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Abstract 

Although African American women have made progress in multiple fields and careers, 

they remain underrepresented in the field of law enforcement. There has been a lot of 

research about women in law enforcement, but there has been little research to show the 

impact of lack of sufficient childcare on the recruitment and retention of African 

American women in law enforcement. The purpose of this qualitative phenomenological 

study was to explore the lived experiences of African American female police applicants, 

recruits, and veteran officers and their perception of challenges and barriers in 

recruitment and retention when it comes to the lack of sufficient childcare. The research 

methodology for this study was qualitative using a phenomenology design.  Data was 

collected from African American females to understand women’s experiences using in-

dept interviews and a qualitative questionnaire. The research question concerned the 

participants concerns of factors contributing to the lack of sufficient childcare, the 

barriers they faced during the hiring process, the academy, and a veteran officer. The 

theoretical framework used to interpret the results was the theory of intersectionality.  A 

purposeful sample of six African American women was collected from applicants, 

recruits, and veteran officers from multiple agencies in the Eastern region. The data 

analysis consisted of coding and theming, followed by the results that were described in a 

narrative form.  The results obtained underscored the value of added support of childcare 

in helping with the recruitment and retention of African American female police officers.  

The results may contribute to positive social change by raising the awareness and 

creating policies and procedure that reflect awareness of female officers’ needs. 
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Chapter 1: Introduction to the Study 

Introduction 

Although many police departments across the nation have the mandate to hire 

without regard to gender, historically, the role of women in policing has reflected far less 

equity relative to their male counterparts (Gossett, 2019; Kurtz & Upton, 2018; Rabe-

Hemp, 2017). The purpose of this qualitative phenomenological study was to explore the 

lived experiences of African American female police applicants, recruits, and veteran 

officers and their perception of challenges and barriers in recruitment and retention when 

it comes to the lack of sufficient childcare. The methodology for this qualitative study 

was a phenomenological approach according to Alhazmi (Alhazmi & Kaufmann, 2022). 

This approach was used to explore the experiences of African American officers and the 

lack of sufficient childcare, and to understand the social and lived experiences of the 

officers involved with the phenomenon. A complete examination of the impact of the 

lack of sufficient childcare in the recruitment and retention of African American officers 

occurred in this study. As a student works towards knowing the differences in theories, 

they gain a wider range to compare. Looking at theories for similarities and differences, 

also known as compare-contrast, requires students to identify important characteristics 

and then use these characteristics as the basis for identifying similarities and differences.   

One of the theories that was used to support this research study was the theory of 

intersectionality. An intersectional analysis can be a valuable tool for challenging how 

discrimination is perceived by society and at a legal level. It is primarily an analysis of 

the structures of power operating in context-specific situations. It serves the purpose of 
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making visible experiences of discrimination that would otherwise be lost within a single-

grounds analysis (Council of Europe, 2020). Intersectionality shows us that social 

identities work on multiple levels, resulting in unique experiences, opportunities, and 

barriers for each person. The point of this study was to better understand why police 

departments are struggling to hire and retain women and other minorities. It was found 

that women face increasing challenges in the field of law enforcement, especially women 

from minority groups (Cromwell, 2023; Rief & Clinkinbeard, 2020; Todak et al., 2022). 

These challenges can be exacerbated by the long hiring process, which can push those 

who have an immediate need for a job out of the running (Gibbs, 2020). These barriers 

can be more difficult for parents, as policing is a very demanding job that often involves 

shift work that can require the utilization of daycare (Lyles, 2020). Providing quality 

childcare would be not only a powerful recruiting tool, but also a critical benefit for 

existing employees and would enable officers to work various shifts or overtime, 

allowing all personnel to stay on the job during school closures (Lyles, 2020). The theory 

of intersectionality also supported this research as it will allow others to understand the 

perceptions and lived experiences of African American female police officers and how 

the lack of sufficient childcare impacts recruitment and retention in law enforcement. 

Intersectionality merges many identity markers, including race, class, gender, sexual 

orientation, age, ethnicity, religion, disability, and more, to create a more truthful and 

complex identity. 

The lack of sufficient childcare in recruitment and retention creates a gap in the 

understanding of law enforcement officers' subjective experiences in trying to find 
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sufficient childcare and creates narratives concerning the insufficiency of sufficient 

childcare. To fix this information gap, a qualitative study was the correct choice of 

research, offering a comprehensive study and understanding of the importance, lived 

experiences, and practices associated with childcare resources within law enforcement 

organizations (Brooks & Greenberg, 2022). Through this research, I aimed to show the 

impact of the lack of childcare, and I used extensive data through interviews, with a focus 

on the experiences and perceptions of law enforcement officers concerning the lack of 

sufficient childcare resources. The study examined the impact of not having the necessary 

resources available in terms of officers’ well-being, retention, recruitment, and job 

performance. Through in-depth interviews, I addressed the known deficit and sought to 

provide invaluable information that can help to construct the development and 

enhancement of childcare resources within law enforcement, developing the overall well-

being and efficacy of law enforcement personnel.  

Background 

Women have faced barriers in law enforcement in some form due to their gender. 

The focus on women in policing and focusing on African American women leaves a lot 

of discussion to break barriers and the stigma. In the African American community, 

especially in the inner city, the police are frowned upon and perceived as the enemy as 

opposed to a guardian. A lot of African American young women are single parents 

(Coombes, 2020). The attraction to recruit those in the community where they live will be 

met with resistance. For officers, knowing that their children are safe while they put their 

life on the line is one less stress they have and makes this job more attractive. It is 
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important for women to recognize the small victories in law enforcement. It is more 

important for the executive commands and departments to ensure that as they make new 

policies and request the contemporary style of policing that women bring to the force. 

Increasing the attractiveness of the job to minority women will also increase the 

need for education to further their careers (Elsesser, 2019). Given that there is little to no 

research on this study, more research is needed. Women bring an invaluable aspect to 

policing. The qualities women embrace in law enforcement are the empathetic side that 

the communities they serve need to see. As this study focused on African American 

women, it also showed how resilient they are in their homes and the communities they 

serve. Women are less likely to use excessive force and are likely to use more of their 

critical thinking skills. 

Problem Statement 

The challenge of working at a demanding job like policing while parenting makes 

childcare support not only a powerful recruiting tool, but also a critical benefit for 

existing employees, enabling officers to work various shifts or overtime, and allowing all 

personnel to stay on the job during school closures (Lyles, 2020). The level and the 

number of women in policing are very low and seem to be decreasing as time goes on 

(Moss, 2023). In a male-dominated workforce like policing, there is a need for women 

and what they bring to the profession. Women face increasing challenges in the field of 

law enforcement—especially women from minority groups. The reason why minorities 

drop out of the hiring process is that it is a long process, and they may not be willing to 

wait, due to the immediate need for the job (Gibbs, 2020).  
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To create a more balanced workforce in policing, studies have shown that women 

bring a unique and valuable professional quality to law enforcement that the community 

needs (Fritsvold, 2023). Women officers are less likely to use excessive force, women 

officers are skilled at addressing violence against women and sex crimes, and women 

officers can help improve police–community relations (Fritsvold, 2023). Looking at 

multiple agencies throughout the Maryland, District of Columbia, and Virginia (DMV) 

area, the need for minority female officers is evident. Baltimore Police Recruitment is 

redoubling its efforts to recruit more women by targeting them through its concierge 

agents, who maintain contact with candidates, answer questions, and follow up on their 

progress at regular intervals (Baltimore Police Department, 2023). The demographics are 

40% African American, with 16% being female. In 2021, the department hired 184 

applicants, with 31 being female (Baltimore Police Department, 2023). The Metropolitan 

Police Department has 3,400 sworn members, and nearly one in four of all sworn officers 

is a woman (Metropolitan Police Department of the District of Columbia, 2023). The 

need to recruit and retain minority female police officers remains dire. When a woman 

decides to take a job in policing, she may look for an administrative job to make it easy to 

find childcare, instead of working the swing shift, which makes it difficult due to lack of 

childcare. 

Purpose of the Study 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 
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to the lack of sufficient childcare. Women currently make up 12% of police officers 

nationwide. There are even fewer women, currently only 3%, in leadership positions 

within police agencies (Moss, 2023). Law enforcement is a paramilitary profession. It 

involves shift work, working weekends and holidays, callouts, and overtime. The 

schedule can be unforgiving if a female officer leaves patrol (and, therefore, leaves shift 

work) to take an administrative assignment because the work hours make it easier to care 

for her family and small children. Is she a less capable officer? These are the issues that 

were addressed and were researched. The phenomenon that was examined was the 

organizational recruitment and retention barriers that minority females have in obtaining 

employment in law enforcement. This study also focused on the organizational barriers 

that minority female officers face in having sufficient childcare during their work hours.  

The results of this study provided vital data regarding barriers in minority women 

recruiting and retaining in law enforcement. The results of this study also helped to 

identify those barriers in childcare, and how law enforcement agencies can help with 

childcare to help and recruit and maintain minority female officers. Exploring the impact 

and experiences of childcare barriers, and reasons why minority females fail to be 

recruited and retained in law enforcement agencies, might introduce answers on how to 

correct the issues and bring more minority female officers into the field of law 

enforcement, which is an underrepresented group that is needed. 

All police agencies should represent and mirror the communities in which they 

serve. Police executives need to ensure that they understand the organizational barriers 

and lack of sufficient childcare that keep this demographic from rising. With the 



7 

 

identification of the barriers, the departments can then make the necessary changes and 

adopt new policies to include the changes needed to recruit and retain successfully to 

grow the agency. The research theory utilized intersectionality. Intersectionality identifies 

multiple factors of advantage and disadvantage (Coombes, 2020). Using this research 

theory helped to identify the multiple ways that the inequality and disadvantages 

compound themselves to create barriers and obstacles that are not thought about in 

conventional ways for those who are not affected.  

Research Question 

RQ1: What factors do African American female applicants, recruits, and/or 

veteran police officers perceive as barriers in recruitment and retention due to the lack of 

sufficient childcare? 

Theoretical Framework 

The theory that was used to support this research study was the theory of 

intersectionality (Coaston, 2019). An intersectional analysis can be a valuable tool for 

challenging how discrimination is perceived by society and at a legal level (Collins & 

Bilge, 2016). It is primarily an analysis of the structures of power operating in context-

specific situations. It serves the purpose of making visible experiences of discrimination 

that would otherwise be lost within a single-grounds analysis (Council of Europe, 2020). 

Intersectionality shows that social identities work on multiple levels, resulting in unique 

experiences, opportunities, and barriers for each person. Intersectionality is an analytical 

framework for understanding how a person's various social and political identities 

combine to create different modes of discrimination and privilege. 
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Nature of the Study 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. The methodology for this qualitative study was a 

phenomenological approach according to Alhazmi (Alhazmi & Kaufmann, 2022). This 

approach was used to explore the experiences of African American officers and the lack 

of sufficient childcare, and to understand the social and lived experiences of the officers 

involved with the phenomenon. A complete examination of the impact of the lack of 

sufficient childcare in the recruitment and retention of African American officers 

occurred in this study. Data were collected from six African American female officers 

from various law enforcement agencies in the mid-Atlantic region. One officer in each 

category who had experienced the phenomenon developed a detailed description of what 

the impact was on them and how it affected them in the recruitment and retention of the 

job of law enforcement. I conducted interviews, which described the lived experiences of 

the female officers and the impact of the lack of sufficient childcare on law enforcement 

recruitment and retention.  

Definitions 

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

Childcare: “Formal care and supervision programs for a child in a free-standing 

building other than a home including churches, Head Start, nursery school, 
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prekindergarten, preschool, and childcare centers state-sponsored programs are included” 

(National Center for Education Statistics, 2012, p. 37). 

Recruitment: The method is 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 et al., 2013, p. 

159). 

African American: For the purpose of this study, the term African American 

female referred to those who self-identified as Black or African American females. 

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

enforce laws and apprehend those who break them (Sullivan et al., 2005). 

Organizational barriers: Racial and sexual discrimination, hostile work 

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

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

et al., 2013; J. M. Wilson, 2011), as well as a written exam, physical agility test, 

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

Intersectionality: Intersectionality is a metaphor for understanding the ways that 

multiple forms of inequality or disadvantage sometimes compound themselves and create 

obstacles that often are not understood among conventional ways of thinking (Crenshaw, 

2018). 
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Assumptions 

The phenomenological approach was used to gain the participant’s lived 

experience. The interview transcriptions and the field and observational notes collected 

during the interview were analyzed through NVivo 12 qualitative computer software. 

This was the software chosen to analyze data. NVivo 12 is a qualitative research tool 

used for the analysis of unstructured text, audio, video, and image data, including (but not 

limited to) interviews, focus groups, surveys, social media, and journal articles 

(Lumviero, 2023). Providing coding phrases, sentences and words that appeared to be 

meaningful were used to provide and describe the content received. The use of NVivo 12 

aided in the thematic analysis from different perspectives. Data saturation is the point in a 

research process where enough data has been collected to draw necessary conclusions, 

and any further data collection will not produce value-added insights (Webster, 2024). 

Scope and Delimitations 

The purposive sample of six African American female police officers was based 

on their lived experience and knowledge of the phenomenon in reference to the barriers 

to the retention and recruitment of the African American female police officers in law 

enforcement. Purposeful sampling is widely used in qualitative research for the 

identification and selection of information-rich cases related to the phenomenon of 

interest (Ben-Joseph, 2021).   Qualitative interviews are sometimes called intensive or in-

depth interviews. These interviews are considered semi structured because the researcher 

has a particular topic for the respondent, but questions are open-ended and may not be 

asked in the exact same way or order to each participant. 
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Limitations 

Researcher bias was a potential limitation of this qualitative phenomenological 

study. Therefore, understanding how my experiences could influence the research was 

essential to mitigating potential research biases. First, I am an African American female 

who has been in law enforcement for the past 27 years. Additionally, I was a single 

parent with a very young child while working. When I started my career, I needed 

childcare for my son, which was not always easy to secure with the variable schedule of a 

law enforcement official. I routinely had to rely on the support of family and friends to 

watch my son. For some time, I worked the midnight shift while my son slept.  

Since then, understanding the difficulty I have had in ensuring I had proper 

childcare, I have routinely tried to help other female officers secure their childcare 

options. As I am in a supervisory role, I have worked to support women on the force with 

childcare issues. To do this, we have at my police station an in-house childcare option for 

parents on the police force at my police agency.  

To reduce the risk of researcher bias, I reflected on and managed my level of 

objectivity throughout the data collection, analysis, and interpretation procedures. To 

ensure the highest level of objectivity as the researcher of this study, I kept a reflection 

journal to track my personal thoughts, opinions, and unbiased accounts of participants’ 

perceptions throughout the data collection process. I used the reflection journal to 

manage my biases. 
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Significance 

The significance of this study involved uncovering the sociological framework in 

the barriers and obstacles of African American women in policing and the lack of 

sufficient childcare. The significance of the study is that it provided new evidence-based 

research results on the impact of sufficient childcare on the recruitment and retention of 

African American female law enforcement officers. Because many of the positions in law 

enforcement require shift work, law enforcement will attract more women and single 

mothers (Coombes, 2020). Women currently make up 12% of police officers nationwide. 

There are even fewer women, currently only 3%, in leadership positions within police 

agencies (Moss, 2023). Law enforcement is a paramilitary profession. It involves shift 

work, working weekends and holidays, callouts, and overtime. The schedule can be 

unforgiving if a female officer leaves patrol (and, therefore, leaves shift work) to take an 

administrative assignment because the work hours make it easier to care for her family 

and small children. Is she a less capable officer? These are the issues that were addressed 

and were researched. The phenomenon that was examined was the organizational 

recruitment and retention barriers that minority females have in obtaining employment in 

law enforcement. This study also focused on the organizational barriers that minority 

female officers face in having sufficient childcare during their work hours. All police 

agencies should represent and mirror the communities in which they serve. Police 

executives need to ensure that they understand the organizational barriers and lack of 

sufficient childcare that keep this demographic from rising. With the identification of the 

barriers, the departments can then make the necessary changes and adopt new policies to 
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include the changes needed to recruit and retain successfully to grow the agency. The 

research theory utilized intersectionality. Intersectionality identifies multiple factors of 

advantage and disadvantage (Coombes, 2020). Using this research theory helped to 

identify the multiple ways that the inequality and disadvantages compound themselves to 

create barriers and obstacles that are not thought about in conventional ways for those 

they do not affect. Additionally, this study has implications for positive social change 

within law enforcement agencies. Seeing more African American females in law 

enforcement creates an accomplishment motivator for young African American females. 

Intersectionality is a lens through which one can see where power comes and collides, 

where it interlocks and intersects. Women currently make up 12% of police officers 

nationwide, with an even smaller representation, standing at just 3%, in leadership roles 

within police agencies (Smith, 2023). Finding childcare that can support a working parent 

on a swing shift is difficult and incredibly expensive (Herbst, 2022; Ruppanner et al., 

2021; Starheim, 2019). This study has implications for a great positive social change 

within law enforcement agencies around the country. Identifying the organizational 

barriers that African American female officers experience, law enforcement agencies 

could begin to develop in-house plans of childcare, which will improve the recruitment 

and retention of African American female police officers, which is still an 

underrepresented collective in law enforcement. 

Summary 

In 2021, women represented 13.1% of all sworn police officers in the United 

States. This was higher than in 2001, when women made up 12.7% of all police officers 
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but lower than the high of 14.3% in 1999 (Comedy & Dougherty, 2021). History 

demonstrates that women in policing have faced pervasive discrimination (T. Brown et 

al., 2020; Rabe-Hemp, 2017; Rossler et al., 2020). The problem for this study was the 

lack of sufficient childcare in the retention and recruitment of African American females 

in law enforcement. The purpose of this qualitative phenomenological study was to 

explore the lived experiences of African American female police applicants, recruits, and 

veteran officers and their perception of challenges and barriers in recruitment and 

retention when it comes to the lack of sufficient childcare. Therefore, the study design 

chosen was qualitative phenomenology using in-debt interviews to collect data. The 

significance of the study was to uncover the barriers and obstacles of African American 

women in law enforcement and the lack of sufficient childcare. To explore these issues, 

the theory that was used was intersectionality, which will contribute to the framework. 

In Chapter 1, I presented a summary of the study, including a cursory description 

of the problem, background, research question, purpose, and theoretical framework. 

Chapter 2 contains the literature review, which focuses on the theoretical framework, 

female representation in law enforcement, different studies that relate to the study, and 

the gaps that exist. 
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Chapter 2: Literature Review 

Introduction 

Since the 1960s, there has been a push for police departments to more accurately 

reflect on the communities that they serve. Despite this goal and the fact that women 

typically make up around 50% of the population, women only make up around 12% of 

full-time law enforcement, and only 3% of the police force are African American women 

(Duffin, 2020; Goodison, 2022). Studies have shown that women bring a unique and 

valuable professional quality to law enforcement that the community needs, and their 

lack of representation is a determinant of the potential effectiveness of the police 

(Fritsvold, 2023). In addition to visually better representing their communities, women 

officers have been found to be less likely to use excessive force, to be skilled at 

addressing violence against other women and sex crimes, and to help improve police–

community relations (Fritsvold, 2023). Yet, despite these benefits, departments still 

struggle to recruit and retain women within the police force. 

Studies have been conducted to better understand why police departments are 

struggling to hire and retain women and other minorities, and it was found that women 

face increasing challenges in the field of law enforcement, especially women from 

minority groups (Cromwell, 2023; Rief & Clinkinbeard, 2020; Todak et al., 2022). These 

challenges can be exacerbated by the long hiring process, which can push those who have 

an immediate need for a job out of the running (Gibbs, 2020). These barriers can be more 

difficult for parents, as policing is a very demanding job that often involves shift work 

that can require the utilization of daycare (Lyles, 2020). Providing quality childcare 
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would be not only a powerful recruiting tool, but also a critical benefit for existing 

employees and would enable officers to work various shifts or overtime, allowing all 

personnel to stay on the job during school closures (Lyles, 2020). Yet this is not a benefit 

that is often offered to law enforcement officers. 

Police executives need to ensure that they understand the organizational barriers 

that are preventing their departments from reaching their recruitment goals. As law 

enforcement involves shift work, working weekends and holidays, callouts, and overtime, 

it can be an unforgiving profession for a female officer without consistent child support 

and can put a strain on the familial relationships of the female officer (Ahmad & Islam, 

2019). These issues can cause a female officer to pass up a promotion, take a desk job, or 

leave the force entirely to better accommodate the needs of her family, which are 

antithetical to the recruitment and retention goals of the department (Todak et al., 2021). 

Through this qualitative study, I aimed to show that working parents can focus 

better on their work without the stress of having to deal with babysitting or worry that 

their children are not well cared for and to identify the organizational barriers that 

minority female officers face in having sufficient childcare during their work hours. By 

identifying barriers to recruiting and retaining minority women, police agencies will be 

able to adjust their policies so that they can better support their applicants, as well as new 

and veteran officers. This research was guided by the following question:  

RQ1: What factors do African American female applicants, recruits, and/or 

veteran law enforcement officers perceive as barriers in recruitment and retention 

due to the lack of sufficient childcare? 
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By centering the interviews around these questions, I sought to provide valuable data 

regarding barriers to minority women recruiting and retention in law enforcement, help to 

identify those barriers in childcare, and address how law enforcement agencies can help 

with childcare to help and recruit and maintain minority female officers. 

This chapter will review the current literature to better center this current study 

within the broader scope of research on diversity within law enforcement. The strategies 

that were used to source relevant studies will be reviewed. Then, the theoretical 

foundation that was utilized as the base for this study will be discussed in more depth, as 

well as how it was utilized within this study. Next, the relevant literature that was sourced 

for this study will be discussed in depth. These studies have been grouped into four 

sections to review studies that address experiences of police officers framed through 

gender, experiences of police officers framed through race, studies that look at the 

intersectionality of gender and race in regard to police officers, and finally, studies that 

discuss the need for diversity in the police force and what has been done previously to 

resolve the issue of a lack of diversity within the police department. Finally, the results of 

this research and the chapter will be summarized, and conclusions will be drawn. 

Literature Search Strategy 

The literature reviewed within this chapter was found by searching the following 

academic search engines: Sage Journals, Academic Search Premiere (EBSCO), History 

Reference Center (EBSCO), Military and Government Collection (EBSCO), Newspaper 

Source (EBSCO), Ethnic NewsWatch (ProQuest), Google Scholar, and JSTOR. Search 

terms utilized to source the following articles included officer, daycare, police officer, 
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childcare, law enforcement, law enforcement officers, child, challenges, African 

American female, African American woman, shift, male dominant, interview, family 

member, overlook, question, veteran, understanding, infatuated, retain, and minority. 

From these search terms, relevant articles were sourced by considering those that dealt 

with the experiences of minority police officers, either focused on the experiences of 

women in the police force, experiences of racial minorities, or both, as well as articles 

that reviewed attempts to recruit and retain these minority groups. Of those articles that 

were deemed relevant, 92.31% were from 2018–2023 and 7.69% were from 2017 or 

earlier, with the oldest reference being from 2000. 

Theoretical Foundation 

This study used intersectionality as the theoretical foundation. Intersectionality is 

the tool by which relationships of power and social experiences can be studied (Bilge & 

Collins, 2020). Intersectionality was first formally discussed in 1989 by Kimberlé 

Crenshaw in her essay “Demarginalizing the Intersection of Race and Sex: An African 

American Feminist Critique of Antidiscrimination Doctrine, Feminist Theory and 

Antiracist Policies” (Duran & Jones, 2020). The thesis outlined in this essay was that 

antidiscrimination laws regularly ignored the specific marginalization that African 

American women dealt with on a daily basis (Duran & Jones, 2020). This created a 

formal theory in which women were able to discuss their personal experiences of being 

African American and also the effects their experiences of navigating the world, and how 

their needs were often not met by either antiracist or feminist social moments (Bilge & 

Collins, 2020; Davidson & Rutherford, 2019). By considering how their whole identity as 
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African American women cause them to fall between the cracks of existing social 

movements, corrections can be made to both social movements to consider and make 

room for the experiences of diverse populations. This may help to strengthen these social 

movements and to create movements that better represent the population as it is. Since 

that time, intersectionality has been used as an analytical tool to grapple with social 

problems from a problem-solving angle (Bilge & Collins 2020).  

As a theory, intersectionality has been called the most significant intellectual 

contribution to gender studies in the world (Hancock, 2019). Yet some academics find 

intersectionality to be vague, particularly in the empirical application of the theory 

(Hancock, 2019). However, when utilized in qualitative studies to better understand the 

lived experiences of people who live in the cross-section of marginalized groups, it is 

very useful in its ability to help identify how different forms of oppression affect people 

and how specific individuals experience those barriers (Rutherford & Davidson, 2019). 

Since those origins, intersectionality has expanded to examine how the 

combination of multiple social categories affects the experience of both oppression and 

privilege for those who embody those categories (Rutherford & Davidson, 2019). As a 

framework, it is most often utilized by feminists to explore the intersection of gender 

with other marginalized groups in particular fields (Rutherford & Davidson, 2019). It is 

used as a logic for designing research that can create a perspective from which critique of 

the gaps in current policy is possible (Rutherford & Davidson, 2019). Intersectionality 

can compare many different areas of social division, including class, gender, gender 

identity, sexual orientation, religion, race, age, disability, and others (Brown, 2015). This 



20 

 

study addressed the intersection of gender and race within the field of law enforcement to 

better understand what supports are offered to women within the police force, what is 

offered to racial minorities, and what, if any, gaps this causes for African American 

women who are currently in or wish to enter the police force. This framing allowed for 

better identification of what police departments are still lacking when it comes to 

recruiting, supporting, and retaining African American women within law enforcement, 

which is why this theoretical foundation was selected. 

Literature Review Related to Key Concepts 

Increasing diversity has been a goal of upper-level law enforcement since the 

1960s, and because of that extensive time, there have been many studies on the 

experiences of minorities within the police department (Donohue, 2019; Gibbs, 2020; 

Hassell, 2020). This literature review will look at recent studies that have explored the 

various barriers faced by members of minority groups who are in, or are looking to enter, 

the police force. The relevant studies have been grouped into those that look at 

experiences within the police force as framed by gender, experiences framed by race, and 

the intersectionality of gender and race within the police force. Finally, as diversity has 

been a goal for many decades, studies that review why diversity is still needed and what 

has been done to try and achieve that diversity will be reviewed. These groupings will be 

further sorted into subcategories to better understand the full scope of the current 

research. 
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Experiences Framed by Gender 

It is understood that gender affects how people experience the world, and that is 

extended to the experience of being a female police officer. Police departments are 

heavily dominated by a masculine culture, which can mean that women have vastly 

different experiences than their male counterparts (Diaz & Nuño, 2021). Women still lack 

representation within the police department, particularly in higher level or elite positions. 

This lack of representation and the dominating male culture can create experiences within 

the workplace that can heighten the stress in an already highly stressful job. Women in 

the police force also have the added stress of being in a field that often does not align 

with the traditional societal expectations of women, which can cause friction within a 

family unit. This section will explore all of these areas, including the representation of 

women in police departments, the experiences of women in the workplace, and conflicts 

with societal expectations. 

Female Representation in Police Departments 

Despite efforts to increase representation within the police force, women are still 

underrepresented within the police department (Rief & Clinkinbeard, 2020). One study 

that surveyed 832 women and men in the police force to examine their perceptions of 

their positions found that while women may fit in with the job and within their agency, 

they were less likely to feel that they belonged within their workgroup (Rief & 

Clinkinbeard, 2020). This feeling seemed to be linked to the various subtle forms of 

discrimination that women experience within the workforce, but this can be exacerbated 

by the lack of other women within different departments (Cromwell, 2023; Rief & 
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Clinkinbeard, 2020; Todak et al., 2022). Particularly in elite units, there may only be one 

woman within the department, which can cause feelings of isolation and a higher need to 

try and fit in with the existing culture (Todak et al., 2022). This culture was shown in a 

study conducted by Cromwell (2023) to include the natural stress and danger involved in 

being a police officer, but also a culture that can lead to harassment from their male 

counterparts. This culture can be a large barrier to gender equality within police 

departments, but it can also prevent women from attempting to enter the force in the first 

place. 

While some studies have suggested that men and women have similar reasonings 

for joining the police force, data collected by Diaz and Nuño (2021) showed that women 

are less likely to be interested in policing as a career. While most people, whether men or 

women, report a desire to serve and protect as the most important reason for wanting to 

become a police officer, women rate this reason more highly (Clinkinbeard et al., 2021). 

However, women are more likely to want to enter the force because of a family legacy of 

policing as a career, meaning that those who do not have family ties to the police force 

are less likely to seek out a career within law enforcement (Clinkinbeard et al., 2021). For 

those who do want to enter law enforcement, there are other barriers that they must 

overcome in order to achieve that goal. 

Some of these barriers are on the organizational side of things, as recruitment 

strategies may not be as effective as they need to be, and the screening process can be too 

long and create barriers for those who may want to enter the field (Donohue, 2019). 

Some barriers can be personal, as the way that women view and approach obstacles has 
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been shown to be different from their male counterparts (Rossler et al., 2020). These 

barriers can cause an already narrow application field to become even smaller, further 

worsening the issue of representation of women within the field of law enforcement. For 

the women who do persist and make it past the application and interview process, they 

still face more barriers that can prevent their ability to rise within their field and can 

ultimately cause them to leave the field. 

Women who manage to enter the field of law enforcement take on an emotionally 

and physically demanding job, one that often requires long and inconsistent hours, yet 

female police officers still have a consistent gap in pay between themselves and their 

male coworkers (Luo et al., 2019). While this gap has not increased, it has also not 

decreased, and this difference in pay can mean the difference between remaining in the 

police force or leaving to seek more lucrative employment (Luo et al., 2019). This could 

be a contributing factor to the lack of representation within supervisory and management 

positions, as well as the systematic and sociopsychological barriers, such as the culture 

within the police force favoring masculinity (Shjarback & Todak, 2019). Women are 

often not viewed as being as strong as men, which can cause women in the police force to 

feel harassed by their male coworkers and yet also harassed by the general public for the 

negative associations that the profession of policing has gained over the years (Brown et 

al., 2019). These experiences make remaining in the police force very challenging for 

many women and can make recruitment and retention very difficult for many police 

departments. 
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The women who do stay in the police force are often those who fit in best with the 

current culture, but they are not the only women who would make good police officers 

(Brown et al., 2019; Clinkinbeard et al., 2021). As women often rate their desire to serve 

and protect most highly when asked why they would consider a career in law 

enforcement, they are highly equipped to perform this service position (Clinkinbeard et 

al., 2021). Yet because they do not always fit within the current culture of policing, they 

are unable to feel fully accepted within their workplace, leading to women feeling that 

they need to work twice as hard to earn the same respect as their male coworkers 

(Clinkinbeard & Rief, 2022). If this culture is going to adapt and change, it must first be 

fully understood so that women will be able to be fully integrated into the police force. 

Experiences in the Workplace 

Law enforcement is a very stressful career that can often lead to burnout for both 

men and women (McCarty et al., 2019). In a recent study that surveyed 89 police 

agencies across the United States, around 19% of all police officers surveyed were 

experiencing severe levels of emotional exhaustion (McCarty et al., 2019). This 

emotional exhaustion can result in an emotional distancing of the police officers from the 

public they serve and can cause more violence than is necessary (McCarty et al., 2019). 

When considering that women often face gendered barriers in their careers as 

policewomen and feel that they must work to earn the respect of their coworkers, it can 

lead to women ignoring a civilian’s civil rights in an attempt to impress their colleagues 

(Bishu & Headley, 2020; Clinkinbeard & Rief, 2022; McCarty et al., 2019). While there 

is a belief that more female officers should lead to lower rates of deadly force, at this 
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time, women are more likely to be associated with police-caused deaths (Deller & Deller, 

2019). This is because women are more likely to use coercive tactics to attempt to fit in 

with their coworkers, but it could also be a fear response caused by feeling excluded from 

the larger group (Deller & Deller, 2019; Lounsburry-Miller, 2019). 

Feeling excluded is a common experience for women in law enforcement, and 

when someone is placed in highly stressful environments, it would be more likely for 

them to respond to situations defensively if they feel they are not fully accepted within a 

protective group (Deller & Deller, 2019; Lounsburry-Miller, 2019). These experiences 

can lead to serious harm if not addressed, and legislative and administrative adjustments 

are not enough to make these experiences a thing of the past (Bishu & Headley, 2020). A 

larger cultural shift needs to happen in order for permanent, positive change to be made 

in the experiences of female police officers in a way that can help affect the experiences 

of the civilians being policed (Bishu & Headley, 2020). A large portion of that shift needs 

to be in how female officers are perceived by their coworkers. 

Women can face many barriers when working within a male-dominated space. 

Batton and Wright (2019) explored these barriers through the concept of patriarchy and 

found that both men and women perform gender in a way that is influenced by the culture 

that they are in. That includes the generalized police culture but also the wider western 

culture that they live in (Batton & Wright, 2019). All police officers bring expectations of 

gender to their position, which can lead to male police officers feeling that their 

masculinity is in jeopardy as more women enter the force, fearing that the police 

department will become more feminized (Brown & Silvestri, 2019). However, while 
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there is an expectation that focusing more on the ethic of care would cause law 

enforcement to become gentler or 'feminized,' Brown and Silvestri (2019) found that this 

has not been the case at this time. Yet the results of the Brown and Silvestri (2019) study 

do not mean that the perceptions of other police officers have changed. 

A study completed by Llamas et al. (2023) found that even women who achieve 

the rank of police chief face challenges, including communication issues, over-tasking, 

and introverted Ness. While achieving a higher rank could make these situations more of 

a barrier than they would have been, issues of overworking or being introverted are issues 

that likely existed before they were promoted to police chief (Llamas et al., 2023). 

Women also need to face other barriers as they work to become successful police 

officers, including a lack of mentorship and tokenism (McGinnis, 2019).  

These barriers can greatly slow down their ability to improve their skills and rise 

within the ranks of law enforcement (McGinnis, 2019). These barriers are widely 

recognized, and the most obvious way to correct these issues would be to provide 

specialized training and mentoring (McGinnis, 2019). Yet this support is often perceived 

as a reason that women are not qualified to become police officers, as opposed to the 

necessary support to mitigate inequitable barriers that women experience within law 

enforcement (McGinnis, 2019). These perceptions only add to the stressors that women 

experience within the police force. 

Police work causes unique and high-volume stressors (El Sayed et al., 2019). 

These stressors affect both men and women, but they can respond to these stressors 

differently, and women may experience some stressors that men do not (El Sayed et al., 
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2019; Ermasova et al., 2020). Financial stressors, witnessing a fatality, or having a poor 

relationship with a supervisor are stressors that can affect both men and women, but 

women may have additional stressors on top of these (Ermasova et al., 2020). A poor 

relationship with a supervisor can cause or worsen a police officer's chance of being 

promoted, which is already more difficult for a female officer, and failing to be promoted 

can worsen a financial situation that is already less than the salary of a male officer 

(Ermasova et al., 2020; Luo et al., 2019). These stressors can be even worse when they 

are experienced in a police department where a woman's position as an officer feels 

precarious (Chudnovsky & Millán, 2021).  

To observe this problem, Chudnovsky and Millán (2021) studied police 

departments in Mexico, which is an extremely violent country where positions are highly 

precarious. While this study took place in Mexico, there are many areas within the United 

States that are also highly violent, and with an expanded amount of scrutiny being turned 

towards the police, many may feel that their jobs are at risk, so the results of this study 

can be considered in relation to police in the United States (Chudnovsky & Millán, 2021). 

A fear of losing one’s job in conjunction with a lack of support that female officers must 

deal with can create an obstacle that can make continuing in the force impossible for 

many (Chudnovsky & Millán, 2021; McGinnis, 2019). In addition to these experiences 

and barriers that women face in their positions as police officers, they must also deal with 

the expectations that have been placed on them by society and how these expectations 

often clash with their positions, which can become an insurmountable obstacle. 
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Conflict With Societal Expectations 

Within western society, women are seen as caretakers and are expected to be 

gentle and caring, focused more on caring for their family than seeking growth in a 

career. For women who go into law enforcement, this can cause conflict within their 

families as the unpredictable nature of the shift work that police officers are required to 

attend can force them to choose between their family and their career (Ahmad & Islam, 

2019; Islam et al., 2020). Ahmad and Islam (2019) conducted a questionnaire-based 

survey of 345 working police officers and found that having an imbalance between work 

and family decreased job satisfaction. This dissatisfaction can be more intense for 

mothers, as society expects them to be more present in their children's lives than fathers 

are expected to be (Ahmad & Islam, 2019). In a similar study, it was shown that role 

segmentation helps to mediate the feelings of job dissatisfaction when a work-family 

imbalance happens (Islam et al., 2020). Having clear support and expected roles with a 

support structure can help with feeling satisfied and happy in their jobs, but not everyone 

has that support (Ahmad & Islam, 2019; Islam et al., 2020). 

Women are most often expected to assume more of the responsibility for domestic 

and childcare of the household (Ardener, 2020). This includes finding, dropping off, and 

picking up children from childcare, which can become very complicated when working a 

swing shift (Cromwell, 2023; Ardener, 2020). This difficulty can cause women on the 

police force to make difficult choices, including giving up a promotion in order to keep a 

more desirable shift or leaving the force entirely (Todak et al., 2021). When surveyed, 

only 42% of women patrol officers expressed a desire to promote, showing that there is 
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still a large struggle for the goal of getting a larger sample of women at higher levels of 

law enforcement (Todak et al., 2021).  

Policing is not a family-friendly career, and work-family conflicts are often 

reported as the main reason for women leaving the field (Jabeen et al., 2020). When 

women in law enforcement gather to discuss what could help improve the retention of 

female officers, they include flexible, family-friendly policies that include parental leave 

and non-rotating shift schedules, as well as improvement of antiharassment policies 

(Starheim, 2019). Unless these issues can be addressed, the family conflicts that arise 

from being unable to balance domestic and childcare expectations with the expectations 

of the job will continue to drive women away from the career of law enforcement. 

Barriers Caused by Race 

For many decades, there have been efforts to increase the racial diversity of the 

police department, particularly for neighborhoods that are themselves racially diverse. 

There is a belief that by having a police force that physically looks like those that they 

police, relations between civilians and the police will be less tense (Kochel, 2020). This 

prescription for healing relations between diverse civilians and the police does not 

consider the difficulties that officers of color face both within the force and outside of it 

(McCarty et al., 2019). The barriers that are caused by race can affect the interest of these 

minorities in joining the police force and can cause further issues in recruiting those who 

may be interested (Rigaux & Cunningham, 2020). Those who do join the force, 

particularly African American officers, are still exposed to racism from the citizens they 

serve as well as their fellow police officers, which can increase the stress that their jobs 
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cause and can cause issues of retention within the force (Prengler et al., 2022). For any 

visible minority, including Asian, African American, and Latino(a) officers, the 

experience of being a police officer is different than those who are not visible minorities 

(Gau et al., 2021; Gallardo, 2020 ; Yu, 2023). This section will review the experiences of 

having difficulties in recruiting a diverse police force, how minority officers experience 

racism, and the experience of being a visible minority. 

Difficulties in Recruiting 

There have been many efforts to understand why people choose to serve with the 

police so that law enforcement can improve their recruiting efforts to create the diversity 

that they want within the police force. A study by Gibbs (2019) that utilized open-ended 

questions about their motivations to apply to become a police officer found that many had 

a dream to become a police officer since they were children, and they wanted to make a 

difference within their communities. Others felt that becoming a police officer would be a 

good transition out of military service (Gibbs, 2019). This interest, however, is not 

always successfully tapped into. A study that looked at a medium-sized police 

department in western Canada found that the department was unable to generate interest 

from potential minority recruits (Rigaux & Cunningham, 2020). This is particularly 

problematic as interest is already lower amongst African American and African 

American students due to the social disapproval that can come from a career as a patrol 

officer within their communities (Rossler et al., 2019). These students often have little 

trust in the police due to previous experiences they may have had or seen with friends or 

family (Rossler et al., 2019). If those who are interested cannot be engaged in recruiting 
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efforts, departments will not be able to increase the diversity of their police force (Rigaux 

& Cunningham, 2020; Rossler et al., 2019). 

This lack of trust cannot be quickly or easily repaired, but studies have been 

conducted to better understand how this rift can be healed. At the community level, a 

study done by Pryce and Chenane (2021) that interviewed 77 African Americans in 

Durham, North Carolina, found that to increase trust. The police must treat African 

Americans equitably, invest in community policing, and provide general respect to the 

African Americans they serve (Pryce & Chenane, 2021). While there was a small group 

that felt relations between their community and the police could never be repaired, the 

majority believed that there was hope for better relations between citizens and the police 

(Pryce & Chenane, 2021). If the police hope to recruit from a more diverse population, it 

is important that the social disapproval of a career as a patrol officer that African 

Americans can experience be lessened or removed, or recruitment will continue to be a 

struggle (Pryce & Chenane, 2021; Rossler et al., 2019). 

Those who join the police force can still have trouble trusting their fellow police 

officers. In order to combat this experience, studies have been conducted to better 

understand how to integrate visible minorities into the police force. These studies show 

that police recruits are highly influenced by their superior officers, as well as the level of 

pride they have in their jobs (Miles-Johnson, 2019). If those superior officers lead by 

example and help to create an environment where everyone is on the same team, there 

will be less friction when increasing the number of visible minorities on the police force 

(Miles-Johnson, 2019). In addition to this, experiencing positive interactions while 
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interacting with different diverse groups can help build an officer’s sense of place within 

their community, which can help prevent burnout (McCarty et al., 2019). If these changes 

are enacted, police departments may be able to increase the effectiveness of their 

recruitment efforts successfully. 

Experiences of Racism 

There has been an historical and persisting belief that hiring more African 

American police officers is the best way to correct the tensions that exist between African 

American civilians and the police because they will act as a visible signal that things have 

changed, yet this belief does not consider the experiences of African American police 

officers within the department (Brunson & Gau, 2011; Preito-Hodge, 2023). Simply 

hiring African American officers cannot incite change if they are surrounded by a culture 

that demands conformity, which the often-toxic masculine culture of law enforcement 

regularly does (Stephens, 2023). A part of the desire to hire minorities includes the belief 

that they will be able to use their culture and linguistic skills to better communicate with 

the communities they serve (Leirvik, 2022). While officers who come from those 

communities do have those skills, they often encounter microaggressions from their 

fellow officers, ensuring that the police officer utilizing these skills feels othered by their 

coworkers for using them (Leirvik, 2022). This clear disapproval makes it difficult for 

those minority groups to utilize this specialized skill and often creates an environment 

where minority officers are slowly made to conform to the dominant culture (Leirvik, 

2022; Stephens, 2023). 
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Historically, police departments have been a source of toxic masculinity that can 

lead to discrimination, both outside and inside the police department (Stephens, 2023). 

When humans work within a group setting, it is natural to want to be accepted by that 

group, and minorities will adjust their personal characteristics in order to be more 

accepted (Linklater, 2022; Stephens, 2023). In a study completed by Linklater (2022) 

utilizing semi structured interviews of 20 police detectives, they posit that there are three 

core characteristics that are needed for police officers to feel included and accepted 

within their workplace, which included cultural congruence, competence, and the ability 

to be a team player. All three are needed for acceptance, and being highly competent 

cannot make up for a lack of cultural congruence, meaning that for minority police 

officers to feel accepted, they must adjust to match the existing culture of masculinity 

(Linklater, 2022; Stephens, 2023). 

Racism is a persistent issue within police departments. Even when minority 

officers bring unique and needed skills to their position, they often still experience both 

micro and macro aggression from their coworkers (Leirvik, 2022). This can make being a 

minority officer difficult, yet public administration is failing to have explicit 

conversations that could create the possibility of positive change (Blessett & Gaynor, 

2021). This avoidance has allowed the barriers that minorities face when trying to enter 

the field of law enforcement to remain and has allowed microaggressions to continue that 

force a continued hegemony within the police force, which is the opposite of the state 

goals of diversity (Blessett & Gaynor, 2021; Leirvik, 2022). If police administrations are 

not able to create a space for open and honest conversation in regard to the experiences of 
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their minority officers, they will be unable to make the changes necessary to attract a 

more diverse applicant pool and will never be able to achieve the goal of easing tensions 

between the citizens and the police, as the culture of the police will remain the same 

(Blessett & Gaynor, 2021). 

There are a number of barriers that minority applicants identify when considering 

a career in law enforcement, including low existing diversity, poor recruitment strategies, 

negative perceptions of law enforcement careers, and unfair or impartial treatment of 

minority officers (Hassell, 2020). The idea that a lack of existing diversity within the 

police department creates a barrier to potential incoming minority recruits creates a catch-

22 that can be difficult to overcome (Hassell, 2020). Yet this lack of diversity is 

reasonable when considering that minorities must consider the likelihood that they are 

going to experience microaggressions from their coworkers or other racially motivated 

slights (Hassell, 2020; Leirvik, 2022).  

A lack of diversity in a police department signal that there is likely a standard 

masculine culture within that department that will require any applicant to adjust their 

behavior if they want to be accepted (Hassell, 2020; Linklater, 2022). If they try to retain 

their own culture in an attempt to better help their community, they can be excluded from 

feeling accepted in their workplace, which can add stress to an already stressful position 

(Leirvik, 2022). In addition to this, many communities have negative associations with 

the police, meaning that potential applicants may need to face the disapproval of their 

peers in order to apply (Rossler et al., 2019). If they are to face this disapproval only to 

be met with rejection from their coworkers, many may feel that applying or remaining in 
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law enforcement is not worth it and choose a different career path (Leirvik, 2022; Rossler 

et al., 2019). 

Some of the most successful attempts at change within police departments have 

come from the actions of the employees and not from prescriptions from the 

administration (Prengler et al., 2022). The officers themselves are those who establish 

antiracism behavior and help enforce them at the organizational level (Prengler et al., 

2022). When these efforts have visible effects within the organization, they can help 

sustain and continue those efforts (Prengler et al., 2022). However, those who attempt 

these organizational changes regularly receive backlash and further racism for their 

efforts (Prengler et al., 2022). This concept of minority officers spearheading 

organizational change places the onus of change on the ones experiencing oppression, 

which can take away from the need for policing culture to change and places an unfair 

burden on those who are affected by racism (Prengler et al., 2022; Stephens, 2023). These 

experiences can spread further than just that person as those who are pushed out of law 

enforcement share their experiences with family and friends, further worsening the divide 

between communities and the police department (Rossler et al., 2019). If discussions are 

not had on how permanent, positive change can be enacted without forcing the effective 

minorities to spearhead that change, that divide between civilians and police will only 

grow, and recruiting a diverse police department will become more difficult (Blessett & 

Gaynor, 2021; Rossler et al., 2019). 
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Being a Visible Minority 

Being visibly different from the majority of other police officers is a unique 

experience that several studies have sought to explore, particularly in regard to African 

American men in the era of the African American Lives Matter movement. There have 

been several volatile protests regarding police actions when interacting with citizens of 

color, particularly African American citizens, across the United States (Kochel, 2020). 

All members of those police departments must report to those protests when told to, and 

this can put African American officers in a difficult position (Kochel, 2020). When 

studying how the personnel who responded to the Ferguson protests, it was found that 

African American officers experienced double marginality while working during the 

protests (Kochel, 2020). Their existence both as African American men as well as police 

officers put them in a position where they belonged to both and neither group, which can 

cause stress and confusion but is an experience that elicits a highly individualized 

response (Kochel, 2020; Preito-Hodge, 2023). Studies show that African American 

officers are often resilient to the effects of double marginality or may have a double 

consciousness that enables them to view the world through their racial experiences or 

their occupational expectations separately (Kochel, 2020; Preito-Hodge, 2023). 

This separation can help when dealing with highly racially charged situations, but 

it cannot help with the goal of improving police-community relationships strained by 

racial discrimination (Kochel, 2022). If African American officers experience race 

similarly to African American civilians, and yet they are able to turn that knowledge and 

experience off in order to cope with the demands of their positions, then no true change 
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can be accomplished (Preito-Hodge, 2023). It is an understandable response when one 

considers the social pressure that the existing police culture exerts on those who do not 

conform, and yet it makes relying on those affected by racism to be the agents of change 

even more unfair (Prengler et al., 2022; Stephens, 2023). When African American police 

officers are required to police Black Lives Matter protest, they must consider their safety, 

and in that situation, the public will not see them as another marginalized African 

American person but as a police officer whom they are hostile towards (Kochel, 2020). 

There is a possibility, if such officers do not feel accepted, that their fellow officers may 

view them as a potential part of the protest in ways that could lead to withholding 

protection and support in a dangerous situation (Kochel, 2020). Because of this 

possibility, it is in the best interest of African American officers to ensure that they are 

accepted by their fellow officers, which may mean disregarding their lived experiences as 

a African American person and leaning heavily into existing police culture (Kochel, 

2020; Preito-Hodge, 2023). 

While Black and African American men have been the focus of many studies in 

regard to being a racial minority within the police force, they are not the only 

marginalized group that has tried to make a space for themselves within law enforcement 

(Gallardo, 2020; Kochel, 2020; Preito-Hodge, 2023; Prengler et al., 2022; Stephens, 

2023; Yu, 2023). Asians and Latinx are other marginalized groups that police 

departments would like to increase their recruitment of, particularly in areas such as Los 

Angeles and other areas along the west coast where these communities have larger 

populations (Gallardo, 2020). These two groups each have their own experiences as 
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visible minorities in the police force that are valuable to review to better understand how 

race affects an officer's experience within law enforcement. 

The Asian American population has grown by 114% within the last 30 years (Yu, 

2023). Despite this jump in population, Asian Americans remain underrepresented in the 

police force and are least likely among all race/ethnic groups to be promoted (Yu; 

2020b). This under-representation is a concern for police departments that want to recruit 

populations that better represent the communities they serve, particularly as the Asian 

American population continues to grow (Peyton et al., 2022; Yu, 2023). When inquiring 

as to why recruitment for Asian Americans is so low, a number of themes came to light 

as potential reasons for disinterest in law enforcement as a career (Yu, 2023). Some of 

these reasons were cultural, including the belief that policing is not a respectable career 

choice and their parents' expectations for their careers (Yu, 2023).  

These may prove more difficult to change as they are embedded into the Asian 

American culture, but when coupled with personal reasons, including the perception of 

policing as a dangerous profession, perceived and actual poor pay, and the perception of 

law enforcement as a corrupt and racist organization, it becomes even more difficult to 

attempt to recruit new officers from this minority (Yu, 2023). For those few that are 

recruited, there are further perceptions that produce barriers specifically for Asian 

Americans, such as the idea that Asian Americans have passive personalities that are ill-

suited to being an effective officer, a perception that can result in Asian American 

Women experiencing more sexism and potentially sexual harassment than their White 

counterparts (Holder et al., 2000; Yu, 2023). This combination of cultural and personal 
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barriers, coupled with the racism that Asian Americans can experience within the force, 

creates an environment where increasing the diversity of the police force becomes almost 

impossible without serious change. 

Regarding Hispanic and Latinx police officers, very little research has been done 

exploring their experiences as minority law enforcement. The number of police officers 

who identify with this racial/ethnic group has been steadily rising across the nation, 

implying that there has been some success in recruiting this particular minority to the 

force (Gau et al., 2021). This rise in Hispanic and Latinx officers has increased the 

interest of researchers in understanding how this population experiences being on the 

police force and if their experiences of racism mirror that of others on the force (Gau et 

al., 2021). Studies seem to indicate that Hispanic and Latinx police officers experience 

race in a different way from other marginalized groups that have been studied previously 

(Gallardo, 2020; Gau et al., 2021). A study conducted by Gau et al. (2021) that surveyed 

a large municipal police department found that while Hispanic and Latinx police officers 

may feel higher levels of danger in their day-to-day experiences, they are less cynical in 

general than their coworkers. This may be because Hispanic and Latinx police officers 

experience racism differently than other minorities (Gallardo, 2020). When interviewed 

about race relations within the police department, Mexican American police officers of 

the Los Angeles Police Department were aware of racial tensions but were unsure or did 

not believe that they had experienced racism within the department (Gallardo, 2020). 

When describing the experiences of racism and discrimination that they have witnessed, 

these police officers would bring up incidents that generally involved African American 



40 

 

officers (Gallardo, 2020). Gallardo (2020) argues that this could be due to these officers 

being unfamiliar with modern racism or because they are comparing their experiences to 

the African American/White racial binary that is more common. However, it is important 

to weigh the experiences of the actual officers more heavily, and as Los Angeles has a 

high population of Hispanic and Latinx people, it is possible that they feel more accepted 

in their wider community, as there is still a general lack of inquiry into the experiences of 

minorities outside of African American/White experiences (Gallardo, 2020; Gau et al., 

2021). What it highlights is that there is still more to learn about the experiences of 

minorities within law enforcement to truly understand the experiences of these officers 

and what is needed to support and retain them in the police force.  

The Intersection of Gender and Race 

Until this point, this study has looked at gender and race as separate issues of 

minority within the police department, but for women who are also a part of a racial 

minority, these issues are very intertwined. Women of color face unique experiences and 

barriers as they attempt to make a career out of law enforcement (Yu, 2020). That is 

important to explore when attempting to create a more diverse and equitable police force 

(Gibbs, 2020). Women of color, and particularly African American women, have many 

different social and economic issues that can make entering law enforcement as a career 

particularly challenging (Michener & Brower, 2020; Yu, 2020). Those who are able to 

enter the police force are faced with workplace experiences that differ from both their 

White female counterparts as well as different from male racial minority officers, which 

can lead to a very isolating workplace experience (Cromartie, 2020; Michener & Brower, 
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2020). Those who continue eventually encounter barriers in seeking promotions that are 

similar to their White female coworkers but still unique and specific to how they 

experience race (Holder et al., 2000). This section will review these barriers in depth, 

including the difficulty that having an intersecting identity of gender and racial minority 

causes when trying to enter the field of law enforcement, how it shapes the experiences 

within the workplace, and how it affects their experiences of what is often known as the 

glass ceiling. 

Difficulty in Entering the Field of Law Enforcement 

Women of color inhabit a difficult space in which the field of law enforcement 

has historically been resistant to their entry both because of their gender and their race 

(Yu, 2023). While there are more recent drives to increase diversity within police 

departments, women of color are still at a disadvantage because of the intersectionality of 

their identities (Yu, 2023). In addition to these institutional barriers, women of color face 

other systematic barriers that make joining law enforcement more difficult. Economic 

inequality is highly racialized and gendered within the United States, where African 

American and Latina women are often in less desirable jobs and higher poverty rates 

(Michener & Brower, 2020). This higher likelihood of poverty can mean that financial 

burdens play a larger role for women of color when making decisions on employment 

(Linos & Riesch, 2019; Michener & Brower, 2020). The application process to become a 

police officer is often a long and complicated process that those who need regular income 

quickly may not have the luxury of going through that lengthy process, leading to 
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potential recruits leaving the process early in order to take another job (Linos & Riesch, 

2019). 

The family conflicts that were previously discussed in this chapter regarding 

work-family imbalance still apply to women of color, but the increased likelihood of 

poverty for this demographic can add even more stress to making career 

decisions (Michener & Brower, 2020; Todak et al., 2021). Currently, in the United States, 

there are nearly 11 million single-parent households, with 79.5% of those households 

being headed by single mothers. When women, in general, are expected to manage 

household and childcare responsibilities (Single Mother Statistics, 2021). Single-parent 

households are more likely to experience poverty, but more than one in three Hispanic, 

African American, and Native American households live in poverty (Single Mother 

Statistics, 2021). These experiences of poverty can make those who want to enter the 

police force need to weigh their dreams against the immediate needs of their families, and 

if supports are not put in place to support women living in poverty, who are much more 

likely to be women of color, these women will never be able to confidently join the 

career of law enforcement (Michener & Brower, 2020; Todak et al., 2021). 

Workplace Experiences 

For women of color who do join the police force, their experiences within the 

workplace are different from what White women experience and are also different from 

what men of color experience. Experiences of sexual or gendered harassment are a reality 

for many women in the workplace, yet there is evidence to suggest that women of color 

are exposed to such harassment more than their White female coworkers (Comrie & 
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Elkins, 2022; Holder et al., 2000). In addition to these experiences of gendered and 

sexual harassment, women of color are also exposed to racism in the same manner as 

their male counterparts, who don't typically experience sexual or gendered harassment 

(Holder et al., 2000). All minorities are more likely to perceive race-based discrimination 

than their White counterparts, yet only African American/African American, multiracial, 

and Hispanic/Latinx officers were more likely to report experiencing that conduct to their 

superiors (Yu, 2023). In addition to this, when comparing officers of color, African 

American/African American women were more likely to experience race-based 

discrimination than men of color (Yu, 2023). When trapped between discrimination for 

their gender as well as their race, African American women may feel the need to work 

even harder to be accepted by their coworkers in the dominant police culture or may 

choose to leave the force entirely (Deller & Deller, 2019; Yu, 2023; Holder et al., 2000). 

These experiences can be compounded with other societal and family-based barriers and 

will make retention of these minority groups very difficult. 

Different Experiences of the Glass Ceiling 

Not all women of color are pushed out of law enforcement based on their 

workplace experiences, but those who stay face further barriers when trying to move up 

the chain of command in their careers. The sexism and racism that have affected their 

careers previously continue to act as a barrier as these women attempt to achieve upper-

level leadership positions (Cromartie, 2020). Because of these barriers, women of color 

are still highly underrepresented in upper-level law enforcement positions (Cromartie, 

2020). This combination of racism and sexism creates a barrier to promotion that is very 
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different than that of White female officers (Yu, 2020a). Feelings of unfairness or being 

passed over for promotion can exacerbate feelings of dissatisfaction, particularly if they 

were seeking a promotion in part to gain a more family-friendly work schedule (Todak et 

al., 2021; Yu, 2020a). These barriers only serve to push more women of color out of law 

enforcement, creating an environment where retirement and retention are a problem at 

every level of the police department, showing that these barriers must be removed or 

lessened if the goal of higher diversity is to be achieved.  

Reasons and Attempts to Remove These Barriers 

There has been much talk about the need to increase the diversity within the 

police department, but much of that talk has been based on the theory that having visible 

minorities within the police will heal relationships between historically marginalized 

communities and the police who serve in those communities (Kochel, 2020; Malone 

Gonzalez et al., 2022; Rigaux & Cunningham, 2020). This belief from the administration 

does not help to motivate hiring personnel or the officers in non-diverse police 

departments who may be resistant to change, so it is important to understand the effects 

that creating a diverse police force actually has on the police department and the public 

(Bjørkelo et al., 2020; Brown & Silvestri, 2019). Once that effect is more clearly 

understood, it can be utilized to assess the effectiveness of the recruiting and retention 

efforts that have already been attempted and how the information on the effectiveness of 

a diverse police force can be utilized to motivate the improvement of those efforts 

(Fekjær & Alecu, 2021; Gibbs, 2020). This section will review the effects that diverse 

police departments have on the communities they serve, as well as what recruitment and 
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retention efforts have been implemented. This will help to contextualize the current state 

of law enforcement and what improvements still need to be made. 

Effects of Diverse Officers in Their Communities 

There are questions as to whether increasing the diversity of the police department 

creates any noticeable, positive change. With the force of the dominant toxic masculine 

culture of the current police force and the need to conform to feel accepted, there is 

understandable doubt as to whether spending the resources to recruit a more diverse 

population is an effective way to make changes to the police force (Stephens, 2023). Yet 

there is evidence that increasing diversity within police departments creates positive 

change. A study conducted by Choi et al. (2017) showed that as the ratio of women 

within the police force rises, there are more reports of sexual harassment or violence than 

were previously reported. This may seem negative at first glance, but it implies that 

women feel more confident reporting negative experiences when they are not one of, if 

not the only, women in their department (Choi et al., 2017). There is also the possibility 

that this increase in women helps those women to effectively shift the culture as they do 

not feel as pressured to conform to the existing culture as they would not be as in danger 

of being ostracized by all of their coworkers for failure to conform (Choi et al., 2017; 

Deller & Deller, 2019; Stephens, 2023). 

As things currently stand, women are more likely to be involved in a police 

shooting as they are driven to try and prove themselves within the current police culture, 

which is a dangerous situation for civilians (Deller & Deller, 2019). The study completed 

by Choi et al. (2017) suggests that this statistic could be lowered if the ratio of men to 
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women can be changed. A study completed by Chanin and Rojo-Mendoza (2019) 

supports this supposition as they found that the presence of female police officers 

correlated with lower levels of racially motivated stops. These results suggest that 

increasing the number of women within a police department can make positive changes 

within the culture of that department and actively make things safer for citizens, which is 

vital in the pursuit of healing the relationship between civilians and police officers 

(Chanin & Rojo-Mendoza, 2019; Choi et al., 2017). 

Some areas of the world have taken a different approach to creating all-women 

police departments, but these have had mixed results. Some have found that these all-

women police departments have been effective in preventing gender-based violence and 

empowering civilian women to remove themselves from domestic violence situations 

(Carrington et al., 2020). However, some found that these all-women police departments 

can formalize the idea that victims should reconcile with their abusers in certain cultures 

and can create further burdens on victims by increasing needed travel time to request help 

from these specialized police departments (JASSAL, 2020). These studies show that 

segregation is not an effective way to make lasting changes within police culture or 

effectively support citizens, yet they do show that there are further reasons for increasing 

women within the police force (Carrington et al., 2020; JASSAL, 2020).  

It is clear that women can benefit from being able to report domestic violence to 

other women (Carrington et al., 2020). By increasing the number of women in every 

police department, law enforcement may be able to better support vulnerable civilians in 

the same way successful all-women police departments have in the global south without 
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the negative effects that these segregated departments experience (Carrington et al., 2020; 

JASSAL, 2020). 

The relationship between police officers and civilians of minority groups is a 

large point of tension and has been for several decades. The suggested solution for this 

issue has been to simply diversify the police force by bringing in more racial minorities, 

but those officers still face barriers that make effecting lasting change difficult (Malone 

Gonzalez et al., 2022). Part of the issue is that there is a disconnect in how police and 

civilians define diversification, as police often want to ignore the history and power 

dynamic of policing (Malone Gonzalez et al., 2022). To better effect positive change, it is 

important for this disconnect to be corrected (Malone Gonzalez et al., 2022). If this can 

be corrected and more understanding can be had between civilians and police, it may 

alleviate some of the perceived social disapproval that minorities experience when 

considering entering the field of law enforcement (Malone Gonzalez et al., 2022; Rossler 

et al., 2019). However, increasing the diversity of police departments does influence the 

experiences of the civilians being served by the police. 

How civilians interact with the police is going to heavily impact how they feel 

about police and how they respond to those police during tense situations. Studies show 

that when compared to White officers, African American and Hispanic officers make 

fewer stops and arrests, and when they do, they use less force than their White coworkers 

(Ba et al., 2021; Headley & Wright, 2020). In addition to this, women also used less force 

than males, particularly when dealing with low-level offenses (Ba et al., 2021). 

Increasing diversity can further help lower levels of violence, as an increase in African 
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American officers has been shown to be associated with a decrease in police-involved 

shootings and deaths of African American civilians (Jetelina et al., 2020; Pyo, 2022). 

This decrease in shootings continues until African American officers make up 15% of the 

police force, at which point it levels out, showing that there is a large benefit in 

increasing the diversity of the police department (Pyo, 2022). 

These findings do not mean that increasing diversity is the only thing that is 

needed to fix the inequities within the police department. Simply having the perception of 

a minority presence within the police force has little effect on the perceptions of minority 

communities when it comes to criminal injustice (Wang et al., 2019). If diversification is 

not utilized as a way to make larger structural changes and instead is only used as a way 

to visibly motion towards the idea of diversity, it will not accomplish the expected 

outcomes within minority communities (Park, 2022). However, if diversification is 

utilized as a part of making larger systematic changes, it will create an environment 

where minority officers are empowered to utilize their cultural skills to better help the 

communities that they serve (Leirvik, 2022). Current potential recruits who are a part of 

minorities are still not being taken seriously by their peers or teachers in regard to their 

cultural knowledge, slowing down the possibility of being able to recruit new officers 

with these needed skills (Bjørkelo et al., 2020). If systematic changes are able to be made 

that can not only increase the number of diverse officers on the streets as well as increase 

the respect given for their specific cultural knowledge, police will be able to serve their 

communities in a safer, more effective way, but that requires that both police departments 



49 

 

and civilians understand how underrepresented minorities are in law enforcement so that 

steps can be made to correct this. 

While increasing the diversity of law enforcement has been a goal of police 

administration for several decades, the public is unclear on how close this goal is to being 

accomplished. In surveying the adult population of the United States, participants 

consistently and significantly overestimated the diversity of both their local and national 

police forces (Peyton et al., 2022). These citizens did want diverse police forces, as when 

corrected in these beliefs, their trust in the police went down, and they expressed interest 

in further hiring of minority groups (Peyton et al., 2022). Current police officers also 

expressed a desire to hire new officers from currently underrepresented groups, showing 

that the desire for change is there (Peyton et al., 2022). As the literature has shown that 

there are many positives to an increase in diversity within the police department, 

including a decrease in violence and officer-involved shootings, it gives further reasoning 

for why this belief that diversity ratios would be larger than they are (Ba et al., 2021; 

Headley & Wright, 2020; Jetelina et al., 2020; Peyton et al., 2022; Pyo, 2022). With this 

proof of success and the demand for results towards the decade-long goal of increasing 

the diversity of every police department, changes should be made to meet these 

expectations. 

This atmosphere of change is vitally important as tensions within this country 

could cause an increase in compassion fatigue (Papazoglou & Scholar, 2019). 

Compassion fatigue is very similar to burnout, but it can cause police officers to become 

uncaring in regard to the people they serve, leading to quicker use of violence against 
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citizens (Papazoglou & Scholar, 2019). Normally, compassion satisfaction, or the joy 

experienced from being able to successfully and compassionately help someone, is a 

mitigating factor against compassion fatigue, but compassion is not an endless resource 

(Papazoglou & Scholar, 2019). If officers are not supported and given a space to recover 

from the constant use of their compassion, they will slowly lose their ability to do so 

(Papazoglou & Scholar, 2019). This compassion fatigue was more prominent among 

minority officers, which is understandable as they are currently the main force behind 

enacting antiracist attitudes within their departments (Papazoglou & Scholar, 2019; 

Prengler et al., 2022). If minority officers are required to bear the brunt of the 

responsibility for changing the police culture, they will have little left over for civilians 

(Papazoglou & Scholar, 2019; Prengler et al., 2022). This compassion fatigue will only 

get worse if police departments are unable to recruit more diverse officers, showing that 

this issue is in need of immediate resolution.  

Recruiting Attempts 

Exploring the best way to recruit diverse populations into law enforcement is a 

vital part of increasing the diversity of the police department. While there is a belief that 

recruiting diverse applicants into law enforcement has never been more difficult, there 

are also those who believe that the issue is not a lack of applicants but a lack of 

understanding of how to tap into that market and how to remove barriers to application 

(Clinkinbeard et al., 2021; Durbin, 2020a). 

To be able to better tap into the diverse population that is interested in becoming 

police officers, it is important to understand why these groups are interested and what 
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stands in their way of achieving that goal. While some are interested in law enforcement 

as a way to continue a family legacy in the field, many more are interested in serving and 

protecting their communities (Clinkinbeard et al., 2021). As a study into the recruitment 

strategies utilized by the Washington State Patrol was found to be lacking in structure and 

focus and did not successfully target those they were hoping to recruit, this knowledge of 

the desire to make a difference within the community should be better utilized to draw in 

potential applicants (Clinkinbeard et al., 2021; Durbin, 2020a). It was also found that the 

lack of formalized and active community outreach or in-person recruitment programs 

reduced the number of applicants, showing a need for a positive police presence where 

potential recruits may be (Durbin, 2020a). Once recruiting departments are able to bring 

in a wider range of applicants, then they can focus on removing barriers for those 

applicants to ensure that they are able to make it all the way through the interview 

process without needing to withdraw or take on a different position. 

A large barrier in the current recruiting process is the administrative burden that 

exists in the current application process. The current system is complicated, and it often 

takes longer than two weeks for an applicant to reach the decision stage (Linos & Riesch, 

2019). When applicants are offered a simpler, standardized process, they are 60% more 

likely to complete more tests in a timely fashion and are more likely to be hired (Linos & 

Riesch, 2019). While there were some concerns about removing steps that allowed for a 

better understanding of the candidates and thus keeping unqualified candidates in the 

process for longer, those unqualified applicants were not hired, and if the alternative is to 

lose qualified candidates, then the more simplified process is more beneficial in the long 
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term (Linos & Riesch, 2019). When considering that women of color are more likely to 

live in poverty, and this is an important population to try and recruit, considerations must 

be made to ensure that they are able to complete the entirety of the application and 

interview process without needing to take another job to support their families (Michener 

& Brower, 2020). When this is considered, it is only equitable to ensure that the 

application and interview process is as simplified and straightforward as possible. 

Another barrier that minorities face is the social differences that they experience 

as minorities. While in school, some minorities interested in joining law enforcement are 

still not being taken seriously by other students, teachers, or leaders (Bjørkelo et al., 

2020). This can be a serious detriment to the potential pool of applicants and is even 

more of a reason there should be a positive community outreach or in-person recruitment 

program on college campuses to encourage minority students who may be interested in 

law enforcement and help to change the environment to one that is more accepting and 

respectful (Bjørkelo et al., 2020; Durbin, 2020a). In addition to this, whether students or 

not, women often experience concerns about being accepted or viewed as simply a token 

diversity hire and dismissed out of hand (Clinkinbeard et al., 2021; McGinnis, 2019). 

This fear can prevent interested prospects from applying and is another way in which 

community outreach could help alleviate those concerns (Clinkinbeard et al., 2021; 

Durbin, 2020a). By having visible and engaging community outreach, current officers 

will be able to make it clear that they are accepting and welcoming of both women and 

racial minorities within their police department (Durbin, 2020a). By being able to visibly 

dispel this concern, women and minorities will be able to apply with more confidence, 
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and the pool of qualified applicants will grow (Clinkinbeard et al., 2021; Durbin, 2020a). 

If these changes are made to the recruitment process, there will be many more diverse 

applicants to choose from, which will greatly help increase the diversity within law 

enforcement. 

Retention Attempts 

Once diverse applicants have begun the hiring process and eventually entered the 

field of policing, it is important for the department to be able to retain those individuals. 

Preventing attrition during the interview process is always a concern, with finding other 

employment and the length of the hiring process being one of the primary reasons that 

women and minority candidates withdraw from the process (Gibbs, 2020). However, 

even if this issue of lengthy application and interview process is corrected, there are still 

other issues of attrition. While the study conducted by Fekjær and Alecu (2021) follows 

attrition within the Norwegian police university college and the Norwegian police 

department, it highlights some important information that can be utilized within the 

United States. They found that students and police officers with non-western immigrant 

backgrounds were more likely to drop out of their education or leave the police force 

(Fekjær & Alecu, 2021). Because these were non-Western immigrants in a generally 

homogeneous country such as Norway, there is a strong possibility that these minorities 

were not provided the necessary support during their education or their service (Fekjær & 

Alecu, 2021). By most likely being visibly different from their peers, these individuals 

likely felt separated and excluded from their peers in a way that we have seen mirrored 

here in the United States (Fekjær & Alecu, 2021; Rief & Clinkinbeard, 2020). Therefore, 
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it is important to continue to check in with both candidates and new police recruits to 

ensure that they can successfully assimilate into the larger group. 

Family Conflicts 

Another retention issue is how working as a police officer often conflicts with the 

needs of a family. Being a police officer does not always come with a high salary, and 

this, along with the need to work rotating swing shifts, can create an unstable 

environment for a family (Starheim, 2019; Yu, 2023). A large portion of parents in the 

United States are single parents for various reasons, which means that most, if not all, of 

the childcare responsibilities fall to them (Single Mother Statistics, 2021).  

This requires these parents to find consistent and reliable childcare that can 

accommodate an unpredictable work shift, as is common in law enforcement, which can 

be very difficult to do (Ahmad & Islam, 2019). Childcare services are becoming 

increasingly expensive, to the point that the cost of quality childcare is prohibitive for 

many families (Herbst, 2022; Ruppanner et al., 2021). Women are most often expected to 

assume more of the responsibility for domestic and childcare of the household (Ardener, 

2020). This includes finding, dropping off, and picking up children from childcare, which 

can become very complicated when working a swing shift (Cromwell, 2023; Ardener, 

2020).  

Women with less education are more likely to need to take lower employment to 

meet childcare needs and remain in the workforce, which means that they are less likely 

to choose a career position but rather one that will better accommodate their child's 

schedule (Ruppanner et al., 2021). When added to the fact that women of color are more 
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likely to come from and live in poverty, this means that the lower wages, unpredictable 

schedule, and cost of childcare are going to disproportionately force women of color out 

of law enforcement (Michener & Brower, 2020). If police departments want to be able to 

retain the diverse recruits they hire, they must consider accommodation to ensure that 

these officers are able to have an effective work-life balance. 

Summary 

This chapter discussed the various barriers that women and minority officers 

experience while trying to enter and work in law enforcement. The current literature 

reviewed in this chapter was gathered from various scholarly databases and chosen for 

their relevance to those that deal with the experiences of minority police officers, either 

focused on the experiences of women in the police force, experiences of racial minorities, 

or both, as well as articles that review attempts to recruit and retain these minority 

groups. From that point, these articles are sorted by experiences within the police force as 

framed by gender, and race, and those studies that look at the intersectionality of gender 

and race within the police force. Studies that review why diversity is still needed and 

what has been done to try and achieve that diversity are also included. 

 The first section reviewed experiences within the police force as framed by 

gendered experiences. It establishes that women have different experiences than their 

male coworkers in that they often need to deal with sexual harassment and are often 

excluded from the workplace culture if they do not adhere to the currently existing 

masculine police culture (Bishu & Headley, 2020; Clinkinbeard & Rief, 2022; Holder et 

al., 2000). This desire to be accepted can lead women to utilize more violence than is 
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generally expected of them (Deller & Deller, 2019; McCarty et al., 2019). Women are 

also more likely to experience more stress as their salaries have been consistently below 

their male counterparts, and failing to integrate with their colleagues or having a poor 

relationship with their supervisor could cost them a chance at a promotion (Ermasova et 

al., 2020; Luo et al., 2019). Women also have societal expectations that can create 

friction within their families when shifting work schedules can force them to choose 

between familial expectations and their career, which has led many women to give up a 

promotion or take another job entirely to better accommodate their family's needs 

(Ahmad & Islam, 2019; Islam et al., 2020; Todak et al., 2021; Jabeen et al., 2020). These 

experiences help to highlight why women are still underrepresented in law enforcement 

(Rief & Clinkinbeard, 2020). 

 The second section reviewed experiences within the police force framed by race. 

It showed that there is a persistent issue in recruiting racial minorities due to a failure to 

tap into existing interest, as well as the social disapproval that can come from the 

communities of those considering a career in law enforcement (Rigaux & Cunningham, 

2020; Rossler et al., 2019). While that social disapproval is caused by distrust between 

communities and the police, there is a possibility for that relationship to be repaired with 

effort, including helping new minority recruits feel welcomed and ensuring that they feel 

accepted by their peers (Miles-Johnson, 2019; Pryce & Chenane, 2021). However, 

microaggressions that ostracize minority officers and force them to conform to the 

expected culture create a barrier to the goal of recruiting and retaining a more diverse 

police department (Leirvik, 2022; Stephens, 2023). This forces minority officers to have 
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a double consciousness in order to separate their experiences as a racial minority from 

their experiences as police officers (Kochel, 2020). This section also reviews articles that 

discussed other racial minorities that are not often studied and found that Asian 

Americans have many cultural reasons to avoid law enforcement as a career, and 

Hispanic and Latinx people experience racism in a very different way from African 

American/African American people (Gallardo, 2020; Gau et al., 2021; Yu, 2023). 

 The third section reviewed how the intersection of gender and race changed the 

experiences of police officers who inhabited that space. This section discussed how 

women of color are more likely to come from and live in poverty, which can force them 

to accept less-desirable jobs and can prevent them from being able to go through the 

entire lengthy hiring process for law enforcement (Linos & Riesch, 2019; Michener & 

Brower, 2020). Women of color were also more likely to experience sexual or gendered 

harassment than their White coworkers and more likely to experience racism than their 

male counterparts (Holder et al., 2000). The sexism and racism that these women 

experience make getting promoted even harder and can further push women of color out 

of the field (Cromartie, 2020; Yu, 2020a). 

 The last section reviewed the effects of increased diversity in police departments, 

as well as what efforts have been put into recruiting and retention and what adjustments 

need to be made. Studies showed that as the ratio of women or other minorities rises 

within police departments, officers feel more comfortable coming forward about 

mistreatment, which can help to address and prevent further discriminatory acts (Choi et 

al., 2017; Pyo, 2022). When ratios are high enough, it was also shown that violence 
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against civilians is lessened, and civilians also feel more comfortable coming to the 

police for help (Ba et al., 2021; Carrington et al., 2020; Headley & Wright, 2020). These 

findings help to establish why it is still important to continue the attempts to increase 

diversity within the police department. Having established that, this section moved to 

look at current recruitment and retention efforts. 

 Current recruiting efforts were found to be generally ineffective, as they did not 

tap into the typical reasons why women and minorities would want to join the police 

force, and there was no community presence to help assuage fears these populations may 

have about entering the police force (Clinkinbeard et al., 2021; Durbin, 2020a). The 

length of the application and interview process was also found to be a barrier, with a 

large portion of women who left in the middle of the hiring process stating finding 

another job or a too lengthy process was the reason (Gibbs, 2020; Linos & Riesch, 2019). 

These barriers to recruitment ultimately foreshadow issues that will arise in retention 

attempts, as the departments' failure to support diverse needs pushes women and 

minorities out of the force (Fekjær & Alecu, 2021; Gibbs, 2020; Herbst, 2022; Ruppanner 

et al., 2021). The unpredictable swing schedules, coupled with concerns of being 

accepted and daily stressors of law enforcement, combine to create a work environment 

that cannot support those that the administration purports to focus recruiting efforts 

on (Ahmad & Islam, 2019; Herbst, 2022; Michener & Brower, 2020; Ruppanner et al., 

2021). 

These studies reveal a gap in the literature involving the support of women of 

color who are mothers, particularly the support of African American women. The 
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literature showed that family concerns are a large barrier for women who wish to enter 

the field of law enforcement, and these concerns are heightened for women of color who 

are more likely to come from poverty (Starheim, 2019; Yu, 2023). Finding childcare that 

can support a working parent on a swing shift is difficult and incredibly 

expensive (Herbst, 2022; Ruppanner et al., 2021; Starheim, 2019). While there have been 

studies that have explored how friction within families affects police officers and the 

struggle that families experience in trying to find childcare, there are no current studies 

on how lack of childcare affects retention rates among African American women in law 

enforcement or how the police department providing quality childcare could help 

improve retention rates of this demographic.  

Chapter 3 will help to explore that question by applying the methodology that this 

current research will use to effectively explore how offering childcare support could 

improve retention rates of African American women. A phenomenological approach was 

utilized to explore the experiences of African American officers and the lack of sufficient 

childcare they may experience (Alhazmi &amp; Kaufmann, 2022). The data for this 

section was collected from six (6) African American female officers from each 

department who have experienced a lack of childcare via in-person interviews. 
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Chapter 3: Research Method 

Introduction 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. Women currently make up 12% of police officers 

nationwide, with an even smaller representation, standing at just 3%, in leadership roles 

within police agencies (Smith, 2023). Law enforcement, characterized as a paramilitary 

profession, demands shift work, weekend and holiday shifts, on-call duties, and overtime, 

creating a demanding schedule. This schedule can present challenges, particularly for 

female officers who transition from patrol duties, typically involving shift work, to 

administrative roles to better accommodate their family and childcare responsibilities. 

These are the issues that were explored in this study. Using a phenomenological approach 

enabled me to examine the phenomenon of this study, focusing on the organizational 

recruitment and retention barriers that African American women face in law enforcement. 

This phenomenological study also focused on the organizational barriers that minority 

female officers face in having sufficient childcare during their work hours. 

The results of this study provide vital data regarding barriers to minority women 

recruiting and retention in law enforcement. The results of this study also help to identify 

those barriers in childcare, and how law enforcement agencies can help with childcare to 

help and recruit and maintain minority female officers. By exploring the impact, 

experiences, and reasons why minority females fail to recruit and retain in law 
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enforcement agencies, I sought answers on how to correct the issues and bring more 

minority female officers into the field of law enforcement, which is right now an 

underrepresented group that is needed. 

This chapter provides a thorough discussion regarding the selected research 

design and the role of the researcher, along with a detailed description of the 

methodology, including procedures of participant selection, instrumentation, recruitment, 

participation, data collection, and data analysis. This will be followed by discussions 

regarding issues of trustworthiness (i.e., credibility, transferability, dependability, 

confirmability, ethical considerations), and a summary of this chapter. 

Research Design and Rationale 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. The research methodology was qualitative in nature. 

Qualitative methods allow researchers to fully explore the issues under study (Merriam & 

Tisdell, 2016). The qualitative research approach allows the researcher to conduct an 

exploratory paradigm of inquiry (Merriam & Tisdell, 2016; Mey, 2023), which was 

aligned with the purpose of this qualitative study. Furthermore, when using a qualitative 

methodology, the researcher focuses on the individual realities and experiences of the 

participants, enabling the researcher to describe or explore a general phenomenon (Mey, 

2023). As such, a qualitative methodology was the best fit for this research, as it allowed 

me to explore the experiences of African American officers and the lack of sufficient 
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childcare and to understand the social and lived experiences of the officers involved with 

the phenomenon. 

The phenomenological approach was used as this study’s research design. A 

complete examination of the impact of the lack of sufficient childcare in the recruitment 

and retention of African American officers occurred in this study. A phenomenological 

design is appropriate for research that aims to examine a phenomenon through the lived 

experiences of participants (Käufer & Chemero, 2021; Merriam & Tisdell, 2016), which 

was aligned with the purpose of this qualitative study. With the phenomenological 

approach, I was able to explore the lived experiences of African American female police 

applicants, recruits, and veteran officers, examining challenges and barriers in their 

recruitment and retention when it comes to the lack of sufficient childcare in U.S. law 

enforcement agencies. The phenomenon of focus in the study was also complex from its 

context, given that lack of sufficient childcare in law enforcement can be understood only 

with consideration of the situations in which those challenges and barriers have been 

experienced. Overall, the research objective for this study aligned with the in-depth, 

exploratory nature of the phenomenological design. 

I considered other qualitative research designs for this study. For one, I did not 

select a grounded theory design because the purpose of a grounded theory design is to 

develop a new theory (Merriam & Tisdell, 2016). This design was not aligned with the 

current study’s purpose. A narrative design was also considered for this study. However, 

a narrative design was inappropriate for this study, as it would have involved the use of 

unstructured storytelling to collect data on a phenomenon. This approach would not have 
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allowed me to obtain an in-depth understanding of the lived experiences of the 

participants (Merriam & Tisdell, 2016). Additionally, a case study design was considered 

for this study. However, a case study design is the best method to explore a specific topic 

within a bounded scope (Schoch, 2020; Yin, 2012). As such, a case study design was not 

the best fit for this research. Finally, I did not select an ethnographic design because 

researchers use this design to explore phenomena within a cultural context (Hirsch & 

Gellner, 2020), which was not the aim of the current study. 

Data were collected from six African American female officers from each 

department, one in each category, who had experienced the phenomenon to develop a 

detailed description of what the impact was on them and how it affected them in 

recruitment and retention in the job of law enforcement. To effectively use the qualitative 

method and the phenomenological design, the main method of collecting data for this 

research study was through face-to-face interviews. The qualitative interview process 

enabled me to capture the lived experiences of the female officers, as well as the impacts 

of the lack of sufficient childcare in law enforcement recruitment and retention. 

Role of the Researcher 

Researcher bias was a potential limitation of this qualitative phenomenological 

study. Therefore, understanding how my experiences could have influenced the research 

was essential to mitigating potential research biases. First, I am an African American 

female who has been in law enforcement for the past 27 years. Additionally, I was a 

single parent with a very young child while working. When I started my career, I needed 

childcare for my son, which was not always easy to secure with the variable schedule of a 
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law enforcement official. I routinely had to rely on the support of family and friends to 

watch my son. For some time, I worked the midnight shift while my son slept.  

Since then, understanding the difficulty I have had ensuring I have proper 

childcare, I have routinely tried to help other female officers secure their childcare 

options. As I am in a supervisory role, I have worked to support women on the force with 

childcare issues. To do this, we have at my police station piloted an in-house childcare 

option for parents on the police force.  

To reduce the risk of researcher bias, I planned to reflect on and manage my level 

of objectivity throughout the data collection, analysis, and interpretation procedures. To 

ensure the highest level of objectivity as the researcher of this study, I kept a reflection 

journal to track my personal thoughts, opinions, and unbiased accounts of participants’ 

perceptions throughout the data collection process. I used the reflection journal to 

manage my biases. 

Methodology 

Participant Selection Logic 

The population under study was African American women in law enforcement. 

Using purposive sampling, a sample of African American women police officers from 

each category of veteran police officers, newly recruited officers, and applicants was 

recruited. The recruitment of African American women in law enforcement enabled me 

to explore the major impacts of sufficient childcare on the recruitment and retention of 

these women based on their firsthand responses. The selection of African American 
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women in law enforcement was key to this study, given that the central focus of this 

study was the lack of sufficient childcare for African American female police officers. 

The sample size of six African American women police officers enabled me to 

reach the point of saturation. Mason (2010) and Guest et al. (2020) stated that data 

saturation is commonly reached with five to 25 participants. However, if there are any 

presenting difficulties in determining the specific volume of data needed to adequately 

analyze the data in a qualitative research study, a cyclical strategy may be undertaken 

where data are collected and analyzed to inform the next data collection. This process and 

approach of data collection and analysis is a continuing process until data saturation is 

reached, which is also known as the constant comparative method (Guest et al., 2020; 

Merriam & Tisdell, 2016). As such, the point of data saturation was reached when there 

were no new resulting themes from the data collection and analysis (Moser & Korstjens, 

2018).  

Participants from the Baltimore, Maryland, DC, Virginia, and Eastern region area 

were recruited, utilizing the organizations’ official social media pages such as Facebook 

and LinkedIn. After gaining Institutional Review Board (IRB) approval (IRB approval 

number #10-04-24-1180410), I solicited approval from leaders of the organizations for 

the recruitment of participants, specifically to recruit from their social media pages. As a 

member of the police officer community, I had access to various organizations’ official 

social media pages to conduct this planned research. The data collection was conducted 

via face-to-face interviews on Zoom, which were also audio recorded. The setting of this 

research was the Baltimore, Maryland area. 
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Instrumentation 

The main source of data collection for this study was semi structured interviews. 

In line with this, the main instrumentation that was used in this study was the researcher-

developed interview protocol (see Appendix). Using the researcher-developed interview 

protocol, face-to-face, semi structured interviews were personally conducted. The 

researcher-developed interview protocol consisted of a set of semi structured, open-ended 

interview questions, which were developed to address the central research question of 

this qualitative phenomenological study. Each semi structured interview lasted 

approximately 20 minutes. 

Procedures for Recruitment, Participation, and Data Collection 

The first step in the data collection process was to gain approval from the 

university’s IRB to conduct this study. After gaining IRB approval, the data collection 

process began. The data collection process commenced with me contacting the 

supervisors of different police agencies willing to release recruitment material to 

potential participants. As a member of the law enforcement community, I had 

professional access to the various agencies and their official contact emails to conduct my 

planned phenomenological research. 

As such, data collection was face-to-face on Zoom, and the participants in the 

interviews were African American female officers from each department, one in each 

category who had experienced the phenomenon, to develop a detailed description of what 

the impact was on them and how it had affected them in the recruitment and retention of 
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their job in law enforcement. The setting of the research was the Baltimore, Maryland 

area. 

After gaining approvals from the IRB and the police agencies, I first reached out 

to the organizations and gained permission to recruit from the organizations through their 

social media pages. With access to these social media pages, I was able to have a wide 

reach of veteran police officers, newly recruited police officers, and applicants. After 

gaining approval from the organizations and/or the moderators of the social media pages, 

I then recruited African American police officers from each category veteran officers, 

newly recruited officers, and applicants using recruitment emails. The recruitment emails 

included descriptions of the study, an overview of how the interview results would be 

used, the informed consent process, the approval to video record the interview, and my 

personal contact information. The inclusion criteria included (a) being a female; (b) being 

a veteran or newly recruited police officer, or an applicant; (c) consenting to participate; 

(d) being at least 18 years of age; and (e) being an African American. 

Individuals who met the criteria for participation contacted me directly by phone 

or through a reply to the recruitment email, expressing their voluntary desire to 

participate. In this initial email correspondence, the participant’s available date and time 

for the interview was asked for, and the participant was given a copy of the informed 

consent form. The informed consent form must be signed prior to any data collection 

procedure. Each of the in-depth, semi structured interviews was conducted through Zoom 

and was recorded and transcribed. The interviews lasted approximately 30 minutes or 

until we had finished all the questions within the interview protocol (see Appendix). 
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Before concluding the interview, each participant was asked if they wished to add to their 

responses regarding their lived experiences and their perception of challenges and 

barriers in recruitment and retention when it came to the lack of sufficient childcare. I 

then proceeded to transcribe the recorded interviews and send transcripts of each 

interview via email. Each participant was given a chance to validate their transcribed 

responses for members checking through this process, ensuring the accuracy of data. 

Data Collection Procedure 

To effectively use the qualitative method and the phenomenological design, the 

main method of collecting data for this research study was through Zoom interviews. 

After IRB approval from the university, the data collection process began with me 

contacting the supervisors and leaders of the various organizations and gaining 

permission to recruit from the organization through their social media pages. I also 

sought approval from the supervisors and leaders of the organizations to distribute the 

recruitment material to potential participants, carefully screening everyone to determine 

if they met the predetermined inclusion criteria. 

Data were collected through in-depth, semi structured interviews with veteran 

police officers, newly recruited police officers, and applicants. In these one-on-one 

interviews, qualitative data were gathered to develop overarching themes. Moreover, I 

analyzed the new data from interviews and then compared them with previous findings, 

identifying themes using thematic analysis procedures. The objective of this data 

collection approach was to assess newly obtained data, refining identified patterns 

(Merriam & Tisdell, 2016). Upon reaching a point where no new themes emerged, the 
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data collection process concluded, as it indicated data saturation. However, if novel 

themes continued to emerge, I proceeded to conduct additional interviews with new 

participants, employing the same interview protocol questions. This iterative process 

persisted until the analysis ceased to yield novel themes, thereby achieving data 

saturation. 

Data Analysis Plan 

For the analysis of each interview, a qualitative data analysis program called 

NVivo was used to organize and analyze the data. That is, the Zoom interview 

transcriptions, as well as the field and observational notes collected during the interviews, 

were analyzed through NVivo 12 qualitative computer software. NVivo 12 is a tool often 

used for the analysis of unstructured text, audio, video, and image data, including (but not 

limited to) interviews, focus groups, surveys, social media, and journal articles (Braun et 

al., 2014). For this study, the use of NVivo 12 aided in the thematic analysis from 

different perspectives and lived experiences. Additionally, utilizing NVivo's tools for 

organizing the analysis facilitated a systematic approach. 

The data analysis plan entailed applying a specific coding and theming process. 

The first step involved thoroughly reviewing all member-checked interview transcripts. 

Subsequently, the second step of thematic analysis involved generating initial codes 

during first-cycle coding (Saldaña, 2016) and applying them throughout the transcripts 

(Braun et al., 2014). The third step employed a second-cycle method known as pattern 

coding to group related initial codes into themes (Saldaña, 2016), which were then 

organized based on their similarities and relevance (Braun et al., 2014). Next, in the 
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fourth step, I assessed the themes generated in the third step, eliminating those unrelated 

to the research question and merging smaller, similar themes (Braun et al., 2014). The 

fifth step involved selecting and naming the final themes (Braun et al., 2014). Finally, in 

the sixth and last step, a narrative report of the themes was crafted. Given the iterative 

process of data collection and analysis in the current phenomenological study, this 

process continued until saturation was achieved. Data saturation is the point in a research 

process where enough data have been collected to draw necessary conclusions, and any 

further data collection will not produce value-added insights (Saldaña, 2016). 

Issues of Trustworthiness 

The phenomenological approach in research may potentially lead to issues of 

credibility, reliability, and generalizability (Yin, 2012; Korstjens & Moser, 2018). The 

qualitative researcher must therefore appraise rigor in qualitative research by addressing 

these four concepts of trustworthiness: credibility, transferability, dependability, and 

confirmability (Merriam & Tisdell, 2016). For this study, these concepts were duly 

addressed, following a set of protocols to ensure the trustworthiness of this study’s 

results. 

Credibility 

In qualitative research, credibility refers to the degree of confidence in the 

accuracy of study results reflecting participants’ perceptions of their lived experiences 

with the research topic (Korstjens & Moser, 2018). According to Merriam and Tisdell 

(2016), a researcher’s inherent and potential biases pose a threat to the credibility of their 

research, as they can lead to misinterpretations and inaccurate qualitative results. To 



71 

 

mitigate the influence of unintentional biases on the interview findings, member checking 

will be employed as a critical strategy. Member checking involves validating the 

accuracy of the data collected by consulting with the participants themselves (Korstjens 

& Moser, 2018). In this study, the process began with the recording of each interview, 

which I personally transcribe to ensure the details are accurately captured. Following the 

transcription, I sent the interview transcripts to each participant via email, allowing them 

to review and confirm the content. Participants were allowed to amend their responses if 

they felt that the transcription did not accurately reflect their intended meaning. This step 

was crucial and will be undertaken before the data analysis phase begins, ensuring that 

any discrepancies are addressed early in the research process and prior to data analysis. 

By incorporating participant feedback, this procedure helped to ensure an accurate 

translation of their responses, thereby enhancing the credibility of the study (Korstjens & 

Moser, 2018). 

Additionally, to bolster the study's credibility, I engaged in researcher reflexivity. 

This was exercised by keeping a personal journal throughout the research process. In this 

journal, I documented any personal opinions, experiences, attitudes, or biases that could 

potentially impact the research process and findings. By regularly reflecting on these 

entries, I became more aware of how my subjective lens might affect the interpretation of 

data and take steps to mitigate this influence. This practice not only promotes 

transparency but also contributes to the rigor and credibility of the qualitative research by 

providing a clear account of how potential biases were addressed. 
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Transferability 

Transferability in qualitative research represents the quantitative concept of 

external validity. Transferability focuses on the extent to which researchers can 

extrapolate study results to different contexts, populations, or settings (Korstjens & 

Moser, 2018; Merriam & Tisdell, 2016). This concept is crucial because it addresses the 

broader applicability of research, ensuring that the insights gained are not limited to a 

specific group or situation but can inform understanding and practice in similar contexts. 

To bolster the transferability of this study, I provided a detailed description of the lived 

experiences of African American female law enforcement officers, especially concerning 

childcare services. This detailed account included rich, in-depth narratives that capture 

the nuances and complexities of their experiences, allowing readers to gain a thorough 

understanding of the participants' realities. By offering a vivid portrayal of these 

experiences, the study provided a robust foundation for other researchers and 

practitioners to determine the relevance and applicability of the findings to their own 

contexts. 

Furthermore, a thick description of the study’s context, procedures, findings, and 

theoretical and practical implications were documented. A thick description goes beyond 

mere factual reporting; it involves providing enough detail and context so that others can 

see the situation as the participants do, understand the dynamics within the context, and 

derive meaningful conclusions (Merriam & Tisdell, 2016). This includes elaborating on 

the social, cultural, and institutional context within which the study was conducted, the 

specific methods and procedures used to gather and analyze data, and the detailed 
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findings that emerged from the analysis (Merriam & Tisdell, 2016). In the context of this 

study, the study aims to offer insights that are not only deeply rooted in the specific 

experiences of African American female law enforcement officers but also broadly 

applicable to similar groups and settings. Overall, this strategy of providing thick 

description enabled officers and leaders in law enforcement to assess the applicability of 

the study's findings to their respective workplace situations and organizations. 

Dependability 

Dependability is synonymous with reliability in quantitative research. In 

qualitative research, dependability concerns the consistency of research procedures and 

results over time, as well as the potential for verification by external sources (Korstjens & 

Moser, 2018). To enhance the dependability of this study, an audit trail was meticulously 

maintained. An audit trail is a comprehensive and transparent record of the research 

process, detailing every step taken, every decision made, and every procedure employed 

throughout the study (Merriam & Tisdell, 2016). By providing a detailed account of the 

research process, an audit trail allows others to follow the logic and progression of the 

study, ensuring that the research is conducted systematically and can be scrutinized and 

verified by external sources (Merriam & Tisdell, 2016). 

For this study, the audit trail included a variety of documentation, including, but 

not limited to, raw data (e.g., interview transcripts, field notes), data analysis records 

(e.g., coding schemes, thematic development), and methodological decisions (e.g., 

changes in research questions, adaptations to data collection procedures). Furthermore, 

the audit trail included reflections on the researcher’s role and potential biases, as well as 
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how these were managed throughout the study. This reflexive component is essential for 

maintaining the integrity of the research and ensuring that the findings are not unduly 

influenced by the researcher’s perspectives. By systematically documenting these 

reflections, the audit trail contributes to a more nuanced account of this study's process. 

Each of these elements were carefully recorded, presented, and organized to provide a 

clear and comprehensive picture of the research process. Overall, the detailed 

documentation not only supported the dependability of the study but also enhanced its 

transparency, allowing others to understand and replicate the research if needed. 

Confirmability 

Confirmability is synonymous with objectivity in quantitative research. 

Confirmability, in this study, pertains to the extent to which other researchers can 

corroborate the study's findings (Korstjens & Moser, 2018). To enhance the dependability 

of this study, an audit trail was employed and provided. An audit trail serves as a 

comprehensive and transparent record of all aspects of the research process, including the 

steps taken, the decisions made, and the procedures employed throughout the study. This 

detailed documentation allows other researchers to follow the progression of the study, 

understand the rationale behind each decision, and verify the consistency and reliability 

of the findings. As previously discussed, an audit trail helps ensure that every aspect of 

the research is thoroughly documented, increasing the transparency and confirmability of 

the study (Merriam & Tisdell, 2016). 

I also provided a detailed account of the data analysis procedures, including the 

thematic analysis strategies throughout the process. Thematic analysis involves 
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identifying, analyzing, and reporting patterns or themes within the data (Merriam & 

Tisdell, 2016). By clearly outlining the steps taken during data analysis, including how 

themes were identified, coded, and interpreted, this study provides a clear and replicable 

framework that other researchers can follow. This detailed account ensures that the data 

analysis process of this study is transparent and that the findings can be corroborated by 

other researchers. 

Moreover, direct quotations from participants were incorporated in the results 

write-up to support researcher objectivity. Including participants’ direct quotes provides 

concrete evidence that the findings are grounded in the actual data and not influenced by 

the researcher’s interpretations (Merriam & Tisdell, 2016). These quotations illustrated 

key themes and provided authentic insights into the African American participants’ 

experiences, ensuring that their voices are accurately represented (Bartholomew et al., 

2021). This approach not only enhances the credibility and authenticity of the findings 

but also allows other researchers to verify the accuracy of the interpretations 

(Bartholomew et al., 2021). This key element is further explained in the next chapter. 

Ethical Procedures 

Research ethics refers to the moral codes and guidelines researchers must commit 

to when undertaking research. To uphold the ethical principles of respect for persons, 

justice, and beneficence outlined in the Belmont Report (1979), researchers conducting 

studies involving human subjects must adhere to certain measures. In this qualitative 

phenomenological research study, several steps were taken to ensure compliance with 

these principles. Firstly, approval was sought from the university’s IRB before any data 
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collection commences. This process helps ensure that the research is ethical and complies 

with the university’s rules and regulations. As such, this research could not commence 

without the granted permission from the university’s board and the committee chair. All 

approval information will be saved for verification at any time. 

Additionally, before each interview, the process of informed consent was 

thoroughly explained and was emailed to the participant’s private email address to ensure 

their privacy. The participant also signed the informed consent before the interview. The 

informed consent thoroughly explains the research being conducted, confirming the full 

involvement and the voluntary participation of the participant, as well as any potential 

risks and or threats. Participants will be informed of their rights, which include the option 

to withdraw from the study at any stage without facing any penalties or hindrances, thus 

affirming their voluntary involvement. 

In this qualitative phenomenological study, participants included police officers, 

including veteran police officers, newly recruited police officers, and applicants. 

Therefore, participants’ confidentiality is protected at all costs to ensure no retaliation. As 

such, no identifying information was collected to ensure confidentiality. Furthermore, 

participants’ personally identifiable information was kept confidential by using 

pseudonyms (i.e., participant #1 or a fictitious name) as another measure of ethical 

consideration. All interviews were conducted off-duty and off-site to ensure 

confidentiality and privacy. To further ensure the protection of data and participants’ 

information, all data and other research materials is secured and stored on a password-
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protected hard drive that is only accessible to myself. Five years after this study’s 

publication, all content on the password-protected hard drive will be permanently deleted. 

Summary 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. More specifically, the focus of this study is on 

identifying and describing the lived experiences of African American female police 

officers, as well as their barriers to retention and recruitment in law enforcement. The 

significance of this study was to uncover the sociological framework in the barriers and 

obstacles of African American women in policing and the lack of sufficient childcare. 

The desired outcome of this study was to show that the added support of childcare can 

significantly help improve recruitment and retention in policing. 

This qualitative phenomenological study’s methodology for recruitment employs 

a purposive technique, aiming to recruit approximately six African American female 

officers, including veterans, recruits, and applicants. I collected data through semi 

structured interviews, using a researcher-developed interview protocol. Thematic analysis 

was conducted to analyze the interview data, identifying significant themes that answer 

this study’s overarching research question. I followed specific procedures to maintain and 

bolster the trustworthiness of this study’s results, as well as ensure the confidentiality of 

participants. The next chapter, Chapter 4, contains the results from the analysis based on 

the interview data. The findings from the study provides insight on what law enforcement 
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agencies can do to help improve retention and recruitment of African American females 

in law enforcement which is an underrepresented class in law enforcement The goal of 

the findings is to show the long term effects found on how to reduce the impact of the 

lack of sufficient childcare and increase the retention and recruitment of African 

American females in law enforcement. 
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Chapter 4: Results 

Introduction 

The need to recruit and retain African American female police officers remains 

dire. The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female law enforcement officers in police departments 

throughout the Maryland area and the Eastern region. I sought to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. The study was guided by the following research 

question: 

RQ: What factors do African American female applicants, recruits, and/or veteran 

police officers perceive as barriers in recruitment and retention due to the lack of 

sufficient childcare?  

The following section of this chapter describes the setting of the study and the 

demographic details of the participants. This is followed by a discussion of the 

procedures that were employed to collect and analyze the data. I also describe the 

evidence of the trustworthiness of the data. Next, the results are presented in detail. In the 

final section, I provide a summary of the entire chapter. 

Setting 

The setting of this study was the Baltimore, Maryland area. The participants were 

selected from various police agencies. Police agencies are aiming to redouble their efforts 

to hire more African American female officers by targeting them via their concierge 
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agents. There were no personal or organizational conditions that influenced the 

participants or their experience at the time of study that may have influenced the 

interpretation of the study results. 

Demographics 

I recruited six African American police officers to participate in this study. All of 

them identified themselves as female. Their ages ranged from 21 years to 43 years. Each 

of the participants was a veteran, a newly recruited police officer, or an applicant. The 

recruitment was based upon their lived experience and knowledge of the phenomenon in 

reference to the barriers to the retention and recruitment of African American female 

police officers in law enforcement. To protect participants’ identities, an alphanumeric 

pseudonym system was utilized, with each participant assigned a pseudonym that 

included a name and a number, such as Applicant 1 and Applicant 2, who were the 

applicants, and Recruit 1 and Recruit 2, who were the new recruits. Table 1 shows the 

demographic information of the participants. 

Table 1 

Demographic Information of Participants 

Pseudonym Gender Ethnicity/Race Age 

(years) 

Civil status Number 

of 

children 

Children 

requiring 

childcare 

Applicant 1 F African American 33  Living with partner 4  2  

Applicant 2 F African American 21  Living with partner 1  1  

Recruit 1 F African American 43  Single parent 2  2  

Recruit 2 F African American 34  Single parent 2  2  

Veteran 1 F African American 36  Divorced 3  1  

Veteran 2 F African American 42  Single parent 2  1  

Note. Six participants were recruited. 
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Data Collection 

Data in this study were collected from six participants, including veteran police 

officers, newly recruited police officers, and applicants. These individuals were recruited 

via social media to various police agencies throughout the region. I sent the prospective 

participants recruitment emails that included descriptions of the study, an overview of 

how the interview results would be used, the approval to record the interview, the 

informed consent process, and my own personal contact information. In this initial email 

correspondence, the participant’s available date and time for the interview were asked. 

The participants also provided a copy of the informed consent form. The form was signed 

prior to any interviews. I gathered data by means of one-on-one, in-depth, semi structured 

interviews, which were conducted online via Zoom. In terms of frequency, the interviews 

were conducted within a period of 1 week in October 2024. Some interviews were 

conducted on the same day, while others were done 2 days after completing others. The 

interviews varied in terms of duration and length of transcript pages. Table 2 depicts the 

details of the interviews.  

Table 2 

Details of the Semi structured Interviews 

Pseudonym Interview date Interview location Interview duration Length of 

transcript pages 

(single-spaced) 

Applicant 1 10/16/2024 Zoom Meetings 13:30 minutes 9 pages 

Applicant 2 10/19/2024 Zoom Meetings 12:29 minutes 10 pages 

Recruit 1  10/16/2024 Zoom Meetings 18:34 minutes 11 pages 

Recruit 2 10/19/2024 Zoom Meetings 20:55 minutes 12 pages 

Veteran 1 10/13/2024 Zoom Meetings 9:26 minutes 7 pages 

Veteran 2 10/18/2024 Zoom Meetings 15:35 minutes 10 pages 

Note. The interviews were conducted from October 13, 2024, to October 19, 2024. 
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 There were slight variations in data collection from the plan presented in Chapter 

3. As indicated in the previous chapter, the plan was to have each interview last 

approximately 30–60 minutes. Ultimately, the actual length was much shorter. The 

shorter duration was because the participants were not very detailed in their responses. I 

also did not use probing questions more extensively. The sample size of six African 

American female police officers enabled me to reach data saturation. No unusual 

circumstances were encountered in the collection of data. 

Data Analysis 

In this study, the six-step inductive, thematic analysis method was used to analyze 

the data. The six steps, or phases, were those described by Braun and Clarke (2014). The 

analysis was performed with the aid of the NVivo 12 software program. The phases are 

described below: 

Phase 1: Familiarize Oneself With the Data 

In this phase, researchers immerse themselves in the dataset by reading and 

rereading the survey responses, interview transcripts, or any other textual data (Braun & 

Clarke, 2006). By familiarizing themselves with the data, researchers can determine the 

number and type of themes that are likely to emerge from the dataset (Braun & Clarke, 

2014). In this study, I read each of the six interview transcripts at least three times each to 

thoroughly understand the depth and breadth of the data. Notes on initial ideas and 

observations were taken. By the end of this phase, I had developed an all-inclusive sense 

of the African American female police officers’ perspectives and experiences, as well as 

the overall narrative of the dataset.  
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Phase 2: Generate Initial Codes 

This stage entails developing codes from the dataset (Braun & Clarke, 2006). 

Coding, as Braun and Clarke (2014) pointed out, is an iterative process, as the researcher 

refines and revises the codes, and their understanding of the data continues to evolve. In 

this study, the NVivo 12 software program was used to aid in the coding process. Coding 

was aimed at developing a meaningful and coherent coding scheme that captured the 

intricacy and richness of the experiences of the African American female police officers 

and helped address the research question. Table 3 shows how codes were formed from 

the dataset. 
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Table 3 

Codes Created From the Dataset 

Codes Quotes 

Daycare services not 

offered 

Recruit 1: “To my knowledge, the Academy does not have 

daycare. If that was the case, I would not have issues. But. Yeah, 

I'm not aware of any.” 

Recruit 2: “I had to arrange for someone to pick them up every 

day. The days that I have to work during the week. And that was a 

time at first, but I figured it out. I just think those things aren't 

taken into consideration when. You know, we apply as mothers.” 

 

Expensive childcare Applicant 1: “it was costing me more to pay for daycare than I 

was bringing home.” 

Applicant 2: “And now I'm only working part time and that's 

because of the childcare expenses so high.” 

Recruit 2: “we have kids that need daycare and it's hard for us to 

fund it.” 

 

Support from family Applicant 2: “My family does help out when needed and my 

partner as well.” 

Recruit 1: “Currently I am asking my grandmother to care for my 

kids. But she's older now, so I have to try to find other 

arrangements which has been a little difficult. And so my little 

sister watches them sometimes.” 

 

AA female officers 

mostly single 

Applicant 1: “Most African American women in law enforcement, 

to my knowledge or the people I know are single. So, it makes a 

huge difference.” 

Applicant 2: “90% of the female officers that I ran into are 

married and of a different race. I feel like they have a lot more 

support than I have, not only from home, but for from other 

agencies as well.” 

 

Include childcare in 

benefits package 

Applicant 1: “I do feel like it should be an incentive or somewhat 

into your benefits package.” 

Veteran 1: “I do believe that there should be some kind of 

program put into place for new recruits. I do feel as a childcare 

benefit included in our packages incentive packages that would 

recruit more females.” 

Notes. This table shows a sample of codes and supportive quotes from participants.  
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In total, 91 codes were identified in the dataset. Table 4 shows the initial codes as 

well as the code frequencies. The table only depicts a sample of code. 

Table 4 

Initial Code Frequencies 

Initial code Code frequency in interviews 

Current childcare situation 28 

Babysitter 3 

Friends watch over child 1 

Good support system 2 

High childcare costs 4 

How childcare situation will be affected if selected 4 

Home with children during day 1 

Save money 2 

Would work morning and evening shifts 1 

Nanny watches children 4 

Neighbor helps out 1 

Support from family 5 

Use government assistance 1 

Expected forms of childcare support 7 

Do not expect to be catered to 1 

Expect some form of discount 1 

Get specific schedule 1 

Not expecting any support 2 

Their childcare needs accommodated 1 

Forms of childcare support that are provided 6 

Daycare services not offered 3 

Supports not provided 3 

Improvements 13 

Develop own childcare system 1 

Make childcare affordable 1 

More flexible schedule  1 

Offer discounted childcare 1 

Partner with childcare agencies 1 

Provide daycare centers  1 

Provide support 4 

Start conversation on how to help them 2 

Note. Sample of codes and their frequencies in dataset. 
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The codes were then combined to form categories. Codes that shared the same 

conceptual meaning were clustered together into categories. The 91 initial codes 

collapsed into 10 categories. Table 5 demonstrates how categories were developed from 

the codes. 

Table 5 

Progression From Codes to Categories 

Categories Codes 

No daycare services Daycare services not offered 

Provide daycare centers 

Department not assisting with childcare 

 

Childcare not included in benefits 

package 

Offer childcare as incentive 

Include childcare in benefits package 

Partner with childcare agencies 

 

No childcare support Supports not provided 

Provide support 

Others have supportive spouses 

AA female officers mostly single 

 

Concerned about childcare cost Financial concerns 

Use government assistance 

Family support 

 

Expensive childcare Costly childcare services 

Expensive  

High childcare costs 

 

Childcare unaffordable Make childcare affordable 

Offer discounted childcare 

Difficulty finding affordable childcare 

 

No childcare services at night Lack of a 24-hour facility 

Facilities close early 

Facilities not providing overnight care 

 

Lack of reliable childcare 

 

Lack of consistent childcare 

Not having childcare while working 

 

Finding someone to watch children while working nightshift 

 

Schedule not flexible Flexibility  

Get specific schedule 

Getting appropriate care 

Create flexible schedule for new recruits 

Note. Codes with the same conceptual meaning grouped together to form categories. 
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Phase 3: Search for Themes 

As soon as all the data have been initially coded and collated, the next stage is to 

search for themes (Braun & Clarke, 2006). The categories are collated into possible 

themes. The process entails looking for connections, similarities, and patterns among the 

categories to create predominant themes that capture the essence of the data (Braun & 

Clarke, 2014). In this study, the 10 categories were collated into three potential themes. 

Table 6 shows how the themes were formed. 

Table 6 

Progression From Categories to Potential Themes 

Themes Categories 

Theme 1: Police department not providing 

assistance with childcare support 

No daycare services 

No childcare support 

Childcare not included in benefits package 

 

Theme 2: Lack of affordable childcare 

services 

Concerned about childcare cost 

Expensive childcare 

Childcare unaffordable 

 

Theme 3: Lack of a flexible schedule and 

reliable childcare services for the night shift 

No childcare services at night 

Lack of reliable childcare 

Lack of consistent childcare 

Schedule not flexible 

Note. Three possible themes emerged from the dataset. 

Phase 4: Review of Potential Themes 

The fourth stage involves reviewing, modifying, and developing the potential 

themes that were formed in the earlier stage (Braun & Clarke, 2014). In this study, I 

checked the themes against the coded data extracts and the whole dataset with the aim of 

making sure that they correctly reflected the meanings expressed in the data. All the 



88 

 

identified themes were refined to ensure that they were unique, consistent, and coherent, 

as recommended by Braun and Clarke (2006). 

Phase 5: Define and Name Themes 

In this stage, the researcher clearly formulates the meaning of each theme (Braun 

& Clarke, 2006). At the end of this stage of thematic analysis, I was content with the 

names and definitions of the themes. The themes were not too broad, and each had a 

singular focus, as recommended by Braun and Clarke (2014). The theme definitions are 

provided in the results section of this chapter. Discrepant cases are also described in the 

results section. In qualitative research, a discrepant case, or an outlier, is a data point that 

contradicts the major explanations that emerge from the research (Korstjens & Moser, 

2018). In this study, I actively sought out discrepant cases, which were used to support 

the arguments made in the results section. The discrepant cases are thoroughly described 

in order to bolster the general explanation for the typical case. 

Phase 6: Produce the Report 

The final stage entails producing a thematic analysis report (Braun & Clarke, 

2006). In this study, the report was produced by writing this chapter. The report 

incorporates convincing data extracts that illustrate the themes. This report also includes 

extracts from participants to show the prevalence of the themes. Tables have been used 

throughout the report to present the results.  

Evidence of Trustworthiness 

Trustworthiness is of major importance in qualitative research. This concept 

refers to the level of confidence in the data, methods, as well as interpretation (Korstjens 
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& Moser, 2018). Qualitative trustworthiness is composed of four major elements. These 

elements include confirmability, dependability, transferability, and credibility (Lincoln & 

Guba, 1985). In the following sections, I will discuss how the four elements were 

strengthened in this study. 

Credibility 

The first element of trustworthiness that was strengthened in this study is 

credibility. This is understood as the degree of confidence in the accuracy of study results 

reflecting participants’ perceptions of their lived experiences with the research topic 

(Korstjens & Moser, 2018). In this study, credibility was strengthened through member-

checking. After transcribing the interview recordings, the transcripts were sent to the 

participants through email to review and confirm the content. Out of the six participants, 

five responded to the member-checking request and three of them made appropriate 

amendments to ensure that their responses accurately reflected their intended meaning. 

Through the member-checking procedure, the researcher was able to address any 

discrepancies early in the research process and before data analysis. Overall, 

incorporating participant feedback allowed the researcher to ensure an accurate 

translation of the participant responses, thus enhancing the study’s credibility. 

 Credibility was also strengthened by engaging in researcher reflexivity. This was 

accomplished by keeping a personal journal throughout the research process. In this 

journal, the researcher documented any personal opinions, experiences, attitudes, or 

biases that could have impacted the research process and findings. By regularly reflecting 

on these entries, the researcher became more aware of how her subjective lens could have 
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affected the interpretation of data, and necessary steps were taken to mitigate this 

influence. Engaging in researcher reflexivity contributed to the rigor and credibility of the 

qualitative research as it provided a clear account of how potential biases were addressed. 

Transferability 

Transferability in qualitative research is equivalent to the quantitative concept of 

external validity. This concept focuses on the extent to which researchers can extrapolate 

study results to different contexts, populations, or settings (Korstjens & Moser, 2018; 

Merriam & Tisdell, 2016). In this study, transferability was bolstered by providing an in-

depth account of the lived experiences of African American female law enforcement 

officers, particularly concerning childcare services. This thorough description included 

rich, detailed narratives that captured the nuances and complexities of their experiences, 

allowing readers to gain a comprehensive understanding of the participants' realities. 

Providing a vivid portrayal of these experiences will enable other scholars to determine 

the relevance and applicability of the findings to their own contexts. Transferability was 

also enhanced by providing a thick description of the study’s context, procedures, 

findings, and theoretical and practical implications, enabling officers and leaders in law 

enforcement to evaluate the applicability of the study's findings to their respective 

workplace situations and organizations. 

Dependability 

The third key component of trustworthiness that was strengthened in this study 

was dependability. In qualitative research, dependability focuses on the consistency of 

research procedures and results over time, as well as the potential for verification by 
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external sources (Korstjens & Moser, 2018). To enhance the dependability of this study, 

an audit trail was carefully maintained. Offering a detailed account of the research 

process through an audit trail will allow other scholars to follow the logic and progression 

of the study. 

For this study, the audit trail comprised various documentations. These 

documentations included raw data like interview transcripts and field notes; data analysis 

records such as coding schemes, thematic analysis steps, and codebook; and 

methodological decisions including changes in research questions, and adaptations to 

data collection procedures. The audit trail also included reflections on the researcher’s 

role and potential biases and a description of how these were managed throughout the 

study. This reflexive component helped to uphold the integrity of the research and 

ensured that the findings were not unduly influenced by the researcher’s perspectives. 

The in-depth documentation effectively enhanced the study’s dependability. 

Confirmability 

Confirmability is synonymous with objectivity in quantitative research. This 

concept pertains to the extent to which other researchers can corroborate the study's 

findings (Lincoln & Guba, 1985). To enhance the dependability of this study, an audit 

trail was employed and provided. The audit trail served as a comprehensive and 

transparent record of all aspects of the research process, including the steps taken, the 

decisions made, and the procedures employed throughout the study. This detailed 

documentation will allow other scholars to follow the progression of the study, 
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comprehend the rationale behind each decision, and confirm the consistency and 

reliability of the findings.  

The researcher also bolstered confirmability by providing an in-depth description 

of the data analysis procedures, including the thematic analysis strategies throughout the 

process. Describing the steps taken during the data analysis process in a clear manner 

offers a clear and replicable framework that can be followed by other researchers. This 

detailed account ensured that the data analysis process of this study was transparent and 

that the findings were verifiable. Confirmability was further strengthened by 

incorporating direct quotes from participants in the results write-up. The use of 

participants’ direct quotes provided concrete evidence that the findings were grounded in 

the actual data and not influenced by the researcher’s interpretations. 

Results 

 In this qualitative phenomenological study, the researcher sought to explore the 

lived experiences of African American female police applicants, recruits, and veteran 

officers and their perceptions of challenges and barriers in their recruitment and retention 

when it comes to the lack of sufficient childcare. The findings are presented in detail in 

this section. The section is organized by themes. 

Research Question 

The study was guided by one research question. This was: What factors do 

African American female applicants, recruits, and or veteran police officers perceive as 

barriers in the recruitment and retention due to the lack of sufficient childcare? Three 
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themes emerged from the analyzed data to address the research question. Table 7 shows 

how the themes answered the research question. 

Table 7 

Themes Addressing the Research Question 

Research question Themes Number of participants 

supporting theme 

RQ1: What factors do African 

American female applicants, 

recruits, and/or veteran police 

officers perceive as barriers in 

recruitment and retention due 

to the lack of sufficient 

childcare? 

 

Theme 1: Police department 

not providing assistance with 

childcare support 

 

6 

Theme 2: Lack of affordable 

childcare services 

 

5 

Theme 3: Lack of a flexible 

schedule and reliable childcare 

services for night shift 

5 

Note. Three themes emerged from the data. 

 

Theme 1: Police Department Not Providing Assistance With Childcare Support 

The first theme indicated that according to the African American female police 

officers who took part in this study, a notable factor that they perceived as a barrier in the 

recruitment and retention due to the lack of sufficient childcare was that the police 

departments in Maryland and Eastern region do not provide assistance with childcare. In 

other words, no childcare support is provided to African American female police officers 

by the law enforcement agency. The theme was supported by data from all six 

participants. 

Recruit 1 mentioned that the police academy does not offer any childcare services 

for its female officers. She stated, “To my knowledge, the Academy does not have 
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daycare. If that was the case, I would not have issues. But, yeah, I'm not aware of any 

daycare through the Academy.” 

Recruit 2 also reported that the police department does not provide female police 

officers with childcare services. According to her, working in shifts presents challenges 

with picking up her children from school. She mentioned that during recruitment, they 

are usually asked if they have children but are never asked if they have the necessary help 

with taking care of those children or how they can be helped with childcare services. She 

noted: 

I've been asked about my childcare prior to becoming a full duty police officer. In 

the beginning I did struggle with trying to get my kids to school, try to get them 

picked up with the schedule because an FTO, you know, we rotate from Adam 

(overnight shift) to Charlie (nightshift) and make a shift. But in my case, I didn't 

have to rotate to Baker (dayshift), so I was fine with taking my kids to school. It 

was just getting them picked up, so I had to arrange for someone to pick them up 

every day the days that I have to work during the week... I just think those things 

aren't taken into consideration when, you know, we apply as mothers. I mean, I 

know we are asked questions on there about do we have kids? But it's never, do 

you have help or how can we help you?  

Similar views were shared by Veteran 2 who reported that they are not provided 

with any childcare support by the police department. She commented, “There is none 

[forms of support with regard to childcare]. Unfortunately, I must say there really isn't 

any.”  



95 

 

Veteran 2 added that although the department offers some support in the form of 

cash to female officers who have children with disabilities, the amount is too little 

considering the cost of childcare. This is a discrepancy since it shows that some form of 

support is provided by the police department. Nonetheless, the support is insignificant. 

The participant stated: 

Until most recently our department, they're doing a lottery in which if you have a 

foolish child, they'll provide a certain amount of funds towards childcare, but with 

the expense of childcare, it doesn't even put a dent in it. So, they're trying to make 

strides, but in my opinion, they're failing at this point. 

In summary, the first theme showed that the police department does not offer 

assistance with childcare. The female police officers are not provided with any childcare 

support. They mentioned that although they are often asked if they have any children 

during recruitment, they have never been asked how they can be helped with childcare 

services. The theme was supported by data from all the six interview participants.  

Theme 2: Lack of Affordable Childcare Services 

The second theme revealed that another factor that they perceived as a barrier in 

recruitment and retention due to the lack of sufficient childcare was the lack of affordable 

childcare services since childcare centers tend to be costly. Being expensive makes 

childcare services unaffordable for African American female police officers, most of 

whom are single parents. Data from five participants contributed to this theme.  

Applicant 1 talked about how expensive childcare really is, particularly if the 

individual is a single parent and has to go to work. According to her, the high costs can 
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be unbearable. The individual can end up with very little sum of money after paying for 

childcare services. She stated: 

I do feel like it [childcare among female law enforcement officers] should be an 

incentive or somewhat into your benefits package, not just for female officers, but 

for family-oriented individuals that [are] looking to go into policing and going 

through the recruitment process. Being single at one point and trying to manage 

childcare and work on a standard eight to five was very hard and almost 

unbearable because it was costing me more to pay for daycare than I was bringing 

home.  

Recruit 2 spoke about having children and finding it difficult to fund the needed 

daycare. According to her, the law enforcement agency needs to provide some sort of 

childcare support to its female officers. She noted, “we have kids that need daycare and 

it's hard for us to fund it. I think jobs should provide childcare to be honest for a certain 

amount of hours or whatever.”  

Applicant 2 reported that due to the high cost of childcare, law enforcement 

agencies should offer the female police officers some discount in regards to childcare. 

Doing so will help with recruiting more female police officers. It will also help improve 

retention of these officers. She remarked:  

Being a female officer, sometimes we are the primary caretakers for our children. 

I would like to see some benefits included in employment package, maybe some 

state agencies offer somewhat of a discount for officers, not just female, but just 
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new applicants…I think that not only is a big tool for recruitment, but retention as 

well.  

Veteran 1 also talked about the high cost of childcare. According to her, their 

incomes are low yet they have to pay dearly for childcare. She mentioned that one of the 

challenges she has faced regarding childcare as a law enforcement officer is, “Just the 

facilities being affordable, we don't have the best income.” 

 To sum up, the second theme demonstrated that the lack of affordable childcare 

services is another factor that African American female applicants, recruits, and veteran 

police officers perceived as a barrier recruitment and retention due to the lack of 

sufficient childcare. According to the participants, their incomes are rather low and the 

costs of childcare services are quite high. They indicated that police departments should 

offer some form of discount with regard to childcare services. The theme was supported 

by data from five participants. 

Theme 3: Lack of a Flexible Schedule and Reliable Childcare Facilities for Night 

Shift 

As per the third theme, the other factor that the participants perceived as a barrier 

was the lack of a flexible schedule and consistent and reliable childcare services for the 

night shift. Some of the participants preferred working night shifts and experience 

difficulty finding childcare services when they work at night. This theme was supported 

by data from five participants.  

Veteran 1 described some of the challenges she has faced as a law enforcement 

officer with regard to childcare. She indicated that some challenges included the fact that 
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childcare centers were unavailable during certain hours. The childcare centers closed 

early and were not available for overnight childcare. She noted: 

Just the facilities being open and available…and with facilities closing at seven o’ 

clock. If I'm on three-11 shift, I'm finding myself paying double to get care for 

that even though my family helps out. When the facilities close at six, I'm having 

to pay someone, a nanny or a sitter, to come in to work, care for them until I get 

home.  

Applicant 2 indicated that there are no childcare centers that operate 24-hours. 

She commented, “I'd like to find a facility that's 24 hours, which is non-realistic right 

now. So when I come in, I did ask for a standard shift or overnight so I can be more 

accommodating with my childcare needs.” 

Applicant 1 talked about flexibility, saying, “being single at one point and trying 

to maintain childcare and work on a standard eight to five was very hard... So the 

decision made now is to find something that's flexible, that has great benefits.” She added 

that the agency should, “Maybe consider childcare a benefit into your benefits package.” 

Veteran 1 mentioned that law enforcement agencies should provide new officers 

with flexibility so that they can address their childcare issues. The lack of a flexible 

schedule for such officers makes it difficult for them to get their childcare issues in order 

when they are just starting their shifts. She stated, “New officers coming in should have 

the opportunity to work a more flexible schedule to get their childcare issues in order.” 

Overall, the third theme demonstrated that the other equally important factor that 

the African American female law enforcement officers perceived as a barrier was the lack 
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of a flexible schedule and consistent and reliable childcare services for the night shift. 

They reported that there are no childcare centers that operate throughout the night that 

can be used by female officers on night shift. Data from five African American female 

applicants, recruits, and veteran police officers contributed to this theme.  

Summary 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. The researcher analyzed interview data from six 

African American female police applicants, recruits, and veteran officers through 

inductive, thematic analysis that involved six phases. NVivo 12 software program was 

used to aid the data analysis process. The study was guided by one research question: 

What factors do African American female applicants, recruits, or veteran police officers 

perceive as barriers in the recruitment and retention due to the lack of sufficient 

childcare? The findings demonstrated that the factors included the police department not 

providing assistance with childcare support, which was the first theme; a lack of 

affordable childcare services, which was the second theme; and a lack of a flexible 

schedule and consistent and reliable childcare services for the night shift, which was the 

third theme. Chapter 5 will contain a discussion and critique of the findings presented in 

this chapter. The discussion will include an interpretation of the findings, study 

limitations, and possible implications of the study, and offer recommendations. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

Introduction 

The problem addressed in this study was the lack of sufficient childcare in the 

retention and recruitment of African American females in law enforcement. Women 

currently make up 12% of police officers nationwide, and there are even fewer women 

(3%) in leadership positions within police agencies (Moss, 2023). Women face increasing 

challenges in the field of law enforcement, especially females from minority groups 

(Cromwell, 2023; Rief & Clinkinbeard, 2020; Todak et al., 2022). Policing is a very 

demanding job that often involves shift work that can require the utilization of childcare 

(Lyles, 2020). Providing quality childcare would be not only a powerful recruiting tool, 

but also a critical benefit for existing employees and would enable officers to work 

various shifts or overtime, allowing all personnel to stay on the job during school 

closures (Lyles, 2020). The purpose of this qualitative phenomenological study was to 

explore the lived experiences of African American female police applicants, recruits, and 

veteran officers and their perception of challenges and barriers in recruitment and 

retention when it comes to the lack of sufficient childcare. 

The target population was African American women in law enforcement. A single 

research question was used to explore the phenomenon of organizational recruitment and 

retention barriers that minority females experience in obtaining employment in law 

enforcement. The theory of intersectionality guided this research. A qualitative 

methodology and a phenomenological research design were used. Purposive sampling 

was used to recruit six African American female police officers aged 21–43 who were 
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veterans, new recruits, or applicants. One-on-one, in-depth, semi structured interviews 

were conducted online via Zoom to collect data. Data analysis was done following the 

six-step inductive thematic analysis method described by Braun and Clarke (2014) with 

the aid of NVivo 12 software. Three themes emerged. 

The findings from the first theme showed that the police agency did not provide 

assistance with childcare support. The outcomes from the second theme indicated that 

there was a lack of affordable childcare services. The results of the third theme revealed 

that there was no flexible schedule and reliable childcare facilities for night shifts. 

Interpretation of the Findings 

The findings of the first theme indicated that African American police officers 

perceived the lack of assistance with childcare from the police department as a barrier to 

recruitment and retention. This outcome supported research results by Chudnovsky and 

Millán (2021) and McGinnis (2019), who established that the fear of losing their job in 

conjunction with a lack of support for female officers created obstacles that could make 

continuing in the force impossible for many women officers. Durbin (2020) found that 

the lack of formalized and active community outreach or in-person recruitment programs 

reduced the number of applicants, indicating the need for a positive police presence, 

which echoed the current study’s results. Ahmad and Islam (2019) and Islam et al. (2020) 

stated that having clear support and expected roles with a support structure could help 

with job satisfaction yet not all officers had that kind of help, which was in line with the 

current investigation’s outcomes. African American female police officers working in 
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various police departments perceived the lack of assistance with childcare from the police 

department as a barrier to recruitment and retention. 

The results of the second theme showed that the lack of affordable childcare 

services was a barrier to the recruitment and retention of African American female police 

officers as childcare centers tended to be costly. This finding aligned with research 

outcomes by Herbst (2022) and Ruppanner et al. (2021), who found that childcare 

services were becoming increasingly expensive to the point that the cost of quality 

childcare was prohibitive for many families. Starheim (2019) noted that finding childcare 

that could support a working parent on a swing shift was difficult and incredibly 

expensive, which corroborated the current investigation’s findings. Michener and Brower 

(2020) found that women of color were more likely to come from and live in poverty 

with lower wages, unpredictable schedules, and costly childcare, which could 

disproportionately force women of color out of law enforcement. African American 

female police officers at various police agencies found the lack of affordable childcare 

services to be a barrier to their recruitment and retention. 

The outcomes of the third theme revealed that the lack of a flexible schedule and 

reliable childcare facilities for night shifts was another barrier facing African American 

female police officers. Similar concerns were echoed by Starheim (2019), who stated that 

when female law enforcement officers gathered to discuss what could help improve the 

retention of female officers, they mentioned flexible, family-friendly policies that 

included parental leave and nonrotating shift schedules and an improvement in 

antiharassment schedules. Ahmad and Islam (2019) found that many parents who worked 
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in law enforcement were forced to find consistent and reliable childcare that could 

accommodate unpredictable work shifts, which was often very difficult. This result 

aligned with the findings of the present investigation. According to Islam et al. (2020), 

Todak et al. (2021), and Jabeen et al. (2020), shifting work schedules can force women to 

choose between familial expectations and their careers, leading many women to give up 

promotions or take other jobs entirely to better accommodate their family’s needs. This 

finding was in line with what was found in the current research.  

As expressed by Herbst (2022), Michener and Brower (2020), and Ruppanner et 

al. (2021), the unpredictable swing schedules, coupled with concerns of being accepted 

and daily stressors of law enforcement, can create a work environment that cannot 

support those that the administration purports to focus recruiting efforts on, which 

supported the current investigation’s outcomes. According to Lyles (2020), policing is a 

very demanding job that often involves shift work that may require the utilization of 

daycare services, which echoed the results obtained in the present research. Ardener 

(2020) and Cromwell (2023) noted that finding childcare, dropping off children at 

childcare, and picking up children from childcare can be complicated when working 

swing shifts, a result that corroborated the current study’s findings. The lack of a flexible 

schedule and reliable childcare facilities for night shifts was a barrier facing African 

American female police officers in various police departments. 

Limitations of the Study 

The use of purposive sampling to recruit participants was a limitation in this 

study. According to Merriam and Tisdell (2016), purposive sampling is no probabilistic 
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and can lead to a biased or nonrepresentative sample. I mitigated this limitation by 

recruiting relatively diverse respondents from the Maryland and Eastern regions. 

Conducting this study in various police agencies was another limitation. The 

experiences of African American female officers regarding childcare access, quality, and 

cost may not be the same as those of officers in other police departments within the state 

of Maryland and even nationwide. The demographic makeup of the various agencies in 

the Maryland and Eastern region in terms of gender, race, income level, and education 

level is not necessarily the same as in other police departments around the country. The 

sentiments captured may therefore not have accurately or adequately represented the 

general feelings among African American female officers in the state regarding childcare 

access. I have addressed this shortcoming by providing thick-rich descriptions of the 

demographic characteristics of the officers in the study to enhance transferability. 

Using face-to-face semi structured interviews to collect data was another 

limitation. Face-to-face interviews can be limited by interviewer and participant bias if 

the interviewer inadvertently influences the participants’ responses or respondents to give 

responses that they think would be viewed favorably by the interviewer (Linklater, 2022). 

I mitigated this limitation by requesting that participants be candid about their feelings 

and avoid leading questions. 

Recommendations 

Purposive sampling was used to recruit participants whereby African American 

female officers who were most likely to provide rich details regarding childcare services 

availability, cost, and support were recruited. However, the sample obtained might have 
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been unrepresentative of the general population of African American female officers in 

Maryland. In future studies, random sampling should be considered when recruiting 

participants to increase the chances of recruiting a representative sample of African 

American female officers and enhance transferability/applicability of the findings. 

Random sampling offers each individual in the target population an equal chance of 

being recruited into the sample (Merriam & Tisdell, 2016). 

The current study was conducted using multiple police agencies in the Maryland 

and Eastern region. This exclusive focus on various police departments reduced the 

transferability of the findings obtained because different officers in different police 

departments may have different experiences, views, and perceptions regarding childcare. 

In future research, studies should be undertaken in multiple police departments across the 

country to capture a larger portion of the target population of African American female 

police officers. A qualitative multiple-case study is ideal. 

The use of face-to-face interviews conducted on Zoom and Teams might have led 

to participant and interviewer bias. In future studies, researchers can consider using 

multiple data collection instruments through triangulation to improve the quality of the 

data obtained. Some of the suggested additional data collection instruments include 

questionnaires and surveys. 

The results obtained in the current investigation suggested that police departments 

did not provide assistance with childcare support to their African American female 

officers. There were no daycare services, childcare support, or benefits packages that 

covered childcare. This result pointed to a need to provide childcare assistance to African 
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American female officers. In future studies, investigators can look into ways in which 

police agencies can provide assistance with childcare support to African American 

female officers. 

The findings obtained also revealed that African American female police officers 

experienced a lack of flexible schedules and reliable services for the night shifts. In 

subsequent studies, researchers can explore ways in which flexible schedules can be 

incorporated into the employment contracts of African American female police officers 

to accommodate their unique needs as mothers. Investigators can look into potential ways 

of making available childcare services for African American female officers working 

night shifts so that they can conduct their duties effectively at night. 

Implications 

The results for the first theme showed that various agencies did not provide 

assistance with childcare support. This implied that providing African American female 

officers with childcare support was pertinent so that the officers could conduct their 

duties more effectively with little stress. There is a need to explore ways in which 

agencies can support African American female officers with childcare assistance, such as 

by providing childcare services. 

The findings for the second theme revealed that there was a lack of affordable 

childcare services. This result implied that African American female officers struggled 

financially with childcare services as they might not have been able to afford the hefty 

costs associated with such services. The authorities can consider providing cheaper 

childcare services for African American female officers. 
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The outcomes for the third theme indicated that African American female officers 

in the current study did not have flexible job schedules as well as reliable childcare 

services for the night shift. This finding implied that there was a need to make the 

schedules for African American female officers more flexible to accommodate their 

unique needs as mothers. A flexible schedule should make it possible for African 

American female officers to seamlessly perform their duties while at the same time 

performing their motherly duties at home without struggling too much. 

Conclusion 

The purpose of this qualitative phenomenological study was to explore the lived 

experiences of African American female police applicants, recruits, and veteran officers 

and their perception of challenges and barriers in recruitment and retention when it comes 

to the lack of sufficient childcare. According to the intersectionality theory that guided 

this study, a person's various social and political identities combine to create different 

modes of discrimination and privilege (Coombes, 2020). The results obtained in this 

study reaffirmed the theory’s assertions by showing that African American female police 

officers at various police departments faced unique challenges related to childcare access 

and scheduling as well as their social identity as African American female officers. 

The findings for the first theme showed that various agencies did not provide 

assistance with childcare support. The results for the second theme revealed that the 

African American female officers could not access affordable childcare services. The 

outcomes for the third theme indicated that the African American female officers lacked 

flexible schedules and reliable childcare services for the night shifts. 
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This chapter concludes the study by underscoring the need to explore ways in 

which African American female officers can be supported with childcare assistance. Such 

assistance can be provided through childcare services offered by or on behalf of the 

police departments. Authorities in Maryland and the Eastern region can consider 

providing cheaper childcare services for African American female officers, which can 

contribute to better law enforcement in the state. The schedules of African American 

female officers can also be made more flexible to accommodate their unique needs as 

mothers so that they can seamlessly perform their duties even during night shifts. The 

chiefs of police at various agencies can consider arranging for night childcare services to 

allow African American female officers to work during the night shifts as most childcare 

services tend to be closed at night. The results obtained underscored the value of added 

support for childcare in helping with the recruitment and retention of African American 

female police officers. 
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Appendix: Interview Guide 

Interview Guide: Exploring the Impact of Sufficient Childcare on the Recruitment and 

Retention of African American Women in Law Enforcement 

Date: 

 

Time: 

 

Location/Method of Interview: 

 

Interviewee: 

 

Research Questions: 

 

• RQ1: What factors do African American female applicants, recruits, or veteran 

police officers perceive as barriers in the recruitment and retention due to the lack 

of sufficient childcare? 

 

Research Approach: 

 

Parts of the Interview/Interview 

Question 

Interviewee Responses/Researcher 

Reflexivity/Researcher Comments or Questions 

Introduction The purpose of this research study is to 

examine the impact of sufficient childcare 

services on stress levels of African American 

female law enforcement officers.  

 

The purpose of this interview is to talk about 

your experiences as an African American 

female police applicant, recruit, or veteran 

officer and your perception of the impact of the 

lack of sufficient childcare in the recruitment 

and retention of African American female law 

enforcement officers. This interview is 

scheduled to last for (insert time frame here). 

 

After the interview, I will be examining your 

answers to produce a data analysis, and some of 

your responses will be shared with my 

dissertation committee and published in a final 

report. However, I will not identify you by 
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name in the documents. Also, no one will be 

able to identify you by your answers. 

 

As you are aware, before we began this 

interview process, you were assigned a code 

name. You were also asked to use this name 

throughout the interview process. The entire 

interview will be coded to hide your identity 

and to protect your privacy.  

 

You can choose to stop this interview at any 

time. May I also have your permission to record 

this interview for transcription purposes? You 

will also be asked to check the transcript of the 

interview for accuracy before I use it in the data 

analysis. The final report will be made available 

to you at the end of the study. 

Do you have any questions or 

concerns at this time? 

 

Are you ready to begin the 

interview? 

[Refusal to consent] I appreciate your concerns 

about (insert concern here). Thank you for your 

time. If you change your mind, please contact 

me through (insert number here). I hope to 

finish the interviewing process within (insert 

time frame here). Please feel free to check with 

me at any time before or after that time. I would 

be happy to sit down with you again to discuss 

your experiences in relation to the subject of 

this study. Again, thank you for your time and 

consideration. Goodbye. 

Pre-interview questions I would just like to ask the following questions 

before we proceed to the interview. 

 

First, how old are you? 

 

Are you a female police applicant, recruit, or 

veteran officer? 

 

If you are a recruit or a veteran officer, how 

long have you been serving as a police officer? 

 

What is your civil status? (married, divorced, 

single parent, living with a partner, etc.) 
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Do you have children?  

 

How many children do you have? 

 

How many children do you have that still 

require childcare when you are not around? 

Thank you, let us proceed to the 

interview.  

 

Interview Question # 1: 

First of all, can you tell us about 

your current childcare situation? 

Possible prompts and/or follow up questions: 

• What arrangements have you made for your 

children while you are at work? 

• What are your contingency plans in case you 

cannot be home at the agreed upon time with 

your childcare provider? 

• For new applicants only: How do you expect 

your current childcare situation to be affected 

if you are selected for a position as a law 

enforcement officer? 

•  

Interview Question # 2: 

For new applicants only:  

What are some of the concerns you 

are anticipating with regard to 

childcare once you start work as a 

law enforcement officer? 

 

For recruits/veteran officers: 

What are some of the challenges you 

have faced regarding childcare as a 

law enforcement officer? 

Possible prompts and/or follow up questions: 

• Why do you anticipate these concerns in 

particular? 

 

 

 

 

 

• Can you tell us about a particular situation 

you have experienced? 

Interview Question # 3: 

How do you think your situation 

regarding childcare compares to 

other police officers? 

Possible prompts and/or follow up questions: 

•  

Interview Question # 4: 

For new applicants only:  

What forms of support do you 

expect to receive from your 

precinct/station with regard to 

childcare?  

 

For recruits/veteran officers: 

What forms of support are provided 

by your precinct/station with regard 

to childcare? 

Possible prompts and/or follow up questions: 

•  
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Interview Question # 5: 

How much consideration is 

childcare when making decisions 

about your career as a law 

enforcement officer? 

Possible prompts and/or follow up questions: 

• Please describe a particular situation where 

you have had to consider your childcare 

situation when making a decision about 

your career as a law enforcement officer? 

Interview Question # 6: 

How much consideration is 

childcare when making decisions in 

the daily course of your job as a law 

enforcement officer? 

Possible prompts and/or follow up questions: 

•  

Interview Question # 7: 

What specific concerns do you think 

need to be addressed when it comes 

to childcare among female law 

enforcement officers? 

Possible prompts and/or follow up questions: 

•  

Interview Question # 8: 

How do you think your concerns 

regarding childcare differ from other 

female law enforcement officers 

who are not African American? 

Possible prompts and/or follow up questions: 

•  

Interview Question # 9: 

How do you think the police 

department as a whole could be 

improved with regard to concerns 

with childcare among female law 

enforcement officers? 

Possible prompts and/or follow up questions: 

•  

 

Interview Question # 10: 

Lastly, do you any other comments 

or thoughts on how the lack of 

sufficient childcare impacts 

recruitment and retention for female 

African American law enforcement 

officers 

 

Closing Remarks Thank you so much for your time. I appreciate 

you helping me with my research. I will 

transcribe the recording of this interview within 

the next few days, and I will send the 

transcription to you for checking. Will it be 

alright to send it through your email? 

 

A copy of the final report can be provided for 

you if you are interested in receiving it. If you 

decide that you want to have a copy of the 
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results, please contact me through [insert email] 

or through [insert phone number]. I’d be happy 

to send you a copy. 

 

Thank you again for your assistance.  
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