, and sexual orientation, as well as oppression. Different decisions throughout a 
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person’s life course, as defined by the junctures of these systems of power, arise from the 

factors of race, class, and gender (Brown, 2015).  

In the United States, race and gender are indicative of several social constraints 

regardless of the decades devoted to fighting for equal rights. Both race and gender 

remain differentiators of a person’s access to opportunities for success and prosperity or 

to experience failure throughout their lifespan. No era in human history has occurred in 

which a person’s social, political, and economic standing was not affected by race, 

gender, and class (Brown, 2015). One crucial aspect of the theory of intersectionality is 

that the impact of gender and race is co-occurring. Their effects on a person’s behavior 

cannot be considered additive; instead, they are contextual (Weber, 1998).  

The impact of belonging to a minority race (i.e., African American. Latina) and 

being female can interact with each other through the social and economic structure 

(Potter, 2013). Minority women cannot be considered “White women plus color or men 

of color plus gender” (Potter, 2013). Instead, the identities of minority females must be 

multiplied together to form a holistic one, which is necessary when analyzing the state 

and nature of the discrimination they experience. According to Crenshaw (1989), race 

and gender should not be treated as mutually exclusive categories because this can lead to 

problematic consequences. The concept of intersectionality, wherein the combination of 

race, gender, class, and sexuality can interlock, oftentimes leads to oppressive 

experiences (Lynn & Adams, 2002). The majority of researchers, however, are focused 

on the particular intersection of race and gender (Nash, 2008). Nash (2008) claimed that 

intersectionality should be the gold standard approach for the comprehensive analysis of 
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an individual’s or group’s experience, which may not be characterized according to just 

one factor such as gender, race, or other influences. 

Legislation and Law Enforcement 

To be nonwhite and female poses barriers in contemplating, preparing for, and 

working toward a career in law enforcement. Law enforcement is traditionally male and 

white. Females and minorities have historically faced difficulty with acceptance into the 

law enforcement profession (Jefferson, 2013; Natarajan, 2008; Prenzler & Sinclair, 

2013). This acceptance has entwined race and gender stereotypes that only legislation can 

loosen. 

A series of legal sanctions pivoted females and minorities into the limelight. The 

Equal Pay Act approved in 1963 by Congress attempted to close the pay gap between 

women and men working in the same occupation (Siniscalco, Damrell, & Nabity, 2014). 

The 1964 Civil Rights Act was passed prohibiting discrimination by race, color, religion, 

sex, or national origin in private employment involved in interstate commerce employing 

25 or more people. President Richard Nixon issued Executive Order 11478 in 1969, and 

decreed that the federal government could not use sex as a hiring qualification. Title VII 

of the 1964 Civil Rights Act was amended in 1972 to comprise state and local 

governments including law enforcement agencies. During the 1970s, Title VII propelled 

a significant number of women into law enforcement. The Omnibus Crime Control and 

Safe Streets Act of 1968 was amended in 1973 to the Crime Control Act prohibiting 

agencies that received federal funds from discriminating in employment practices 

(Schulz, 2014; Siniscalco et al., 2014). Law enforcement organizations responded to race 
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and sex discrimination as various civil litigations raised issues relative to entry 

requirements, selection criteria, and promotion procedures (Cortina, Kabat-Farr, 

Leskinen, Huerta, & Magley, 2013; C.P. Wilson, S.A. Wilson, & Gwann, 2016). 

A challenge facing the twenty-first-century government is maintaining democratic 

values (Azzellini, 2013; Yeoman, 2014). The attainment of a diverse workforce that 

looks like America is a historically-pursued egalitarian value. Diversity is essential to 

everyone, but particularly to traditionally underrepresented or excluded groups 

(Azzellini, 2013; Yeoman, 2014). Dynamics of workplace diversity include “race, 

culture, religion, gender, sexual preference, age, profession, organizational or team 

tenure, personality type, functional background, educational level, political party and 

other demographic, socioeconomic, and psychographic characteristics” (Wise & 

Tschirhart, 2000, p. 387). 

Increased numbers of minorities in the United States have resulted in efforts to 

achieve diversity in the workplace (Darden, 2012; Yeoman, 2014). Lacking a diverse 

workforce has proved embarrassing to the United States. With the recent rash of 

shootings involving minorities and the police resulting in riots and public demonstrations, 

law enforcement has been almost stripped bare of the ability to use officer discretion. 

Law enforcement officers make split-second decisions that the public, politicians, and 

courts subsequently examine to determine accuracy. Politicians, lawyers, judges, and the 

community at large question agency policy and procedures, scrutinize training (or lack 

thereof), and examine every aspect of diversity. An example would be the Freddie Gray 

case of April 12, 2015. Commanders of police agencies have been placed on public view 
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to answer questions regarding the number of minorities on the police force versus the 

number of minority citizens living in residential neighborhoods. Chiefs have been 

replaced to appease the public and quell the masses of demonstrators. The public has 

demanded a workforce that reflects America’s diversity (Yeomans, 2017).  

To be effective, police cannot operate in a vacuum. Law enforcement cannot 

thrive without the assistance and active support of their communities. They must reflect 

the diversity of the communities they serve. Individuals bringing cultural and language 

skills to the workplace is critical to achieving diversity and is an asset to law enforcement 

agencies. 

Role of Affirmative Action 

Affirmative action aims at increasing opportunities for women and minorities to 

enter the law enforcement job market and at ensuring equity in competition for positions. 

Affirmative action programs have required any state, federal or local agency receiving 

federal funds to set goals aimed at increasing the number of women and minorities in law 

enforcement (Allen, 2003).  Demonstrating each year that the agency has made a good 

faith effort to meet the goals (Allen, 2003). 

Goal-setting has not resulted in the massive entry of minority female law 

enforcement officers. This is partly because of the complexities of implementation issues 

identified as: (1) how estimates are made of the availability of female and minority 

candidates; (2) how hiring goals are set; (3) how police agencies define their 

responsibilities in meeting institutional goals; (4) the kind of advertising and recruitment 

used for available positions; (5) the criteria for evaluating minority female candidates; (6) 
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the competition among agencies for minority female candidates; (7) how conscientious 

the agency is in meeting its goals and monitoring its performance; (8) whether there is 

persuasive pressure from leadership for the law enforcement agencies to hire minority 

females; (9) whether agencies have sufficient funding, staffing, and power to be effective; 

and (10) the extent of government inefficiency, ineptitude, and/or lack of will to enforce 

agency compliance (Martin, 1979, 1994, 1995).  

Internal resistance plays a significant role in the implementation of affirmative 

action. Minority female law enforcement officers face exclusion not only from “dominant 

white males but also from other subordinate groups such as white female and black male 

officers” (Pogrebin, Dodge, & Chatman, 2000, p. 311). Changes in hiring patterns 

causing increased minority and female ranks result from affirmative action programs. The 

affirmative action programs enlarged the pool of recruited minority female candidates, 

but do not ensure retention through the vetting process. Studies of minorities and 

recruitment have found that the police service has consistently experienced significant 

challenges in the recruitment and retention of ethnic minorities to its officer ranks 

(Alderden, Farrell, & McCarthy, 2017; Todak, Huff, & James, 2018).  

Females entering traditional male occupations encounter discrimination in hiring 

and work assignments, opposition from management and co-workers, and inadequate 

training (Gruber & Bjorn, 1982; Guajardo, 2014; Pogrebin, Dodge, & Chatman, 2000). 

Minority females in law enforcement face a double-edged sword. If they are competent at 

their job, they become a threat to the masculine self-perception of brave, strong, and 



27 

 

courageous protectors of the community. If minority females in law enforcement are 

inept, then they are touted as proof that females do not belong in a male profession. 

Women in Policing 

Before women could enter the field of law enforcement, an extensive expedition 

towards inclusion occurred. The first women who entered this field served initially as 

matrons who only attended to female inmates. Some assisted the male officers facing 

family problems involving women and children (Schulz, 2014). As such, characterization 

of their duties could be more custodial than law enforcement oriented. The custodial 

pattern persisted well into the twentieth century. Women were not given the chance to be 

part of criminal investigations, conduct laboratory analysis work, and other more 

substantial assignments until the 1930s (Schuck, 2014). In the mid-twentieth century, 

women started to gain ground and become entrusted with supervisory positions. The 

National Association of Policewomen was established in 1915 to advocate for women in 

law enforcement and to improve the standard roles of women in police work. For the next 

two decades after it was established, a critical role of the organization was fighting for the 

fair and equal treatment of women in law enforcement. They were still not able to 

substantially impact the status of women in policing (Schuck, 2014).  

Not until the women’s liberation movements that transpired in the 1960s was 

significant progress achieved in advancing women’s roles in the field of law 

enforcement. Before this, a very limited number of female officers could engage in full 

patrol duties. In the late 1950s, fewer than 900 women nationwide were given patrol 

duties (Bell, 1982). Among those assigned patrol duties, none were given a chance to 
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lead or given the opportunity to test for the position of police sergeant (Dick, Silvestri, & 

Westmarland, 2013; Wood, 2013). The lack of representation in leadership, however, 

started to change in 1961 when a New York City policewoman filed a lawsuit because 

females were not being given a chance to take the city’s police sergeant examination. In 

1965, she became the city’s first female sergeant (Bell, 1982). 

The 1970s can be considered a breakthrough. It proved to be a significant period 

for changes to occur in policing for women. When the Equal Employment Opportunity 

Act of 1972 passed, there was an influx of women who entered the field, pursuing 

excellence and leadership in law enforcement (Dunn, 2014). However, as with other 

occupations dominated by White males, these desires for excellence and leadership were 

hard to attain. When women entered the profession, intragroup competition within 

policing was highly likely and expected. Apart from gender competition, there was also a 

high level of race competition within the field. A majority of the males resisted women 

entering law enforcement (Dunn, 2014). According to Alozie and Ramirez (1999), this is 

the reason why there are complicated relationships between local community racial 

minorities and local police agencies. The early researchers put forward that if both gender 

and race competition decreased within police departments, diversification of police 

agencies can occur, which would be the key to improving the relationships between 

minorities and police agencies. 

Studies that highlighted the negative implications of gender and race competition 

within police departments all supported the claims of Browning, Marshall, and Tabb 

(1986), which stated that the absence of law enforcement officers like the people in the 
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communities they served can encourage outsider syndrome, a syndrome that can 

perpetuate an us-versus-them mentality concerning civic affairs. If diversity in the 

workforce is promoted and achieved, they can better meet the needs of the communities 

they serve. The variety will also lead to a more supportive work environment for all law 

enforcement officers, not just racial minorities or women.  

Despite the progress in this decade, however, by the 1980s, women were still not 

fully accepted as equal members of law enforcement institutions. Scholars claimed that 

women were only being patronized (Alderden, Farrell & McCarty, 2017; Dunn, 2014). 

Moreover, stereotypical gender expectations and limited police powers remain persistent 

in these organizations. The culture created from the historical view that police work is 

reserved for men made it difficult for the full inclusion of women in policing to be 

achieved and made it challenging for women to work their way up to the highest-ranked 

positions within law enforcement (Dunn, 2014). 

Like other traditionally male-dominated occupations, opportunities in the field of 

law enforcement started to increase with the enactment of the 1972 Equal Employment 

Opportunity (EEO) Act as well as the intensification of the modern feminist movement 

(Alozie & Ramirez, 1999). The EEO Act was an extension of the anti-discrimination 

provisions of the 1964 Civil Rights Act to state and local governments, which covered 

policing (Haarr & Morash, 1999). According to the United States Department of Justice 

(2016), minority women usually attain higher levels of education compared to minority 

males. As a result, minority women are often faced with greater competition with White 
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males, who dominated all sorts of occupations, but more so in uniformed services such as 

policing.  

Twenty years after the EEO Act, the number of women as law enforcement 

officers increased. Among African Americans, however, there was only an 11.3% 

increase, but for Hispanics, the increase was just 6.2% (Reaves & Goldberg, 1996). 

Subsequent studies were designed to determine why these low statistics persevere. Most 

of the studies attributed the low figures to the persistence of the Anglo-American 

masculine values that formed uncomfortable as well as an undesirable social context for 

women and racial minorities in all aspects of their lives, especially in their careers.  

Some studies claimed that structural and cultural elements are also at work within 

police departments, which led to problems for women to fully integrate and become 

successful in the field. Specifically, the police forces continue to have a semi-military 

structure and culture and are strictly hierarchical organizations that hold deeply sexist 

views about women and their supposed roles in the society. These elements created 

pressures for women and racial minorities making it hard for them to be resilient in the 

job and attain leadership positions. An early study by Haarr and Morash (1999) found 

that apart from the unique workplace stressors that the women and racial minorities 

encounter in the workplace because of intersectionality, they also must deal with 

everyday problems faced by men and women of all races, making their entry and stay in 

the law enforcement field difficult. Attainment of leadership positions for some has 

become next to impossible.  
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Morash, Kwak, and Haarr (2006) found that although men and women police 

officers often use similar methods for dealing with stress, female officers often faced 

higher levels of stress than their male counterparts. The findings revealed that men’s 

sources of stress were from the workplace, specifically when they feel they lack control 

over practices and procedures at work. However, some women’s stress is attributed not 

only to their workload but also to their heavy load at home, as they nurture and monitor 

their children and act as the primary caretakers of the household despite their equally 

demanding occupation. According to certain scholars, there may be a place for women in 

the law enforcement field, but traditional and embedded culture makes this problematic. 

They cited the theoretical position that the masculine paramilitary style of traditional 

policing has persistently rejected the introduction of female qualities into the occupation 

(Barratt, Bergman, & Thompson, 2014; Marshall, 2013; Prokos & Padavic, 2002). A 

unique level of masculinity that cannot be found in other occupations, even if they are 

traditionally male-dominated, shapes the legal system as a whole. As such, it can be hard 

for women to enter and be leaders in the field.  

The persistent pressure for police officers to always have a masculine image 

negates the importance of feminine traits, therefore sidelining women who may want to 

enter the force (Barratt, Bergman, & Thompson, 2014; Marshall, 2013; Prokos & 

Padavic, 2002). As such, full acceptance of females in the field cannot be achieved for 

this reason. For the reverse to happen, police organizations must reconcile these issues 

and accept that certain female traits are also necessary for the field. Female officers, in 
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other words, are also required in the law enforcement field (Barratt, Bergman, & 

Thompson, 2014; Marshall, 2013; Prokos & Padavic, 2002). 

Notwithstanding their inordinately meager representation in law enforcement and 

the other gender-related differences between male and female officers (i.e., pregnancies 

and infant care, physical strength differences), female officers in general (and particularly 

minority females) have much to offer a modern police force that appears to far outweigh 

these other constraints (Fernandes, 2016; Rabe-Hemp & Humiston, 2015). For instance, 

according to Lott (2000), “The potential law enforcement advantages from multiracial or 

female officers seem obvious. Minority police officers may be more effective in minority 

areas simply because residents could be more forthcoming about information that will 

lead to arrests and convictions or because of the officers’ ability to serve as undercover 

agents” (p. 239).  

Furthermore, female officers may be able to establish the necessary rapport to 

help victims traumatized by violent crimes such as rape and sexual assault to provide the 

required information to prosecute the criminals involved. For example, Lott (2000) added 

that “Rape victims or women abused by their spouses plausibly find it easier to discuss 

the traumatic events with women officers. Without female officers, many attacks against 

women may go undetected—thus lowering the expected penalty from attacking women 

and resulting in even more attacks.” (p. 240). 

Early studies such as one by Smith (2003) further supports these empirical 

observations. According to Smith (2003), women police officers were much better at 

defusing conflicts and de-escalating potentially violent situations involving the police and 
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the citizens. These attributes would appear to make female officers a valuable addition to 

almost any modern police force, and these benefits of having women employed in law 

enforcement have not been lost on policymakers who recognize the win-win aspects of 

this approach. As Smith (2003) emphasizes, “Proponents want to end discrimination in 

public services, improve the legitimacy of police, and bring women’s unique 

contributions to the occupation” (p. 149). 

More studies subsequently revealed that there are several ways that police culture 

can suppress the advancement of women in the law enforcement field. At the same time, 

they claimed that the lack of women in decision-making and active positions led to a less 

efficient police organization. Researchers explored the relationship between a hyper-

masculine organization and the adverse experiences of female police officers and found 

that the ideology of the police culture shaped the beliefs of male-only peer relations in 

this field (Cunningham, Bergman, & Miner, 2014; Hollis, 2014; Rabe-Hemp, 2008). 

They added that the police culture made it hard for diversity to thrive. The current culture 

explicitly encouraged male-only, gender powered relationships (Cunningham et al., 2014; 

Hollis, 2014; Rabe-Hemp, 2008). 

Some studies also evaluated the psychological differences between male and 

female law enforcement officers (Hollis, 2014; McCarty, Zhao, & Garland, 2007). 

Measuring their psychological profiles through pre-employment screening, some 

researchers established that the personalities of female officers do not fit the stereotype of 

male officer personalities; this should not be treated negatively (Hollis, 2014; McCarty et 

al., 2007). There is a trend toward police officers to be more community-oriented and 
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some researchers found that females were more likely to have the necessary personalities 

and the ability to exhibit the correct community-oriented responses compared to their 

male counterparts (Hollis, 2014; McCarty et al., 2007). Some researchers indicated that 

there are categorically no significant differences in the behaviors, perceptions, and 

mannerisms of male and female officers. Instead, females can perform a range of tasks 

not that different from male officers. The stereotype against females’ entrance and 

promotion in the law enforcement field was found to be baseless (Hollis, 2014; McCarty 

et al., 2007). 

Some researchers have also refuted the traditional thought that male law 

enforcement officers are the only ones who can do police work efficiently because they 

can use necessary coercion when dealing with citizens (Faircloth & Clark, 2016; Violanti 

et al., 2016). Paoline, Terrill, and Rossler (2015) in particular examined how female 

police officers carried out verbal and physical coercion activities when dealing with 

citizens. The researchers obtained data from observational studies and focused on how 

female officers operated day-to-day coercion, such as whether they have weaker or 

stronger aggressive tendencies, made more or fewer arrests, and used more or less 

excessive force than their male counterparts. The study results indicated no significant 

differences between male and female officers in their coercive capacities. 

 Paoline et al. (2015) also found that both male and female officers alike 

encounter different types of verbal and physical conditions. Most of these encounters 

were of the same type, regardless of the officers’ gender. At the same time, the effect of 

these encounters on their motivation to use force is relatively similar. However, the 
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researchers noted that they faced methodological problems in the study because they 

were unable to observe female law enforcement officers’ routine use of coercion and that 

when they tried to obtain previous research data, they were already outdated.  

The delineation between male and female law enforcement officers became a 

more important research area for understanding why female law enforcement officers 

encounter integration problems in the field. Particularly, Winfree and Dejong (2015), 

showed that as opposed to being different in their physical capacities, male and female 

officers also differed in how they provide comfort to citizens. Additionally, male and 

female officers do not encounter the same emotional challenges when doing their 

policing tasks, including serving and protecting citizens who are not suspects or 

offenders. According to Winfree and Dejong (2015), traditional research on how women 

take on their policing tasks focused on whether women can hold their own in combat but 

did not consider how male and female officers responded to citizens, especially in 

providing comfort. In their study, they were able to reveal that gender alone did not 

dictate officers’ attitudes or behaviors.  

Situational factors often come into play in shaping how male and female officers 

will react when encountering individuals. In addition, the management of one’s emotions 

when encountering individuals is often perceived as a weakness because this does not fit 

the traditional philosophy of how police officers should behave towards people and cases. 

However, Winfree and Dejong (2015) asserted that the management of emotions is a skill 

and a requirement in the area of law enforcement for maintaining good communication 

and good relations with the citizens they serve. 
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Females are generally expected to be better as caregivers because of the 

traditional societal gender expectations and norms. However, Winfree and Dejong (2015) 

found that not only is this a weakness, it is also not necessarily women’s forte. Among 

law enforcement, the acceptance of the caregiver role and communicating with citizens 

do not fundamentally differ by gender. 

Racial Minorities in Law Enforcement 

Diversity refers to the acknowledgment and understanding as well as celebrating 

and embracing differences among people concerning age, class, ethnicity, gender, mental 

and physical abilities, sexual orientation, and other characteristics (Green, Lopez, 

Wysocki, & Kepner, 2002; Prause & Mujtaba, 2015). Diversity is anticipated to be of 

higher value in the future for all occupations and industries as change continues within 

the U.S. population and workforce. Today’s workforce already consists of a more 

significant number of women than in any other period as traditional family roles continue 

to change and evolve. Organizations that will effectively embrace diversity in their 

recruitment and maintenance of the workforce are expected to reap greater success and 

rewards (Green et al., 2002); the law enforcement field is similar.  

The 1960s civil rights movement resulted in a violent period in the United States. 

African Americans’ relationships with police officers were frequently tumultuous. Often, 

African American demonstrators fought police during demonstrations, ending in violent 

and deadly encounters (McBride & Parry, 2016; Ryan, 2013). A hostile and untrusting 

relationship between African Americans and law enforcement lasted for years, taking 

decades to heal and it still has not been entirely repaired.  
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Another consequence of the strained relationship is African Americans’ general 

lack of interest to be part of the law enforcement world. Researchers have shown that 

most African Americans today are disinterested in becoming police officers and have a 

sense of fear that joining the force would make them look bad to the minority 

community. This attitude is also one of the chief reasons why efforts to increase 

minorities in the law enforcement field is complicated (McBride & Parry, 2016; Ryan, 

2013). 

One of the most affected agencies is the New York Police Department (NYPD). 

As of 2015, the composition of the NYPD is 51% White, 26% Hispanic, 15% African 

American, and 5% Asian. In the hiring class consisting of 891 officers, only 10% were 

African Americans (Moore, 2015). According to the former NYPD head William 

Bratton, the insufficient number of minorities in the field is of great concern, even though 

he claimed that a lot of external factors are at play and the blame cannot be solely on 

internal recruitment policies. Bratton added that qualified African American candidates 

are too limited in number as most of them have been in jail at least once in their lives, 

making them unemployable because of their record. Bratton stated, “It’s an unfortunate 

fact that in the Black male population, a very significant percentage of them…Because of 

convictions or prison records, are never going to be hired by a police department. That’s 

a reality” (Moore, 2015, p. 1). Bratton also explained that as high as 20% of those in the 

Black community across the United States have a criminal record, so they cannot be 

recruited (Moore, 2015).  
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What the Commissioner and NYPD head said did not sit well with the Black 

community, especially among city leaders and the elected officials. They claimed that 

what Bratton stated could not be true because many potential Black police officer 

candidates were not given a chance to be recruited, even if an arrest was not a factor. The 

National Black Police Association added that if there is something that can explain the 

lack of minorities in law enforcement, it is the NYPD’s stop and frisk tactics. Increased 

targeting of minorities for petty crimes make them ultimately unemployable as police 

officers (Moore, 2015; Weichselbaum &Thompson, 2014). 

The Commissioner’s controversial comments did not stop there. He would later 

remark that the structure of the Black family, which is often led by single mothers, is 

another reason why minorities cannot be hired as law enforcement officers. He claimed 

that fathers are constantly absent in Black families because they are incarcerated. He 

added that these arrests occurred because over-incarceration occurred for several years. 

Ironically, some critiqued the NYPD head for being hypocritical since he had 

spearheaded broken windows policing tactics back in the 1990s, which resulted in many 

Black men or fathers being arrested for petty crimes (Bredderman, 2015). 

Various studies have been conducted on how to diversify an organization, even 

though the ones focusing on the law enforcement field is still quite limited. These 

existing studies, however, have some significant findings. In one of these studies, Wyatt-

Nichol and Antwi-Boasiako (2012) determined several components needed for diversity 

initiatives to be effective. These efforts were said to be more appropriate for the local and 

public sector organizations, including law enforcement agencies. The researchers 
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highlighted the value of developing specific diversification strategies and not just some 

abstract plans. Included in the recommended plans are programs designed to increase the 

cultural sensitivity of everyone in the organization, decreasing instances of inequality 

experienced by women and minorities, and enhancing communication lines at all levels 

in the organization. Before these, Wyatt-Nichol and Antwi-Boasiako (2012) claimed that 

organizations should first define diversity, including the mission, vision, and values they 

want to achieve in their diversity improvement strategies. According to the Society for 

Human Resource Management, the majority of organizations failed in their initiatives 

because they did not have an official definition of diversity (Wyatt-Nichol & Antwi-

Boasiako, 2012). 

The researchers then cited the recruitment process as another key to 

diversification. Successful federal agencies often approach minority colleges and 

universities to find candidates from all backgrounds. Succession planning and employee 

involvement are also important to diversification strategies. Organizations must watch the 

current makeup of their staff and those nearing retirement. When current employees 

retire, organizations must look for and make sure to maintain a qualified and diverse 

candidate pool. Top government agencies can be observed having diversity task forces as 

well as boards to ensure employee involvement. These task forces can also be the ones to 

determine issues and form initiatives to address problems (Wyatt-Nichol & Antwi-

Boasiako, 2012). 

In 2014, several high-profile incidents across the country negatively affected law 

enforcement and undermined efforts to enhance diversity and recruit more minorities. 
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Eleven unarmed victims killed by police in 2014 included Dontre Hamilton, Eric Garner, 

John Crawford, III, Michael Brown, Ezell Ford, Jr., Dillon Taylor, Dante Parker, Tanesha 

Anderson, Akai Gurley, Tamir Rice, and Rumain Brisbon. The Ferguson Police 

Department (FPD) found itself in trouble when an officer fatally shot Michael Brown, a 

young black male. Following the incident, widespread civil unrest occurred, and a deep 

mistrust of the police force happened in the area that spread to other urban centers. The 

violence peaked two weeks after the incident when the local District Attorney decided 

not to pursue charges against the officer who shot Brown. The hostility intensified when 

some residents claimed that discriminatory practices were occurring even before this 

incident (Maguire, Nix, & Campbell, 2016; U.S. Department of Justice, 2015).  

The Civil Rights Division of the U.S. Department of Justice investigated the 

claims and, in a 102-page report, described the practices of the FPD (U.S. Department of 

Justice, 2015). An alarming revelation of the investigation was that the FPD had a 

revenue-generating mindset as opposed to having the welfare of the people it was serving 

as its top priority. The report revealed that in March 2010, the city finance director wrote 

a very revealing email to the Chief of Police, where he claimed that the raising of 

collections could not occur unless ticket writing increased significantly by the end of the 

year. The same finance director called for an increase in court fees from ticket 

production. The majority of the FPD officers belonging to all ranks claimed that 

highlighting revenue generation within the department is mostly because of the city 

leaders. 
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As a result of FPD’s priority of revenue generation, its approach to law 

enforcement negatively affected its relationship with the community, which reached its 

peak after the Brown incident. Officers viewed the citizens living in the Black areas as 

possible criminals and as sources of revenue rather than citizens to protect. As a result, 

Blacks feel mistrust of law enforcement officers and this reduces their desire to join the 

force (U.S. Department of Justice, 2015). 

The investigation also revealed racial bias and stereotyping by the FPD, clearly 

evidenced by the arrest data. Although the Ferguson population is composed of 67% 

Blacks, from 2012 to 2014, 85% of the traffic stops, 90%of the citations, and 93% of the 

arrests were of Blacks. The investigation showed that citations received by Blacks were 

twice as much as Whites received during the same period. Blacks were also searched 

twice as much as Whites on traffic stops (U.S. Department of Justice, 2015). The many 

pitfalls of lack of diversity in police departments have been highlighted (U.S. Department 

of Justice, 2015). 

The already-lacking diversity on the FPD was made worse, and the same lack of 

minority law enforcement officers perpetuated the divide between the police and the 

African American community (U.S. Department of Justice, 2015). Apart from Ferguson, 

other high-profile incidents occurred in other areas where African American communities 

thrive. This lack of inclusion undermined efforts to diversify police departments across 

the country. At the same time, these events set recruitment efforts back and the same 

incidents highlighted for the agencies the importance of sound ethical police practices, 
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the value of maintaining stable and positive relationships with citizens regardless of their 

race, and the urgency to diversify the field.  

Intersectionality of Gender and Race in Law Enforcement 

The double jeopardy hypothesis described how membership in multiple 

vulnerable and minority social groups leads to the doubling of disadvantages a person 

experiences, particularly at the opportunities they can access, the discrimination they can 

experience, and the stereotypes they have to deal with every day (Berdahl & Moore, 

2006). For example, a minority female officer might be disadvantaged due to her gender 

and ethnicity because of the stereotypes linked to being both a woman and Black. These 

problems can also be observed in law enforcement, no matter if minority females are just 

as capable as males (Martin, 1989, 1997; Morash, 1986). Taylor, Charlton, and Ranyard 

(2012) concluded that gender and ethnicity do not determine the skills of a law 

enforcement graduate. Male resistance to females in law enforcement is based on the 

attitudes of and stereotypes regarding roles in the workplace (Sims, Scarborough, & 

Ahmad, 2003). Law enforcement was believed to be a stressful, male-dominated milieu 

filled with violence and danger—an environment unfit for females to venture into for 

employment (Burke & Mikkelsen, 2005; Kop & Euwema, 2001).  

Distinct gender roles dictated the entrance of females into the fields of law 

enforcement and corrections. Believing that males did not have the ability necessary to 

care for women and children, females entering law enforcement and corrections in the 

1820s initially were hired as prison matrons (Garcia, 2003; Kurtz, Linnemann & 

Williams, 2012). The matrons customarily worked assignments involving women and 
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children and had no arrest powers. A historic moment occurred in 1893 when Mary 

Connolly Owens became the first female in the Chicago Police to be given complete 

arrest powers (Whetstone & Wilson, 1999). Historians note that on September 12, 1910, 

Alice Stebbins Wells was sworn in as the first policewoman in the United States 

(Kingshott, 2013). However, 5 years earlier, in 1905, Lola Greene Baldwin had been 

appointed as a safety worker having full arrest powers in Portland, Oregon. In 1916, 

Georgia Ann Robinson joined the historical ranks of female firsts when she was hired by 

the Los Angeles Police Department and is noted as the first Black female police officer in 

the nation. Females have worked in law enforcement over the past four decades. They 

have held numerous supervisory and managerial positions, such as the promotion of 

Felicia Schpritzer in 1965 as the first woman police officer promoted to the rank of 

sergeant in the New York City Police Department (Whetstone & Wilson, 1999). 

There have been continuous debates in the literature concerning police personnel 

management and the underrepresentation of women and racial minorities on the force. An 

early study by Kim and Mengistu (1994) was one of the first to examine the lack of 

proportional representation of minorities and women in local police departments. In 

particular, Kim and Mengistu (1994) investigated and reported the extent to which sworn 

police workforces across the state reflected the percentage of minorities and women in 

the local population. Kim and Mengistu found that a gross underrepresentation of women 

and minorities can be observed in a majority of local law enforcement agencies. Only a 

few larger metropolitan areas were the exception.  
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Kim and Mengistu suggested that the encouragement of diversity within law 

enforcement can lead to an understanding between those in the force and those they 

protect. Kim and Mengistu added that diversity in law enforcement can formulate a 

strong defense against the adverse effects of prejudice and racism and can lead to higher 

chances of eliminating instances of discrimination and other forms of power abuse. 

However, the problem of an insufficient number of racial minorities and women persists. 

This issue has negative consequences considering that not all citizens who came into 

contact with the law enforcement officers were criminals. Most of them were just minor 

miscreants, and police officers must care about those subjected to injustices or victimized 

with deeper sensitivity (Kim & Mengistu, 1994).  

Despite efforts to hire minority females, the law enforcement numbers relative to 

the population remain low when compared to the combined number of minority hires 

(Gabbidon & Greene, 2013) and females. Internal and external barriers continue to 

hamper minority female opportunities to compete for law enforcement positions. Wilson 

and Henderson (2014) indicated that Black communities have a negative view of police 

and are the “least likely to support or call the police during a crisis and are least likely to 

view law enforcement as a career choice” (p. 46). These barriers result in challenges to 

recruitment and retention of minorities in law enforcement. 

Hiring and retention of females in law enforcement decreased nationwide over the 

past three years. In 1999, females comprised 14.3% of law enforcement personnel 

nationwide (Seklecki & Paynich, 2007). In 2012, females represented 12% of all law 

enforcement (BLS, 2016). This decrease will continue unless mandates occur addressing 
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the downward shift. Diversity (2013) described the traits and characteristics of law 

enforcement requiring empathy, compassion, intelligence, effective communication, and 

the aptitude to relate to people on a personal level. Females possess these traits yet fail to 

seek out law enforcement careers. Obstacles to hiring minority females in law 

enforcement ascended from factors that included perception, discrimination, and 

competition (Rocque, 2011; Wilson & Henderson, 2014). 

Recruitment Barriers Faced By Minority Females In Law Enforcement 

Their Perception of Law Enforcement 

The perception of law enforcement in minority communities affects the 

recruitment of minority females. Fine and Weis (1998) conducted a study of poor and 

working-class men and women in Buffalo and Jersey City (Gabbidon, Higgins & Potter, 

2011). Results of the study indicated that African American and Latino women had only 

slight trust in the police (Gabbidon, Higgins, & Potter, 2011). The perception of law 

enforcement in minority communities makes it not considered a viable career. Negative 

publicity of racial minorities involved in excessive use of force and incidents of racial 

profiling contributed to the unfavorable thought process (Todak, 2017; Tyler, 2005).  

Interaction of ethnic minorities with law enforcement has not been positive. 

Minorities view police as adversaries. For example, of the 2.8 million stops in New York 

from 2004 to 2009, African Americans and Latinos were stopped 80% of the time (Floyd 

v. City of New York, 2013, p. 827). For people growing up in Black communities, law 

enforcement is not viewed as a job of respect. From 1976 to 1998, law enforcement 

officers killed black suspects “at a rate about five times greater than White suspects” 
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(Sadler, Correll, Park, & Judd, 2012, p. 287). An article by Swaine, Laughland, Lartey 

and McCarthy (2016) in The Guardian indicated 1,134 people were killed by law 

enforcement in 2015.  Black people (7.13) were killed at more than twice the rate of 

White people (2.29%).  The remaining people killed were of Hispanic/Latino (3.48%), 

Native American (3.4%), and Asian/Pacific Islander (1.34%) origins. Research of African 

Americans overrepresented in the prison system revealed stereotypes influenced arrest 

behaviors of law enforcement. Minority communities perceive the police as racially 

prejudiced and insensitive (Waters, Hardy, Delgado & Dahlmann, 2007, p. 200). 

Discrimination During Recruitment 

Women in law enforcement experienced greater stress from discrimination and 

sexual harassment than men (Burke & Mikkelsen, 2005; Lonsway, Paynich, & Hall, 

2013). Social barriers that were unique to minorities in policing involved disparate 

treatment; gender compounds this treatment. Females experienced institutional and 

individual discrimination during the hiring process (Pincus, 1996), and sexual harassment 

and unequal treatment while hired (Bolton, 2003; Haarr & Morash, 2013; Pogrebin, 

Dodge & Chatman, 2000). Literature (International Association of Chiefs of Police, 

2006) revealed that females entering law enforcement had encountered enormous 

difficulties as a result of the negative attitude of males. Research completed by the 

International Association of Chiefs of Police (IACP) (2006) indicated females still faced 

bias from male officers, sexual harassment still occurred, and gender discrimination 

prohibited promotion. 
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Some researchers maintained that women might be especially amenable, or at 

least not averse, to seeking careers that involve jobs that entail “dirty work,” or expecting 

them to work physically hard and get their hands dirty. Examples of dirty work include 

“bail bondsmen, nursing home attendants, and law enforcement officers” (Morris, 2005, 

p. 131). Morris (2005) suggested that women pursuing a career in a field that involves 

this type of work may experience some unexpected reactions from others that will 

complicate their adjustment to the work.  

Nevertheless, despite these perceptions and the challenges and obstacles involved, 

it is clear that many young American women today aspire to a career in some capacity of 

law enforcement. For example, the results of a study by Krimmel and Tartaro (1999) 

found that a significant percentage of undergraduate females who were enrolled in 

criminal justice programs desired a career with some type of law enforcement agency. 

According to these authors, “Nearly one-quarter of the students aspiring to such a career 

were women. The women in this category believed that salary was important, as was the 

opportunity to help people solve problems. Police recruiters should be encouraged by the 

fact that women are enrolled in college and are working toward a police career” 

(Krimmel & Tartaro, 1999, p. 281). Krimmel and Tartaro (1999) add that these trends 

should not be lost on recruiters who are advised to pay special note that women in 

criminal justice programs have strong motivation by an interest in this area. 

Competition 

The enactment of affirmative action has aided nationally in the recruitment of 

racial minorities into law enforcement (Ho, 2005). Federal, state, and local law 
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enforcement agencies compete for the minimum number of qualified ethnic minority 

female applicants. Competition between law enforcement agencies and businesses to 

recruit the best and brightest from the dwindling available pool of minority females is a 

factor in the number seeking a career in law enforcement. Options for females when 

committing to serve in law enforcement through other fields, such as forensics, are 

further limiting the applicant pool. Applicants cited the extensive length of processing 

time and lack of communication (Orrick, 2008; Potts, 1983) as deciding factors for not 

choosing a law enforcement career. Agencies that shepherded the applicant throughout 

the process experienced the most success in retention after hire. 

Retention Barriers Faced By Minority Females In Law Enforcement 

Police departments are “complex bureaucracies with clearly defined rank 

structures that are organized vertically” (Archbold & Schulz, 2008, p. 50). Law 

enforcement applicants complete a written test, physical agility test, oral board, 

background check, psychological test, and polygraph exam before hire. The process takes 

upwards from six months to a year to complete. After completion of the application 

process and attaining the job, applicants are hired as officer candidates. The officer 

candidate starts an intense 26 –32-week academy training program. The academy training 

consists of classroom courses in various subjects as well as defensive tactics, the shooting 

range, and defensive driving.  

After graduation, the officer candidate then completes an eight-week field training 

program. Upon entrance into the law enforcement organization, many females, 

particularly minority females, may opt to resign. The resignation is often due to the 
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organizational environment, their home conditions, or the external job market where they 

can receive higher wages, which make working as a police officer difficult (Matthies, 

Keller, & Lim, 2012). In particular, organizational barriers for minorities and females in 

law enforcement included disparate treatment, harassment, hostile work environments, 

sexual harassment, and race and gender discrimination (del Carmen, Greene, Nation, & 

Osho, 2007; Texeria, 2002). These systemic barriers affect the career of the police officer 

resulting in early employee separation and limited advancement opportunities (Bolton, 

2003). 

Perception of Minority Females in Law Enforcement 

Television portrays the female law enforcement officer as sexy, intelligent, and 

physically capable of keeping up with their male counterparts in crime solving (Hartley, 

Mnatsakanova, Burchfiel, & Violanti, 2014; Natarajan, 2016; Yu, 2015). When hired, the 

truth becomes evident. Female law enforcement officers choose either to sacrifice their 

femininity for acceptance by male coworkers or to keep their femininity and work a 

subordinate position as law enforcement officers (Martin, 1979). They are also perceived 

as more likely to be distracted by work-family conflicts (Martin, 1979). 

The fundamental gender-related issue that remains a prominent topic for 

opponents of initiatives such as the Equal Rights Amendment Act is that American 

society and culture still limits women to certain stereotypical roles. Moreover, as most 

women, regardless of their occupation, will eventually give birth, they are perceived as 

incapable of handling many of their more physically demanding job responsibilities as 

their pregnancies progress (Hartley, et al., 2014; Hoffnung, 2004; Natarajan, 2008; Yu, 
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2015). Due to the physical limitations levied on pregnant females while employed as 

police officers, they may need longer time periods off from work. Females who want to 

be viewed as part of the police team find that pregnancy adds to the trials confronting 

them. Females in law enforcement have difficulty overcoming the all-male age-old and 

ubiquitous culture portrayed within most police agencies (Hartley, et al., 2014; Natarajan, 

2016; Yu, 2015).  

Long-held stereotypes concerning the physiological differences of females with 

children who also aspire to a professional career, unfortunately, continue to pervade the 

law enforcement community (Marshall, 2013; Roberts et al., 2016). Sullivan (2005) 

discovered a common stereotype during her research: “women with preschool age 

children have worse attendance records than other workers because of their 

responsibilities,” resulting in the intentional drafting of formal policies (p. 911). Because 

of the importance of their command, all types of law enforcement agencies reasonably 

expect officers to be reliable and available to work when scheduled. The impact of such 

work-family conflicts on the ability of organizations of all types is well documented. 

Work-family conflict is defined by Boles, Howard, and Donofrio (2001) as a “type of 

inter-role conflict wherein some responsibilities from the work and family domains are 

not compatible and have a negative influence on an employee’s work situation” (p. 376). 

Females are biologically required to be the person who grows, nurtures, and births a 

baby, so the physical limitations and absence from work that having a family causes are 

therefore natural concomitants of being female (Harding, 2015; Rabe-Hemp & Humiston, 

2015). Not surprising are the adverse effect that misperceptions, stereotypes, sexism, and 
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even jealousy from male officers can have on the perception of the value of having 

female officers on the force (Crain et al., 2014; Korpi, Ferrarini, & Englund, 2013). 

The thought of these perceptions is comparable to what Boles, Howard and 

Donofrio (2001) stated: “Results from previous research indicate that work-family 

conflict is related to a number of negative job attitudes and consequences including lower 

overall job satisfaction and greater propensity to leave a position” (p. 376). Many studies 

to date have examined the issues of work-family conflict and their impact on police 

officers (Harding, 2015; Rabe-Hemp & Humiston, 2015). Burke (1994, 1993, 1989) in 

three separate studies concluded that work-family conflict is a “major factor in measuring 

attitudes about work as well as emotional and physical well-being. The findings from this 

series of studies showed a consistent correlation between work-family conflict and stress; 

furthermore, Burke also identified a potential direct inverse relationship between work-

family conflict and job satisfaction” (cited in Boles et al. at p. 376) 

Most women today expect to work after they complete their education. This 

increased commitment to career has led to the postponement of marriage and 

childbearing and a decrease in the number of children born to educated women (Hazan & 

Zoabi, 2015; Shang & Weinberg, 2013). However, even if many young American women 

are committed to achieving their professional goals by delaying the start of a family, most 

also remain determined to have one eventually (Hazan & Zoabi, 2015; Shang & 

Weinberg, 2013). Female police officers are not exempt from this desire for a family and 

career. The life of a member of the law enforcement community is characterized by the 

same types of work-family conflicts as virtually any other kind of profession in ways that 
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introduce unusually high levels of stress for police officers (Hartley, et al., 2014; 

Natarajan, 2008; Yu, 2015).  

Beyond these otherwise-normal stressors, though, many police officers are 

routinely exposed to life-threatening encounters and other traumatic events that can result 

in post-traumatic stress disorder (PTSD) or other emotional and physical problems 

related to their job responsibilities (Henry, 2004). As Iwasaki, Manneli, and Smale (2002) 

point out, “Police and emergency response services have been identified as occupational 

groups that tend to experience very high-stress levels both in work and family lives” (p. 

311). Likewise, Tanigoshi, Kontos, and Remley (2008) emphasized that “To date, law 

enforcement is considered to be one of the most dangerous, stressful, and health-

threatening occupations. Many researchers have suggested that life as an officer poses 

many hazards to the psychological, emotional, physical, spiritual, and social self” (p. 64). 

These findings would certainly account for the inordinately high levels of domestic abuse 

identified among male police officers and suggest that law enforcement is a highly 

stressful career field for many men and women today.  The National Center for Women 

and Policing noted in two studies (1991, 1992) that “at least 40% of police officer 

families experience domestic violence” compared to 10% of families in the general 

population (see Bureau of Justice Assistance, 2001).   

Another prime example of why perception is a barrier to minority women entering 

the law enforcement field is explained by the gender-role congruity hypothesis (Li, 

Bagger, & Cropanzano, 2016; Rollero, Fedi, & De Piccoli, 2015). If one’s behavior is 

congruent with their gender, this is perceived more favorably compared to behavior not 
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considered compatible with the expected gender behavior. Because of the negative 

consequences associated with out-of-gender or unexpected behaviors of female officers, 

the researchers claimed that they could only be successful if they maintain their feminine 

gendered qualities in their police work instead of pursuing masculine styles (Dunn, 

2014).  

Other research of this gender-role congruity in other fields has revealed that both 

males and females are equally capable as supervisors. However, if the leadership position 

is considered gender-presumptive, or if the majority of people, particularly those within 

the organization, expect the leader to behave stereotypically male or female, effectiveness 

can be affected if the leader acted otherwise. In law enforcement and policing, women are 

more at risk of receiving prejudiced or negative job performance evaluations as well as 

low effectiveness ratings because they have not demonstrated the expected gender 

behavior (Dunn, 2014).  

Several more researchers have studied the phenomenon of resistance and barriers 

for women police officers and determined that police culture is the main reason why 

these barriers are not being eliminated (Jefferson, 2013; Natarajan, 2008; Prenzler & 

Sinclair, 2013). Hence, female officers are the ones adjusting. Some of the researchers 

also evaluated and explored the coping mechanisms women use to overcome these 

obstacles and the high resistance to their integration into law enforcement (Dunn, 2014; 

Jefferson, 2013; Natarajan, 2008; Prenzler & Sinclair, 2013). Understanding the common 

themes behind the experiences of a diverse sample of tenured female officers can reveal 

the details of resistance to their integration.  
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Some of the researchers found that women in law enforcement faced no shortage 

of sexual harassment, discrimination, and repeated instances of disrespect (Dunn, 2014). 

However, some researchers found that even with these negative experiences, the female 

officers reported that they had achieved a sense of acceptance in their respective 

departments and gradually, they experienced an improvement in the culture of policing 

from the time they started their law enforcement careers through their coping strategies. 

Female officers can overcome obstacles and be effective in policing if they learn to 

navigate. However, the studies commonly held that supervisory positions filled by female 

officers are still quite low in number despite the status of women in policing improving 

over the last century (Dunn, 2014). 

Sexual and Racial Discrimination 

One of the most perplexing issues faced by the nation’s police agencies is the 

lingering virile nature of these departments that some experts have referred to as a “hyper 

masculine culture.” Harris (2000), for example, highlighted in her study that, “As of 

1998, eight out of ten municipal police agencies with the largest percentage of sworn 

women officers are currently under, or have been under, consent decrees to hire women 

or minorities” (p. 777). The fact that fully 80% of the nation’s police agencies with the 

highest numbers of females became that way by being forced to do so suggests that male 

officers who subscribe to the traditional male-only culture may highly resent females and 

that has historically characterized these municipal police organizations.  For females who 

successfully complete the academy, the resentment is exhibited through attempts to 

eliminate them through other means, such as field training. 



55 

 

Law enforcement officers who complete the academy training are subjected to 

field training. The purpose of field training is to expose the officer to real-life policing 

situations guided by an experienced officer.  The experienced officer is referred to as the 

Field Training Officer (FTO).  Black officers placed with White Field Training Officers 

(FTOs) were sometimes not successful in completing this phase of training (Bolton, 

2003). Black officers were subjected to racial slurs, bullying, pranks and harassment.  

Black officers receive harsher evaluations and are discipline for minor infractions 

(Bolton, 2003).  Black officers undergo unauthorized extended training, not experienced 

by their White counterparts to complete field training successfully. Bolton (2003) posits 

that Blacks experienced ongoing racism and not as a series of separate events (p. 397). 

Black police officers suffered discrimination during field training with White officers.  

Females reported experiences of racial and sexual harassment during and after 

field training completion.  A study by the National Center for Women and Policing 

revealed that this may occur when FTOs have personal bias against women in law 

enforcement or marginal skills in dealing with diversity (Harrington, et al., 2000b).  The 

FTO may be inadequately selected or trained and may view training the female recruit as 

punishment or more difficult (Harrington, 2000b). Minority officers reported feeling 

excluded from training, specialized assignments, or rewards and recognition that would 

aid in career advancement (Bolton, 2003). A solution to the institutional racial practices 

would be to remove subjectivity from the decision making by White officers (Bolton, 

2003). Having Black female officers in leadership positions would offer the potential for 

fair assignments, evaluations, and treatment. 
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Even as females have successfully entered supervisory and middle management 

ranks within various arenas, including policing and law enforcement, it is relatively rare 

that they are elite leaders or top executives. According to Eagly and Johannesen-Schmidt 

(2001), a glass ceiling exists in most occupations, excluding women from attaining the 

higher-level leadership positions. This concept is rooted in the persistent scarcity of 

women occupying top leadership positions, despite showing that females and males have 

many shared leadership abilities such as being confident, influential, assertive, critical, 

and delegating tasks. 

Competition 

Competition exists internally and externally for minority female officers in law 

enforcement. External competition occurs when law enforcement officers recruited for an 

organization find themselves sought after by other agencies during their careers. Females 

that excel in their careers leave the initial law enforcement agency for higher pay, 

perceived better treatment, and status. Professional internal competition occurs when 

minority females are pitted against minority males and female counterparts for 

promotions or coveted positions. Conformity through dress and action to assimilate 

presents a double challenge for minority females who feel they have to betray their 

culture and their femininity.  

Researchers have also highlighted the role of internal resistance in limiting female 

officers from pursuing supervisory positions within law enforcement (Fernandes, 2016; 

Marshall, 2013; Natarajan, 2008; Swan, 2016). For instance, Archbold and Hassell 

(2009) designed research to determine the issues linked with the decision of female 
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officers to seek promotions and be promoted. The researchers interviewed policewomen 

working for a Midwest police agency to identify organizational and personal factors that 

affect participant decision making. Findings indicated that marriage to fellow officers is 

one of the overlooked issues preventing female officers from seeking promotions. 

Archbold and Hassell (2009) found that many of the participants described marriage as a 

deterrent because women felt the need to prioritize their family more compared to male 

officers and that by pursuing promotions, women feel that they would have to give more 

time than they were just willing to give. Archbold and Hassell concluded that female 

officers often make a conscious approach not to pursue leadership ranks and 

advancements, contrary to what other researchers concluded, and that the external 

barriers faced by females are the only ones preventing female officers from seeking 

promotion. Attributing a lack of promotions to external factors alone implies that this is 

beyond women’s control. Understanding that it can also be the women’s decisions 

themselves is key.  

Some researchers also evaluated whether male and female officers differed in 

their styles and strategies to respond to certain situations and carry out specific tasks, and 

looked at how the public evaluated their actions (Dick et al., 2013; Hassell, Archbold, & 

Stichman, 2011). They found that most of the time, differences in societal expectations of 

male and female police officers revealed stereotypes and that officers are often evaluated 

according to their gender more than their abilities. Female officers are viewed more 

negatively in specific situations among the public, even more than male officers doing the 

same police work (Dick et al., 2013; Hassell, Archbold, & Stichman, 2011).  
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One study by Carlan and McMullan (2009) showed that current attitudes towards 

policewomen in comparison to their male colleagues are shaped by societal expectations 

more than what women can do compared to men in police work. Carlan and McMullan 

(2009) interviewed 1114 female police officers on their opinions on professionalism, job 

satisfaction and stress levels, and confidence through anonymous questionnaires. The 

results showed that between male and female police officers, professionalism, job 

satisfaction, stress, and confidence levels do not significantly differ. These findings 

showed that women officers can be considered equal to men in their capacity to meet 

police demands and modulate their anxieties associated with their daily activities. 

Women are just as physically and mentally resilient, but they are often negatively 

evaluated because they do not align with gender stereotypes. 

Other researchers confirmed that female officers viewed themselves as equal to, if 

not more capable of, carrying out their job as an officer as their male counterparts 

(Poleski, 2016; Smith, 2016; Swan, 2016). In these studies, female officers claimed that 

there have been promising strides made toward reducing male harassment in the law 

enforcement occupation. However, there are still instances of offensive transitional 

behavior being exhibited. Female officers reported that they avoid letting these behaviors 

harm their disposition by taking little or no offense to this behavior, not taking negative 

comments personally, and accepting the behavior as just part of the organization and the 

job culture (Poleski, 2016; Smith, 2016; Swan, 2016). 
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Comparison of White Female Officers and Minority Female Officers 

More pronounced recruitment and retention issues could be reasonably expected 

for minority women working in law enforcement who routinely confront other 

stereotypes concerning their ethnicity. The issues affect their coworkers’ perception of 

their abilities and overall “worthiness” to join their exclusive group of comrades in arms 

(Bush, 2013; Davis, 2013; Glenn, 2015). These issues will be discussed further. 

Although most authorities agree that affirmative action has produced some 

positive results for women in the workplace (Leach, 2004), the results of studies on 

minority employment in law enforcement in recent years have identified several issues 

that appear to affect the number of women who police departments in various cities 

recruit and employ in positive or negative ways. For example, researchers have 

determined that the population of a city is a significant predictor of how many female 

officers it will employ; likewise, larger cities likely have more resources available to 

recruit and provide training for female candidates than smaller municipalities (Lott, 

2000). In this regard, Zhao and Lovrich (2001) report that “City size may also be 

important for female officer recruitment because larger cities offer a broader range of 

employment opportunities. Additionally, these areas are more likely to have large 

concentrations of well-educated and civic-minded persons who support the 

implementation of affirmative action than do small cities” (p. 245). As a result, large 

urban police departments may enjoy a relatively stable cadre of Black female police 

officers that reflect the broader society the department serves, but those with equal 

population percentages in smaller communities would lack such diversity.  
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Affirmative action constraints illustrate that the experience of Black and White 

female officers is particularly problematic, but these limitations do not end there. For 

example, there are also some substantial differences in how the organization’s leadership 

perceives minority female officers and White female officers that can affect how each 

group is positively or negatively regarded and therefore treated by the rest of the 

organization. For example, Morris, Shinn, and Dumont (1999) report that White and 

minority female officers differ in two ways: 

1. “Perceptions of the command (such as the commanding officer’s sensitivity to 

diversity) can vary systematically by ethnicity and gender, so actions 

perceived as fair by one group might be seen as discriminatory by another; 

2. Relationships among variables might vary systematically across groups, so, 

for example, the commanding officer’s sensitivity to diversity might be 

positively related to organizational commitment for one group but unrelated, 

or even inversely related, for another” (Morris et al., 1999, p. 75). 

These observations suggest that lawsuits and other affirmative action initiatives could 

potentially work to the detriment of White female officers while favoring the promotion 

of their minority counterparts. These types of legally-mandated human resource 

solutions, though, can also be reasonably expected to backfire and engender even more 

resentment among male officers, as well as White female officers who have been denied 

promotional or other advancement opportunities because of a quota that did not include 

them. Furthermore, and despite these legislative initiatives, McCartney and Parent (2004) 

emphasized that “Historically, minorities and women have been highly vulnerable to such 
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abuses of ‘selective enforcement’ of policies, as have ‘whistle-blowers’ and change 

agents” (p. 54) (see Kania, 1998). 

Summary and Conclusions 

The research showed that a significant number of American females entering 

criminal justice studies in colleges across the country today aspire to a career in law 

enforcement in some capacity. The research also showed that despite significant gains in 

achieving equal opportunity, in theory, many police departments in the United States 

continue to be characterized by a male-dominated organizational culture that makes 

entering this profession especially difficult for females. For those who do succeed in 

overcoming these initial barriers, many are relegated to support roles at the federal, state, 

and local levels in ways that continue to reinforce a glass ceiling that may be breaking in 

other parts of American society, but which remains firmly in place in many law 

enforcement settings today (Pompper, 2011).  

This glass ceiling does not mean that many women, both White and minority, do 

not succeed in law enforcement in virtually any capacity. It does mean, though, that the 

research consistently showed that beyond the traumatic aspects of the job, the same 

constraints that females in other professions experience, such as work-conflict issues and 

stereotypical perceptions of their abilities and commitment, were particularly pronounced 

for females working in law enforcement. Females aspiring to this profession should 

consider these harsh realities. 

For the past four decades or so, a large body of research has been conducted 

regarding women in law enforcement, but is quite limited for minority females in the 
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field. Very little research has been conducted on minority females’ experience in law 

enforcement. One of the few studies was by Lonsway (2007), who mainly assessed the 

gains and gaps in the numbers of sworn females and the current state of minority women 

in the field of law enforcement. The study is included in this review because it involved 

the largest law enforcement agencies in the nation.  

Lonsway (2007) also discussed the second annual survey encompassing smaller 

law enforcement agencies located in rural areas. The results were discouraging. The pace 

of increase for minority females within the field has stalled in the latter years being 

covered and, for some agencies, even reversed in trend.  

Additionally, aside from their decreased representation in these organizations, 

minority females were found to face discrimination, harassment, and intimidation. When 

it comes to leadership positions, the numbers were more discouraging. Among mid-level 

command positions such as the ranks of lieutenants and captains, minority women only 

held 1.6% of these posts in the larger agencies and then less than 1% in the smaller 

agencies located in rural areas. For the larger agencies, more than 5% claimed they have 

zero females in mid-level command positions and as high as 87.9% claimed they have 

zero females in the highest ranks of commanders, chiefs, superintendents, and others. The 

numbers for the smaller agencies were more alarming, as almost 95% claimed they have 

no women in the mid-level command positions and only one of the 25 agencies included 

in the story claimed they had a minority female in the highest ranks.  

An effort was made to incorporate relevant, up to date literature pertaining to the 

various recruitment and retention topics involving minority females.  Much of the 
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research is outdated or limited.  The need exists for a study to further examine the 

barriers that exist for recruitment and retention of minority females.   Chapter 3 will 

describe the rationale for the research method and procedures used for the study. 
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Chapter 3: Research Method 

This chapter highlights the in-depth discussion of the method used for conducting 

this study. I describe the research design, population and sample, data collection method, 

data analysis method, and role of the researcher. Also detailed are the steps followed to 

ensure confidentiality, validity, and reliability of the findings. 

Research Design and Rationale 

The central research question for this study was the following: What are the 

perceived and organizational barriers to minority females interested in entering the law 

enforcement profession? To answer the overarching research question, the following sub-

questions were used: (a) what organizational barriers do minority female officers 

perceive exist within law enforcement toward recruitment and retention of minority 

female officers? (b) how do minority female officers face perceived or actual barriers to 

perception, discrimination, and competition in recruitment? (c) how do minority female 

officers perceive discrimination and competition toward retention of female minority 

officers? And (d) how do minority female officers perceive discrimination and 

competition toward retention of female minority officers?  

Whereas quantitative research presents results in quantities (Patton, 2002), 

qualitative research focuses on the context and interpretation of data regarding what and 

how (Patton & Cochran, 2002; Rossman & Rallis, 2003). Qualitative research is 

consistent with understanding and describing minority female officers’ perceptions of 

organizational barriers toward recruitment and the retention of female minority officers. 
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Qualitative research can be used to create a theory that benefits from the theoretical lens 

(Collins & Stockton, 2018; Lincoln & Guba, 1985). 

A phenomenological approach was used in this study. Phenomenology is a 

qualitative method used to understand social and psychological phenomena from the 

perspectives and lived experiences of people involved with the phenomena (Greene, 

2000; Groenewald, 2004). An examination of the phenomenon of organizational barriers 

within law enforcement agencies toward the recruitment and retention of minority female 

officers occurred in the study. Data are collected from people who have experienced the 

phenomenon to develop a description of what they experienced and how they 

experienced it (Moustakas, 1994). Through the collection of surveys, personal interviews, 

and observational data, I described female minority officers’ lived experiences of 

organizational barriers that they perceived as affecting the recruitment and retention of 

female minority officers in the law enforcement profession. The results may provide 

insight into perceptions among current minority female officers of organizational 

barriers, such as discrimination and competition, that have affected the recruitment and 

retention of minority female officers, a group disproportionately represented in law 

enforcement agencies.  

Qualitative designs considered for this study included phenomenology, 

ethnography, narrative, and case study. Phenomenology was determined to be the most 

appropriate for the implementation of the study. Ethnography relies on up-close, personal 

expertise and individual involvement, not a merely distant observation (Lahlou, Le Bellu, 

& Boesen-Mariani, 2015), which was not a goal of the current research. Narrative inquiry 
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is a type of qualitative investigation in which stories describe human action 

(Polkinghorne, 2013). Narrative research involves discussions arranged chronologically 

around a plot, which was not the goal of the current study. 

Role of the Researcher 

To minimize the potential effects of researcher bias on the results of the study, 

minority female officers who were not members of my immediate social network were 

recruited to participate. Recruitment of 15 minority females occurred using the results of 

the demographic survey sent to Maryland police organizations representing federal, state, 

and local law enforcement agencies outside of my community. I did not know any 

potential participants. Guidelines and ethical principles for research involving human 

subjects as provided by the Belmont Report (National Commission for the Protection of 

Human Subjects of Biomedical and Behavioral Research, 1979) were followed in the 

current study.  

Participants were assured that they would receive respect as autonomous agents 

and as people entitled to protection. Participants were allowed to answer interview 

questions as freely as possible. Moreover, the informed consent form they were asked to 

sign included everything they could expect from the interview. No information was 

withheld from participants. They were made aware that minimal risk would accrue from 

answering the interview questions. The emphasis on protection from harm was in line 

with the Belmont Report’s emphasis on beneficence, which states researchers must not 

harm their study participants (National Commission for the Protection of Human Subjects 

of Biomedical and Behavioral Research, 1979). 
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 Participants were sent an informed consent form to review before the interview. 

The informed consent provided information about the study as well as my contact 

information should participants have any questions before agreeing to participate in the 

study. At the beginning of the scheduled interview, participants were asked to sign the 

informed consent form as an agreement to join this study and express their willingness to 

participate. Participants were offered the opportunity to have the interview conducted at a 

convenient and comfortable location and at a time that suited them. To minimize bias 

during and after each interview, I audio-recorded the interview and asked each participant 

to review their respective transcript to ensure responses were captured accurately. During 

the review of transcripts, participants were allowed to change or add to their responses, if 

desired.  

During the interview, each participant was given a chance to think about and 

respond to the questions. The questions were clear so that participants would not have 

difficulty understanding them. A pilot study with four nonparticipating minority female 

officers was conducted before the interviews to ensure the questions were clear and based 

on the participants’ language, rationality, and maturity. Pilot test participants were 

recruited through a review of the survey answers. Participants chosen for the pilot test 

met the same selection requirements as those who were interviewed for the study.  

To minimize researcher bias before interviewing participants and during the 

subsequent analysis of the collected data, I noted my perceptions, personal 

interpretations, and expectations of the possible findings. Before each interview, I noted 

in a journal any assumptions and beliefs regarding the topic. During the analysis of the 
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interview data, I used this journal to note any interpretations that may include personal 

perceptions and assumptions that could limit the interpretation of participant responses. 

The protective measure of setting aside bias helped me to be aware of expected results 

and mindful of interpretations (Ritchie, Lewis, Nicholls, & Ormston, 2013).  To guard 

against a trustworthiness threat I had to prepare prior to the interview.  The pilot study 

helped to test the quality of the interview procedures and identify bias in advance of the 

study.  The researcher as instrument (Plano & Creswell, 2008) can be a threat to integrity 

in qualitative research.  Triangulation of the data sources and evaluation of data help to 

increase trustworthiness.  For example, the research would involve conducting a check of 

interviews for confirmation of transcripts by participants.  

Methodology 

Participant Selection 

To maximize understanding of the barriers associated with minority female law 

enforcement officer recruitment, I conducted a purposeful selection of participants. The 

female law enforcement population was information-rich (Patton, 2002) and able to give 

depth to the study based on the goal of the research. Surveys were sent to federal, state, 

and local law enforcement organizations in Maryland seeking participants who met the 

inclusion criteria. The sampling frame included minority female officers with up to 5 

years of law enforcement experience. A check of the survey responses for the law 

enforcement agencies ascertained minority female officers that had 5 or fewer years of 

service. The rationale for the target population of minority female officers with up to 5 

years in law enforcement was that a change occurs in police attitudes over time. Officers 
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with 5 years or less do not have a chance to become disenchanted with their law 

enforcement career choice (Foley, Guarneri, & Kelly, 2007). An intended sample of at 

least 15 minority female officers, five from each—federal, state, and local—law 

enforcement agencies in Maryland were selected to participate in the study. 

Instrumentation 

Semi-structured individual interviews and observational notes during interviews 

served as the data collection tools for the study. Interviews allowed minority female 

officers to speak on the importance of recruitment and retention to identifying and 

overcoming barriers. An interview guide (Appendix A) listed key questions needed to 

answer the research questions and provide context for the study. The interview guide 

served as a tool upon which the researcher could rely to make sure that not only the 

interview questions were all asked, but also provided the opportunity for participants to 

expand on a topic or thought. The interview guide was developed from the existing 

literature on organizational barriers, such as perceptions, discrimination, and competition, 

toward the recruitment and retention of minority female officers. 

Pilot Study 

A pilot study of each interview type was conducted with four participants not 

from the primary sample before the start of the study. The purpose of the pilot study was 

to ensure there was no ambiguity in the interview questions during the proposed study, 

confirming the validity of the interview protocol. Any questions that needed further 

explanation or clarification during the pilot study were reworded and revised. A revised 

interview guide was then used for the prevailing research study. 
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Procedures for Recruitment, Participation, and Data Collection 

To maximize understanding of the barriers associated with minority female law 

enforcement officer recruitment, a purposeful selection of individuals occurred 

(Frankfort-Nachmias & Nachmias, 2008). Selection in the initial stage of the sampling 

frame transpired with survey results from individuals representing minority female law 

enforcement officers in Maryland’s federal, state, and local police agencies. The second 

stage included a purposive selection of participants from the first stage that fit the criteria 

for selection. The sampling frame comprised minority female officers with up to 5 years 

of law enforcement experience. An intended sample of at least 15 minority female 

officers, five from each of the law enforcement—federal, state, and local—agencies were 

selected to participate in the study. 

The data collection techniques included semi-structured interviews and 

observational notes. The researcher took observational notes during the interview to 

record the time, date, and site of the interview as well as participants’ feelings, 

observations, problems, and impressions (Creswell, Clark & Plano, 2011). Interviews 

were audio-recorded to ensure participant responses were captured verbatim.  

Individual interviews took approximately 45–60 minutes to complete. Before the 

interview, informed consent forms (Appendix B) were signed to not only give potential 

participants an overview of the study but also to communicate the scope of their 

participation. The setting of the interviews was held at a pre-determined location chosen 

by the participant and agreed upon by the researcher. Interviews were scheduled at a time 

suitable for both the participating minority female officer and the researcher. All 
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interview sessions were audio-recorded after each of the participants granted permission, 

and the researcher took observational notes on any additional information that the 

participant mentioned that was pertinent to the context of the study. After the interviews, 

the participants were provided with an email address and telephone number so that the 

researcher could be reached should questions or concerns arise.  

Each participant received an email that included their respective interview 

transcript of responses and researcher notes for participants to confirm or provide 

additional clarification of interview responses. To ensure confidentiality and anonymity, 

the researcher used a digital coding system for each minority female officer participating 

in the study. The participant was given a number and letter designation corresponding to 

the order of interviews. For example, the researcher scheduled the interviews for a 

particular date and time. If one or more of the interviews took place on the same date, the 

researcher was able to ascertain participant information by using codes. Coding the data 

allowed the researcher to identify the participant while keeping critical information 

confidential. During data analysis, participant codes were also used to store and review 

participant responses using NVivo 12 software. 

Issues of Trustworthiness 

In qualitative research, the validity of a study’s findings can also be referred to as 

its the trustworthiness (Bowen, 2005; Silverman, 2005). In establishing trustworthiness, 

the data sources and collection and the study results should be credible, transferable, 

dependable, and confirmable (Bowen, 2005). Multiple lines of evidence used in the 

proposed study—semi-structured interviews and observational notes during interviews—
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are tools adapted from and currently found within the existing literature to establish the 

credibility of study procedures. A pilot study (Chenail, 2011) helped to test the quality of 

interview processes and identify bias in advance of the primary study.  

A pilot study of the interview questions occurred with four minority female 

officers that were not part of the proposed study. Pilot study outcomes were used to 

revise any questions to be more explicit for study participants. The actual study occurred 

after completion of the pilot study, which helped determine bias and test the validity of 

the instrument. The researcher (Creswell, Clark, Gutmann & Hanson, 2003) can be a 

threat to integrity in qualitative research. The degree of kinship the researcher has as a 

member of law enforcement could introduce bias into the study. The researcher 

recognized the bias and limits within whenever doing observation, whether directly, 

indirectly, or in a participant or nonparticipant role. Patton (2002) stated humans can 

“become part of other people’s experiences, and through watching and reflecting…come 

to understand something about those experiences” (p. 319). Identifying self-imposed bias 

and keeping an open mind during the interviews aided in reducing researcher bias.  

The triangulation and member checking of data also helped to increase 

trustworthiness. The triangulation of data sources increased the generalization of the 

study. The researcher asked participants to verify the data collected during interviews to 

ensure the accuracy of the interview data. Each participant received their respective 

transcript to review and confirm the accuracy of their responses. Using each data source 

in conjunction with the other contributed to the data validity. The overlapping description 

resulting from the combination of sources provided triangulation of the data sources. 
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Additionally, multiple reviews of data collected and analyzed ensured the reliability and 

trustworthiness of the study findings. 

Data Analysis Plan 

Qualitative descriptive analyses were conducted for the data collected from 

participant interviews and observational notes taken during the interview sessions. The 

data gathered from the minority female officer interviews was first read to learn about 

their experiences and perceptions of organizational barriers within law enforcement as 

well as any other relevant data specific to recruitment and retention of minority female 

officers in law enforcement agencies. The data was then coded into descriptive categories 

derived from themes related to “organizational barriers,” “recruitment,” and “retention,” 

each important aspects of the study. Observational notes from interviews were also coded 

for thematic analysis. Using NVivo 12 software, the analysis consisted of looking for 

recurring words and phrases that generated codes that fit into emergent themes (Rossman 

& Rallis, 2003).  

Participants ranked the Likert scale data by choosing the factors related to why 

they choose law enforcement as a career and collected during interviews. Factors were 

analyzed by comparison to interview responses. The researcher then reviewed the 

analysis of the participant responses and researcher notes. Participants were also asked to 

review their interview responses and the researcher notes taken during the interview. 

Multiple reviewers of data analyses provided more reliable results than would be gained 

if the researcher alone conducted the study. 
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Summary 

The purpose of this qualitative phenomenological study was to examine minority 

female officers’ perceptions of organizational barriers toward the recruitment and 

retention of females in law enforcement. Through a purposive sampling method, 15 

minority female officers from Maryland federal, state, and local law enforcement 

agencies were recruited to participate in the current study. Data was collected from 

surveys, individual interviews, and observational notes from the interviews to gather 

descriptions of female minority officers’ lived experiences of organizational barriers 

perceived toward the recruitment and retention of female minority officers in the law 

enforcement profession within the context of these experiences.  

Chapter 4 will look at findings from the study and provide insight into what 

administrators of law enforcement agencies could do to improve the recruitment and 

retention of minority female officers, a group disproportionately represented in law 

enforcement agencies today. The long-term effects of the study identified how to reduce 

perceived barriers and increase retention of recruited minority female officers. 
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Chapter 4: Results  

Over the last four decades, the percentage of females and minorities who have 

entered the law enforcement profession has increased. Despite the increase of minorities 

and females in law enforcement, the field is viewed as a White male-dominated 

profession. This qualitative phenomenological study was conducted to provide a deeper 

understanding of the barriers associated with the recruitment and retention of minority 

females in law enforcement. Through an investigative process of inquiry conducted in a 

natural setting, qualitative research helps the researcher to make sense of a social 

phenomenon (Creswell, 2002). Qualitative studies are conducted to construct a complex, 

holistic description with informants’ exact words to document an understanding of a 

human problem.  

This chapter contains the analysis (see Appendix C) and results of the qualitative 

phenomenological data collected using a survey and interviews. The study addressed the 

following central research question: What are the perceived and organizational barriers to 

minority females interested in entering the law enforcement profession? Four sub-

questions addressed the overarching research question: 

R1a: What organizational barriers do minority female officers perceive to exist 

within law enforcement toward the recruitment and retention of minority female officers? 

R2b: How do minority female officers face perceived or actual barriers to 

perception, discrimination, and competition in recruitment? 

R3c: How do minority female officers perceive discrimination and competition 

toward recruitment of female minority officers? 
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R4d: How do minority female officers perceive discrimination and competition 

toward retention of female minority officers? 

The chapter includes how data were developed, collected, and recorded as well as 

the method by which the themes were identified. The results from the data collected from 

54 surveys and interviews with 15 minority females within law enforcement were used to 

answer the research questions.  The identified themes, coupled with research, were used 

as a catalyst for formulating suggested public policy changes for law enforcement 

organizations.  

Pilot Study 

Four participants were selected from the survey responses to participate in a pilot 

study—one from federal and state law enforcement agencies and two from local law 

enforcement agencies. The participants were selected from a pool of survey respondents 

who indicated they would like to participate in the interview phase. The pilot study 

respondents met the qualifications for participation as they were minority females with 5 

or fewer years of law enforcement service. The participants were selected from the first 

10 respondents volunteering for interviews. The participants were contacted by email and 

advised of the study parameters. I arranged an interview date, time, and location that was 

convenient for each participant. At the beginning of the semi-structured interview, I 

reviewed the consent form. All four participants agreed to have their interviews audio 

recorded. I advised participants that they could stop the interview at any time. The results 

of the interviews and observations of the participants were stored on a password-

protected computer to ensure the confidentiality of the participants.  
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The results of the pilot interviews revealed that some of the questions were 

unclear to participants and needed to be reworded to avoid confusion. In the initial 

interview questions, I probed participants for further responses beyond a basic yes/no 

response. For example, instead of asking, “did the method of recruitment affect your 

decision to apply?” participants were asked, “what method of recruitment influenced your 

decision to apply?” The reworded question resulted in participants freely answering and 

offering richer data for analysis. The questions were revised after each interview to arrive 

at the final interview questions used in the study. 

Research Setting 

There were no experiences that would have influenced participants through the 

survey portion of the study. Skewing of closed-ended questions can occur due to the 

context in which the questions were asked, and the time, place, and situation in which 

they were presented (Friborg & Rosenvinge, 2013). The survey was distributed during 

the holidays, which slowed the response of participants. The survey was sent to several 

law enforcement organizations that agreed to distribute it to their members. One 

organization put the survey on their upcoming holiday events email. When I discovered 

this, the organization was asked to resend the survey announcement independent of other 

events. A second organization that initially agreed to distribute the survey had changed 

leadership. A request was resubmitted to the new gatekeeper, and once approved, they 

distributed the survey. The data gathered through the end of the year were reviewed and 

used to schedule interviews for the pilot study.  
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The participants chose the date, time, and meeting place for the pilot study 

interviews. Of the four pilot study participants, three scheduled the interview on their 

days off. The remaining participant scheduled the interview after getting off of work. 

After a full day of work, the participant who agreed to do the pilot study interview 

appeared to be initially less talkative. However, the participant eventually identified with 

a couple of the questions that she was passionate about answering, resulting in the 

participant relaxing and being more informative. This experience allowed me to make a 

note to attempt to schedule the interviews when study participants were not coming from 

work.  

The COVID-19 pandemic resulted in the rescheduling of some interviews. One 

participant who had agreed to the interview before the pandemic failed to show after two 

separate times were set and confirmed. Once Walden University IRB allowed electronic 

meetings, I completed the interviews using Google Duo, a video conferencing site. The 

final participants who agreed to do face-to-face interviews used personal protective 

equipment and adhered social distance protocols. These interviews occurred without 

incident. 

Demographics 

The experiences of minority females in law enforcement will enhance police 

agencies’ implementation of diversity and excellence (Collins & Gleaves, 1998; 

Pompper, 2011; Wright, 2015). The current study’s population was minority females who 

described their experiences of recruitment, training, and retention. Participants provided 

an authentic account of their lives as minority female law enforcement officers. Creswell 
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(1994) posited that a phenomenological study “describes the meaning of the lived 

experiences for several individuals about a concept or the phenomenon” (p. 51). I was 

motivated to find meaning in concepts or phenomena to identify human experiences and 

their meaning.  

The phenomenon addressed in this study was the lived experiences of minority 

females in law enforcement. Moustakas (1994) described phenomena as “the building 

blocks of human science and the basis for all knowledge” (p. 26). The experiences of the 

minority female participants were explored using open-ended questions. Del Carmen, 

Green, Nation and Osho (2007) described the uniqueness of minority females because of 

their race and gender experiences within a primarily white male-dominated profession.  

These unique experiences can better benefit from a qualitative rather than quantitative 

study.  The qualitative study allowed for a deeper understanding through clarification of 

answers to interview questions. 

The study was comprised of two parts: a survey and an interview. Participation 

was voluntary and comprised minority females employed 5 or fewer years in law 

enforcement. The survey participants were not asked to provide demographic information 

but were asked only to participate if they fit the parameters of the study. In addition to 

having 5 or fewer years in law enforcement, participants had to be an actively-licensed 

minority female, honorably-retired female, or graduate of a federal law enforcement 

academy. The participants who agreed to interviews were from federal, state, and local 

law enforcement agencies in Maryland.  
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Participants responded to demographic questions before the interview. The 

demographic information collected included the age of participant, race, level of 

education, marital status, and number of children, if any. Occupational information 

collected from participants included whether they were actively-licensed in law 

enforcement, the agency in which they were employed, and how long the participant had 

been employed as a police officer.  

The demographic attributes allowed the responses to be compared to determine if 

age or marital status were factors in recruitment.  Another benefit of the demographic 

attributes when compared to the factors list revealed whether education or experience had 

an impact on a decision to join or remain in law enforcement. Twelve of the participants 

were African American and three were Hispanic. The participants ranged in age from 

twenty-four to thirty-nine. Participants were tallied by years of service in law 

enforcement.  

Table 1 depicts the demographic attributes of education and employment. One 

participant had completed close to 5 years of service and had a bachelor’s degree. Two 

participants had 4 years of service, with one having a bachelor’s degree and one having 

some college. Four participants had 3 years of service, with two having associate degrees 

and two having some college. Five participants had 2 years of service and all had 

bachelor’s degrees. Three participants had 1 year of service and all had some college. 

One participant was married, one was divorced, and the remaining thirteen were single. 

Nine of the participants had no children. One participant had three children, one 

participant had two children, and each of the remaining four participants had one child. 
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Figure 2. Education versus employment. 

Data Collection 

The data collection process began with the researcher contacting the gatekeepers 

of various law enforcement organizations to ascertain whether they would be willing to 

release a survey to potential participants. Gatekeepers are those persons through whom 

access is gained (Greig & Taylor, 1999). A letter (Appendix D) was sent via email to 

these presidents or chiefs of the organizations along with a sample email and the survey 

(Appendix E) if they agreed to allow the organization members to participate. The survey 

was housed on Survey Monkey and consisted of 33 questions. The survey questions were 

adapted using a survey created in conjunction with the Texas Metropolitan Police 
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Department, Texas Department of Public Safety, and the Federal Bureau of Investigation 

with assistance from Dr. Anne Kringen (2014) for her study regarding the recruitment 

and retention of female police officers. The survey they modified was from a study on 

tokenism (Stroshine & Brandl, 2011). The survey instrument created by Stroshine and 

Brandl (2011) was modified from a survey created by Morash and Haarr (1995) to study 

tokenism in 25 police departments across the United States. Stroshine and Brandl (2011) 

modified the instrument to measure visibility, polarization, and assimilation—three 

aspects of tokenism. The instrument used by Kringen (2014) pertained to concepts of 

visibility, polarization, assimilation, organizational issues, childcare and family, finding a 

spouse, spousal support, and safety concerns.  

The survey questionnaire this researcher used modified Kringen’s (2014) 

instrument. Questions about hair (i.e., “I would be less likely to apply for a job in 

policing if I were required to cut my hair short for the academy”) were removed and not 

considered relevant to this study. This researcher wanted to examine not only the 

parameters established in Kringen’s (2014) survey instrument but also how respondents 

would answer questions related directly to being viewed as minorities.  Two questions 

were added to the Polarization section: (1) “coworkers will joke or make offensive 

remarks about being a minority; and (2) “coworkers and supervisors will exclude me 

from things because I am a minority,” resulting in nine total questions. Two questions 

were added to the Assimilation section: (1) “I will be expected to work well with 

minorities because I am a minority”; and (2) I will need to do the job differently because 

I am a minority,” resulting in a total of six questions. A question was re-worded in the 
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Safety section: “policing will be more dangerous for me because I am a minority.” Seven 

questions remained in this section. Throughout the survey, the word “woman” was 

changed to “female.” The change was made to coincide with the course of this study. The 

questions about Visibility (four questions), childcare and family (retitled as Family—four 

questions) and Finding a spouse and spousal support, (retitled Significant Other—three 

questions) were left intact. The survey was posted for approximately eight weeks to 

gather responses. There were 54 respondents to the survey. Twenty-seven of the 

respondents agreed to participate further in an interview.  

The survey participants were contacted via email using the address they provided 

after completion of the survey. After corresponding with each survey respondent who 

answered the email, they were vetted during telephone calls to determine if they were 

from federal, state, or local law enforcement agencies and their number of years of 

service. One agency had several survey participants. Only a few agreed to an interview. 

Another agency appeared to have provided every available minority female that qualified 

to complete the survey. However, only a few were selected for the pilot and others for the 

actual study in order to have a variety of agencies participate. The selection was based on 

the order of responses to the questionnaire. Four participants assisted with the pilot study 

semi-structured interviews.  

The interview phase of data collection occurred for the pilot and study using the 

following process: 
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1. The researcher established contact by telephone, described the study’s 

purpose, the risks associated with the study, sources of collected data, and the 

voluntary and confidentiality of collected data. 

2. The researcher informed all participants of the benefits of the study and that 

they could stop the interview at any time without reprisal.  

3. The participants were informed that the study sought to benefit law 

enforcement organizations seeking to increase minority female recruitment 

and retention.  

4. The researcher informed participants that they would be asked demographic 

questions before being asked the 18 open-ended interview questions.  

5. The data, time, and location were arranged with participants who agreed to the 

semi-structured interview. The interviews took place with minimal 

interruptions, as scheduling occurred during times for minimized possible 

interruptions. 

6. The participants were given the informed consent form and interview 

questions before the interview. The researcher repeated or elaborated on 

questions unclear to the participant.  

7. Participants were informed that the interview would be audio recorded and 

that they could stop participation at any time. Permission was received from 

participants to audio record the interview. 
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8. The semi-structured interviews were transcribed and provided to participants 

by email. The transcriptions were the foundation data for analysis of the 

phenomenon. 

9. Participant identities were changed using pseudonyms. The researcher created 

a code for each participant pseudonym consisting of a letter and number. The 

participants were coded P1 through P15. The researcher maintained the key to 

match the identities of the participants with their codes.  

Creswell (2002) suggested that the lived experiences of 5–20 individuals might 

offer new knowledge or insight. Initially, the researcher planned to select fifteen survey 

participants for the semi-structured interviews from the remaining survey respondents. 

There were numerous state and local survey participants but the federal participants 

lacked in number. The researcher selected two federal, five state, and five local law 

enforcement personnel. Purposeful and snowball sampling methods (Babbie, 1995; 

Creswell, 2008) of asking certain people for names of potential participants was utilized 

to gather the final three federal interviews.  

The purposive sample of 15 minority female officers were selected based on their 

lived experiences and knowledge associated with the phenomenon concerning the 

barriers to recruitment and retention of minority females in law enforcement. The 

participants agreed to meet at a time and location convenient for the interview. A few of 

the actual study interviews occurred using Google Duo, a video conferencing site. The 

consent form was reviewed with each of the study participants before the start of the 

interview. Semi-structured audiotaped interviews and observational notes during 
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interviews served as the study’s data collection tools. The interviews were 37 to 85 

minutes in duration, with most lasting approximately 45 minutes. The researcher 

provided participants with the researcher’s phone number and email address should they 

have any questions after the interview.  

The audio recordings of the interviews were transcribed. Each of the participants 

received a transcript of their interview responses for clarification. The data was coded to 

allow participant confidentiality. The participants were given pseudonyms and participant 

numbers to conceal their identity. The agency-identifying information was removed. All 

law enforcement agencies were given generic names for what they called their work 

areas, shifts, or officers. After all the interviews were completed, the researcher was not 

learning anything new and felt thematic saturation was reached. Analysis of the data was 

performed applying the constant comparative method. NVivo 12 qualitative computer 

software was used to analyze the data by coding and placing the words and phrases into 

categories. 

Data Analysis 

A phenomenological approach was used to capture the participants’ experiences 

and examine how they made sense of those experiences (Creswell, 2008). The interview 

transcript and observation notes collected during the interview were analyzed through 

detailed description, constant comparison, direct interpretation, and establishment of 

patterns. NVivo 12 qualitative computer software was used to analyze the data.  

A theoretical thematic analysis was used to interpret participant interviews and 

look for common themes according to the categories of organizational barriers, 



87 

 

recruitment, and retention from the existing literature. Braun and Clarke (2006) define 

thematic analysis as “A method for identifying, analyzing and reporting patterns within 

data” (p. 79). Thematic analysis is a six-step analysis process, which is an appropriate 

tool for phenomenological analysis. The first step is to become familiar with the data. 

The data for this study was provided through the transcribed interviews. The data, 

coupled with the observation notes, was reviewed several times to get a sense of the 

participant and the lived experiences.  

The second step involved coding phrases, sentences, or words that appeared 

meaningful using different codes or labels to describe the content. The constant 

comparative approach occurred after uploading data into NVivo 12. The use of NVivo 12 

aided in thematic content analysis to enhance rigor, expedite the process, and add the 

opportunity for data analysis from different perspectives. As each interview was 

reviewed, it was coded while seeking differences and similarities. The questions asked 

during this process to test each expression were, “What is this about?” “What is the point 

of this experience?” “Is it possible to abstract and label the experience?” The process 

included many pages of text broken down into segments of text using open coding. 

During open coding, properties were identified and assigned a code (see Table 1). 
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Table 1 

 

Example Using an Extract from Interview Responses on Training Challenges (P1) 

Responses 

 

Codes 

 

My answer of men being considered the 

experts in everything. 

Attribute 

They paired the female up with the 

males during academy training and 

wanted us to fight with them, like 

boxing. 

Training/gender roles 

I guess they were trying to make sure 

that we were cut out for the job. 

Proving herself 

The males in the academy really did not 

like fighting with the females. 

Resistance 

 

Axial coding was employed to develop the categories and systematically organize 

the relationships. A determination was made if the coded data related to the research 

question. Any unrelated data was not coded. For example, when speaking about what 

method of recruitment influenced the decision to apply, one participant talked about an 

experience she had relocating. This experience was interesting but was neither connected 

to the categories nor the literature. The participant used the relocating event as a prelude 

to revealing embedded relevant data pertinent to the research.  

Each phrase or passage was coded into one central idea to complete the third step. 

Codes that occurred frequently were clustered together for further interpretation. The data 

flowed into logical categories until 78 codes were synthesized, resulting in emergent 

themes. Subcategories were created from categories not observed at the beginning of the 

study. The subcategories were coded as additional information and incorporated into the 

new research information. 
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The fourth step was a review of the themes to ensure that they coincided with the 

data. Changes were made to any themes that were not accurate or useful. The fifth step 

was to define the themes according to how helpful it would be to understand the data. 

The 26 codes were reduced to five themes related to the theory (see Table 2). The 

associated themes contained sub-themes that were an essential connection to the general 

theme. 

Table 2 

 

Thematic Analysis 

Motivation 

 

Evaluation 

 

Transformation Discrimination Obstacles 

Desires Experience Culture Visibility Agency 

support 

Awareness Training Communication Confidence Work/life 

balance 

History Identity Relationship Perceptions Family and 

significant 

other 

 Treatment Retention Tokenism Childcare 

    Safety 

 

The final step in the thematic analysis was writing up the data explaining how the 

thematic analysis was conducted. 

Evidence of Trustworthiness 

Credibility and Transferability 

Accuracy of data and findings are essential to ensure credibility and 

transferability. Determining if the data and results truly reflect participant experiences 

(Creswell, 2002). The research was conducted using an online survey created through 

Survey Monkey. The interviews were transcribed and reviewed multiple times to ensure 
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that proper coding occurred. Surveys, interviews, and observational notes were used 

during the coding process. Peer debriefing was employed by colleagues not involved in 

the research to help triangulation. The interviews were transcribed and sent to 

participants for review to check for accuracy. Participants were asked to indicate any 

changes in the transcript. Fourteen of the fifteen participants accepted the transcripts. The 

sole participant that rejected the transcript did so because the transcript named specific 

individuals. After being assured that the research would not contain detailed information 

(i.e., names, locations, etc.) the participant accepted the transcript. Creswell’s (1994) 

suggested peer review, member checks, and rich, thick descriptions were implemented. 

Using direct quotes from interviews provided the rich, thick description necessary to 

support the uncovered themes. 

Dependability 

The process of coding data includes the development, finalization, and application 

of the code structure. In cases where the researcher is the instrument, some experts 

(Morse, 1994; Morse & Richards, 2002; Janesick, 2003) posit that a single researcher 

conducting all the coding is sufficient and preferred. As part of bias disclosure, it was 

revealed that the researcher is a minority law enforcement officer. Before the interview, 

the consent form was reviewed with participants. They were advised that they could stop 

the interview at any time.  

During interviews, the researcher had to be mindful of any related experiences 

regarding recruitment and retention. Gubrium and Holstein (2001) advised that disclosure 

of researcher bias and philosophical approaches is vital for the study’s trustworthiness. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1955280/#b42
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1955280/#b44
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC1955280/#b30
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The researcher took care not to affect participant interviews negatively. The questions 

used as a guide assisted with keeping the interview on track and the researcher on target. 

Participants were given ample time to respond to the research questions. Any follow up 

questions were written down and then asked once the participant finished responding to 

the original question. At the end of the interview, participants were asked if they had any 

questions for the researcher. The interview was transcribed, coded, and reviewed for 

accuracy. Thematic analysis was used to code descriptive categories related to 

recruitment, retention, and organizational barriers. Using NVivo 12 software, analysis 

consisted of looking for recurring words and phrases that generated codes that fit 

emergent themes. Data coding and recoding occurred to qualify the dependability of the 

research. 

Confirmability 

Journaling during research shielded the study findings from potential bias or the 

researcher’s personal motivations. The researcher reassessed expectations, and efforts 

were made to locate and examine discrepant cases. Two peer scholars referred to this 

researcher by a colleague reviewed the data to ensure that the information gathered from 

participants was clearly described in the data and that the researcher remained neutral. 

Participants’ emotions were documented using field notes and included in the coding. 

Member checking with participants by sending them a transcript of the interview for 

confirmation was another step taken to ensure triangulation. 
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Results 

A conversational semi-structured interview process was used. In a 

phenomenological study, Jensen and Helles (2019) theorize that “the data are collected 

by in-depth conversations in which the researcher and the subject are fully interactive” (p. 

33). The participants answered four demographic questions, two occupational 

information questions, and 18 open-ended questions. The purpose of the demographic 

questions was to establish rapport and define personal information. The occupational 

information was asked to gain insight into the participant’s foundation in law 

enforcement. As Creswell (2008) suggested, the questions helped to develop a 

description of each participant. 

Themes Identified 

The qualitative study was intended to discover and analyze perceived barriers to 

minority females entering or remaining in law enforcement. The research question 

driving this study is: What are the perceived and organizational barriers to minority 

females interested in entering the law enforcement profession? Fifty-four participants 

who helped to give some insight into perceived barriers completed a survey. Those 

barriers were broken down into six concepts: (1) Safety; (2) Assimilation; (3) Significant 

other; (4) Childcare and family; (5) Visibility; and (6) Polarization. The survey 

respondents were segmented into a group of 39 (Appendix F) and a group of 15 

(Appendix G). Table 3 highlights the top responses of each group to ascertain the 

differences between the participants surveyed and the participants surveyed and 

interviewed. 
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Table 3 

 

Survey Results Comparison 

Concepts 

 

39 participants 

 

15 participants Difference 

Safety 23% strongly 

disagree 

33% disagree 10% 

Assimilation 27% agree/strongly 

agree 

34% agree 7% 

Significant other 25% strongly 

disagree 

29% agree 4% 

Childcare & family 29% agree 37% agree 8% 

Visibility 38% agree 43% agree 5% 

Polarization 27% 

disagree/strongly 

disagree 

34% disagree 7% 

 

The table shows that a clear difference of 4% to 10% exists between participants 

who were surveyed and those that agreed to be interviewed after completing the survey. 

The 15 participants either agreed (4 categories) or disagreed (2 categories) in their choice. 

Of the 39 participants, 23% strongly disagreed regarding safety, but of the 15 

participants, 33% disagreed, with an overall 10% difference. When reviewing the list of 

concepts for the 39 participants, 27% agreed or strongly agreed regarding assimilation; 

25% strongly disagreed regarding significant other; 29% agreed regarding childcare and 

family; 38% agreed regarding visibility; and 27% disagreed or strongly disagreed with 

polarization when responding to the survey questions. As Table 3 shows, of the 15 

participants, 34% agreed with assimilation; 29% agreed with significant other; 37% 

agreed with childcare and family; 43% agreed with visibility; and 34% disagreed with 

polarization survey questions. The chart of 15 participants showed they were definitive in 

their choices, while the 39 participants oscillated in some concept categories. These 
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survey results were computed for the researcher to get an idea of participant choices to 

compare with interview data.  

The results of the interviews are presented by stating the theme and ensuing sub-

themes used to label the participants’ experiences. The themes and resultant sub-themes 

stemmed from a thematic analysis process. The interview themes differed in areas from 

the survey themes. The survey only captured the surface meaning of experiences. During 

the interviews, the participant’s tone, gestures, and inflections were observed and 

captured. The researcher could delve into meanings with the participants to gain a greater 

understanding of their experiences. Participants’ significant experiences resulted in the 

themes and sub-themes of the study.  

Five core themes emerged from an analysis of the paradigm participants used to 

make sense of their experiences: (1) Motivation, (2) Evaluation, (3) Transformation, (4) 

Discrimination, and (5) Obstacles. The reasons participants provided were clustered into 

meaning units from the interview. The development of themes occurred in two parts: 

general and specific. The general themes were identified by grouping pervasive 

individual codes into similar theme patterns. The same process was used to group specific 

themes. 

Themes are presented based on the chronology of the interview data. The 

interviews started at the beginning of the participant experience to the interview date. The 

researcher learned that most of the responses to the interview questions could apply to 

more than one theme. The questions are categorized under the theme where relative 
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responses were coded. The theme area contains sub-themes and codes to summarize the 

narratives. 

Theme 1: Motivation 

The Motivation theme describes how participants perceived law enforcement 

before joining and how that perception prompted them to decide to join law enforcement. 

This theme was discerned from reviewing the responses to the questions: (1) Did the 

reputation of the law enforcement agency treatment of minorities influence why you 

chose to enter law enforcement? (2) Did the reputation of how the law enforcement 

agency treated females influence why you chose to enter law enforcement? and (3) Did 

your perception of police have an impact on the decision to apply to law enforcement? 

The questions provoked participants to identify what motivated them to decide on law 

enforcement rather than another career. As participant 13 more aptly phrased it, “what 

made me fit?”  

Females seek law enforcement careers for personal, professional, or economic 

reasons. The participants’ responses for this study indicated they were motivated by those 

reasons but viewed them through a different lens. Some of the responses noted 

participants joined because they had a goal in mind they wanted to reach. For a few of the 

participants, the policing career choice was not their first. 

• I started out early, believe it or not. I started out as a head start teacher, and I 

was not making any money. So, the jail was hiring. So, I went. I did not 

honestly think I was going to get the job, but I went, did the interview, and 
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they hired me. I worked there for six years before applying to police, because 

I really wanted to do policing, and that is how I ended up here. (Participant 6) 

• I have always had an interest in law enforcement ever since I was in high 

school. I could not see myself being happy doing any other thing. I worked in 

a law office, I worked as a correctional officer, and those jobs were not well 

suited to me. (Participant 4) 

Some might reasonably question why it took so long for participants to arrive at a 

career in law enforcement if they were motivated. Speaking with participants revealed 

that there was an occurrence in their life that made them seek out their desire. As one 

participant noted: 

I went the long route, but there are reasons. I had my child at a young age and had 

to put off my goals and dreams because I had to work. When I started working, it 

was about getting paid and less about following my goal. I did not want to be on 

state assistance. So, it just took me a little bit longer to complete my goals. 

(Participant 6) 

Sub-themes for Motivation include: (a) desires, (b) awareness, and (c) history. 

Sub-theme A: Desires 

The sub-theme Desires includes how participants used their inner strengths to 

seek out a law enforcement career. These desires had many facets, as observed in the 

codes associated with motivation. Codes with the highest reference counts included 

altruistic desires for making an impact, helping people, and giving back. Participants 

mentioned success as a desire in their careers. Success takes on many meanings, and it 
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was no different for the participants of this study. The motivations behind participants’ 

desire to succeed were how they felt about others and the sacrifices and hardships they 

were willing to face.  

• I never thought that I was going to be a police officer until a tragedy in my 

family occurred. Then I thought about policing and how I could give back. 

(Participant 12) 

• I made a lot of sacrifices, and a lot of women are not in a position to make 

those types of sacrifices to stay at an academy or be gone hours in a day. 

(Participant 6) 

Eight of the fifteen participants mentioned helping people as the motivation for joining 

law enforcement. Protecting and serving people was equally as important as their desire. 

• I like the idea of serving the community. I had already started to serve my 

country, so I just liked the idea of serving. I like the idea of helping people. 

(Participant 2) 

• Knowing that I help people, knowing that I am doing something that I love, 

helping people. (Participant 13) 

• I wanted to make a positive impact in the community. (Participant1) 

• …the recruitment video was showing the officers and how they were helping 

the public. That is what made me really want to go ahead and apply. I always 

knew that this was what I wanted to do, so I applied. (Participant 7) 
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Sub-theme B: Awareness 

Participants described why it is crucial for them to succeed in a law enforcement 

career and how being cognizant of the experience helped them to not fail. The theme that 

coded high for this category was awareness—awareness of self and an awareness of what 

was going on with policing in their communities. Participants remarked on negative 

things they saw or heard about other officers in their community and how this affected 

their decision to join law enforcement.  

• My experience with the police at a younger age kind of stopped me from 

joining much sooner. A lot of the stuff they did was illegal, and that kind of 

build my hatred towards police before I became a police officer. (Participant 

9) 

• I heard and still do hear how police officers are racist or how, for example, 

White males in law enforcement use their power to do certain things (illegal 

activity, framing minorities). (Participant 4)  

What people in the community experience with the police has a significant impact 

on whether people will join. Seeing how the police treated people in the community, their 

own self-awareness, and a desire to relate to people were some of the things mentioned 

within this theme. The community and media were referred to as dissuading people, 

particularly minorities, from joining law enforcement. Freddie Gray and other high-

profile cases impacted minority females’ decisions to join. Contrary to what the media 

reported about how these incidents negatively influence the minority community, 

minority females wanted to join law enforcement after these incidents to relate to people 
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and make them understand that not all police are corrupt. Most examples were positive, 

but three of the 15 participants cited negative experiences as an inspiration.  

• People get tired of watching minorities get beat up or worse, killed. Usually 

by Caucasian male officers. Not everyone joins the force to become 

combative with minorities or people of different races. We become officers to 

protect and serve, to be a part of the change. (Participant 1) 

• With the Freddie Gray riots, I had to do a self-check because the things I saw 

on television, I was like, could you stand there and allow someone to spit on 

you or throw a brick? With the riots, I feel like that was one of the wake-up 

moments. Something had to be done. (Participant 14) 

Sub-theme C: History 

While reviewing the coding for motivation, personal History was another concept 

that became relevant. The data reflects the different ways minority females engaged with 

law enforcement based on how they grew up and were socialized. Whether life history is 

positive or negative contributed to individuals’ perceptions and how they chose the path 

of their lives. 

Seven of the fifteen participants listed or named a connection with the military, 

corrections, or policing as motivation to join law enforcement. 

• I come from a military police background. My father was a police officer and 

a Marine. My mother was a correctional officer. My grandfathers were prior 

military. (Participant 9) 
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• I come from a background where when I was in high school, I did JROTC. I 

was army based, and I had some experience in ROTC in college. I liked the 

structure and discipline. (Participant 13) 

Four of the fifteen referred to a friend, role model, parent, or another familial 

source of inspiration that led them to enter law enforcement.  

• I have a friend that worked at another police agency. So, I think just proximity 

and knowing somebody that worked in policing influenced me to choose to 

come to police and start my law enforcement career. (Participant 2) 

• My grandfather was a police officer. So, when he worked, he would 

sometimes babysit, and we would have to go to the police station with him 

while he was working. (Participant 6) 

• I have a female cousin; she is a Sheriff. When I was little, I would visit her, 

and she kind of sparked my interest. She would tell me stories about the things 

she would get into as a police Sheriff. (Participant 8). 

• My daughter’s grandfather had a friend that worked for this agency. He told 

me that the police were hiring. He said that I should apply. (Participant 10) 

Theme 2: Evaluation 

The Evaluation that the participants experienced involved adjusting or aligning 

themselves to the policing surroundings or circumstances. Responses ingrained in this 

theme were in answer to the questions: (1) What method of recruitment influenced your 

decision to apply? (2) Did the length of time for the application process have any effect 

on your decision to apply? (3) Where there any challenges experienced during 
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recruitment? and (4) Were any challenges experienced during training? Evaluation in 

policing begins with the recruitment process of completing an application, agility test, 

polygraph, background check, physical, and psychological test. Participants indicated 

they were orienting themselves to the police environment by physically and mentally 

preparing for the evaluations. Participants who did not typically exercise began an 

exercise regimen. Knowing that they would be judged by their associations, other 

participants indicated they stopped socializing with friends or family members that did 

not conform with what they perceived was the police image. 

Recruitment was another area where participants evaluated themselves with 

perceived expectations. Participants expressed that they knew that the process would take 

a long time to complete. Depending on a person’s prior history, the recruitment process 

could take from three months to a year to complete. The officers in this study ranged 

from three months to two years. Participants were asked if the length of time for the 

recruitment process would have influenced their decision to apply. All participants stated 

that they would have continued with the process regardless of the length. 

Recruitment occurred in several ways for participants. Four participants heard 

their agency was hiring through word of mouth. Seven participants used a website (i.e., 

Facebook, LinkedIn, USA Jobs) or the agency’s website. One applicant found a flyer, 

one learned of the police opportunity through a job fair at her college, and one had a 

mentor who worked for the agency. Various recruitment methods worked to encourage 

women to apply to law enforcement. Some of the participants indicated that they were 

actively seeking a career in law enforcement. Participant 8 stated she was not actively 
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looking, stumbled across the agency on a Facebook page, saw they had walk-in testing, 

and just walked in.  

This researcher examined the barriers associated with not only evaluation but also 

the lived experiences that officers had when recruited. Evaluation had the second-highest 

word count when coding. Four relative sub-themes were noted when coding Evaluation: 

(a) Experience; (b) Training; (c) Identity; and (d) Treatment. 

Sub-theme A: Experience 

An adverse Experience during recruitment, training, or during field training can 

have an undesirable effect on a potential officer candidate trying to decide whether to join 

or remain in law enforcement. Conversely, positive experiences can reinforce an 

applicant’s decision to join law enforcement. Participants spoke of their experiences in 

preparation for pre- and post-hiring. Participant 5 spoke of doing a ride-along with the 

agency prior to applying: “I had to do a ride-along because that is what we are supposed 

to do. To see what the job is like.” Two participants spoke of extensively researching the 

police agency.  

• I searched it up online, I did a lot of research, searching for police. 

(Participant 12) 

• So, I definitely did research…with this agency right now. (Participant 15) 

The experience code was the highest sub-theme under Evaluation. Experiences 

included the perception of the agency and females in the agency.  

Disorganization within the agency was mentioned by two participants as a 

negative experience during recruitment. 
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• I was initially told after the test and agility that the agency was not hiring. 

Then I was called and told the next day to report for the next phase of the 

process. So, I guess the agency needed to be more organized. (Participant 1) 

• The biggest challenge would be the agencies communicating with one another 

to transfer…like bureaucracies not handling certain paperwork properly. 

(Participant 7) 

A reason that Participant 2 mentioned involved having negative experiences and 

just that alone would generally be a reason she would not want to continue in law 

enforcement.  

Participants revealed the physical agility or physical training (PT) test as a barrier 

to recruitment. The physical tests were another highly-coded category that 13 of the 15 

discussed. 

• Having the confidence to know that I could complete the fitness test every 

month (Participant 3) 

• Defensive tactics, for example, females had a hard time pairing up with males 

because the males did not want to fight with us or train with us. (Participant 4) 

• Having to retake the fit test. (Participant 5) 

• Whew, everything physical. I excelled in the classroom, but when it came to 

the physical stuff, like running and pushups…was where I struggled. 

(Participant 8) 

• Whew, man, those pushups. I passed everything except for the pushups. 

(Participant 12) 
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• …my initial pushups. That is the only thing. (Participant 15) 

Sub-theme B: Training 

The Training of recruits to become police officers occurs within the academy. 

Academy training can last from 12 to 34 weeks. Once the recruits graduate, they are sent 

into the field for 8 to 12 weeks or longer, depending on the ability of the trainee, for 

additional training. Participants discussed their positive and negative experiences 

regarding the training they received. Some coded words included academy, team, 

training, adapt, accomplish, goals, and class. This section discusses the challenges and 

opportunities participants faced during training.   

• …coming together with people in the academy. Just trying to work as a team 

together to accomplish whatever the goals were that we had to accomplish in 

the academy. (Participant 2) 

• I broke my foot during week 5 of the training and got recycled. I had to sit 

home almost a year before the next class. (Participant 6) 

• Lord have mercy, I think the academy was harder than basic training. 

(Participant 9) 

• I had a good experience when I went to field training. Trying to adapt to the 

new lifestyle I had chosen and stepping into the unknown. Trying to apply 

everything I learned in the academy into training, trying to put two and two 

together. (Participant 12) 

• During field training, they want you to get into everything. So, you are just, 

you know, getting into stuff that you really, I guess, did not want to get into… 



105 

 

they just want you to go all in…in field training, you are writing everybody. 

(Participant 11) 

Sub-theme C: Identity 

Retaining your own Identity is difficult for police officers. They are expected to 

look uniform while remaining individuals. The police identity for minority females is 

overshadowed by how they engage others first as minorities and second as females. 

Norms and expectations about minority females varied among participants. Some 

participants expected not to see other minority females with whom they could identify, 

but others appeared to be surprised that there were few or no minority females. This sub-

theme was generated by coded words such as relate, looks like, and identify.  

Having someone with whom they could relate during the academy was one of the 

most mentioned codes linked to identity.  

• Two Black female officers presented my orientation, and they did an excellent 

job describing what the agency was about, its performance, and what duties 

you would be expected to do. (Participant 3) 

• I met a minority corporal during orientation. I liked how she dressed and how 

squared away she was. Just the way she presented herself made me want to 

join the police. (Participant 4) 

• I would like to have seen more women there. There was one female instructor 

that was at the academy. Other than that, none. (Participant 6) 

• Seeing other females and being inspired by them. (Participant 1) 

• People are drawn to people who look like them. (Participant 2) 
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• …a lack of seeing other females. Of course, I had a ton of questions and no 

one there that I could identify with to ask, just to pick somebody else’s brain 

other than a male, because of course, that is two different perspectives. 

(Participant 8) 

• I do not want to lose my individuality. I know that there are certain things that 

my career calls for me to do, but I do not want to have to change my hair. 

(Participant 14) 

Sub-theme D: Treatment 

The Treatment police officers received in the academy by superiors and then on 

the street after graduation by colleagues affects their mindset. Organizational inequality 

and relational intolerance can have significant implications for individual confidence. 

Lacking encouragement compelled participants to feel that they did not measure up to 

their coworkers’ expectations. The coded interviews revealed that how an officer is 

treated affects whether they feel accepted or rejected by their peers and supervisors. 

Teamwork, proving self, camaraderie, and encouragement were some of the coded 

words.  

• When I got out into the field, the guys were trying to say that I could not 

drive. Also, the shooting, they kept asking me if I could shoot. I had to prove 

myself to my coworkers, to the guys I worked with. (Participant1) 

• The females knew that it was a tough academy, and as females, we knew we 

had to really prove ourselves. (Participant 5) 
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• Throughout the application process, I did get a lot of encouragement. The 

encouragement, I guess, was a push for me to get into the academy. 

(Participant 3) 

• I started to see females after the academy, and even, I mean, while in the 

academy when I began seeing females, they were welcoming. (Participant 7) 

Theme 3: Transformation 

Transformation considers whether competition exists among agencies to recruit or 

retain minority females. The following questions were asked: (1) What factors influenced 

why you joined law enforcement? (2) What factors would influence your decision to 

consider leaving law enforcement? (3) Do you perceive that competition exists among 

agencies attempting to recruit minority female officers? (4) Do you perceive that 

competition exists among agencies to retain minority female officers? Transformation 

included codes such as shortage, qualified, minority, numbers, and viable. The codes 

pertained to the challenges the agencies face when recruiting and retaining minority 

females. Participants talked about pondering whether they were hired to comply with 

diversity mandates. These thoughts led to participants asking if the agency genuinely 

wanted to transform or just conform to the directive. Participants questioned whether they 

should remain loyal to an organization that was not necessarily loyal to them when they 

are sought out by other agencies.  

Federal, state, and local law enforcement can be thought of as different cogs of 

the same wheel. Participants from federal, state, and local agencies each referred to some 

aspect of the other as being “better” than where they worked. Better pay, hours, training 
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or environment.  This fact revealed that all agencies have their differences, and most 

times, the better parts are revealed and the worse parts remain hidden.  The better parts 

are used to persuade people to switch agencies. 

Participants spoke about the competition among agencies. Some indicated that 

they had been approached in an attempt to be recruited. Some key code words for this 

theme included shortage, qualified, apply, competitor, recruit, and offer. Participants 

discussed various aspects of minority recruitment. 

• They all want minority females, and there is a shortage of qualified minority 

females. (Participant 1) 

• Different agencies want minority females because there is not a lot of them 

applying to police work. (Participant 2) 

• …they are like, hey, my agency is hiring and we have LEOPS. My agency is 

hiring, and we have take-home cars. My agency does not have a black female. 

Everybody wants one because they do not have one. (Participant 6) 

• They also need numbers. They need for minorities to join because it is like our 

agency, we have more Caucasians in the department. (Participant 3) 

Participants expressed their views on minority recruitment and how they felt once 

the agency hired them. This discussion resulted in the following coded Transformation 

sub-themes consisting of (a) culture; (b) communication; (c) relationship; and (d) 

retention. 
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Sub-theme A: Culture 

The Culture of an agency is the glue that holds it together. Branding is what by 

which outsiders know the organization. Police are identified by the “thin blue line” that 

separates them from other professions. Minorities view that line as something that they 

are not welcomed to cross. The culture must change for perceptions to change about the 

thin blue line brand. Some codes specific to culture were change, conform, and 

welcoming.  

• The culture is like the default is, as a police officer, is a white male. So, 

anybody that does not fit in that, it is like you need to conform to this default. 

If you cannot conform or you have trouble conforming, then you are on the 

outside. It is not a welcoming environment for anyone that does not fit that 

default. (Participant 2) 

• The culture of the agency in itself, the people that you work with, and it is 

how you interact with those people. You have to be careful, or you could be 

pegged or described as aggressive…more than your counterparts. (Participant 

6) 

• The academy for females is harder than for males. Because males can 

physically do it, and it is definitely harder for a female to do, to be expected to 

do what a male can do. (Participant 7) 

• A continued lack of representation. When you see an advertisement, you see 

the typical male, the tests cater to men with upper body strength, that alone 

scares women away. As long as there are no faces that represent us women of 
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color or just minorities in general, that is where the disconnect will always be. 

(Participant 8) 

• It is a male-dominated field, and not every male thinks that a woman deserves 

the badge that she has earned. (Participant 14) 

Sub-theme B: Communication 

Communication is essential to any organization. For law enforcement, it is 

paramount to be able to communicate clearly to get the job done. If communication does 

not occur, orders are not carried out and people are directionless. Participants spoke about 

how the agencies, coworkers, supervisors, and the public communicate. Codes associated 

with this sub-theme were perception, yelling, listen, questions, being heard, speak, and 

talking. 

• …the agency called in December, and they were like, listen, our class starts in 

January, do you want the job or not? (Participant 6) 

• During field training, I felt that the communication was not there…he was 

always yelling at me. (Participant 5)  

• Being respected, being heard, not just by the public, but internally, like within 

our agencies. You could go out into the public every day and be disrespected, 

but internally, if this is home and you do not feel that love and respect, you 

will not stay. (Participant 14)  

• When we have a situation…and it looks like we do not know our job. Then 

our supervisors or our coworkers start talking down to us, saying, you sure 

you know what you are doing? (Participant 3) 
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• The stigma that comes with being a minority female. When I have 

conversations with people, they say, oh, you know, before I spoke to you, I 

thought that I could not talk to you because I see you are about your business. 

So that kind of makes me feel like I cannot bring certain things to you. 

(Participant 15) 

• So, they would yell at me, thinking I did not do my hair. I got yelled at quite a 

bit. (Participant 3) 

Sub-theme C: Relationships 

The Relationships that participant’s discussed and which were coded in this 

section were those with the public, coworkers, and supervisors. Coworkers garnered the 

most codes.  The codes were equally positive and negative. The public had some positive 

but more negative codes. Participants spoke about the impact that being called names, 

being disrespected, and being ignored by the public affected how they felt policing within 

communities. 

• The public loves me. The media makes us look bad, so bad that people only 

love the police when they need you and when they do not need you, they do 

not really have a use for you. (Participant 6) 

• It is like you have to be on point all the time. You have to be a little bit more 

private about who you are. (Participant 6) 

• The treatment by the minority community, feeling like we are traitors in our 

own community. (Participant 1) 
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• People cuss me out. I am not even the primary officer, but when I get there, 

they are cussing me out. (Participant 10) 

• Things are so tense that we do not focus on building relationships with each 

other. (Participant 3) 

• I am talkative. My coworkers would not tell you that at work. They would not 

tell you that I am talkative because I am not, not here at work. It is really how 

you want to be perceived at work. I think it has a lot to do with the people that 

you work with. Their attitudes towards minorities. (Participant 6) 

Sub-theme D: Retention 

Retention in policing for this sub-theme was identified like a three-legged stool: 

supervisors, coworkers, and the agency. Participants identified retention with coded 

words such as supervisors, coworkers, concern, support, and the community. Participants 

did not feel that they were genuinely valued by the organization or the public once they 

were hired.  

• I do not think that agencies think about retaining officers that much, to be 

honest. I believe agencies have other things that worry them. I do not feel that 

they are concerned with retaining female officers or minority females or 

minorities in general. (Participant 2) 

• …Not feeling that sense of welcome. I did not feel like I was getting that. 

(Participant 13) 

• The negative outlook, that the way that the public just views the career in 

general. There is definitely a need for repair. (Participant 14)  
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• Agencies feel like they got you in the door, and you are her, okay, whew, we 

are put to the side. The agency says, we got one, and I guess the work is done. 

She is in the door, that is a statistic. So, you know, if she leaves that is on her. 

(Participant 8) 

Theme 4: Discrimination 

The Discrimination theme was the third-highest coded concept. The questions 

were: (1) Do you perceive that discrimination exists towards minority female officers? 

and (2) What obstacles have you faced regarding other people’s perceptions of minority 

female officers? These questions invited participants to respond directly to the perceived 

experiences of discrimination. The words surrounding discrimination were Caucasian, 

Black, female, separate, White, and treatment. Participants mentioned that they work hard 

and see other minority females work hard, yet they do not experience the benefits 

attributed to the White males and females.  Nor do they see male minorities benefit who 

also work hard. Participants stated that they felt that they had to keep their professional 

and personal lives separate without having a desire or need to socialize with other 

officers. Choosing to separate may exacerbate coworkers’ nonacceptance of the minority 

female. Participants spoke about the pros and cons of how others viewed them and the 

perceived “privilege” that comes with being a minority female. 

• As a Black female, you can write your own ticket, and you can go anywhere 

you want to go because everybody wants you and nobody has you. I think 

that. On the other side of that, a lot of our counterparts look at it like, there is 

nothing special about you because you are Black. (Participant 6) 
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• She’s new, is it because she is a Black female? (Participant 6) 

• Discrimination exists with both the public and coworkers. The African 

American community does not like police, which is taken out on the minority 

female officer. The Caucasian community is okay with police, just not 

females or minorities. (Participant 1) 

Discrimination sub-themes which occurred through coding were (a) visibility; (b) 

confidence; (c) perception; and (d) tokenism. 

Sub-theme A: Visibility 

The sub-theme Visibility refers not only to the perceptions of participants but also 

to how others view participants inside and outside the police world. Participants spoke 

about how they were treated by coworkers, supervisors and the public.  They spoke about   

their perception of visibility or invisibility. When coding visibility, words that were 

prevalent included stare, understand, together, and balance:  

• You have to be a little bit more private about who you are. Kind of play a role 

and be on point all the time. Knowing your stuff and being able to stand up for 

yourself. But you have to be careful how you stand up for yourself. 

(Participant 6) 

• People are drawn to people who look like them. (Participant 2) 

• I do not know if it is because we are not expected to do a lot, or it is like there 

are low expectations of us. Kind of like which comes first, the chicken or the 

egg. They have a low expectation of us, so we do not do much because there 

is a low expectation, or is it we do not do much, and that is why they have low 



115 

 

expectations. So I do not think that minority females get a lot of recognition. 

If there is a minority female that is breaking barriers, people are surprised and 

shocked. (Participant 2) 

• The topic of women comes up in conversations between male officers, and it 

is degrading, very degrading. (Participant 14) 

Sub-theme B: Confidence 

While coding for the sub-theme Confidence, words participants used words such 

as attitude, angry, reputation, and Black. Participants who mentioned having self-

confidence remarked how others perceived that self-assurance as a negative attitude. 

• If you speak your mind, your opinion is automatically considered 

insubordination. (Participant 5) 

• Lack of confidence is the issue. Just being within a male-dominated field, 

feeling like we do not match up, we are not on the same level as these males. 

(Participant 3) 

• If I change my hair and walk into a room, they say, oh look, she thinks she’s 

better. Look who wants to be confident today. I did not do anything, and I did 

not say anything, just walked into the room. (Participant 14) 

• You are always being questioned about why. Why would you do that? They 

view you as the enemy somehow. (Participant 14) 

Sub-theme C: Perception 

Participants indicated their Perception through coded interviews that all minority 

females are viewed in the same way by coworkers and the public. When interacting with 
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White people, they were considered by males as all alike. When enforcing the law with 

someone of the same race, they were negatively viewed and seen as oppressing their own 

race of people. Some coded words included females, ghetto, differently, hiring, Black, 

working for the man, and skin color. 

• When I got out into the field, the guys were trying to say that I could not 

drive. Also, the shooting, they kept asking me if I could shoot because another 

minority female crashed up a couple of cars, so now, they think that all 

females cannot drive, but especially minority females. (Participant 1) 

• She is a female, and I am not going to listen to her. Then when my backup 

comes, and it is a male officer, they automatically go, okay, I will listen to 

him. I get both sides, the color of my skin, and the fact that I’m a female. 

(Participant 3) 

• An officer saying, why are we recruiting from the ghetto. Meaning we are 

police officers. We should be holding ourselves differently and not be hiring 

ghetto (Black) people. (Participant 3) 

• I did a Black history speech and then was approached by the supervisor and 

asked to represent the agency at another event. A lot of the guys, I could tell 

from their comments or their lack thereof, it is kind of like, what are you 

asking her for again? She is new. Is it because she is a Black female? 

(Participant 6) 
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• I have been in a couple of struggles and a couple of fights. People think they 

can push through you just because you are small. They look at you with a 

certain attitude. 

• Just being on the street and someone saying all day, you work for the man, 

you work for the White man. Calling you all kinds of names because they feel 

like as a Black woman, why are you doing this? You could be doing 

something else. I am supposed to be more lenient because I am a female. 

Especially being a Black female, if the person is also Black, they will come at 

me like, oh, it is always our own people. Can’t you let me slide just this one 

time? (Participant 7) 

• People do not take us seriously. I hear a lot on the streets, you a female, why 

you decide to do policing? Or you too pretty to be an officer, or what made 

you want to do this? The male officers do not take us seriously. (Participant 

11) 

Sub-theme D: Tokenism 

Tokenism was felt by participants who perceived that they are viewed by race first 

and then gender. According to participants, despite policies and procedures intended to 

promote equity and opportunity for minorities, hidden bias remains that negatively 

impacts minority female officers. Participants said that they were often not seen as equal 

by their coworkers or the public. They expressed a sense of frequently being the only 

minority female. Some coded words for this sub-theme included level, being the only 

one, Black, female, unit, lonely, feeling, skin color, and gender. 
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• You felt like you will never be up on the same level as your male coworkers. 

Feeling like all eyes are on you. (Participant 3) 

• More difficult for us to get through the promotion process and actually 

promote because of our skin color because we are female (Participant 3) 

• I think, honestly, I got into this unit based on the fact that I am a minority, and 

I am a female, and they do not have many minority females in this unit or a lot 

of units. (Participant 3) 

• I do not see a lot of females that look like me in the agency, and there are no 

minority females where I work, except for me, yeah, it is just me. (Participant 

6) 

• I did not see anyone that looked like me. I did not see an African American 

woman; I did not see an African American. I was looking, and I could not find 

one. (Participant 13) 

• If I speak up as a minority woman, I am always “the angry Black woman.” 

There has to be a way for us to voice our opinions and be heard without being 

viewed as our gender and race. (Participant 14) 

Theme 5: Obstacles 

When interviewing participants about why minority females may not join or 

remain in law enforcement, they revealed several Obstacles. The questions for this theme 

were: (1) What factors would influence your decision to consider leaving law 

enforcement? (2) What organizational barriers do you perceive exist within law 

enforcement toward recruitment and the retention of minority female officers? (3) What 
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do you believe are the obstacles regarding the retention of minority female officers? (4) 

What do you think would prevent a minority female officer from applying to law 

enforcement? and (5) What do you think would prevent minority female officers from 

remaining in law enforcement? These obstacles were not all experienced by the 

participant; they may have been experienced vicariously through a coworker or someone 

the participant knew in the profession. Some codes for this theme were job, satisfaction, 

stigma, career, advancement, respect, doubt, treatment, environment, negative, 

harassment, sex, race, gender, and targeted. 

• Not being respected. People are making snide remarks about the way your 

uniform fits, joking about you or making snide remarks. You want to be 

comfortable in your own environment. (Participant 15) 

• When you are dealing with Caucasian male and female coworkers who you 

know have an officer side, and then there is the real side. Sometimes the real 

side peeks out, and you have to know how to deal with them. I have one who 

says certain slurs, and you can kind of tell that he is not really a fan of an 

African American woman, but he has to play friendly. Put on a show while he 

is working. (Participant 14) 

• Stigmas associated with policing. You are always going to fight that stigma, 

especially in a high crime state. You have to choose sides, people making you 

have to choose to be part of the blue. When everybody wants to name a color. 

(Participant 13) 
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• Not having minority females in higher ranks. I do not think that our agency 

has ever had a female captain. The promotion process could be a problem. 

(Participant 9) 

• The moment that I do not feel satisfied with what I am doing or the moment I 

feel insecure is the moment that I will say, okay, this is not for me, I am 

leaving (Participant 12) 

• The agency may not be for the person. Certain agencies do certain things, and 

maybe the agency may not be for them because it is not what they expected it 

to be. (Participant 8) 

• Not being able to promote for any reason. A bad workplace environment. 

(Participant 4) 

• Sexual harassment, discrimination, and being treated with indifference. Unfair 

treatment by supervisors and other people in the community. Not being given 

the same opportunities for advancement. Being looked at as if the job we do is 

not good enough. (Participant 1) 

• Lacking diversity is the biggest thing for me and why I am passionate about 

getting more women out on the road or at least at recruiting events 

(Participant 5) 

Five sub-themes coded from the Obstacles theme are: (a) agency support; (b) 

work/life balance; (c) family and significant other; (d) childcare; and safety.  
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Sub-theme A: Agency Support 

Agency Support was important to participants in determining whether they would 

stay or leave the agency. When participants spoke about agency support, they wanted to 

know that the agency would be there for them whether the experience was positive or 

negative. Participants mentioned that they wanted to know that the agency cared about 

what was important to them as a law enforcement officer. Coded words included 

position, respect, and policies. 

• Every agency puts out what benefits they have. The benefits matter, 

somewhat, but I do not feel that was the main thing that got my attention. The 

main thing that got my attention was where we were located and where I was 

going to be policing. (Participant 11) 

• Dotting your Is and crossing your Ts and not feeling that you are appreciated. 

You just feel like you are not getting anywhere. Not feeling that the 

organization values you. (Participant 14) 

• Having a policy in place to assist officers when they experience sexual or 

workplace harassment. Policies for fair promotions. (Participant 3) 

• They show favoritism to certain officers…It seems like certain supervisors 

like certain officers, and if they put in for something, they are more than likely 

to get it. (Participant 13) 

• …when it comes to like management, or like your higher ups, they have 

everything because they have the agency backing them. You need to have that 
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representation…you need to know someone that knows the policy and the 

procedures and everything that is willing to step up for you. (Participant 15) 

Sub-theme B: Work/Life Balance 

Participants spoke about keeping a Work/Life Balance. Keeping their professional 

and personal lives separate and not have a desire or need to socialize with other officers 

from work. Choosing to separate their work life from their personal life may influence 

why some participants felt ostracized by peers. The coded words for this sub-theme 

included missing out, lifestyle, sacrifices, work, life, balance, and time. 

• A loss of work/life balance. I see a lot of females in the field, and I listen to 

their testimonies of the sacrifices that they had to make or the lifestyle they do 

not get because they had to work harder to be something and have that 

authority. You have to make time in your life. The problem with minority 

females is the perception that you have to give it your all, and there is no time 

for anything else but work. My biggest fear is realizing I am a goal-oriented 

person, and I like to give everything my all. Realizing that I have achieved the 

goal that I set for myself, to be in this agency, and you are proud. But what did 

it cost me? Am I going to able to live with just my pension? Was what I 

sacrificed worth what I ended up with. That is a constant thing that you are 

faced with and balancing and trying to figure out. Will that self-fulfillment be 

okay ten, twenty years from now or even when on the day I am retiring? 

(Participant 13) 
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The six participants who had children and the nine that did not spoke about being 

single parents and how that affects work/life balance. The six participants that had 

children spoke about how they miss out on their children’s lives, lose friends, and try to 

decide if it was worth the stress. 

• You miss a lot, especially when you become a mother. My son is literally 

growing before my eyes, and I am missing it. I am missing everything. It 

breaks my heart. Right now, it is definitely a struggle. I am exhausted, and I 

just want to shower and go to sleep. But I have to help him with homework, 

try to get some study time in, make dinner, make sure he eats and put him to 

bed, Then by the time I actually lay down, I have got to turn right around and 

get back up again. (Participant 9) 

Sub-theme C: Family and Significant Other 

Participants indicated that family or a significant other played a part in whether 

they joined law enforcement and would most likely be a factor in whether they remained. 

Family is important to almost everyone, especially law enforcement officers who 

experience critical incidents more often than the average citizen. The coded words for 

this sub-theme included family, working, spouse, marriage, marry, and prevent. 

• Having a family and working. People do not think that they can coexist. 

(Participant 13) 

• Family can prevent females from applying. My mother asked me, are you sure 

you want to do this? Nobody in my family is the police. I am the first one. 

(Participant 10) 
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• There may be a spouse at home that does not want you to be an officer. 

(Participant 8) 

• You may be in a relationship, or your family may cut you off. People feel like 

they cannot trust police officers, so that maybe something that pushes them 

away. (Participant 7) 

Sub-theme D: Childcare 

Fourteen of the 15 participants spoke about childcare. The comments spanned 

from not having a familial support system in place to working with an uncertain future. 

Participants that did not yet have children spoke of not knowing whether children would 

prevent them from continuing in law enforcement.  

• Childcare. We do rotations every week, and that schedule is not easy for 

childcare. (Participant 3) 

• I may not be able to work the street anymore because of childcare issues, and 

it seemed to be just interfering with my job, I would not quit, I would find a 

good support system and take it day by day. (Participant 5) 

• Being a single parent and not having support. (Participant 7) 

• If a person has children, their responsibility is going to change. Their 

responsibilities may make them have to leave. (Participant 12) 

• I do not have a child right now, but I could see how the shifts or rotating 

schedules could hinder. Especially if the female cannot provide or have 

daycare. That could hamper females from continuing to work within the law 

enforcement field. (Participant 4) 
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Sub-theme E: Safety 

All 15 participants cited safety as a factor for whether they would remain in law 

enforcement. They were all familiar with Fallen Heroes week. The week in May 

dedicated specifically to honor the fallen officers, a sullen reminder that you may not 

always be back at the end of the workday. This sub-theme had the most codes for this 

section of the study. Codes included safe, fear, danger, terror, scared, and hurt. 

• Female officers may feel like the streets are too dangerous. (Participant 11) 

• You see a pattern where supervisors will not put the officer who is scared in 

an urban area. You know the officer is scared when you see somebody 

committing a crime, and the officer is too terrified to go up to them and talk to 

them and tell them to stop. (Participant 9) 

• The danger of the job and not knowing what to expect. (Participant 1) 

• Just being afraid, females being afraid. Not feeling like they can do the job 

(Participant 7) 

Summary 

Various viewpoints exist for aggressively and deliberately integrating minorities 

into the workforce. These perspectives are no different for minority females. The 

perceived and organizational barriers for minority females interested in entering the law 

enforcement profession were examined using surveys and 15 coded interviews. The 

participants in this study described their role in law enforcement, the challenges they 

faced trying to fit in, and the adversities they faced. These experiences seem to have a 

harmful impact resulting in a disproportionate number of minority females entering law 
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enforcement. Participants in this study feel that their desire to join policing outweighed 

the adversities. The theme of motivation included sub-themes examining the desires, 

awareness, and history of minority officers.  

The four sub-questions used to address the overarching research question were 

explored within subsequent themes.  Evaluation with sub-themes of experience, training, 

identity, and treatment addressed the sub-question (R1a) of whether organizational 

barriers exist or are perceived to exist in law enforcement toward recruitment and 

retention of minority female officers. The purpose of this question was to give the 

researcher a better understanding of the recruitment and retention challenges that 

participants experienced. Motivation, coupled with desire, awareness and participant 

histories moved them to seek out recruitment opportunities for law enforcement.  

Transformation, using sub-themes of culture, communication, relationship, and 

recruitment, addressed the research sub-question (R2b). The responses to this sub-

question showed how minority females face perceived or actual barriers to law 

enforcement. Discrimination with the sub-themes of visibility, confidence, perceptions, 

and tokenism touched on all four sub-questions of the study.  

The recurring focus of participants was mainly on sub-question R3c regarding 

discrimination and whether it is perceived or actual for minority females. The final sub-

question (R4d) looked at how minority female officers perceive discrimination and 

competition toward retention. This sub-question paralleled R3c and was examined using 

the discrimination and obstacles theme and sub-themes. The participants’ experiences 

were consistent with prior intersectionality and representative bureaucracy research and 
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yield a powerful message that law enforcement must address the disparities and 

disadvantages in federal, state, and local agencies. Chapter 5 presents the conclusions, 

explanation of the analysis, and recommendations drawn from the data gathered in the 

study. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

This qualitative phenomenological study addressed the perceptions of a purposive 

sample of 15 minority females with 5 or fewer years in law enforcement in Maryland 

federal, state, and local agencies. Prior studies have addressed personnel who have 

worked in law enforcement for more than 5 years. This study addressed the gap in 

research by considering the perspectives of minority female law enforcement officers 

who are considered rookies in the field. Participants had recently experienced problems 

in recruitment and had novel ideas of what their futures would hold. Some participants 

reported that they had plotted out their career to retirement, although other participants 

indicated that they hoped to make it to retirement by avoiding a tragedy. The connection 

between phenomena knowledge and experience implies a “special unity between those 

individuals known as the knower and the things that we come to know and depend upon 

for existence” (Moustakas, 1994, p. 44).  

Participants were selected based on their lived experiences concerning the 

perceived barriers that could contribute to minority females not entering or remaining in 

law enforcement. Denzin and Lincoln (2000) define qualitative research as including the 

use of more than one method of data collection in a natural setting to make sense of or 

interpret phenomena in terms of their meanings to those involved. The phenomenon 

addressed in the current study was perceived organizational barriers of discrimination and 

competition that exist in the recruitment and retention of minority female officers. To 

identify core themes that clarified the participants’ lived experiences, I incorporated 

theoretical thematic analysis from existing literature. The investigation of perceived 
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barriers to recruitment and retention included the theories of intersectionality and 

representative bureaucracy.  

The experiences of minority females interviewed in this study were found to align 

with the theories. Participants indicated the reason they joined law enforcement was that 

the agency did not represent the community it policed. This coincides with the theory of 

representative bureaucracy. Participants in the study were minority and female, which 

caused participants to feel disadvantaged due to the double jeopardy associated with 

intersectionality.  

Specific themes emerged from the NVivo 12 data analysis. A composite 

description of the phenomenon consisted of five core themes based on the analysis of the 

data: motivation, evaluation, transformation, discrimination, and obstacles. The themes 

emerged from the response patterns of the interview questions posed to the participants. 

After 15 interviews, a point of saturation of the qualitative data was achieved. The 

findings showed that a need exists for law enforcement organizations to examine their 

recruitment policies and other practices that intersect with the experiences impacting 

gender and race.  

Chapter 5 provides the study findings and a discussion of the major themes that 

emerged from the data analysis. The chapter includes an interpretation of the findings and 

recommendations that might encourage law enforcement organizations to increase 

minority female recruitment and retention. The results of this study may provide a 

platform for future research in minority female recruitment and retention. 
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Interpretation of the Findings 

Minority female participants in this study discussed a lack of role models, racism, 

sexism, positive, and negative treatment by the public and fellow officers, personal 

image, limited promotional opportunities, childcare, safety, and limited support from 

colleagues and the agency as perceived barriers to entering law enforcement. The listed 

obstacles were related to the themes and exposed through analysis. The qualitative 

descriptions addressed what minority females experience in law enforcement. 

Participants discussed respect, work/life balance, underrepresentation, changing the 

police culture, gender diversity, and changes for testing and training during recruitment. 

The results of the 21 factors that participants were asked to consider revealed that 

the opportunity to help people was the number one motivator for joining law 

enforcement.  Followed by increased minority representation, being a role model for 

minority females, a role model for other minorities and the military structure.  None of 

the participants considered benefits, salary, job security and using the job as a stepping 

stone to a better career as factors for joining or remaining in law enforcement. 

Intersectionality refers to the way different types of discrimination (i.e., sexual or 

racial) can have cumulative adverse effects on an individual (Crenshaw, 2017). 

Representative bureaucracy suggested that social groups, such as women and minorities, 

have unique life experiences that bring new insight into bureaucratic settings. Methods 

used to force acceptance in these bureaucratic settings included The Equal Pay Act, the 

Civil Rights Act, the CROWN Act, and Affirmative Action. These legal actions aimed to 

diversify the workplace by adding minorities and females. Initially, these laws were 
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deemed successful due to the increased number of females and minorities joining the 

workforce. Despite the progress, participants in the current study reported what Browning 

et al. (1986) deemed the outsider syndrome.  

The data showed the participants felt disrespected in law enforcement and in the 

community they served. Participant 15 noted “we are not equally respected. It is sad to 

say, but that is just the biggest thing, that we are not respected in a sense, and we are an 

inferior race and sex to the others.” Participants’ responses suggest that affirmative action 

and other laws aimed at diversity did more harm than good. Participants reported that 

minority females are viewed as unqualified due to a perception of being hired to fill a 

quota. The minority females in this study had to continually prove that they were as 

qualified and capable as the White males or anyone else in law enforcement. The 

minority females were judged not based on their skills but rather on their race and gender, 

preconceived notions, and unconscious bias. Information gathered from participants 

supported the views of Crenshaw (2017) and Cho, et al. (2013) who contended that 

representative bureaucracy and intersectionality impact minorities in general and 

minority females in particular.  

Part 1 of Chapter 5 outlines the perceptions associated with the themed barriers 

that contribute to the low number of minority females joining law enforcement. Part 2 

outlines the organizational obstacles that contribute to decreased retention rates. Part 3 

offers insight from participants regarding organizational policy changes that could be 

used to solve recruitment and retention issues. 
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Theme 1: Motivation (Desires, Awareness, and History) 

Gabbidon et al. (2011) showed that African American and Latina women had 

only slight trust in the police. That perception may negatively impact minorities joining 

law enforcement. Responses from 12 of the 15 participants in the current study supported 

those results. Instead of not joining law enforcement because of the mistrust they 

experienced or observed, the participants joined with a desire to improve the quality of 

life for the communities in which they worked. The participants felt that they were able to 

show empathy based on their ability to relate to disenfranchised people within the 

community. Participants reported that their motivation to become police officers included 

recommendations from friends, their environment growing up, an opportunity to help 

people, and family members already involved in law enforcement or the military.  

Competition exists among agencies attempting to recruit minority females. 

Affirmative action quotas, coupled with the limited number of qualified minority females 

desiring to make a career of law enforcement, results in competition between federal, 

state, and local agencies. Harrington (2000b) cited the length of time for the application 

process and lack of communication as contributing factors for fewer minority female 

hires. Participants in this study did not support these results of the Harrington study. Two 

of the 15 participants aggressively monitored the progress of their application. This 

aggressive approach resulted in a shorter time between the submission of the application 

and the hire date of the participants. Four of the 15 participants researched the length of 

time for the hiring process. Nine of the 15 participants indicated that they had to repeat 
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some phase of the hiring process. Twelve of the 15 participants had to retake the physical 

agility test.  

Theme 2: Evaluation (Experience, Training, Identity, and Treatment) 

The minority females are evaluated on a process of acquiring new knowledge 

through failures, successes, and the consumption of information disguised as learning. 

The academy experience negates the development of ideas that other people view as 

valid, logic, and imagination (thinking beyond what is known).  The boot camp training 

model used in the academy does not leave room for adult learning techniques such as role 

playing.   

Caucasian society’s constant proliferation of false narratives that stigmatize 

minority females while benefiting themselves resulted in the conditioning of participants 

to believe that the problems they face are personal. This prevailing illusion has more to 

do with the dominant race in law enforcement than with the minority female. Participants 

in this study feared speaking out to supervisors or coworkers. They felt that their 

thoughts, opinions, and ideas were not as important as everyone else’s. The fear they 

experienced affected the participant’s identity, treatment, training, and experience in law 

enforcement, resulting in the participant focusing on the negative experiences. The 

minority female should be confident and bold. Knowing that they are not the 

stereotypical “angry Black woman” but that they have something important to say and 

that their voice matters. The stereotypes can be eliminated through coordinating and 

generating diverse ideas that benefit the organization. The result would exchange the 

triggers that usually surface with fear to feelings of strength.  
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Theme 3: Transformation (Culture, Communication, Relationship, and Retention) 

The compounding effects of racism and sexism have long-term implications for 

females of color throughout their careers (Hunt, 1990). From a structural level, according 

to the Lacarte and Hayes (2020), based on an analysis of current data from the U.S. 

Census Bureau, Black women will not reach pay parity with White men until 2124, and 

Hispanic women will not see pay parity until 2248. At times, law enforcement 

organizations must hunker down to preserve its life against a hostile culture. But the 

ultimate purpose of law enforcement is never hunkering down to the detriment of the 

community it serves.  

To conform is to change outwardly, referring to the external form. The look of the 

agency is different when including minorities or females in the count. Diversity is 

mandated. The organization needs to transform inwardly. The transformation involves a 

change of people’s mindsets and personalities. Agencies must not only show 

conformance but also transform the inward culture to prove they genuinely accept 

diversity.  A culture of personnel thinking different thoughts and looking at the 

organization differently. The transformation of the culture will ensure that law 

enforcement organizations always exist for the communities they ostensibly serve. 

Having minds that are inwardly transformed, open, and accepting of minority females is 

not the norm. Allowing participation of everyone would change minds to thinking of 

inclusion. Eventually, law enforcement organizations will change for the better, and so 

will the communities around them.  
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Theme 4: Discrimination (Visibility, Confidence, Perception, and Tokenism) 

Study results of Waters, Hardy, Delgado, and Dahlmann (2007) indicate that 

minority communities perceive police officers as racially biased and insensitive. The 

relationship between minorities and the police often results in conflict. All 15 participants 

agreed that the relationship between police and the community is discriminatory. An 

understanding between officers and those they protect in the community can be forged 

through the encouragement of diversity within law enforcement (Gowland, 2018; Kim & 

Mengistu, 1994). The study showed that females are treated differently than males within 

male-dominated environments and face barriers due to the biased mentality of some 

males (Eagly & Johannansen-Schmidt, 2001; Hunt, 1990). The participants of this study 

collectively supported these results.  

Theme 5: Obstacles (Agency Support, Work/Life Balance, Family and Significant 

Other, Childcare, and Safety) 

Law enforcement organizations should spearhead combatting law enforcement 

officers who cross moral, ethical, and legal lines that result in the continued degradation 

of policing. Law enforcement officers face daily perils that come with the job (Maguire, 

Nix & Campbell, 2016). However, a minute number of police officers continue to erode 

the trust and confidence of the community (Kania, 1998). These officers’ improper 

behavior has become a national issue that should elicit a call to action to result in 

sustainable change. The anger over the continued deaths of minorities at the hands of 

police officers lends itself to the continuation of minority females feeling ostracized by 

the community and their families. The participants in this study indicated that they had to 
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overcome the barriers presented by family members. The impediments consisted of the 

family’s perception of law enforcement and the participant defending the profession. Law 

enforcement organizations must hold police officers accountable to protect our 

communities and each other from danger.  

Fearing for their safety, the safety of coworkers, and the community affects how 

minority females take risks. One participant indicated that her viewpoint of enforcing the 

law went from enthusiastic to apathetic once she had a child. The participant stated that 

she took into consideration factors that would impact her child should she get hurt or 

killed. Two participants admitted that they deliberated whether to volunteer for a unit 

based on the effect it would have on childcare. Nine participants stated that they were 

treated differently by male coworkers because they watched out for them on difficult 

police calls. When viewing the survey data, 33.3% of participants indicated that they 

would not worry about handling dangerous situations alone, nor would they be offended 

if a male officer protected them. 

Limitations of the Study 

The limitations of the study involved the number of participants studied, the 

geographic boundaries, and the number of years of law enforcement experience for the 

study participants. The study consisted of 15 minority female participants from federal, 

state, and local law enforcement agencies in Maryland. Perceptions and experiences 

could differ from those in other regions of the country. There is limited generalizability to 

minorities, males, or females in law enforcement not included in the study. The study 



137 

 

focused only on the human experience and may be interpreted beyond what the data 

reveals based on the reader’s life experiences.  

The study results should be read with caution due to the small sample size of 15 

minority females. Securing the requisite number of females for the study proved difficult. 

The number of minority females joining law enforcement has dwindled. To further 

complicate recruitment, the study targeted minority females from three venues in 

Maryland. The state and local minority females proved more significant in number than 

federal minority females.  

The minority females in the study had 5 or fewer years in law enforcement. 

Studies by several researchers indicated that new officers do not experience police work 

in the same way as veteran officers (Conroy & Hess, 1992; May & Higgins, 2011; 

Neiderhoffer, 1969; Raganella &White, 2004). The studies showed that officers with 0 to 

5 years are generally viewed as rookies. Any time after 5 years, officers are considered as 

seasoned or veteran officers (White, Cooper, Saunders, & Raganella, 2010). The 

perspectives of veteran officers could differ due to their extensive experience in law 

enforcement. 

Recommendations 

Considerable literature exists on minorities in law enforcement and females in law 

enforcement. The literature reveals that race and gender are factors that should not be 

treated as mutually exclusive (Crenshaw, 1989; James, 2019). Possibilities for further 

research would include potential impacts on the relationships between agencies and 

minority communities if minority females are not represented.  
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Participants in the study indicated that they could not be themselves at work. The 

inability to be themselves could contribute to the occupational stress felt by participants. 

Studies by Morash, Kwak, and Haarr (2006) evaluated attributes of stress and workload 

for law enforcement males and females. The male stress derived from situations where 

they felt they lacked control over work practices and procedures. The study revealed that 

female stress is attributed to combined workload and household duties. The participants 

in this study felt that they could not discuss childcare or relationship issues without being 

judged by the males on the job. The participants did not want to appear unable to handle 

the dual roles of the job and the household flawlessly. The inability to discuss impactful 

issues resulted in females socially shutting down and appearing aloof to coworkers.  

The current study mentions, but does not delve deeply into, the socio-

psychological effects of social isolation for minority females within law enforcement. 

This study consists of African American and Latina females. A future study investigating 

factors such as stress and coping could help discover why minority females insulate 

themselves at work. The research could isolate Latina females and the difficulties they 

face due to acculturative stress.  

This research study could be used to expand the body of research compared to 

past research. The findings of the current study could help future research provide a 

better understanding of what changes are needed within law enforcement organizations to 

decrease isolation and separatism. The research might also provide a better understanding 

of the future roles organizations envision for minority females in law enforcement.  The 
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role of advising what changes need to occur to address stereotypes, biases, and favoritism 

within law enforcement organizations that have existed since females were matrons.  

Females that entered law enforcement in 1915 served as matrons who only 

attended to female inmates or assisted male officers handling cases involving women and 

children. Females in law enforcement have made great strides, yet are not entirely 

accepted as equals in law enforcement. The culture is not the same as in 1915, but the 

created historical view that police work is reserved for Caucasian males has persevered 

through today.  

Participants from this study realized that they benefited from the minority females 

that paved the way before them in law enforcement. They pondered whether they would 

contribute to any changes in how the community and coworkers view females. What 

legacy would they leave for those minority females that would follow in their footsteps. 

One participant would begin to be considered a seasoned or veteran officer in 2021. Yet, 

all of the participants contemplated whether their perspectives would change when they 

became veteran officers. A research study could take a second look at these minority 

female officers to determine if they did influence their field once they become veterans.  

Participants indicated that they wanted a better understanding of females’ 

problems, issues, and experiences in law enforcement so that they will know that they are 

not alone. A strength of this study is that it addresses the perceived issues and 

experiences of recruitment and retention through the lens of new officers. This 

unexplored view would help rookie officers know that they have experiences akin to 
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other officers in federal, state, and local agencies. The participants felt that this 

understanding would make their work life more fruitful.  

Race and gender impacted the rookie participants of this study. However, the 

long-term effect on these same participants remains open for examination. To deny one 

factor, either race or gender, would negate their importance to each other and the role 

they play in understanding the minority female officer. The emphasis on race and gender 

for minority law enforcement officers could be further addressed to create a clearer 

understanding of minority female officers and their significance to society. 

Implications 

The implications for positive social change include a better understanding of 

minority females in law enforcement, their impact on police organizations, and the 

potential to minimize the negative influences and maximize potential positives. A 

significant finding of this study is that the participants in describing their role in law 

enforcement found it increasingly difficult to separate their experiences as females and 

minorities from their roles and responsibilities as police officers. This integration 

indicates that the issues that were identified in the participants’ experiences should be 

included in the planning process when determining the recruitment and retention of 

minority female police officers. When addressing barriers, they can be broken down into 

real and perceived. A real barrier is knowing that law enforcement is a male-dominated 

field due to the ideology that males can get the job accomplished more efficiently than 

females. A perceived barrier would be that males in law enforcement exhibit covert 

resistance and do not want to work with the females. 
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The perceived barriers affected each participant differently, even in the cases 

where their experiences were the same. Based on the descriptions provided in this study, 

law enforcement organizations should pause and consider each individual’s strengths and 

challenges before recruitment. No participant described dramatic changes from who they 

were before joining law enforcement. To meet the needs of participants, families, and 

communities, organizations must understand the importance of recruitment and plan 

accordingly.  

Recruitment and Retention 

Many police organizations have attempted to increase the recruitment and 

retention of minority females. In most organizations, statistics reflect low numbers for 

recruitment and retention of minority females. Study findings reveal possible reasons for 

the small amounts might include:  

1. Lack of role models that look like the females they are attempting to recruit.  

2. The recruitment processes. 

3. The limited respect and acceptance of differences. 

4. Nonacceptance into the police organizations’ thin blue line culture. 

5. Lack of promotional progression opportunities.  

Kanter (1993), Lester, (1983), Martin (1990), Pitts (2005), Weldon (2006), and 

other researchers confirmed the findings in this research.  

Community 

The recent incident involving the death of George Floyd while in police custody 

continues to underscore the disparity of treatment of arrested, detained, and suspected 
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minorities as compared to their Caucasian counterparts. The images of another African 

American male losing his life at the hands of a Caucasian professional law enforcement 

officer were troubling, but nothing new. Participants in this study spoke about in-custody 

deaths to describe why their families and others in their lives found it difficult to accept 

them becoming police officers. Participants kept reiterating that a change needed to occur 

between the minority communities and law enforcement. They stated that they needed to 

be in law enforcement to effect that change. Other ideas garnered from the study 

involving communities included creating public policies such as: 

1. Establishing a national partnership program designed explicitly for open 

dialogue between law enforcement and minority communities to discuss what 

could or should be done to address issues of racism and disparate treatment. 

2. Communicating with stakeholders in the community to establish positive 

relationships before an issue occurs. 

3. Working within communities to aid them in curing problems of homelessness, 

addictions, and crime. The problems that contribute to broken down 

communities and high crime occurring. 

4. Having minorities visible in minority communities. Participants felt that this 

would benefit them and the community. Through familiarization with the 

community, they would begin to trust and respect them as officers.  
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Recommendations for Organizations 

Recruitment 

1. Develop a liaison program targeted at minority female high school students. 

The purpose of the program would be to increase communication between 

youth and the police. The interaction would promote law enforcement’s 

positive role models and familiarize minority females with the roles and 

responsibilities of law enforcement. 

2. The use of target marketing that reflects what is important to minority 

females. Efforts that would incorporate family, community, and childcare.  

3. Visit areas frequented by minority females such as minority conferences and 

interact with females that reflect the audience the agency is attempting to 

recruit. The visits could be accomplished with videos, Facebook pages, and 

face-to-face recruitment events.  

Retention 

1. Develop a mentoring program to allow recruits to have minority female police 

officers as role models. The female officers would provide them with 

someone with whom to engage in positive dialogues about serving in law 

enforcement. 

2. An examination of the promotion process to ensure equity and efficiency of 

the process. Outsourcing the testing process while ensuring that minorities are 

involved would allow officers to feel that they have a fairer chance of being 

promoted. 
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3. Offering elective courses to all personnel in law enforcement that exposes the 

experiences of minorities, females, and minority females. The open 

communication could aid law enforcement officers to see their similarities 

instead of differences. Opening the courses up to all personnel instead of just 

minorities or females would serve to include officers who feel isolated and 

negatively impacted by diversity mandates.  

Organizational Barriers 

Researchers Patrick, Bruch, and Jehangir (2006) recommend that law 

enforcement agencies have a diverse environment of different races and genders. The 

data revealed that diversity could be achieved for these underrepresented groups through 

hiring, socializing, and career mobility of minority females. A diverse environment 

presents a welcoming environment that mirrors the community (Patrick et al., 2006). The 

potential benefits of having minority females in the organization are that they could serve 

as liaisons in minority communities where residents would be more forthcoming due to 

an established rapport (Lott, 2000). Other benefits of minority females legitimize the 

police organizations and bring the unique perspectives of females to law enforcement 

(Martin, 1980; Smith, 2003). There are several ways that the law enforcement culture 

suppresses the inclusion of minority females. Organizations should seek to reduce or 

eliminate these barriers by:  

1. Securing an expert to examine practices that influence traditional thinking 

toward females and minorities. The expert could suggest alternatives to 

modify areas needing change. 
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2. Ensure ownership takes a top-down approach to sustain changes incorporated 

within the organization. Organizational change takes 5 to 7 years before long 

term results occur. The benefits to the organization would outweigh the cost to 

recruit. Benefits would include improved relationships between males and 

females, better cohesion and teamwork, improved community relations, 

increased tolerance of differences, and increased retention of minority female 

officers. 

3. Advocating for minority female officers. Acknowledging and celebrating 

differences among law enforcement officers and the contributions they make 

to the organization.  

The process of perceiving and making sense of the law enforcement world for 

minority female Participants included several distinct observations. Introspection by the 

minority females and those with whom they interact would benefit communication and 

future interactions. The use of logic to support a choice driven by motivation (desire or 

fear) affected the perception of minority females and their reactions to situations. 

Changing perceptions would allow minority females to make informed judgments 

through formed relationships rather than inferences based on past experiences. The 

benefit could be a change in the perception’s minority females have of themselves as 

viewed by others in the workplace and community.  

Conclusion 

Law enforcement can choose to languor towards the recruitment of minority 

females or be resilient. The resiliency payoff would be long term, profoundly-engaged 
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law enforcement officers whose expectations and attributes match those of the law 

enforcement agency. No one-size-fits-all approach works for any recruitment process, not 

just law enforcement. Without constructs that allow us to view how social problems 

impact the members of a targeted group, law enforcement organizations will lose the 

recruitment and retention battle and the trust of the larger communities they serve.  

This research study identified themes that indicate now is the time for a change. 

Law enforcement agencies must confront the painful obstacles faced by minority females 

outlined in this study that they to date have not confronted, evidenced by the continual 

low recruitment and retention numbers of minority females in law enforcement. Law 

enforcement has the opportunity to stand for these females, support them, and allow them 

to thrive. When organizations recognize the value bought by minority female officers, 

they will seek to change recruitment and retention policies. Only then will minority 

females experience the benefits of a lasting law enforcement career and genuinely 

become loyal to the agency. 



147 

 

References 

Alderden, M., Farrell, A., & McCarty, W. P. (2017). Effects of police agency 

diversification on officer attitudes. Policing: An International Journal of Police 

Strategies and Management, 40(1), 42–56. https://doi-

org.ezp.waldenulibrary.org/10.11008/PIJPSM-07-2016-0111. 

Allen, R.Y. W. (2003). Examining the implementation of affirmative action in law 

enforcement.  Public Personnel Management, 32(3), 411-418. https://doi-

org.ezp.waldenulibrary.org/10.1177/009102600303200307 

Alex, N. (1969) Black in blue: A study of the Negro policeman, Appleton-Century-Crofts, 

New York 

Alozie, N. O., & Ramirez, E. J. (1999). “A piece of the PIE” and more competition and 

Hispanic employment on urban police forces. Urban Affairs Review, 34(3), 456-

475. 

Archbold, C. A., & Hassell, K. D. (2009). Paying a marriage tax: An examination of the 

barriers to the promotion of female police officers. Policing: An International 

Journal of Police Strategies & Management, 32(1), 56-74. 

Archbold, C. A., & Schulz, D. M. (2008). Making rank: The lingering effects of tokenism 

on female police officers’ promotion aspirations. Police Quarterly, 11(1), 50-73. 

Archbold, C. A., & Schulz, D. M. (2012). Research on women in policing: A look at the 

past, present and future. Sociology Compass, 6(9), 694-706. 

Azzellini, D. (2013). The communal state: Communal councils, communes, and 

workplace democracy. NACLA Report on the Americas, 46(2), 25-30. 

https://doi-org.ezp.waldenulibrary.org/10.1177/009102600303200307
https://doi-org.ezp.waldenulibrary.org/10.1177/009102600303200307


148 

 

Babbie, E. R. (1995). The practice of social research (7th ed.). Belmont, CA: Wadsworth. 

Bakewell, O. (2008) Research Beyond the Categories: The Importance of Policy 

Irrelevant Research into Forced Migration, Journal of Refugee Studies, Volume 

21(4), 432–453, https://doi.org/10.1093/jrs/fen042 

Barratt, C. L., Bergman, M. E., & Thompson, R. J. (2014). Women in federal law 

enforcement: The role of gender role orientations and sexual orientation in 

mentoring. Sex Roles, 71(1-2), 21-32. 

Batton, D. (2010) In Gale Encyclopedia of American Law. (3rd ed. Vol. 8. Pp. 4-5). 

Location: Detroit. 

Bauer, G. R. (2014). Incorporating intersectionality theory into population health research 

methodology: Challenges and the potential to advance health equity. Social 

Science & Medicine, 110, 10-17. 

Bell, D. J. (1982). Policewomen: Myths and reality. Journal of Police Science & 

Administration. 

Berdahl, J.L., & Moore, C. (2006). Workplace harassment: double jeopardy for minority 

women.  The Journal of Applied Psychology, 91(2), 426-436. 

BLS. (2013, March). BLS Reports. Retrieved from U.S. Bureau of Labor Statistics: BLS 

Boles, J. S., Howard, W. G., & Donofrio, H. H. (2001). An investigation into the inter- 

relationships of work-family conflict, family-work conflict and work satisfaction. 

Journal of Managerial Issues, 13(3), 376. 

Bolton, J. K. (2003). Shared perceptions: Black officers discuss continuing barriers in 

policing. Policing: An International Journal of Police Strategies & Management, 

https://doi.org/10.1093/jrs/fen042
http://go.galegroup.com.ezp.waldenulibrary.org/ps/eToc.do?contentModuleId=GVRL&resultClickType=AboutThisPublication&searchType=BasicSearchForm&docId=GALE%7C1XHY&userGroupName=minn4020&inPS=true&rcDocId=GALE%7CCX1337703367&prodId=GVRL


149 

 

26(3), 386-399. doi:10 1108/13639510310489458 

Bowen, G. (2005). Preparing a qualitative research-based dissertation: Lessons learned. 

Qualitative Report, 10(2). 

Bradbury, M., & Kellough, J. E. (2008). Representative bureaucracy: Exploring the 

potential for active representation in local government. Journal of Public 

Administration Research and Theory, 18(4), 697-714. https://search-ebscohost-

com.ezp.waldenulibrary.org/login.aspx?direct=true&db=bth&AN=34725971&sit

e=eds-live&scope=site 

Braun, V., & Clarke, V. (2006). Using thematic analysis in psychology. Qualitative 

Research in Psychology, 3, 77-101. 

Breaugh, J. A., & Starke, M. (2000). Research on employee recruitment: So many 

studies, so many remaining questions. Journal of Management, 26(3), 405-434. 

Bredderman, W. (2015, September 2). Bratton blames ‘over-incarceration’ in 1990s for 

black family disintegration. New York Observer. Retrieved from 

http://observer.com/2015/09/bratton-blames-over-incarceration-in-1990s-for-

blackfamily-disintegration/ 

Brown, W. (2015). An intersectional approach to criminological theory: Incorporating the 

intersectionality of race and gender into Agnew’s general strain theory. Ralph 

Bunche Journal of Public Affairs, 4(1), 6. 

Browning, R. P., Marshall, D. R., & Tabb, D. H. (1986). Protest is not enough: A theory 

of political incorporation. PS: Political Science & Politics, 19(03), 576-581. 

Bureau of Justice Assistance (June 2001) Recruiting & retaining women: A self-



150 

 

assessment guide for law enforcement. U.S. Department of Justice 

Bureau of Labor Statistics, (2016). Labor force statistics from the current population 

survey. Washington, DC: Bureau of Labor Statistics, Department of Labor. 

retrieved from www.bls.gov/cps/cpsaat11.htm 

Burke, R. J. (1989). Some antecedents of work-family conflict. Journal of Social 

Behavior and Personality, 4, 287-302. 

Burke, R. J., & Mikkelsen, A. (2005). Gender issues in policing: Do they matter? Women 

in Management Review, 20(2), 133-143. 

Bush, D. R. (2013). Stress and unnecessary use of force among African American female 

law enforcement (Doctoral dissertation).  

Carlan, P. E., & McMullan, E. C. (2009). A contemporary snapshot of policewomen 

attitudes. Women & Criminal Justice, 19(1), 60-79. 

Chenail, R.J. (2011). Interviewing the investigator: Strategies for addressing 

instrumentation and researcher bias concerns in qualitative research. The 

Qualitative Report, 16(1), 255-262. https//insuworks.nova.edu/tqr/vol 16, iss1/16 

Cho, S., Crenshaw, K. W. & McCall, L. (2013). Toward a field of intersectionality 

studies: Theory, applications, and praxis. Signs, 38(4), 785-810. 

Civil procedure-class actions-southern district of New York certified class action against 

city police for suspicionless stops and frisks of blacks and Latinos. - Floyd v. City 

of New York. (2013). 126, 3, 826-833. New York: 82 Fed. R. Serv. 3d (West) 833 

(S.D.N.Y. 2012). 

Collins, J. & Gleaves, D.H. (1998) Race, job applicants, and the five-factor model of 



151 

 

personality: Implications for black psychology, industrial/organizational 

psychology, and the five-factor theory. Journal of Applied Psychology. 83:4, 531-

544 

Collins, C.S. & Stockton, C. M. (December, 2018) The central role of theory in 

qualitative research. International Journal of Qualitative Methods, 17(1), 

https://doi.org/10.1177/1609406918797475 

Collins, P. H., & Bilge, S. (2016). Intersectionality. John Wiley & Sons. 

Conroy, D. L. & Hess, K. M. (1992). Officers at risk: How to identify and cope with 

stress, Placerville, CA: Custom Publishing Company. 

Cortina, L. M., Kabat-Farr, D., Leskinen, E. A., Huerta, M., & Magley, V. J. (2013). 

Selective incivility as modern discrimination in organizations evidence and 

impact. Journal of Management, 39(6), 1579-1605. 

Crain, T. L., Hammer, L. B., Bodner, T., Kossek, E. E., Moen, P., Lilienthal, R., & 

Buxton, O. M. (2014). Work–family conflict, family-supportive supervisor 

behaviors (FSSB), and sleep outcomes. Journal of occupational health 

psychology, 19(2), 155. 

Crenshaw, K. (1989). Demarginalizing the intersection of race and sex: A black feminist 

critique of antidiscrimination doctrine, feminist theory and antiracist politics. U. 

Chi. Legal F., 139. 

Crenshaw, K. Kimberlé Crenshaw on intersectionality, more than two decades later. 

Columbia Law School. June 8, 2017. 

https://www.law.columbia.edu/news/archive/kimberle-creshaw. 

https://doi.org/10.1177/1609406918797475


152 

 

Crenshaw, K. (2018). Demarginalizing the intersection of race and sex: A Black feminist 

critique of antidiscrimination doctrine, feminist theory and antiracist politics. In 

Feminist legal theory (1989 ed., pp. 57-80). Routledge. 

Creswell, J.W. (1994). Research design: Qualitative and quantitative approaches. 

Thousand Oaks, CA: Sage Publications. 

Creswell, J.W. (2002). Educational research: Planning, conducting and evaluating 

quantitative and qualitative research. Upper Saddle River, N.J.: Merrill Prentice 

Hall. 

Creswell, J. W., Plano Clark, V. L. Gutmann, M., & Hanson, W. (2003). Advanced 

mixed methods research designs. In A. Tashakkori, C. Teddlie, & (Eds.), 

Handbook of mixed methods in social and behavioral research (pp. 209-240). 

Thousand Oaks, CA: Sage. 

Creswell, J. W. (2008). Qualitative Inquiry & Research Design: Choosing Among Five 

Approaches (2nd ed.). Thousand Oaks, CA: Sage Publications.  

Creswell, John W. & Clark, Vicki L. Plano. (2011). Designing and conducting mixed 

methods research (2nd ed.). Thousand Oaks, CA: SAGE Publications, Inc. 

Creswell, J.W., Klassen, A.C., Clark, V.L.P. & Smith, K.C. for the Office of Behavioral 

and Social Sciences Research, NIH (2011) Best practices for mixed methods 

research in the health sciences 

http://obssr.od.nih.gov//mixed_methods_research/pdf//Best_Practices_for_Mixed 

_Methods_Research.pdf 

Cunningham, G. B., Bergman, M. E., & Miner, K. N. (2014). Interpersonal mistreatment 



153 

 

of women in the workplace. Sex roles, 71(1-2), 1-6. 

Darden, D. C. (2012). Diversity in the Workplace. Available at SSRN 2126829. 

Davis, R. T. (2013). The lived experiences of African American women who attained high 

level positions in law enforcement (Doctoral dissertation, CAPELLA 

UNIVERSITY). 

Del Carmen, A., Greene, H., Nation, D.D. & Osho, G. S. (2007). Minority women in 

policing in Texas: An attitudinal analysis. Criminal Justice Studies, 20(3), 281-

294. https://doi-org.ezp.waldenulibrary.org/10.1080/14786010701617680 

Denzin, N., & Lincoln, Y. (Eds.). (2000) Handbook of qualitative research (2nd ed). 

Thousand Oaks, CA: Sage Publications. 

Dick, P., Silvestri, M., & Westmarland, L. (2013). Women police. The Future of 

Policing, 134 

Diversity. (2013, December). Retrieved December 8, 2013, from Discovering policing: 

http://discoverpolicing.org/why_policing/?fa=diversity 

Dodge, M. & Pogrebin, M. (2001). African-American policewomen: An exploration of 

professional relationships. Policing: An International Journal of Police Strategies 

& Management, 24(4), 550-562. 

Dolan, J., & Rosenbloom, D. H. (2016). Representative Bureaucracy: Classic Readings 

and Continuing Controversies. Routledge. 

Dunn, Y. G. (2014). Characteristics of Successful Minority Female Police Supervisors 

within a Large Urban Midwest Police Department. 

Eagly, A.H. & Johannansen-Schmidt, M.C. (2001, June). The leadership styles of women 



154 

 

and men. Journal of Social Issues. 1-31. 

Eterno, J. A. (Ed.). (2014). The New York City Police Department: The Impact of Its 

Policies and Practices. CRC Press. 

Evans, A., & Chun, E.B. (2007). Coping with behavioral and organizational barriers to 

diversity in the workplace. CUPA-HR Journal, 58(1), 3-18. 

Faircloth, P. K., & Clark, E. (2016). Gender Role Conflict and Job Satisfaction among 

Police Officers: Research and Clinical Implications for Counselors and Other 

Mental Health Practitioners. Alabama Counseling Association Journal. 

Fernandes, S. (2016). Women in Policing: Gender Discrimination in Yet Another 

Occupation. Footnotes, 4. 

Fine, M., & Weis, L. (1998) Crime stories: A critical look through race, ethnicity, and 

gender. International Journal of Qualitative Studies in Education, 3, 435-459. 

Foley, P.F., Guarneri, C. & Kelly, M. E. (2007). Reasons for choosing a police career: 

changes over two decades. International Journal of Police Science & 

Management, 10(1), 2-8. 

Frankfort-Nachmias, C., & Nachmias, D. (2008). Research methods in the social sciences 

(7th ed.). New York: Worth Publishers. 

Friborg, O. & Rosenvinge, J. (April 2013). A comparison of open-ended and closed 

questions in the prediction of mental health.  Quality & Quantity. 47. 1397-1411. 

DOI 10.1007/s11135-011-9597-8 

Gabbidon, S., & Greene, H. (2013). Race and crime. Thousand Oaks, CA: Sage. 

Gabbidon, S. L., Higgins, G. E. & Potter, H. (2011). Race, gender, and the perception of 



155 

 

recently experiencing unfair treatment by the police: Exploratory results from an 

all-Black sample. Criminal Justice Review, 36(1), 5-21. 

Garcia, V. (2003). “Difference” in the police department. Journal of contemporary 

Criminal Justice, 19(3), 330-344. 

Glenn, E. N. (2015). Race, Racialization, and Work. The SAGE Handbook of the 

Sociology of Work and Employment, 93. 

Gowland, L. (2018) How your racial and gender identities can overlap and affect your 

career. Forbes Media,  

Green, K. A., López, M., Wysocki, A., & Kepner, K. (2002). Diversity in the workplace: 

benefits, challenges, and the required managerial tools. University of 

Florida, 1(4). 

Greene, H. (2000). Black females in law enforcement: A foundation for future research. 

Journal of Contemporary Criminal Justice, 16, 230-239. 

doi:10.1177/1043986200016002007 

Greig, A. & Taylor, J. (1999). Doing research with children. London: Sage. 

Groenewald, T. (2004) A phenomenological research design illustrated. International 

Journal of Qualitative Methods, 3, 1-26. 

Gruber, J.E., & Bjorn, L. (1982). Blue-Collar blues: The sexual harassment of women 

autoworkers.  Work and Occupations, 9(3), 271-298. 

https://doi.org/10.1177/0730888482009003002 

Guajardo Alcocer, S. (2014). Workforce diversity: assessing the impact of minority 

integration on intra-workgroup interaction.  International Journal of Police 

https://doi.org/10.1177/0730888482009003002


156 

 

Science & Management. 16(3), 205-220. https://doi-

org.ezp.waldenulibrary.org/101.1350/ijps.2014.16.3.340 

Gubrium, J.F., & Holstein, J.A. (2001). Handbook of interview research. Thousand Oaks, 

CA: SAGE Publications, Inc. doi: 10.4135/9781412973588 

Haarr, R. N. (March 1997). Patterns of interaction in a police patrol bureau: Race and 

gender barriers to integration. Justice Quarterly, 14(1), 53-85. 

Haarr, R. N., & Morash, M. (1999). Gender, race, and strategies of coping with 

occupational stress in policing. Justice Quarterly, 16(2), 303-336. 

Haarr, R.N. & Morash, M. (2013). The effect of rank on police women coping with 

discrimination and harassment. Police Quarterly, 16(4), 395-419. 

doi:10.1177/1098611113489888 

Harding, B. (2015). Pregnancy on patrol: a critical exploration of the issues surrounding 

pregnancy, maternity and operational policing (Doctoral dissertation, University 

of Portsmouth). 

Harrington, P.E., & Feminist Majority Foundation, L.A.C.N.C. for W. and P.  (2000a). 

Gender difference in the cost of police brutality and misconduct: A content 

analysis of LAPD civil liability cases: 1990-1999. Los Angeles. 

Harrington, P.E., & Feminist Majority Foundation, L.A.C.N.C. for W. and P. (2000b). 

Recruiting & retaining women: A self-assessment guide for law enforcement. 

Harris, A. P. (2000). Gender, violence race, and criminal justice. Stanford Law Review, 

52(4), 777. 

Hartley, T. A., Mnatsakanova, A., Burchfiel, C. M., & Violanti, J. M. (2014). Stressors 



157 

 

and associated health effects for women police officers. Dying for the job: Police 

work exposure and health, 93-114. 

Hassell, K. D., Archbold, C. A., & Stichman, A. J. (2011). Comparing the workplace 

experiences of male and female police officers: Examining workplace problems, 

stress, job satisfaction and consideration of career change. International Journal 

of Police Science & Management, 13(1), 37-53. 

Hazan, M., & Zoabi, H. (2015). Do highly educated women choose smaller families? The 

Economic Journal, 125(587), 1191-1226. 

Henry, V. E. (2004). Death work: Police, trauma, and the psychology of survival. Oxford 

University Press. 

Ho, T. (2005). Do racial minority applicants have a better chance to be recruited in 

predominately white neighborhoods? An empirical study. Police Quarterly, 8(4), 

454-475. 

Hoffnung, M. (2004). Wanting it all: Career, marriage, and motherhood during college-

educated women’s 20s. Sex Roles: A Journal of Research, 50(9-10), 711-712. 

Hollis, M. E. (2014). Accessing the experiences of female and minority police officers: 

Observations from an ethnographic researcher. Reflexivity in Criminological 

Research (pp. 150-161). Palgrave Macmillan UK. 

Huang, W.S. & Vaughn, M.S. (1996), Support and confidence: Public attitudes toward 

the police, In T.J. Flanigan, D. R. Longmire (Eds.) Americans view crime and 

justice: A national public opinion survey, (pp. 31-45) Thousand Oaks, CA: SAGE 

Publications, Inc. doi:10.4135/9781483326900.n3 



158 

 

Hunt, J. (1990). The logic of sexism among police. Women and Criminal Justice, 1, 3-30. 

Iwasaki, Y., Mannell, R. C., Smale, B. J. & Butcher, J. (2002). A short-term longitudinal 

analysis of leisure coping used by police and emergency response service 

workers. Journal of Leisure Research, 34(3), 311. 

James, K. (2019). Reconceptualizing identity in intersectionality: Using identity to 

dismantle institutionalized oppression in the communication discipline. Women’s 

Studies in Communication. 42:4, pp. 412-416. 

Janesick, V. The choreography of qualitative research: Minuets, improvisations, and 

crystallization. In: Denzin N, Lincoln, Y.S., editors. Strategies of qualitative 

inquiry. Thousand Oaks, CA: Sage Publications; 2003. Pp. 46-79 

Jefferson, T. (2013). Discrimination, disadvantage and police-work. Out of Order? 

(Routledge Revivals): Policing Black People, 166. 

Jensen, K.B., & Helles, R. (2019). Qualitative communication research. In P. Atkinson, 

S. Delamont, A. Cernat, J.W. Sakshaug, & R. A. Williams (Eds.), SAGE 

Research Methods Foundations. Doi: 10.4135/9781526421036788353 

Justice Department and Equal Employment Opportunity Commission Release Advancing 

Diversity In Law Enforcement Report. (2016, October 5).  

Kania, R. (1998). Should we tell the police to say “yes” to gratuities? Criminal Justice 

Ethics 7(2), 37-48. 

Kanter, R. M. (1993). Men and women of the corporation. New York: Basic Books. 

Kennedy, B. A., Butz, A. M., Lajevardi, N., & Nanes, M. J. (2017). Introduction: Race 

and Representative Bureaucracy In American Policing. In Race and 



159 

 

Representative Bureaucracy In American Policing (pp. 1-10). Palgrave, 

Macmillan, Cham. 

Kim, P. S., & Mengistu, B. (1994). Women and minorities in the work force of law-

enforcement agencies. The American Review of Public Administration, 24(2), 

161-179. doi: 10.1177/027507409402400203 

Kingshott, B. F. (2013). Revisiting gender issues: continuing police reform. Criminal 

Justice Studies, 26(3), 366-392. 

Kop, N. & Euwema, M.C. (2001). Occupational stress and the use of force by Dutch 

police officers. Criminal Justice and Behavior, 28, 631-652. 

Korpi, W., Ferrarini, T. & Englund, S. (2013). Women’s opportunities under different 

family policy constellations: Gender, class and inequality tradeoffs in western 

countries re-examined. Social Politics International Studies in Gender, State and 

Society, 20(1), 1-40. 

Krimmel, J. T. & Tartaro, C. (1999, Fall). Career choices and characteristics of criminal 

justice undergraduates. Journal of Criminal Justice Education, 10(2), 277-289. 

Kringen, A.L. (2014) Understanding barriers that affect recruiting and retaining female 

police officers: A mixed method approach. 

https://digital.library.txstate.edubitstream/handle/10877/5291 

Kumar, A. (2012). Using phenomenological research methods in qualitative health 

research. International Journal of Human Sciences, 9, 790-804. Retrieved from 

http://j-humansciences.com/ojs/index.php/IJHS/index 

Kurtz, D. L., Linnemann, T. & Williams, S. L. (2012). Re-inventing the matron: The 

https://doi.org/10.1177/027507409402400203
https://digital.library.txstate.edubitstream/handle/10877/5291


160 

 

continued importance of gendered images and division of labor in modern 

policing. Women & Criminal Justice, 22, 239-263. 

Lacarte, V., & Hayes, J. (2020) Employment Earnings, Quick Figure, Race, Ethnicity, 

Gender, and Economy. IWPR analysis of data from P-38 Historical Income 

Tables, U.S. Census Bureau, Current Population Survey, Annual Social and 

Economic Supplements.  https:/www.census.gov/data/tables/time-

series/demo/income-poverty/historical-income-people.html>(accessed September 

15, 2020). 

Lahlou, S., Le Bellu, S., & Boesen-Mariani, S. (2015). Subjective evidence based 

ethnography: Method and applications. Integrative Psychological and Behavioral 

Science. Advance online publication. doi:10.1007/s1214-014-9288-9 

Leach, B. W. (2004). Race as mission critical: The occupational need rationale in military 

affirmative action and beyond. Yale Law Journal, 113(5), 1093. 

Leedy, P. D., & Ormrod, J. E. (2010). Practical research: Planning and design (9th ed.). 

Upper Saddle River, NJ: Merrill. 

Lester, D. (1983). Why do people become police officers: A study of reasons and their 

predictions of success. Journal of Police Science and Administration, 11(2), 170-

174. 

Li, A., Bagger, J., & Cropanzano, R. (2016). The impact of stereotypes and supervisor 

perceptions of employee work–family conflict on job performance ratings. human 

relations, 0018726716645660. 

Lincoln, Y.S. & Guba E.G. (1985). Naturalistic Inquiry. Newbury Park, CA: SAGE 



161 

 

Publications. 

Lonsway, K. A. (2007). Are we there yet? The progress of women in one large law 

enforcement agency. Women & Criminal Justice, 18(1-2), 1-48 

Lonsway, K. A., & Feminist Majority Foundation, L. A. C. N. C. for W. and P. 

(2000). Hiring & Retaining More Women: The Advantages to Law Enforcement 

Agencies. 

Lonsway, K. A., Paynich, R., & Hall, J. N. (2013). Sexual harassment in law 

enforcement: incidence, impact, and perception. Police Quarterly, 

1098611113475630. 

Lott, J. (2000). Does a helping hand put others at risk? Affirmative action, police 

departments, and crime. Economic Inquiry, 38(2), 239-277. 

Lynn, M., & Adams, M. (2002). Introductory overview to the special issue critical race 

theory and education: Recent developments in the field. Equity &Excellence in 

Education, 35(2), 87-92. 

Maguire, E. R., Nix, J., & Campbell, B. A. (2016). A war on cops? The effects of 

Ferguson on the number of US police officers murdered in the line of 

duty. Justice Quarterly, 1-20. 

Marshall, G. (2013). Barriers for women in law enforcement. Athabasca, Alberta: 

Athabasca University. 

Martin, S. (1979). Policewomen and Policewomen: Occupational role dilemmas and 

choices of female officers. Journal of Police Science and Administration, 7, 314-

323. 



162 

 

Martin, S. (1994). “Outsider within” the station house: The impact of race and gender on 

Black women police. Social Problems, 41, 383-399. 

Martin, S. (1995). The interactive effects of race and sex on women police officers. In B. 

Price, & N. Sokoloff (Eds.), The criminal justice system and women offenders, 

victims, and workers (2nd ed.) (pp. 383-397). New York, NY: McGraw-Hill. 

Martin, S. E. (1980). Breaking and entering: Policewomen on patrol. Berkeley: 

University of Chicago Press. 

Martin, S. E. (1989). Female officers on the move? a status report on women in policing. 

In R. G. Dunham, & G. P. Alpert (Eds.), Critical issues in policing. Prospect 

Heights, IL: Waveland Press. 

Martin, S. E. (1990). On the move: The status of women in policing. Washington D.C.: 

Police Foundation. 

Martin, S. E. (1997). Women officers on the move: An update on women in policing. In 

R. G. Dunham, & G. P. Alpert (Eds.), Critical Issues in policing (3rd ed.). 

Prospect Heights, IL: Waveland Press. 

Martinez Dy, A., Marlow, S., & Martin, L. (2016). A web of opportunity or the same old 

story? Women digital entrepreneurs and intersectionality theory. 

Matthies, C. F., Keller, K. M., & Lim N. (2012). Identifying barriers to diversity in law 

enforcement agencies. RAND Center on Quality Policing, 1-12. 

May, D.C. & Higgins, G. E. (2011) The characteristics and activities of school resource 

officers: Are newbies different than veterans. Journal of Police Crisis 

Negotiation, 11, pp. 96-108. DOI: 10.1080/15332586.2011.581510 



163 

 

McBride, D. E., & Parry, J. A. (2016). Women’s rights in the USA: Policy debates and 

gender roles. Routledge. 

McCartney, S. & Parent, R. (2004). Ethics in Law Enforcement. Pressbooks. 

McCarty, W. P., Zhao, J., & Garland, B. E. (2007). Occupational stress and burnout 

between male and female police officers: Are there any gender 

differences? Policing: An International Journal of Police Strategies & 

Management, 30(4), 672-691. 

McMurray, A. J. & Karim, A. (2008). A perspective on multiculturalism and policing. 

Cross Cultural Management: An International Journal, 15(4), 321-334. 

doi:10.1108/13527600810914120 

Meier, K. J. (1993a). Latinos and representative bureaucracy.  Testing the Thompson and 

Henderson hypotheses. Journal of Public Administration Research and Theory 2: 

393-414. 

Meier, K. J. (1993b). Representative bureaucracy: A theoretical and empirical exposition. 

Research in Public Administration 2:1-35. 

Meier, K. J., & Nigro, L. G. (1976). Representstive bureaucracy and policy preferences: 

A study in the attitudes of federal executives. Public Administration Review, 

36(4), 458-469. 

Merriam, S.B., & Tisdell, E.J. (2016). Qualitative research: A guide to design and 

implementation. San Francisco, CA: Jossey-Bass 

Moore, M. A. (2015). Next Stage of Police Accountability: Launching a Police Body-

Worn Camera Program in Washington, DC, The. Seattle J. Soc. Just., 14, 145. 



164 

 

Morash, M. (1986). Understanding the contribution of women to police work. In L. A. 

Radalet (Ed), The police and the community (4th ed.). New York: Macmillan. 

Morash, M. & Haar, R.N. (1995). Gender, workplace problems, and stress in policing. 

Justice Quarterly 12. 113-140. 

Morash, M., Kwak, D. H., & Haarr, R. (2006). Gender differences in the predictors of 

police stress. Policing: An International Journal of Police Strategies & 

Management, 29(3), 541-563. 

Morris, A., Shinn, M. & Dumont, K. (1999). Contextual factors affecting the 

organizational commitment of diverse police officers: A levels of analysis 

perspective. American Journal of Community Psychology, 27(1), 75. 

Morris, J. (2005). For the children: Accounting for careers in child protective services. 

Journal of Sociology & Social Welfare, 32(2), 131. 

Morse, J.M. Designing Funded Qualitative Research, In: Denzin N., Lincoln, YS, 

editors. Book designing funded qualitative research. Thousand Oaks, CA: Sage 

Publications. 1994, pp.220-35. 

Morse, J.M., & Richards, L. Readme first for a user’s guide to qualitative methods. 

Thousand Oaks, CA: Sage Publications, 2002 

Moustakas, C. E., (1994) Phenomenological research methods. Thousand Oaks, CA.: 

Sage Publications Inc.  

Nash, J. C. (2008). Re-thinking intersectionality. Feminist review, 89(1), 1-15. 

Natarajan, M. (2008). Women police in a changing society: Back door to equality. 

Ashgate. 



165 

 

National Commission for the Protection of Human Subjects of Biomedical and 

Behavioral Research, (1979).  The Belmont Report: Ethical principles and 

guidelines for protection of human subjects of research. Retrieved from 

https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/read-the-

belmont-report/index.html 

Niederhoffer, A. Behind the shield: The police in urban society. Garden City, N.Y.: 

Anchor Books, 1969 

Oliver, P.  (2014), Recruitment, selection & retention of law enforcement officers. 

Faculty Books. Book 164. 

http://digitalcommons.cedarville.edu/faculty_books/164 

Orrick, W. D. (2008) Best practices guide: Recruitment, retention, and turnover of law 

enforcement personnel. International Association of Chiefs of Police.  

Paoline III, E. A., Terrill, W., & Rossler, M. T. (2015). Higher education, college degree 

major, and police occupational attitudes. Journal of criminal justice 

education, 26(1), 49-73. 

Patrick, P.A., Bruch, P.L., & Jehangir, R.R. (2006, Spring). Ideas in practice: Building 

bridges in multicultural learning community. Journal of Development Educations, 

29, 3. 

Patton, M. (2002). Understanding research methods: An overview of the essentials (6th 

ed.). Glendale Publishing: Pyrczak Publishing.  

Patton, M. & Cochran, M. (2002). A guide to using qualitative research methodology. 

s.l.: Médecins Sans Frontieres. 

https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/read-the-belmont-report/index.html
https://www.hhs.gov/ohrp/regulations-and-policy/belmont-report/read-the-belmont-report/index.html
http://digitalcommons.cedarville.edu/faculty_books/164


166 

 

Pearce, P.F., Christian, B.J., Smith, S.L., &Vance, D.E. (2014), Research methods for 

graduate students: a practical framework to guide teachers and learners.  Journal 

of the American Association of Nurse Practitioners, 26 (1): 19-31, 

doi:10.1002/2327-6924.12080 

Perrine, L. (2009). Job sharing: a viable option for law enforcement? The FBI Law 

Enforcement Bulletin, 3, 14 

Perrott, S. B. (1999). Visible minority applicant concerns and assessment of occupational 

role in the era of community based policing. Journal of Community & applied 

Social Psychology, 9, 339-353. 

Pfefferle, S.G., & Gibson, T.S. (2010) Minority recruitment for the 21st century: An 

environmental scan. Cambridge, MA: Abt Associates, Inc. 

Pincus, F. L. (November/December 1996). Discrimination comes in many forms: 

Individual, Institutional and Structural. American Behavioral Scientist, 40(2), 

186-194. 

Pitts, D. W. (2005, March 10). Diversity, representation, and performance: Evidence 

about race and ethnicity in public organizations. Journal of Public Administration 

Research and Theory, Inc., 15, 615-631. doi:10.1093/jopart/mui033 

Plano Clark, V. L. & Creswell, J. W. (2008). The mixed methods reader. Thousand Oaks, 

CA: SAGE Publications, Inc. 

Pogrebin, M., Dodge, M., & Chatman, H. (2000). Reflections of African-American 

Women on their careers in urban policing. Their experiences of racial and sexual 

discrimination. International Journal of the Sociology of Law, 28, 311-326. 



167 

 

doi:10.1006/ijsl.2000.0131 

Poleski, K. (2016). To Promote or Not to Promote: An Inquiry into the Experiences of 

Female Police Officers and their Decisions to Pursue Promotion. 

Police Executive Research Forum (September 2019) Executive summary: The workforce 

crisis, and what police agencies are doing about it. Participants: The Changing 

Dynamics of Policing and the Police Workforce Conference.  

www.policeforum.org/assets/WorkforceCrisis.pdf 

Polkinghorne, D. E. (2013). Qualitative research and media. In K. E. Dill (Ed.), Oxford 

handbook of media psychology (pp. 137-156). Oxford, England: Oxford 

University Press. 

Pompper, D. (2011). Fifty years later. Mid-career women of color against the glass 

ceiling in communications organizations. Journal of Organizational Change 

Management 24:4, pp. 464-486. DOI 10.1108/09534811111144629 

Potter, H. (2013). Intersectional criminology: Interrogating identity and power in 

criminological research and theory. Critical Criminology, 21(3), 305-318. 

Potter, H., & Brown, K. (2014). Women of Color and Crime. In Encyclopedia of 

Criminology and Criminal Justice (pp. 5560-5568). Springer New York. 

Potts, L. W. (1983). Equal employment opportunity and female employment in police 

agencies. Journal of Criminal Justice, 11, 505-523. 

Prause, D., & Mujtaba, B. G. (2015). Conflict management practices for diverse 

workplaces. Journal of Business Studies Quarterly, 6(3), 13. 

Prenzler, T., & Sinclair, G. (2013). The status of women police officers: an international 



168 

 

review. International Journal of Law, Crime and Justice, 41(2), 115-131. 

Prokos, A., & Padavic, I. (2002). ‘There oughtta be a law against bitches’: masculinity 

lessons in police academy training. Gender, Work & Organization, 9(4), 439-459. 

Rabe-Hemp, C. E. (2008). Female officers and the ethic of care: Does officer gender 

impact police behaviors? Journal of Criminal Justice, 36(5), 426-434. 

Rabe-Hemp, C. E., & Humiston, G. S. (2015). A survey of maternity policies and 

pregnancy accommodations in American police departments. Police Practice and 

Research, 16(3), 239-253. 

Raganella, A. J. &White, M. D. (2004). Race, gender, and motivation for becoming a 

police officer: Implications for building a representative police department. 

Journal of Criminal Justice, 32, 501-513. DOI-``: 10.1016/j.jcrimjus.2004.08.009 

Reaves, B.  A., Bureau of Justice Statistics, Local police department, 2013: Personnel, 

policies, and practices, 1 (2015),  

http://www.bjs.gov/content/pub/pdf/lpd13ppp.pdf. 

Reaves, B. A., & Goldberg, A. L. (1996). Campus Law Enforcement Agencies, 1995. 

Riccucci, N. M., Van Ryzin, G. G., & Lavena, C. F. (2014). Representative bureaucracy 

in policing: Does it increse perceived legitimacy? Journal of Public 

Administration Research and Theory, 24(3), 537-551. 

Ridgeway, ,G., Lim, N., Gifford, B., Koper, C., Matthies, S. & Hajiamiri, H. A. 

Strategies for improving officer recruitment in the San Diego Police Department, 

Santa Monica, CA: RAND Corporation, MG-724-SDPD, 2008, As of June 24, 

2010: http://www.rand.org/pubs/monographs/MG724/ 

http://www.bjs.gov/content/pub/pdf/lpd13ppp.pdf


169 

 

Ritchie, J., Lewis, J., Nicholls, C. M., & Ormston, R. (Eds.). (2013). Qualitative research 

practice: A guide for social science students and researchers. Thousand Oaks, 

CA: Sage. 

Roberts, D., Gebhardt, D. L., Gaskill, S. E., Roy, T. C., & Sharp, M. A. (2016). Current 

considerations related to physiological differences between the sexes and physical 

employment standards. Applied physiology, nutrition, and metabolism, 41(6), 

S108-S120. 

Rocque, M. (2011). Racial disparities in the criminal justice system and perceptions of 

legitimacy: A theoretical linkage. Race and Justice, 1, 292-315. 

Rollero, C., Fedi, A., & De Piccoli, N. (2015). Gender or Occupational Status: What 

Counts More for Well-Being at Work? Social Indicators Research, 1-14. 

Rossman, G. B., & Rallis, S. F. (2003). Learning in the field: An introduction to 

qualitative research. Sage Publications, Inc. 

Ryan, B. (2013). Feminism and the women’s movement: Dynamics of change in social 

movement ideology and activism. Routledge. 

Sadler, M. S., Correll, J., Park, B., & Judd, C. M. (2012). The world is not black and 

white: Racial bias in the decision to shoot in a multiethnic context. Journal of 

Social Issues, 68(2), 286-313. 

Saltzstein, G. H. (1979). Representative bureaucracy and bureaucratic responsibility: 

Problems and prospects. Administration and Society 10:464-75. 

Schuck, A. M. (2014). Female representation in law enforcement: The influence of 

screening, unions, incentives, community policing, CALEA, and size. Police 



170 

 

Quarterly, 17(1), 54-78. 

Schuck, A. M., & Rabe-Hemp, C. (2016) Citizen complaints and gender diversity in police  

 

organisations. Policing & Society, 26(8), 859-874.  https//doi- 

 

org.ezp.waldenulibrary.org/10.1080/10439463.2014.989161 

 

Schulz, D. M. (2014). Women Police. In Encyclopedia of Criminology and Criminal 

Justice (pp. 5568-5575). Springer New York. 

Seklecki, R. & Paynich, R. (2007). A national survey of female police officers: An 

overview of findings. Police Practice and Research, 8(1), 17-30. 

Selden, S. C. (2015). The Promise of Representative Bureaucracy: Diversity and 

Responsiveness in a Government Agency. In Diversity and Responsiveness in a 

Government Agency. Routledge. 

Selden, S. C. (1997). The promise of representative bureaucracy: Diversity and 

responsiveness in a government agency. Armonk, NY: M.E. Sharpe. 

Shang, Q., & Weinberg, B. A. (2013). Opting for families: Recent trends in the fertility of 

highly educated women. Journal of Population Economics, 26(1), 5-32. 

Shelley, T. O, Morabito, M. S. & Tobin-Gurley, J. (2011). Gendered institutions and 

gender roles: Understanding the experiences for women in policing. Criminal 

Justice Studies, 351-367. https://doi.org/10.1080/1478601X.2011.625698 

Silverman, D. (2005). Doing Qualitative Research: A Practical Handbook (2nd ed.). 

London: Sage Publications. 

Simmel, G. (Fall, 2008). Sociology of competition. Canadian Journal of Sociology, 

33(4), p. 957. 



171 

 

Simon, M. (2011). Assumptions, limitations and delimitations. Dissertation and 

scholarly research: Recipes for success. Seattle, WA: Dissertation Success, LLC. 

Sims, B., Scarborough, K. E. & Ahmad, J. (2003, September). The relationship between 

police officers’ attitudes toward women and perceptions of police models. Police 

Quarterly, 6(3), 278-297. 

Siniscalco, G., Damrell, L., & Nabity, C. M. (2014). The pay gap, the glass ceiling, and 

pay bias: Moving forward fifty years after the equal pay act. ABA Journal of 

Labor & Employment Law, 29(3), 395. 

Smith, B. W. (2003). The impact of police officer diversity on police? Policy Studies 

Journal, 31(2), 147-62. 

Smith, R. (2016). Overcoming the barriers to flexible working in the police organization: 

is there another way? (Doctoral dissertation, Canterbury Christ Church 

University). 

Stansbie, P., Nash, R. & Jack, K. (2013) Internship design and its impact on student 

satisfaction and intrinsic motivation, Journal of Hospitality & Tourism Education, 

25:4, 157-168, DOI: 10.1080/10963758.2013.850293. 

http://dx.doi.org/10.1080/10963758.2013.850293 

Steinmetz, K.F., Schaefer, B.P., & Henderson, H. (2017)  Wicked overseers: American 

policing and colonialism. Sociology of Race and Ethnicity, 3(1), 68-81. Doi 

10.1177/2332649216665639 

Stichman, A. J., Hassell, K. D. & Archbold, C. A. (2010). Strength in numbers? A test of 

Kanter’s theory of tokenism. Journal of Criminal Justice, 38, 633-639. 

http://dx.doi.org/10.1080/10963758.2013.850293


172 

 

Stroshine, M. S. & Brandl, S. G. (2011). Race, gender, and tokenism in policing: An 

empirical elaboration. Police Quarterly, 14(4), 344-365. 

Sullivan, C. A. (2005). Disparate impact: Looking past the Desert Palace mirage. William 

and Mary Law Review, 47(3), 911-912. Korpi, W., Ferrarini, T., & Englund, S. 

(2013). Women’s opportunities under different family policy constellations: 

Gender, class, and inequality tradeoffs in western countries re-examined. Social 

Politics: International Studies in Gender, State & Society, 20(1), 1-40. 

Sulton, C. & Townsey, R. (1981). A progress report on women in policing. Washington, 

D.C.: Police Foundation. 

Swaine, J., Laughland, O., Lartey, J., & McCarthy, C. (2016). The counted people killed 

by police in the U.S. The Guardian web page. https://www.theguardian.com/us-

news/ng-interactive/2015/jun/01/the-counted-police-killings-us-database 

Swan, A. A. (2016). Masculine, Feminine, or Androgynous: The Influence of Gender 

Identity on Job Satisfaction Among Female Police Officers. Women & Criminal 

Justice, 26(1), 1-19. 

Tanigoshi, H., Kontos, A. P. & Remley, T. P., Jr. (2008). The effectiveness of individual 

wellness counseling on the wellness of law enforcement officers. Journal of 

Counseling and Development, 86(1), 64-65. 

Taylor, S. D., Charlton, J. P. & Ranyard, R. (2012). Ethnic and gender differences in the 

labor market perceptions of post-higher education job seekers: ‘Double jeopardy’ 

or ‘ethnic prominence’? Journal of Occupational and Organizational Psychology, 

85, 353-369. 



173 

 

Teddlie, C. & Tashakkori, A. (2009). Foundations of mixed methods research: 

Integrating quantitative and qualitative approaches in the social and behavioral 

sciences. Thousand Oaks, CA: SAGE Publications, Inc. 

Texeira, M. T. (August 2002). “Who protects and serves me”? A case study of sexual 

harassment of African American women in one U.S. law enforcement agency. 

Gender & Society, 16(4), 524-545. 

Todak, N. (2017). “The decision to become a police officer in a legitimacy crisis,” 

Women and Criminal Justice. 27(4), 250-270. 

Todak, N., Huff, J., & James, L. (2018). Investigating perceptions of race and ethnic 

diversity among prospective police officers. Police Practice and Research, 1-5. 

Tyler, T. R. (2005). Policing in black and white: Ethnic group differences in trust and 

confidence in the police. Police Qurterly, 8(3), 322-342. 

Doi.org/10.1177/1098611104271105. 

U.S. Department of Justice. (2001, June). Bureau of Justice Assistance Bulletin. 

Washington: Office of Justice Program. Retrieved December 4, 2013 

U.S. Department of Justice. (2015). Investigation of the Ferguson Police Department. 

Retrieved from 

http://www.justice.gov/sites/default/files/opa/pressreleases/attachments/2015/03/0

4/ferguson_police_department_report.pdf 

Ullman, J. C. 1966. Employee referrals: A prime tool for recruiting workers. Personnel, 

43, 30-35. 

Veenstra, G. (2013). The gendered nature of discriminatory experiences by race, class, 



174 

 

and sexuality: A comparison of intersectionality theory and the subordinate male 

target hypothesis. Sex Roles, 68(11-12), 646-659. 

Violanti, J. M., Fekedulegn, D., Hartley, T. A., Charles, L. E., Andrew, M. E., Ma, C. C., 

& Burchfield, C. M. (2016). Highly Rated and most Frequent Stressors among 

Police Officers: Gender Differences. American Journal of Criminal Justice, 1-18. 

Wadman, R. C. 2004. To Protect and to Serve: A History of Police in America. Upper 

Saddle River, N.J.: Prentice Hall. 

Waters, I., Hardy, N., Delgado, D. & Dahlmann, S. (2007). Ethnic minorities and the 

challenge of police recruitment. The Police Journal, 80, 191-216. 

Weaver. D. (March 2, 2014) NJ state police seeking more black female recruits. NBC 

Universal, Inc. http://www.nbcphiladelphia.com/news/local/NJ-Police-Seek-a-

More-Diverse-Force-248094441.html  

Weber, L. (1998). A conceptual framework for understanding race, class, gender, and 

sexuality. Psychology of Women Quarterly, 22(1), 13-32. 

Weichselbaum, S. & Thompson, C. (2014) What it’s like to be Black in the NYPD right 

now, The Marshall Project, Journal of Criminal Justice. Themarshallproject.org 

Weldon, S. L. (2006). The structure of intersectionality: A comparative politics of 

gender. Politics & Gender, 2(02), 235-248. 

Whetstone, T. S. & Wilson, D. G. (1999). Dilemmas confronting female police officer 

promotional candidates: Glass ceiling, disenfranchisement or satisfaction? 

International Journal of Police Science & Management, 2(2), 128-143. 

White, M.D., Cooper, J. A., Saunders, J. & Raganella, A.J. (July- August 2010) 



175 

 

Motivations for becoming a police officer: Re-assessing officer attitudes, and job 

satisfaction after six years on the street, Journal of Criminal Justice 38(4), 520-

530. https://doi.org10.1016/j.jcrimjus.2010.04.022 

Wilkinson, R. (2005) Testing the model of student retention: A case study, Journal of 

Hospitality & Tourism Education, 17:3, 46-51, DOI: 

10.1080/10963758.2005.10696833. 

http://dx.doi.org/10.1080/10963758.2005.10696833h 

Wilson, C. P., Wilson, S. A., & Gwann, M. (2016). Identifying barriers to diversity in law 

enforcement agencies. Journal of Ethnicity in Criminal Justice, (just-accepted), 

00-00. 

Wilson, C.P., Wilson, S.A., Luthar, H.K., & Bridges, M.R. (2013) “Recruiting for 

diversity in law enforcement: An evaluation of practices used by state and local 

agencies.” Journal of Ethnicity in Criminal Justice, 11(4), 238-255. 

https//doi.org.ezp.waldenulibrary.org//10.1080/15377938.2012.762755 

Wilson, F. T., & Henderson, H. (2014). The criminological cultivation of African 

American municipal police officers: Sambo or sellout. Race and Justice, 4(1), 45-

67. 

Wilson, J. M. (2011). Articulating the dynamic police staffing challenge: An examination 

of supply and demand. An International Journal of Police Staffing & 

Management, 35(2), 327-355. 

Wilson, J. M. & Grammich, C. A. (2009). Police recruitment and retention in the 

contemporary urban environment. 1-39. Santa Monica, CA, USA: RAND 



176 

 

Corporation. 

Winfree Jr, L. T., & DeJong, C. (2015). Police and the war on women: A gender-linked 

examination behind and in front of the blue curtain. Women & Criminal 

Justice, 25(1-2), 50-70. 

Wise, L. R. & Tschirhart, M. (2000, September/October). Examining empirical evidence 

on diversity effects: How useful is diversity research for public-sector managers. 

Public Administration Review, 60(5), 386-394. 

Wood, K. (2013). The leadership behaviors, beliefs, and practices of women who have 

navigated the law enforcement system from academy to police chief in 

California (Doctoral dissertation, UNIVERSITY OF LA VERNE). 

Wright, L.L. (2015) Practical and theoretical implications of successfully doing 

difference in organizations, by Donnalyn Pompper. Journalism & Mass 

Communication Educator. 70:2, pp 197-199. DOI: 10.1177/1077695815572192 

Wyatt-Nichol, H., & Antwi-Boasiako, K. (2012, Winter). Diversity management: 

Development, practices, and perceptions among state and local government 

agencies. Public Personnel Management, 41, 749-772. 

Yeoman, R. (2014). Meaningful Work and Workplace Democracy: A Philosophy of Work 

and a Politics of Meaningfulness. Springer. 

Yeomans, C. (2017, August 30). Officials: Gwinnett has 147 police officer, deputy 

vacancies. (C. Yeomans, Ed.) Retrieved September 25, 2017, from Gwinnett 

Daily Post: curt.yeomans@gwinnettdailypost.com. 

Yu, H. H. (2014). An examination of women in federal law enforcement: an exploratory 



177 

 

analysis of the challenges they face in the work environment. Feminist 

criminology, 10(3), 259-278. 

Zhao, J. & Lovrich, N. (1998). Determinants of minority employment in American 

municipal police agencies: The representation of African American officers. 

Journal of Criminal Justice, 26(4), 267-277. 

Zimmer, L. (1988) Tokenism and women in the workplace: The limits of gender-neutral 

theory. Sociology Problems 35:1: 64-67. 



178 

 

Appendix A: Interview Questions 

Interview Protocol 

Date: _________________ 

Location__________________________________________________________ 

Name of Interviewer ________________________________________________ 

Name of Interviewee________________________________________________ 

Interview Number – 

1. Did the reputation of the agency’s treatment of minorities influence why you 

chose to enter law enforcement? 

2. Did the reputation of how the agency treated females influence why you chose 

to enter law enforcement? 

3. What method of recruitment influenced your decision to apply? 

4. Did the length of time for the application process have any effect on your 

decision to apply? 

5. Did your perception of police have any impact on your decision to apply to 

law enforcement? 

6. Would your experience with the police have any impact on a decision to leave 

the agency? Why or Why not? 

7. What challenges did you face during recruitment?  

8. What challenges did you experience during training? 

9. What factors influenced why you joined law enforcement (see 21 factors list)? 

10. What factors would influence your decision to consider leaving law 

enforcement? 
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11. What organizational barriers do you perceive exist within law enforcement 

toward recruitment and retention of minority female officers? 

12. Do you perceive that discrimination exists towards minority female officers? 

Why or Why not? 

13. Do you perceive that competition exists among agencies attempting to recruit 

minority female officers? Why or why not? 

14. Do you perceive that competition exists among agencies to retain minority 

female officers? Why or why not? 

15. What obstacles have you faced regarding other people’s perception of 

minority female officers? 

16. What do you believe are the obstacles regarding retention of minority female 

officers? 

17. Of the obstacles you listed, how many have you personally experienced? 

18 What do you think would prevent minority female officers from applying to 

law enforcement? 

19. What do you think would prevent minority female officers from remaining in 

law enforcement? 
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INTERVIEW DEMOGRAPHIC QUESTIONS 

 

Contact Information 

 

 

Name: _________________________________________  Date: _____________ 

 

 

Email: ________________________________________ Phone: ___________________ 

 

Please answer the following questions about yourself. 

 

In what year were you born? 19___ 

 

1. What is your race/ethnicity? 

a. White/Caucasian 

b. Hispanic/Latina 

c. African American 

d. Asian-Pacific Islander 

e. Native American 

f. Other: _________________ 

 

2. What is your highest level of education: 

a. High school diploma or equivalent 

b. Some college 

c. Bachelor’s degree 

d. Master’s degree 

e. JD/Professional degree 

f. Doctorate degree 

 

3. What is your marital status? 

a.  Single, never married 

b. In a relationship, never married 

c. Married/Civil union 

d. Separated 

e. Divorced 

f. Widowed 

 

4. Do you have children? 

a. Yes     If so, how many children do you have? 

________ 

b. No 
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Occupational Information 

 

1. Are you an actively licensed minority female law enforcement officer OR 

graduate of a federal law enforcement academy?   

 

_____Yes  ______No 

 

 

2. By which law enforcement agency are you employed?  

 

_______________________________________________________  

 

 

3. How long have you been employed as a police officer? _____________________ 
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The 21 factors would consider: 

1. Opportunity to help people 

2. Lack of other job opportunities 

3. Enforce laws of society 

4. Good companionship with co-workers 

5. Professional prestige 

6. Excitement of the work 

7. Fight crime 

8. Job security 

9. Financial security (salary) 

10. Benefit package (medical/pension/leave) 

11. Early retirement 

12. Advancement opportunities 

13. Work on own a lot/have a lot of autonomy 

14. Job carries power and authority 

15. Friends/relatives are police officers 

16. Provide an essential service to community 

17. Job used as a stepping stone for a better career 

18. Structured like the military 

19. To increase minority representation 

20. To be a role model for minority females 

21. To be a role model for minorities 
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Appendix B: Informed Consent 

Study Title:   Perceived Barriers to Recruitment and Retention of Minority  

Females in Law Enforcement 

Researcher:  Lucy Lyles 

Email Address: XXXXXXXXXXX  

Telephone Number:  XXX.XXX.XXXX 

Research Supervisor: Dr. Frances Goldman 

Email Address: XXXXXXXXXXX 

 

You are invited to be part of a research study. The researcher is a doctoral learner at 

Walden University in the School of Public Policy and Administration. The information in 

this form is provided to help you decide if you want to participate. The form describes 

what you will do during the study and the risks and benefits of the study. 

 

WHAT IS THIS STUDY ABOUT? The researcher wants to find out how (and to what 

extent) barriers affect a law enforcement officer’s perception of recruitment and retention 

of minority female officers. 

 

WHY AM I BEING ASKED TO BE IN THE STUDY? You are invited to be in the study 

because you are: 

 

• At least 21 years of age, AND 

• A minority female law enforcement officer with 5 or less years of service; AND 

• Are an actively licensed minority female law enforcement officer or an honorably 

retired minority female law enforcement officer; OR 

• Are a minority female law enforcement officer as defined by the Annotated Code 

of Criminal Procedure; OR 

• Are a female graduate of a federal law enforcement academy. 

 

If you do not meet the description above, you are not able to be in the study. About 15 

responses is the minimum required for statistical purposes, but up to 250 officers will be 

asked to complete the survey for the study. 

 

CONFLICT OF INTEREST DISCLOSURE: The researcher is employed at the Maryland 

Transportation Authority Police but is not receiving funds to conduct this study. The 

researcher will not be paid for conducting the study.  

 

WHAT WILL HAPPEN DURING THIS STUDY? If you decide to be in this study, you 

will do the following:  

• You will be required to give personal information about yourself, such as name, 

age, race, years in law enforcement, marital status, agency, and email address;  

mailto:Frances.Goldman@mail.WaldenU.edu
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• You will be required to acknowledge your reading and understanding of this 

consent form prior to participating in any portion of the study; 

• You will complete a written survey which contains questions about your 

perception of various types of police recruitment,  

• The survey should take about 15 minutes to complete;  

• You may be asked to submit to an interview 45-60 minutes in duration.  

 

WILL BEING IN THIS STUDY HELP ME? Being in this study will not help you. 

Information from this study might help others in the future.  

 

ARE THERE RISKS TO ME IF I AM IN THIS STUDY? No study is completely risk 

free. However, we do not anticipate that you will be harmed or distressed during this 

study. Risks involved in this study may include frustration with the law enforcement 

organization and stress as a result of answering questions about your profession. Possible 

benefits include being able to voice your opinion about your law enforcement career. 

Participation is voluntary and completely up to you. If you decide not to participate, you 

may end the interview at any time without prejudice or jeopardy if you become 

uncomfortable.  

 

WILL I GET PAID? You will not receive any compensation from the researcher for 

being in the study.  

 

WHO WILL USE AND SHARE INFORMATION ABOUT MY BEING IN THIS 

STUDY? Any information you provide in this study that could identify you, such as your 

name, age, or other personal information will be kept confidential. The information 

gathered in this study will be private and maintained for five years. All identifying data 

will be guarded and remain private regardless of the status of this research. Your 

experiences will be audio-taped to accurately preserve your accounts and experiences.  

 

This study is completely confidential and voluntary. In any written reports or 

publications, no one will be able to identify you as no personal identifiers collected at any 

time while participating in the study will be revealed.  

 

The researcher will keep the information you provide in a password protected computer 

and/or a locked file cabinet at her personal residence and only the researcher, researcher’s 

supervisor, and dissertation committee will have access to the study data. Additionally, 

Walden University’s Institutional Review Board (IRB), the University Research Review 

(URR) Board, or its designees may review your research records. 

 

Even if you leave the study early, the researcher may still be able to use your data. Partial 

responses will still be utilized in the various statistical analysis as every answer is helpful 

in the study.  
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WHO CAN I TALK TO ABOUT THIS STUDY? You can ask questions about the study 

at any time. You can call the researcher at any time if you have any concerns or 

complaints. You should contact the researcher if you have questions about the study 

procedures, study costs (if any), study payment (if any), or if you get hurt or sick during 

the study.  

 

Walden University’s Institutional Review board (IRB) has been established to protect the 

rights and welfare of human research participants. Contact the Research Participant 

Advocate at 612- 312-1210, or irb@mail.waldenu.edu if you have questions or concerns 

about this research study. You may contact the IRB without giving us your name. We 

may need to reveal information you provide in order to follow up if you report a problem 

or concern. 

 

Walden University’s approval number for this study is 10-17-19-0335171 and it expires 

October 16, 2020.  

 

DO YOU WANT TO BE IN THIS STUDY? By clicking the link below you agree to the 

following statement:  

 

I have read this form, and I have been able to ask questions about this study. I 

voluntarily agree to be in this study. I agree to allow the use and sharing of my 

study related records as describe above.  

 

I have not given up any of my legal rights as a research participant. I will print a 

copy of this consent information for my records. 

 

 

Printed Name of Participant:   _________________________________ 

 

Date of consent:     __________________________________ 

 

Participant’s Signature:    __________________________________ 

 

Researcher’s Signature:    __________________________________ 

 

 

  

mailto:irb@mail.waldenu.edu
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Appendix C: Research Methodology Map 
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Appendix D: Letter to Law Enforcement Agencies 

Date 

 
Agency or Organization 

Address 

City, State Zip Code 

 

 

Dear Gatekeeper: 

 

My name is Lucy Lyles and I am a doctoral candidate at Walden University. I am 

conducting dissertation research on the perceived barriers to the recruitment and retention 

of minority females in law enforcement. There is a plethora of studies regarding barriers 

faced by minorities and barriers faced by females in law enforcement, but no study 

addresses the concept of the barriers faced by minority females in law enforcement.  

 

Your assistance in conducting this much needed research is important. If willing, I need 

for you to post the attached survey online to identify minority females in law enforcement 

who would like to participate in the study. The participants of this study will need to be 

21 years of age and a minority female with five or less years of service. The participant 

will have to be actively licensed in law enforcement as defined by the Annotated Code of 

Criminal Procedures or a female graduate of a federal law enforcement academy. 

Participants are free to choose whether or not to participate and can discontinue 

participation at any time. Information provided by the participants will be kept strictly 

confidential. 

 

Please feel free to contact me to discuss any questions you may have concerning this 

study and your role in posting the survey. I can be reached at XXXXXXXXXX or 

emailed at XXXXXXXXXX 

 

Sincerely, 

 

 

 

Lucy Lyles 

Doctoral Candidate 

Walden University 
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Appendix E: Informed Consent for Survey Questions 

Perceived Barriers to Minority Female Recruitment and Retention in Law Enforcement  

 

INFORMED CONSENT  

 

You are being invited to participate in a research study that I have developed as part of a 

Ph.D. program with Walden University. The information in this form is provided to help 

you decide if you want to participate. The form describes what you will do during the 

study and the risks and benefits of the study.  

 

You have been invited to participate in this study because you are at least 21 years of age 

and an actively licensed or retired minority female law enforcement officer with 5 or less 

years of service. Your experience in law enforcement can contribute to the understanding 

and knowledge of what perceived barriers affect recruitment and retention of minority 

females in law enforcement.  

 

The researcher is employed at the Maryland Transportation Authority Police but is not 

receiving funds to conduct this study. The researcher will not be paid to conduct the study 

nor is the study related to any of my job responsibilities, activities or programs of the 

organizations to which you may be affiliated.  

 

If you decide to be in this study, you will be required to acknowledge your reading and 

understanding of this consent form prior to participation in any portion of the study. You 

will be asked to answer 33 survey questions which are expected to take approximately 5 

minutes to complete. You will be asked to provide your name, age, sex, race, years in law 

enforcement and marital status. Your participation is confidential, and your information 

will be protected from disclosure. Your participation is completely voluntary and there is 

no compensation, financial or otherwise, for completing the survey. There is no more 

than minimal risk associated with this study, including minimal potential psychological 

risks from answering these questions.  

 

You may skip any questions you choose not to answer, however, incomplete surveys may 

not be useful in data collection. You may opt out of this survey at any time prior to 

submitting the survey. However, your responses will be utilized in the various statistical 

analysis and every answer is helpful in the study.  

 

By clicking the Done button at the end of this survey, you consent to participate in this 

study. Thank you for your valued participation. Your contribution will help law 

enforcement administrators to understand how perceived barriers may affect recruitment 

and retention of minority females.  

 

If you have any questions about the study, please contact the researcher at XXXXXXXX. 

If you have questions about your rights Walden University’s Institutional Review board 
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(IRB) has been established to protect the rights and welfare of human participants. 

Contact the Research Participant Advocate at 612-312-1210 or irb@mail.waldenu.edu if 

you have questions or concerns about this research study. You may contact the IRB 

without giving you name. We may need to reveal information you provide in order to 

follow up if you report a problem or concern. Walden University’s approval number for 

this study is 10-17-19-0335171 and it expires October 16, 2020 
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Survey Questions 

Please circle the number indicating the extent to which you agree or disagree that the 

following statements describe what it is like to work at a law enforcement agency. 

Coworkers will often commend me when I do good work 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

If I do not do well at something, everyone will notice 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Supervisors will often commend me when I do good work 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

I am worried about missing time with family (mother, father, sister, 

brother, children and extended family) due to the work schedule of being a 

police officer 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

I will have difficulty getting adequate childcare because of the work 

schedule of being a police officer 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Coworkers will ridicule me if I have to ask questions about how to do my 

job 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
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Supervisors will ridicule me if I have to ask questions about how to do my 

job 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Divorce or relationship problems are more likely because of my career 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

I will need to do the job differently because I am a female 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Policing will be more dangerous for me because I am female 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

Coworkers will joke or make offensive remarks about being a female 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

The danger of policing scares me 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

As a police officer, I will have difficulty dating, finding a significant other, 

or spending time with my current partner 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
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Co-workers and supervisors will exclude me from things because I am a 

female 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

My family (mother, father, sister, brother, children, and extended family) 

will not support my decision to be a police officer 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

I will have as much opportunity as my coworkers for receiving preferred 
assignments or promotion 
 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Coworkers will joke or make offensive remarks about being a minority 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

If I decided to have a child or another child, my career would make it more 

difficult 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

I believe that I can make good decisions about how to react to the 

situations that I will face 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

I will be expected to work well with women and children because I am a 

female 

 1    2  3  4  5  6  7  8  9   10 
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Strongly           Strongly 
Disagree           Agree 

 

I am afraid I will have trouble protecting other officers in dangerous 

situations 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

If a male police officer tries to protect me, I will not be offended 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Coworkers will joke about sex and these comments will bother me 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

I will be expected to work well with minorities because I am a minority 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

My spouse/partner/significant other will not support my decision to be a 

police officer 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

If I encounter someone physically bigger than I am, I do not know if I can 

subdue them 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
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I am worried about having to handle dangerous situations by myself 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

It will be difficult for me to do my job without being noticed by my male 

coworkers and supervisors 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

I believe I can be authoritative in situations that I may encounter 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

I will need to do the job differently because I am a minority 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
 

Supervisors will joke about sex and these comments will bother me 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Policing will be more dangerous for me because I am a minority 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 

 

Co-workers and supervisors will exclude me from things because I am a 

minority 

 1    2  3  4  5  6  7  8  9   10  

Strongly           Strongly 
Disagree           Agree 
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Appendix F: 39 Participant Survey Results 
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Polarization
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Polarizatio
n

Visability
Childcare &
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Significant

Other
Assimilatio

n
Safety

Strongly Disagree 27% 13% 19% 25% 13% 23%

Disagree 27% 14% 15% 20% 14% 24%

Neither Agree Nor Disagree 17% 20% 17% 19% 20% 13%

Agree 18% 38% 29% 18% 27% 20%

Strongly Agree 12% 16% 21% 18% 27% 20%

39 Participants

Strongly Disagree Disagree Neither Agree Nor Disagree Agree Strongly Agree
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Appendix G: 15 Participants Survey Results 
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Strongly Disagree 21% 10% 17% 20% 5% 10%

Disagree 34% 18% 17% 22% 21% 33%

Neither Agree Nor Disagree 18% 12% 15% 16% 13% 14%

Agree 16% 43% 37% 29% 34% 25%

Strongly Agree 10% 17% 15% 13% 27% 18%

15 Participants

Strongly Disagree Disagree Neither Agree Nor Disagree Agree Strongly Agree
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