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  ABSTRACT 
Globally, the feminine counterparts of men were “allowed” to be a part of the police 

force some 30 years ago. This meant the system did not have the required experience and 

the adequate knowledge on the dos and don’ts of ensuring a smooth induction of women 

police officers. While the responsibilities they donned differ, it remains pertinent that 

women are made to integrate into these diverse systems with the basic understanding that 

they are in fact, women. Being a woman officer for example, comes with its own required 

welfare policies that cater to the needs of their gender. This brings to notice the role of 

their involvement in the force, in the prevailing backdrop of the alleged norms, values, 

and attitudes toward women in different societies. This paper attempts to bring a close 

eye on the reality of welfare policies and how it is effectively linked to more and more 

women dropping out of service. 

Keywords: Women, Police, Welfare, Pregnancy, Sexism, Discrimination. 

 

I. INTRODUCTION  
“Women officers manage a delicate balance between being feminine enough to avoid 

disrupting the gender binary, yet masculine enough to be taken seriously as an officer”. 

Police- a coinage that largely refers to the constabulary and certain other ranks up to the Sub 

Inspector, constitute the majority in the organization. They are the cutting edge of the police 

administration besides being the prime determinants of police image. Kerala, in south India 

was the first Indian state to have women in the police force, beginning with the first woman 

inducted into the then Travancore Royal Police in 1933. Thereafter, the inspired recruitment of 

women into the police in other states of the country began only after independence in 1947. 

Even then, the pace of inducting women was slow and unsteady. It was not until 1972 that the 

first woman was appointed to the Indian Police Service under the UPSC. By the time the 

National Police Commission completed its eight reports in 1981, women accounted for a mere 

3000 or 0.4% of the total police in the country. According to the Bureau of Police Research 
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and Development (as of 2020), women account for only 8.98 percent of India’s police force. 

This falls short of the infamous target of 33 percent women participation set by the Home 

Ministry in 2009.  The difference between the target set forth by the central government and 

the reality that we see, paints the complete picture of how the situation is in India.  With 

attempts being made to induct women into the working force of the police, the welfare policies 

present towards their smooth functioning are not quite adequate. As recommended by National 

Commissions of Women in Police (7th National Conference in particular), an increase in the 

reservation for women to 33% in states has been actively recommended. This translates to an 

urgent need to smoothen the working of women police by way of welfare policies.  The way 

to go about this is by way of introduction of suitable welfare policies for the betterment of their 

work. Currently, the impact of these policies is not fulfilling the meaning of the term “welfare”, 

i.e although the intention remains to improve, it has also been creating an atmosphere of 

resentment and politics in terms of promotion, to say the least.  

The welfare of such a vital minority can well mean the difference between the organizational 

effectiveness and organizational irrelevance. For the purpose of this study, emphasis shall be 

laid on 3 welfare policies available to women police in India today.   

(A) OBJECTIVES 

• To examine the state of welfare policies for women police officers in India. 

• To ascertain the outcome of these welfare policies on women police officers. 

• To determine whether the policies are facilitating “welfare” of the officers. 

• To suggest changes that can prove beneficial to the face of women policing in India.  

(B) Research Methodology 

The research methodology used for the article is traditional Doctrinal research method. Hence, 

the researchers have chosen books, journals, research articles for preparation of the same. 

(C) Literature Review 

Debra Langan, Carrie B. Sanders, and Julie Gouweloos 3 (2018), in their insightful research 

paper in the Canadian context, Policing Women’s Bodies: Pregnancy, Embodiment, and 

Gender Relations in Canadian Police Work, maintain that despite the influx of women in 

policing, women continue to face barriers to their full inclusion within the police system. The 

authors attempt to put women’s bodies at the centre of their analysis by theorizing how 

 
3 Debra Langan, Carrie B. Sanders, and Julie Gouweloos, Policing Women’s Bodies: Pregnancy, Embodiment, 

and Gender Relations in Canadian Police Work, 14(4) Feminist Criminology. 466(2018) 
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pregnancy shapes the gendered interactions and experiences of women police at work. The 

paper suggested that biological factors such pregnancy demarcated women’s bodies to be “out 

of order” and was therefore found to be even more distant from the ideal police body, which 

was ostensibly male. In such a scenario where these challenges put them into a box of hardly 

being helpful or contributing to the profession, they ended up being barriers that largely exclude 

and marginalize women from full participation in the “boys club”. This form of a direct co-

relation of basic body needs of a woman to the kind of work they must/must not do presents a 

very strain picture of the grim reality of women officers ever being provided with the adequate 

opportunities at par with the male officers.  

Melissa S. Morabito and Tara O’Connor Shelley4 (2018) in their research paper, 

Constrained Agency Theory and Leadership: A New Perspective to Understand How Female 

Police Officers Overcome the Structural and Social Impediments to Promotion present the 

reality of women police officers having to balance their work- and family responsibilities, in 

the absence of adequate welfare mechanisms in place. Authors point that often times, women 

not only had to deal with the sexist notions of being a policewoman but were also forced to 

face the additional challenge of motherhood, oftentimes with ridicule. Though inexcusable, 

these women police officers had to find the most suitable time to “reproduce”, which would 

ensure the changes being the least noticed and with minimal scrutiny.  Besides, despite the 

aptitude that women display for policing, a relatively small percentage of female officers’ 

secure promotions, often due to the juggling of motherhood and police duty. They were also 

found to be giving up on their job as the constant tug of war with their home responsibilities 

and the resultant lack of promotions would mean all the hard work with no end result. Absence 

of helpful welfare policies in this context thus forces women to constantly look for alternatives 

within their work culture, and often leads to feelings of resentment and helplessness.  

Helen H. Yu5 (2015) in her paper, An Examination of Women in Federal Law Enforcement: 

An Exploratory Analysis of the Challenges They Face in the Work Environment, presents the 

reality of the co-relation of women officers quitting their job and the lack of welfare policies 

to support them. It was found that the police sector was not at par with the private sectors in 

the matters of providing paternity/ maternity leave, flexitime to accommodate general family 

needs, and in-house day care options. Other family-friendly policies include accommodations 

 
4 Melissa S. Morabito and Tara O’Connor Shelley, Constrained Agency Theory and Leadership: A New 

Perspective to Understand How Female Police Officers Overcome the Structural and Social Impediments to 

Promotion, 13(3) Feminist Criminology. 287(2018) 
5 Helen H. Yu, An Examination of Women in Federal Law Enforcement: An Exploratory Analysis of the 

Challenges They Face in the Work Environment, 10(3) Feminist Criminology. 259 (2015) 
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for breast-feeding and other nursing care and the ability to stay in one location for an extended 

period of time without jeopardizing one’s career. Although there exists no obligation on behalf 

of employers, in this case the law enforcement agencies to provide family-friendly policies, 

women officers find it much more convenient to quit the job and take care of their new born. 

Any one of these factors can prevent women from continuing a career in law enforcement. 

However, it may likely be a combination of factors, as well as the interrelationship between 

factors, that influence these decisions. 

Mangai Natarajan,6 (2014) in her informative research paper, Police Culture and the 

Integration of Women Officers in India brings out the impact of the newly enacted 1997 labour 

laws and its resultant integration efforts made in the state of Tamil Nadu to reserve 30 percent 

of the police force for women. By way of the interviews conducted of about 450 police officials, 

though the initiative is well-intended, the practical implications are controlled by sexist notions, 

and discriminative attitudes that exist at the behest of male counterparts. In terms of welfare, it 

was noted by the author that women officers who utilise their maternity leave benefits were 

often welcomed back with feelings of resentment. Often, this was because the male officers 

had to carry the extra workload, present as a result of these absentee women officers. She adds 

that many of these officers find it difficult to work alongside male officers who drink. Married 

women were much more disgruntled because the strictly regimented work schedule took little 

account of familial obligations. The paper presents a complete idea of how the integration of 

women officers indeed looked like in the times of well- intended policies but lack the requisite 

practical approaches to ensure its smooth functioning. 

Bushara Bano and Parvaiz Talib7 (2014), in their work, Sex & Rank Differences in Indian 

Police: An Empirical Analysis maintains the painful reality of the fact that how police 

personnel are often living away from their families. Grant of leave on time is a major cause of 

concern for them as they were in fact not spending enough time with their family because of 

the nature of the job. Since policing is a 24- hour job, the job demands constant time and efforts, 

and this means that family members often get neglected. This conflict between the family’s 

needs and demands of the job is a potent cause of stress among the police personnel, especially 

women. Adding to this, the woes of women officers who are by default expected to assume 

responsibilities of childcare, only brings out the true nature of what a woman and being a police 

officer, when combined, truly represents. If male officers were hardly able to contribute to 

 
6 Mangai Natarajan, Police Culture and the Integration of Women Officers in India, 16 INT'l J. POLICE Sci. & 

MGMT. 124 (2014). 
7 Bushara Bano and Parvaiz Talib, Sex & Rank Differences in Indian Police: An Empirical Analysis, 49 Indian 

Journal of Industrial Relations. 618 (2014)  
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emotional needs of family, the apathy of women officers is a whole different story altogether. 

This in turn, raises the need to effectively bring welfare policies for women police officials. 

The paper rightly presents the plight of women in its true form, as juggling between family and 

professional responsibilities is not a small task. 

Penny Dick and Catherine Cassell 8 (2004), in their paper, The Position of Policewomen: A 

Discourse Analytic Study, try to paint the picture of the challenges of women officers in UK. 

According to them, police organizations themselves have become increasingly concerned 

about the relatively high number of resignations from female officers. The authors explain how 

despite the introduction of part-time working and job-share policies in many forces since 1994, 

women continue to be difficult to retain. The shift system, and adding to that, the police 

discipline regulations, which allow line managers to command officers to remain on duty if 

unexpected events demand it, makes it difficult for women to combine child-care and work 

demands. Additionally, the authors rightfully point that part of the problem here is that a career 

in policing follows a set trajectory. The recruit is expected to 'serve their time' as an operational 

front-line officer prior to applying for a specialist role. Thus, many women are in their late 

twenties by the time they have served the requisite years, it is at this time period that they are 

most likely to have children and to resign, if they cannot be accommodated in posts that would 

enable them to reduce their hours. The grim reality of the apathy of women officers is rightfully 

presented in length by way of this paper. Taking cue from the situation in USA, it poses a 

serious question as to how the situation is so similar no matter the jurisdiction.  

II. FINDINGS 
The welfare of such a vital minority can well mean the difference between the organizational 

effectiveness and organizational irrelevance. For the purpose of this study, emphasis shall be 

laid on 3 welfare policies available to women police in India today.   

(A) Prevention of Sexual Harassment  

The Issue: The menace of sexually harassing women exists for the very women who attempt 

to protect the masses from the said crime. As ironical as it may seem, the issue persists on a 

scale that puts the entire essence of the police department into shame. Often, these 

policewomen are forced to be put in a complex situation wherein they have no choice but to 

silently tolerate the maltreatment as their job depends on their tolerance towards the same. 

Women's concern that male colleagues think they cannot “do the job” as well as them, and thus 

 
8 Penny Dick and Catherine Cassell, The position of policewomen: a discourse analytic study, 18 Work, 

Employment & Society. 51 (2004) 
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tolerate the harassment subjected to them. 9 This complexity of women's tolerance of 

behaviours in the workplace in order to fit in, and how working along with men, in turn 

heightens concerns about being seen as incapable of doing certain aspects of the job well. 

Legal Provision:  Police stations fall under the ambit of the Sexual Harassment of Women at 

Workplace (Prevention, Prohibition and Redressal) Act, 2013, and are thus obligated to comply 

with its provisions. The Act mandates the setting up of an Internal Complaints Committee 

(ICC) to address complaints of sexual harassment at workplace. This is accompanied with 

mandatory awareness initiatives to be undertaken by the employer. Section 2(g) of the Act 

defines an employer as the head of any department, branch or unit of the appropriate 

government or a local authority. In connection, the SHO of the police station naturally is 

regarded as the appropriate “employer” in this regard.  

Critical Analysis: Instead of safeguarding, police department has been under the scrutiny for 

failing its own female employees in terms of sexual harassment. Mere enactment of laws in a 

workplace does not do the job but needs actual execution of what the provisions intend to say. 

For women to feel unsafe in the place where they are naturally supposed to feel safe is the harsh 

reality of the irony of the scenario.  

• In the year 2017, there were at least 150 cases of sexual harassment, rape, molestation 

charges against the Delhi Police. Besides these, the allegations also included stalking, 

inappropriate touching and the like. Of these complainants, 3 were policewomen who 

accused their seniors of the offence. It is also pertinent to note that there are no 

convictions in these matters yet.  

• In January 2020, a policewoman serving it Uttar Pradesh posted a video on social 

media, complaining about the actual state of affairs, exposing her ill treatment at her 

workplace. In the said video, she states that she wished to complaint of sexual 

harassment against her seniors and was not even allowed to register the same. The grim 

reality is the ever-existent sexism and discrimination that women continue to face, no 

matter what profession.  

• The additional point to note here is that even though the “law” or what we call here in 

this case as “welfare policy” is not being fruitful. For example, even though the POSH 

Act mandates the creation of an Internal Complaints Committee10 at every workplace, 

 
9 Somvadee, C. and Morash, M. , Dynamics of sexual harassment for policewomen working alongside men, 31 

Policing: An International Journal. 485(2008) 
10 Action Taken by the Government on the recommendations contained in the Twenty First Report (Fifteenth Lok 

Sabha) of the Committee on Empowerment of Women (2012-2013) on ‘Working Conditions of Women in Police 

Force'] 
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the Status of Policing Report of 2019 (SPR) unfortunately states that one in four 

policewomen attested to having no sexual harassment committee being formed at their 

respective stations.  

• Most women do not report such instances in the fear of further harassment. With the 

policemen naturally sitting at the superior position it becomes easier for them to control 

and keep an eye of any complaint, even if made. With these women depending on this 

job like any other, it creates an environment of hostility and fear in turn forcing women 

to quit to ensure safety for themselves.  

• Most of the policewomen in the Indian context are at the constable level. This makes 

an important factor as women officers at constabulary positions may not necessarily be 

aware of what constitutes as sexual harassment under the Act.  As per the SPR of 2019, 

women police officers at higher ranks are more likely to report gender-driven 

harassment, mostly as they themselves are in the position of power.  

(B) “Allowing” Child Care and “Acknowledging” Motherhood 

Issue: Being a woman comes with its own responsibilities and being a policewoman 

alongside it means to bear the burden of both on their shoulders.  Biologically, women bear 

the child and undergo the various changes and developments in their body. It is only 

pertinent in this case that such biological needs are met and what needs to be accommodated 

for, are indeed accommodated.  

Relevant Provision: As per the Maternity Benefit Act of 2017, a workplace with more 

than 50 employees is bound by law to have a crèche facility in its vicinity, where women 

employees should be allowed to visit their wards at least four times a day.  

Critical Analysis: Although there might be welfare policies towards facilitating expectant 

mothers and women who are mothers, the same also comes at a cost. Policewomen in India 

often find themselves in a fix as they have to balance their responsibilities as a mother and 

as a policewoman, more often all alone. It is different with men, in the sense that the wife 

by default assumes the responsibility of looking after the children. But with more and more 

women realising the need to be independent and earning member, with it comes the 

additional need to accommodate these gender roles in the best manner possible.  

• One of the most fundamental and basic points that need attention is how women 

themselves perceive departmental policy and culture as they further relate to 

motherhood and challenges/obstacles that stand in the way. This means that it also 

depends on the way women see these challenges as. For women who perceive 

https://www.ijlmh.com/
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pregnancy and other factors as a valid enough reason to take a step back and quit 

can do the same. But when the same is expected of other women, in the light of 

motherhood, is discriminative. 

• When promotions are mixed with biological responsibilities, it is not a fair play. 

Often, women wish to bounce back and are forced to do so within a month or so of 

maternity leave. This is highly unfair for these women as it is a situation as though 

they do not have a choice but to give in merely because they would face 

repercussions that should not be there in the first place. 

• For women to carry out their motherhood responsibilities such as that of taking 

care of their children, is the need of the hour. To this effect, many police stations 

have brought in the facility of creches and makeshift nurseries inside the station 

premises.  

• The police force, which generally clocks 12-15 hours at work hardly gets to spend 

any time with family, which gets even more difficult for female police personnel 

returning from maternity leave.11 The busy schedules and long hours are taxing on 

new mothers, to say the least.  

• It is also pertinent to provide a healthy and educational environment to the toddlers. 

This would mean the need of mothers to be present as the need arises and ensuring 

that the children are safe even though they might be present in a place where 

notorious members of the society are brought to.  

• With women being on duty, and the biological need of breast-feeding as and when 

required, it is important that women are accommodated in accordance with such 

needs. Unfair treatment of women merely due to the biological functioning of 

women is discriminative and extremely sexist in nature.  

• For example, while the maternity leave period for women police personnel is six 

months, the Rachakonda Commissionerate realised how it was not enough for early 

childcare. In order to alleviate the pressure on new mothers who double up as 

women constables and officers, the Saroornagar Police Station in Telangana’s 

Rachakonda set up a crèche for the children of women cops.  

• It is of extreme importance that we codify the type of duties that are appropriate to 

be assigned to pregnant women personnel, during early stages of parenthood, and 

at crucial years of children’s education (10th and 12th standard). 
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• The need to Provide 730 days of childcare leave to all women personnel under the 

state, as per Rules of the central government is also extremely important. 12 

(C) The Sexist Police of India 

Issue: The police system in the country does not have adequate space for women to gain 

equal footing. Reservations about their psychological and physical abilities stand in the 

way of giving them opportunities, and they are constantly required to prove their 

proficiency as compared to male counterparts. 

Legal Provision: Article 14 of the Indian Constitution envisages the right to equality and 

equal protection of laws for every citizen in the country. It does not discriminate between 

male and female and thus all the opportunities that are present to male officers must be 

provided to women on an equal footing. Besides, Articles 15 and 16 also give effect to this 

objective.  Clause 3 of Article 15, recognising the structural discrimination of denying equal 

opportunity to women, particularly allows the State to make special provisions for women 

and children. Being a signatory to Universal Declaration of Human Rights (UDHR), the 

International Covenant on Civil and Political Rights (ICCPR), the Convention on the 

Elimination of all forms of Discrimination Against Women (CEDAW) and several other 

conventions and treaties, India is obligated to ensure equal treatment to women. 

Critical Analysis: Policing is considered as one of the most male dominated professions in 

the world. Women in turn are generally regarded as the soft gender, the weaker sex, and 

often times, as the one needing protection. Policing is a demanding job, which involves 

long and uncertain hours of duty. It is believed that the characteristics of women are not 

suited to fit the requirements of such a profession. The condition of policewomen in India 

are a true representation of this societal notion.  

• Female policewomen are often branded by their male peers as incompetent. The 

same notion exists due to its dependence on the biological and society-accepted 

traits of how a woman is to be. 13 

• The sexism is seen percolating on practically every aspect of policing. Take 

facilities for example, there is a lack of basic infrastructure for women, such as 

accommodation and restroom facilities, in a police station. This is absurd to say the 

 
12 Government of India, Ministry of Personnel, Public Grievances and Pensions (2008), Office Memorandum, No. 

13018/2/2008 – Estt. (L), 11 September: 
13 Lois Higgins, Women Police Servce, 44 Journal of Criminal Law and Criminology, 101(1950) 
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least, as the same treatment being extended to male police officers would create a 

ruckus that would blame every part of the hierarchy for the lack of implementation.  

• The representation of women in the Indian police continues to be poor, at 7.28 

percent in 2016. Police forces in India lack gender sensitivity, failing to address the 

needs of women within the police forces in aspects that affect the most basic needs 

of a woman. This lack of representation translates to further lack of amenities that 

are available to the women who are indeed recruited.  

• Women are needed in the police force, not just for reasons of diversity, but also for 

clear legal requirements. These include escorting female victims/accused, recording 

statements from women or children who come in contact with the police, and much 

else. It is also an established fact that women officers are needed in cases of gender 

violence such as rape, molestation etc. It has been established that women feel 

comfortable detailing out the unfortunate incidents to women officers than male 

officers. This further establishes the need to recruit more women as the crimes 

against women are only going upwards. UN data across 39 countries reveal that the 

presence of women police correlates positively with growing reporting of sexual 

assault. 

• Having more female officers can positively impact police-community relationships 

and the overall performance of the police. A 2007 research paper published in the 

Women & Criminal Justice Journal shows that female officers are less likely to be 

named in citizen complaints, compared to male officers, female officers are less 

likely to have allegations of excessive force against them, and just the presence of 

female officers can reduce the use of force among other officers. 

• Women police personnel are also more likely to report doing tasks that requires 

working from the police station as opposed to going out in the field. This contrasts 

with male personnel who are more likely to be engaged in field tasks. Since the job 

they are given is of such nature, the prospect of advancement in career and likely 

promotions are effectively negligible as a very few manage to climb the ladder, with 

the weight of family roles, sexism and harassment constantly weighing them down.  

III. RECOMMENDATIONS 
1. Training And Workshop: It is of extreme relevance that male officers are given the 

right training to dismantle the gender discrimination that they feel is justified. It requires 

https://www.ijlmh.com/
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workshops to understand the roles of women and to provide assistance so they also 

aspire to move ahead in life, at par with the male officers.   

2. All Women Police Stations: This is a beneficial initiative that ensures that women are 

allowed to lead by themselves and are given the sole control of the functioning of the 

station. Besides, female victims feel more comfortable to approach such a setup. 

3. Exhibiting Posters: Posters must be pasted in the station so the women officers 

especially of the lower ranks are very well aware of their rights and know which 

contacts to call in case of need and crisis.  

4. Tracing Police Dept Compliance With POSH: With rising instances of harassment 

filed against police officials, it is necessary that the stations’ compliance with POSH is 

effectively looked into.  

5. Suitable Uniform: Undertake a survey of serving women personnel across ranks to 

assess complaints and concerns, if any, regarding police uniform and, on the basis of 

findings, consider designing appropriate uniforms suitable to female body types to 

enable women to carry out their duties with ease and comfort. 

6. Providing Accommodation: Consideration as to giving preference to women in the 

allotment of houses, irrespective of seniority, taking into account the particular 

vulnerability of women in thereafter availing alternative accommodation. 

7. Raising Accountability: Emphasize the importance of ensuring accountability for 

police negligence, misconduct and/ or violations with a focus on legal provisions 

specifically dealing with wrongdoing in relation to gender-based offences. 

8. Adequate Facilities: Make measures to provide adequate and proper facilities, 

including separate changing rooms and toilets, for women and men at all police training 

institutes. 

9. Assurance of Non- discrimination: Guarantee that there is no discrimination in 

decisions around work assignments and deployment, promotion, or any other term or 

condition of employment, on the basis of pregnancy or childcare responsibilities. 

10. Allocation of work: Ensure that desk-work such as records management, computer 

work, maintaining registers, RTI cell and others is allocated evenly among men and 

women, and not disproportionately based on gender.  

11. Due Consideration: Give due consideration to the risk of physically arduous work on 

pregnant women while assigning tasks, and take decisions, including transfer decisions, 

in consultation with them. 

https://www.ijlmh.com/
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12. Maintaining Transparency: Maintain disaggregated data at all levels to track 

women’s recruitment including: a) Number and demographic profile of men and 

women applicants for vacancies at all entry points, and b) Number and demographic 

profile of successful candidates, both men and women at each stage of shortlisting, as 

applicable, including application form, written test, interview, physical and medical 

test. 

13. Basic Changes: Review existing organizational policies, manuals, orders, circulars, 

notifications and/or any other document to identify and remove potentially 

discriminatory provisions,  and making the language gender neutral (i.e., replace the 

use of “he” with “he/she”) and incorporate special measures to meet the specific needs 

of women as needed. 

IV. CONCLUSION AND RECOMMENDATIONS 
The perceptions of women officers toward their role are not only reflections of the status of 

women in the wider society, but also are based on their experience in a limited range of duties 

within the police force. In western countries, women have already paved the way towards 

equality in all walks of life, assisted by more powerful equal opportunity legislation than in 

traditional societies. In India, there are still no clear-cut policies relating to the appropriate roles 

of women in the police force. Findings indicate that a substantial number of women officers 

are highly career oriented and have an interest in performing a wide range of police tasks. 

Women officers who preferred non-traditional assignments over the ones they were usually 

assigned for, tend to have wider deployment experience and have undergone special training 

in the police force. All these facts suggest that state governments must take the initiative to 

increase the numbers of women officers and also to provide suitable training to enable them to 

perform a wider range of duties. The recent establishment of all-women units in few Indian 

states may be testimony to the greater acceptance of women police, but this is of little benefit 

if they remain largely confined to dealing with women and children's cases. 

*****  

https://www.ijlmh.com/
https://www.ijlmh.com/


 
5867 International Journal of Law Management & Humanities [Vol. 4 Iss 3; 5855] 

© 2021. International Journal of Law Management & Humanities   [ISSN 2581-5369] 

V. REFERENCES 
1. Newspaper Article  

• No conviction in 150 sexual harassment complaints against Delhi Police staff, 

(Hindustan Times, Nov 2017) 

• With rampant 'male culture', junior female police officers find sexual harassment 

at workplace 'normal' (First-Post, 2016) 

• City’s female cops now get daycare for their children, (Pune Mirror, 2019) 

2. Research Papers 

• Lois Higgins, Women Police Servce, 44 Journal of Criminal Law and Criminology, 

101(1950) 

• Somvadee, C. and Morash, M. , Dynamics of sexual harassment for policewomen 

working alongside men, 31 Policing: An International Journal. 485(2008) 

• Bushara Bano and Parvaiz Talib, Sex & Rank Differences in Indian Police: An 

Empirical Analysis, 49 Indian Journal of Industrial Relations. 618 (2014)  

• Penny Dick and Catherine Cassell, The position of policewomen: a discourse 

analytic study, 18 Work, Employment & Society. 51 (2004) 

• Bushara Bano and Parvaiz Talib, Sex & Rank Differences in Indian Police: An 

Empirical Analysis, 49 Indian Journal of Industrial Relations. 618 (2014)  

• Penny Dick and Catherine Cassell, The position of policewomen: a discourse 

analytic study, 18 Work, Employment & Society. 51 (2004) 

• Debra Langan, Carrie B. Sanders, and Julie Gouweloos, Policing Women’s Bodies: 

Pregnancy, Embodiment, and Gender Relations in Canadian Police Work, 14(4) 

Feminist Criminology. 466(2018) 

• Melissa S. Morabito and Tara O’Connor Shelley, Constrained Agency Theory and 

Leadership: A New Perspective to Understand How Female Police Officers 

Overcome the Structural and Social Impediments to Promotion, 13(3) Feminist 

Criminology. 287(2018) 

***** 

https://www.ijlmh.com/
https://www.ijlmh.com/

