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Workplace culture and leadership
supporting women in policing




Ask yourself these questions...

In policing,

* Where do we lose women in the
pipeline?

* When do we lose them - and what are
the pinch points?

 Why do those pinch points persist -
locally and nationally?
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NPCC Strategic Workforce Plan Pilot

Purpose
* Develop a consistent approach to

workforce planning in policing @
« Support development of a
coherent national workforce E
piCtU re National Police Chiefs’ Council

* Provide the capacity and capability
to enable forces to meet current
and future demand
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What are we doing? N.PQC.

 Four pilot forces

« Community of practice

_ = , « Stakeholder engagement
' ’ » Workforce data analysis

Key output

* A suite of workforce planning
solutions, including toolkits
and templates



Reflections on
our 3 questions

How well were you able to answer
these questions???

* Where do we lose women in the
pipeline?

« When do we lose them—and
what are the pinch points?

 Why do those pinch points
persist—locally and nationally?
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Leadership checklist: Supporting &

retaining women in policing

1. Leadership behaviour &

accountability

2. Strategic oversight &
governance

3. Decision making &
resource allocation

4. Talent management &
career progression

5. Flexible working &
workload management

6. Health, life stages &
wellbeing leadership

7. Culture, standards &
misconduct

8. Equipment, uniform &
environment

9. Voice, engagement &
listening

10. Retention, exit &
organisational learning

Leadership checklist

:V" SUPPORTING AND RETAINING
WOMEN IN POLICING
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Leadership checklist

1. LEADERSHIP BEHAVIOUR & 3. DECISION MAKING & RESOURCE ALLOCATION xRz
ACCOUNTABILITY 8

O investment decisions consider gender impact (raining, equipment, estates)
Visble leader commitment 10 gender equallly is demonstrated through actions, (J Flexible working is resourced and planned, not treated as an inconvenience
X just staten S (0 Women's networks and support initiatives have visible senior sponsorship
Sexist language, behaviour, and assumplions are chalenged immediately and (] Operational demands are managed o they do not systematically disadvantage women

publicly (J Inclusion priorities are protecied during organisational pressure or crisis

D is role
ship is role mo

Leadersh S how dé

‘ﬁ 4. TALENT MANAGEMENT &
CAREER PROGRESSION

ranks
Gender equality outcomes are embedded in senior leadership pes
High-¢

LHR or EDI teams Acting, special d “s are alloca

fairly

ant and POR proce

. 2. STRATEGIC OVERSIGHT
4 & GOVERNANCE

ilities do nol negalively influence perc
ambition or capabilty
(0 Recruitment processes are fair, inclusive and support the ] 8 are scrutinised for gender bias a

atraction of women

A clear, measurable strategy exists for retaining and

Progressing women

0 Tne People Stralegy expicitly addresses gendered
barriers in policing

(] Workforce data is reviewed, broken down by gender, rank,

= 'r::ﬁe and ime served, and informs decisions 7 5. FLEXIBLE WORKING & WORKLOAD 4

U Workforce planning is informed by the Force Management MANAGEMENT ‘I
Statement and reflects future demand and worklorce risks .

(] Retention risks for women are discussed at exacutive level O Flexible working is actively supported across all levels
Equality cbjectives influence stralegic decisions [J Reguests are handled consistently and transparently by managers
(resourcing. restructuring, command models) (] Leaders understand operational flexibiity models, not just policy

() The gap between policy intent and Ived experience is (] Flexible working does not limit access Lo roles of promotion
understood and acted upon (] Narratives that equate presenteeism with commitment are actively

-

\ challenged
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Explore our resources

NPCC Strategic Workforce Plan Pilot Leadership checklist

skillsforjustice.org.uk/npcc-wfp skillsforjustice.org.uk/resources/leadership-checklist

Contact
Tam Whipp (Consultant) tam.whipp@wdtrust.org.uk
Amie Bridson (Senior Client Manager) amie.bridson@wdtrust.org.uk
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