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ABSTRACT 

Participation of women in supervisory decision-making positions is a global agenda. Zambia 

strives towards attaining 50% women representation in decision-making positions by 2020 

(SADC, 2005). The implementation of the Police Reform Programme in 1995, and the 

establishment of the Zambia Police Strategic Development Plan 2001-2006 shows 

government’s commitment towards ensuring gender equality in the Zambia Police Service 

(GRZ, 2000; GIDD, 2010). Despite the various efforts undertaken by the Zambian government, 

very little has been achieved.  Women’s participation in supervisory decision-making positions 

is as low as 12.3% and their population in the police service is at 19.6 percent (Zambia Police 

Service, 2010). This study aims at examining the participation of women in supervisory 

decision-making positions in the Zambia Police Service in the case of Lusaka District. The 

following are the study specific objectives: To assess requirements for women participation in 

supervisory decision-making positions in the Zambia Police Service; to establish the views of 

police officers on women participation chances in supervisory decision-making positions in the 

police service; to identify the factors that prevent women from progressing to supervisory 

decision-making positions and to establish measures towards promoting women participation 

in supervisory decision-making positions in the Zambia Police Service.  The study applies a 

mixed method approach of qualitative and quantitative methods with a sample size of 105 

comprising of 75 questionnaire based respondents and 30 interview based informants. Simple 

random and purposive sampling techniques were used by the study.  The findings of the study 

indicate that, women participation in supervisory decision-making positions is still low. Men 

occupy most of the supervisory decision-making positions in the police stations under review. 

The study reports that educational levels, commitment to duty, good interpersonal relationship, 

marital status and political loyalty played a critical role in enhancing promotion opportunities 

in the Zambia Police Service. Despite low participation of women in supervisory decision-

making positions, women still stood a better chance for promotion in the police service. The 

study further reports that low education, lack of commitment, low confidence and poor attitude 

towards work are factors affecting promotion of women to supervisory decision-making 

positions in the Zambia Police Service. Among others, the study recommends that, the 

government of the republic of Zambia creates a conducive environment for women officers to 

access education in security related trainings, develop deliberate policy to fight discrimination 

against women, and develop a deliberate policy to ensure that 50% of the police stations in 

Zambia are headed by female officers.  
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND 

INTRODUCTION 

This dissertation assesses the participation of women in supervisory decision-making positions 

in the Zambia Police Service with the case study of Lusaka District. The dissertation consists 

of six chapters. Chapter One provides background to the study, statement of the problem, 

research questions and objectives, significance of the study and the conceptual framework 

respectively. Chapter Two reviews relevant literature from various sources with focus on the 

study objectives. During the review of literature, information gaps which this study attempted 

to satisfy were established. Chapter Three provides the methodology; this provides a road map 

upon which this study was anchored. The main element includes: study design, population and 

sample size, sampling techniques, data collection and tools. The chapter also describes how 

data was analyzed, study limitations and ethical consideration. Chapter Four provides the data 

presentation; this chapter presents the findings of the study. Tables, pie and bar charts were 

used in presenting the study findings. Chapter Five is discussion of research findings. The 

discussion attempts to show if there is change between the present study and other studies 

conducted by other scholars. Chapter Six presents the major conclusion of the study. The 

chapter also makes policy recommendations and research based recommendations.  

BACKGROUND 

In today’s dispensation, gender equality has become a watch-word. The world community has 

realized that gender equality is one of the invaluable roadmaps to all forms of human and 

national development. Its promotion reached the climax during the fourth United Nations 

conference in Beijing in 1995 (Hilka and Jeanne, 1995). This conference marked a significant 

turning point for the global agenda for gender equality. As a signatory to the UN, Zambia is 

obligated to promoting gender equality.  

The Southern African Development Community (SADC) protocol on Gender and 

Development, to which Zambia is also a signatory, has set declarations which member states 

are supposed to implement in their countries. On representation in decision-making positions, 

a target of attaining 50% women representation in decision-making positions by 2020 for those 

countries that attained 30% representation has been set (SADC, 2005).Those countries that 
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failed to attain the initial target of 30 % women representation in decision-making positions by 

2005 were urged to achieve this by 2015 or earlier (ibid).  

 

In Zambia, the idea of promoting gender equality is reflected in the Zambian Constitution 

within the human rights perspective. Article 23 of the Constitution of Zambia as amended by 

Act No. 18 of 1996, prohibits the treatment of any person in any discriminatory manner by any 

person acting in the performance of a public office. The constitution in this regard even before 

any further action is taken in effecting the Convention on the Elimination of all Forms of 

Discrimination Against Women (CEDAW) is adequate on its own to guarantee equal 

representation. This includes administrative measures that are aimed at promoting gender 

equality such as the establishment of a Division for Gender in Development (GIDD) within 

cabinet office (Holden, op cit). The government further undertakes measures to adhere to the 

international, regional and sub-regional instruments namely the United Nations, African Union 

and Southern African Development Community (SADC). 

In Zambia, men occupy more than 50% supervisory positions both in the public and the private 

sector. For example, the local government parliamentary committee (2007) found out that 98% 

of the members of parliament were men and only one female parliamentarian was a professor. 

Griffin (2008) is of the view that participation should be a process through which all members 

of a community or organization are expected to be involved in and have influence on decisions 

relating to development activities that would affect them.  

Musonda (2002) argues that since independence Zambia has had no female head of state. It 

was not until the Edgar Chagwa Lungu regime that the first female vice president was 

appointed into office. Due to the status-quo, the head of state publicly affirmed that his 

government would appoint women in key positions. True to his words, Zambia saw the 

appointment of Stella Libongani as the first Inspector General (IG) of police in Zambia since 

independence. Subsequently, in the 2015 tripartite elections the Patriotic Front (PF) party 

nominated a woman as a running-mate for the position of Vice President.  

Further, from 1964 to 2011, there has been 20 commissioners of police and 14 Inspector 

Generals of police. All of them were male officers. This was a clear fact that female police 

officers were never represented in supervisory positions in the Zambia Police Service (Zambia 

Police Service, 2011). 
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The Afro Barometer (2002) echoes that all Southern African countries, Zambia inclusive, 

which participated in the study, had low levels of women in supervisory positions. Liazimba 

(2009) also adds that most of the supervisory positions are male-occupied. The general outlook 

of the Zambia Police Service presented high gender inequality as statistics obtained from police 

records revealed low levels of representation of female police officers in supervisory positions. 

High ranks are dominated by male police officers (Masinga, 2011).  

 

In the Zambian traditional setting and indeed in many LDCs, women were taught to grow up 

and become good mothers and wives while men were taught various economic skills for 

livelihood (GIDD, 2004a). Decision-making was left to men, although women were present 

during discussions, their contributions were very minimal and often upon request from the men. 

A prolonged education for a female child was viewed as a waste of time and resources. This 

resulted in early marriages of young girls and the concentration of economic power in men and 

high illiteracy levels among women, which by 2002-2003 stood at 71% (CSO, 2004). In the 

final analysis, the representation of women in supervisory positions has been almost negligible.  

 

In response, the government of the republic of Zambia developed the National Gender Policy 

that was adopted in 2000 (Ibid) to achieve equal participation of men and women in all 

endeavors of life with a view of achieving equal opportunities in the social, economic and 

political spheres. The National Gender policy outlined concrete measures for the government 

to promote equal representation in decision-making positions (National Gender Policy, GRZ 

2000. P41). To address women’s low representation in decision-making positions in various 

institutions the government of Zambia endeavored to: 

Develop criteria for recruitment, appointment and promotion of more women to  

advisory and decision-making positions; promote and facilitate continuous gender 

orientation programmes using appropriate channels to change people’s attitudes 

regarding the role of women in decision-making; restructure, recruitment and career 

development programmes to ensure that all women, especially young women and 

persons with disabilities have equal access to managerial leadership training including 

on-the-job-training; facilitate and carry out gender training and awareness 

programmes at places of work in public, private and in the communities; take positive 

action to build a critical mass of women leaders, executives and managers in strategic 

decision-making positions to act as role models in the public offices including defence 
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and security; ensure equitable representation of women and men in decision-making at 

all levels (GRZ, 2000. p63-64). 

 

Kanter (1977) insists that women’s positions in organisations can be understood in terms of 

organisational structures and the clustering of women in lower power roles rather than simply 

a function of individual gender difference. Kanter believes that, had there been greater sharing 

of power within organizations, women would not have had difficulties accessing management 

roles. Kanter suggests that the gender ratios at upper levels affect interactions between men 

and women. Men being the dominant group amplify the differences between them and women 

resulting in negative outcomes for women. This may include performance pressures, exclusion 

from interaction with male peers and stereotyping. 

 

In April 2005, the government established the office of the Minister of Gender in Development 

in order to ensure that gender issues were represented at the highest level of decision-making 

in government. This showed serious commitment to promote gender equality in the nation 

(ZARD, 2010). The aim of gender equality is also reflected in the Sixth National Development 

Plan (GRZ, 2011). 

STATEMENT OF THE PROBLEM 

The government of the republic of Zambia has made a lot of efforts towards promoting gender 

equality in the public service including the Zambia Police Service. The implementation of the 

Police Reform Programme in 1995, aimed at addressing gender inequity in the police service. 

The Zambia Police Strategic Development Plan 2001-2006 also assures consideration of 

women in supervisory decision-making positions (GRZ, 2000; GIDD, 2010). Despite the 

various efforts undertaken by the Zambian government, very little has been achieved. The 

majority of women in the police service are not in supervisory decision-making positions. This 

contradicts the 1966 initial desire of incorporating women in the service through decision-

making (Mwansa and Mumba, 1981). Studies have shown that only 12.3% of decision-making 

positions in the Zambia Police Service are occupied by females. Their population in the police 

service is equally low, standing at 19.6 percent (Zambia Police Service, 2010). There is need 

to establish factors preventing participation of women in supervisory decision-making 

positions. It is also necessary that promotion opportunities for women in the Zambia Police 

Service are investigated.   
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This paper attempted to investigate why there is a low level of participation in supervisory 

decision-making positions by female officers in the Zambia Police Service with the case study 

of Lusaka District. 

 

RESEARCH OBJECTIVES 

General objective 

To assess the participation of women in supervisory decision-making positions in the Zambia 

Police Service in Lusaka District. 

Specific Objectives: 

i. To assess requirements for women participation into supervisory decision-making 

positions in the Zambia Police Service. 

ii. To establish the views of police officers on women participation chances in 

supervisory decision-making positions in the Zambia Police Service. 

iii.  To identify the factors that prevent women from progressing to supervisory 

decision-making positions in the Zambia Police Service. 

iv. To establish measures towards promoting women participation in supervisory 

decision-making positions in the Zambia Police Service.  

General research question  

To what extent are women participating in supervisory decision-making positions in the 

Zambia Police Service in Lusaka District? 

Specific Research Questions 

The research attempted to answer the following pertinent questions: 

i. What are the requirements for women to participate in supervisory decision-making 

positions in the Zambia Police Service? 

ii. What are the views of police officers on women participation chances in 

supervisory decision-making positions in the police service? 

iii.  What factors prevent women from progressing to supervisory decision-making 

positions? 

iv. What measures could be adopted to promote the level of female police officers’ 

participation in decision-making positions?  
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SIGNIFICANCE OF THE STUDY 

The study significance aimed at providing answers to the research questions identified above. 

The study has provided sufficient explanation on the requirements for women participation into 

supervisory decision-making positions in the Zambia Police Service. It has identified factors 

that prevent women from progressing to supervisory decision-making positions in the Zambia 

Police Service.  The study has provided measures towards promoting women participation in 

supervisory decision-making positions in the Zambia Police Service.  The study also identified 

gaps in the literature that this paper sought to cover. The information that has been generated 

from the study will be relevant to policy makers in the Ministry of Home Affairs, Members of 

Parliament and the police high command, among others as regard participation of women in 

supervisory decision-making positions in the Zambia Police Service. Further, it is likely that 

the information will help researchers and scholars who will focus on the police service.  

CONCEPTUAL FRAMEWORK 

This study is premised on the following concepts: participation, supervisory position, police 

service, rank and decision-making. The conceptual framework is anchored on the assumption 

of argument of the force field theory to establish a better understanding of the phenomenon of 

participation of women in supervisory decision-making positions.  

Participation 

Natarajan (2008) argues that the concept of participation is contested and used in different ways 

by different people in the bodies of literature. Social participation may mean the ability of an 

individual to be involved in as part of one’s everyday life. This might include: being a member 

of a community group, a tenant’s association or a community group supporting a common 

agenda. 

 

Shea (2008) looks at individual participation in terms of choices and actions that individuals 

make as part of their daily life in a society they live in, for example, boycotting specific 

products, donating money to charities and signing petitions.   

 

In this study, participation will be taken as the opportunity that female police officers have to 

make decisions over matters pertaining to the management of police work in the police service 

in their various police stations.  
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Supervisory position 

A supervisory position is a rank in the police service that enables an individual to have a span 

of control in and make decisions pertaining to the affairs of the maintenance of public order in 

a certain area. For example Sergeant, Officer in Charge, etc.  (Chan, 1996). 

 

Police service 

A public organization responsible for the prevention and detection of crime and the 

maintenance of public order (SARD, 2010). 

Decision-making    

This is the process of making a choice by identifying decisions suitable to carry out a particular 

course of action. It is also the extent to which female police officers participate in the process 

that contributes towards decisions of promoting and maintaining public order (Griffin, 2008). 

Rank 

Chan (1996) defines rank as a position within the hierarchy of the police service, for example 

from Constable to Inspector General of Police. In order for one to move from lower rank to a 

higher rank, a person needs to fulfill certain requirements as in figure 1.1 below. 

Figure 1.1 Conceptual Framework for supervisory decision-making positions in the police 

service  

 

 

 

 

 

  

 

 

 

 

 

Lowest 

Rank 

Highest 

Rank 

 

 Improvement in education 

qualifications 

 Confidence in women 

 Excellency in police work 

 Demonstrated high 

commitment  

 High level discipline 

 Ability to take instructions  

 Extra police training  

 Training leadership Courses  

 Confirmation in service 

Conditions to be fulfilled for 

supervisory decision-making 

positions 
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Figure 1.1 above is an adaptive model describing the fulfillment of conditions for supervisory 

decision-making positions in the Zambia Police Service.  

Based on the model the lowest rank in the police service is Constable. The rank of a Constable 

is the entry level for all police officers. The officers will then have to move from Constable to 

the next rank until they get to the highest rank which is Inspector General of Police (IG). In the 

Zambia Police Service, the order to ranking is as follows: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

Lowest rank  

Highest rank 

Inspector General of Police (IG) 

Deputy Inspector General of 

Police 

Commissioner of Police 

Deputy Commissioner of Police 

Senior Assistant Commissioner 

of Police 

Assistant Commissioner of 

Police 

Senior Superintendent 

Superintendent 

Assistant Superintendent 

Chief Inspector 

Inspector 

Sergeant 

Constable 
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Generally, an entry qualification in the Zambia Police Service is a complete Grade 12 

Certificate, although at entry level, the age of candidates and physical fitness are also 

considered. At the end of training the officers are conferred and become officers starting as 

constables. In order to move from constable all the way to the highest rank, there are a number 

of requirements that a person needs to meet as indicated in figure 1.1 above.  

 

To move from Constable all the way to chief inspector, extra-training is required especially in 

human rights and criminal investigations. This is because the level of responsibility is highly 

sensitive and officers should possess certain skills. Usually, length of service could help in 

addition to extra-police training.  

 

To move from Chief inspector up to senior superintendent, most of the proposed conditions in 

the model would be applicable. One would also need to demonstrate commitment and 

excellence in police work.  

 

By the time an officer reaches the ranks such as Assistant commissioner of police, Senior 

Assistant Commissioner of police and Deputy Commissioner of police, a certain level of 

educational qualifications such as Degree in administration would have been attained.  

 

Based on the model, from Commissioner of Police an Officer can be promoted to Deputy 

Inspector General of Police and ultimately become the Inspector General of Police (IG). The 

requirements will be similar but with variations in levels of experience, commitment and 

interpersonal relationships may influence such promotions.   

 

Looking at the Force Field theory developed by Kurt Lewin in 1951, it suggests that there are 

two forces working for or against women participation in supervisory positions. Based on this 

theory there are proposing forces and opposing forces. In line with participation of women in 

supervisory decision-making positions, women would want to attain positions of authority but 

the opposing forces always push in the different directions.  For example, if a female police 

officer does not show commitment, has a low level of education, it would be difficult to be 

promoted into any supervisory decision-making position. 

Buthler (2006) looks at gender inequality as something biological, by arguing that the 

biological make up of people results in inequality because sex puts men at a commanding and 
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dominant position. The “Anthropologists largely agree that women have hardly occupied 

positions of higher status or political power than men in any society anywhere, anytime.” Some 

feminist theorists argue that, reproduction everywhere is done by females that subordinates 

their position to men. Others say that men are physically dominant in their actions and activities 

and set rules that are to their own advantage. Buthler (2006) posits that men are more aggressive 

than women. That is what puts man in a dominant position thereby creating inequality between 

the two sexes.  

Alison (1990) observes that, most of the hardest and most demanding jobs are carried out by 

men therefore inequality is bound to exist between the sexes. The fact that men are a stronger 

sex and can stand extreme hash conditions makes them dominant. Complex cultural societies 

are build up by institutions that keep men in dominant positions. This makes the female sex 

constantly relegated at the background.  

Linsey (2007) adds that, although sex is the biological difference between men and women, 

society has significantly contributed to inequalities in work places. Sex as a basis for being 

accepted has dominated politics, social, economic, culture and traditional backgrounds. These 

cultures and traditions vary from place to place and from culture to culture. 

The theory also looks at a state where women fail to pull through to the top and participate in 

decision-making, a state where proposing and opposing forces are in balance causing not 

change-state of equilibrium. The only way to achieve positive or desired change is when the 

proposing forces outplay the opposing forces. For example, the government might take some 

measures to promote gender equity in decision-making in the police service but there could be 

opposing forces such as the number of women in the police service, the levels of education, 

negative perceptions towards women in leadership, lack of self-confidence and cultural factors 

among others. Therefore, based on the theory in order for change to take place there was need 

for more efforts on driving forces in order to counter react the opposing forces. Without this 

proactive action there is going to be no change and the status-quo-equilibrium would be 

maintained. The government should make deliberate decisions towards promoting women in 

the police service.  



11 
 

CHAPTER TWO 

LITERATURE REVIEW 

INTRODUCTION  

The chapter reviews literature relevant in relation to participation of women in supervisory 

decision-making positions in the Zambia Police Service. The review of literature is premised 

on the following specific objectives:  To assess requirements for women participation into 

supervisory decision-making positions in the Zambia Police Service; to establish the views of 

police officers on women participation chances in supervisory decision-making positions in the 

police service; to identify the factors that prevent women from progressing to supervisory 

decision-making positions and to establish measures towards promoting women participation 

in supervisory decision-making positions in the Zambia Police Service.  

PARTICIPATION OF WOMEN IN SUPERVISORY DECISION-MAKING 

POSITIONS IN THE ZAMBIA POLICE SERVICE 

A study by Burke and Mikkelsen, (2005) to examine gender issues in policing in Norway 

indicates significantly lower levels of opportunities for women as well as more sexual 

harassment than did male officers. Female officers reporting lower levels of equal opportunity 

perceptions were less job-satisfied, more cynical, rated their quality of leadership lower and 

indicated more health complaints. Female officers experiencing more sexual harassment also 

indicated less job satisfaction. Finally, female officers offering more reasons for career 

differences (particularly discrimination) reported less job satisfaction, and lower professional 

efficacy.  

The study by Burk and Mikkelsen (2005) is relevant to the present study for establishing that 

gender inequality is not only a phenomenon of less developed countries. Developing countries 

also experience gender inequality in the police. The study did not look at how the inequality 

affected female participation in supervisory decision-making positions. The study also makes 

known the challenges that female officers face in the police service. The study however, may 

not be generalized to other countries or other professions. Practical implications and 

suggestions for addressing gender issues in organizations are offered.  The author tends to agree 

with Burk and Mikkelsen (2005) that there is need to find measures towards increasing female 

participation in the police. The present study therefore focuses on participation of women in 

supervisory decision-making positions, this information gap needs to be satisfied through the 

present study. 
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Tanja-van (2004) on gender policies and the position of women in the police force in European 

Countries reports that there is a wide gap between the participation of men and women in the 

police service up to 74%. In this article, the study highlights existing barriers to gender policies 

aimed at improving the situation of women in the police service in four European countries, 

namely, Sweden, Spain (more specifically, Catalonia), Austria, and the Netherlands. The study 

concludes that, gender mainstreaming policies form an important key to the process of raising 

women’s position in the police service. Although organisational structures have to change 

before cultural issues can be addressed, the most important existing barrier to gender equality 

proves to be the culture within the organisation: in all four countries they studied, the police 

force is still male-dominated.  

 

Looking at the study by Tanja-van (2004), the present study benefits from it contributing to 

knowledge of gender inequality in European countries. The study has indicated the extent to 

which male dominance in the police service has reached. The study also provide a better picture 

of the prevailing situation in Europe which sets a basis for comparison with the present study 

in Zambia, a less developed country. However, the study did not establish the extent to which 

male dominance affects the ability of women being appointed into supervisory positions. This 

is the gap that the present study attempts to satisfy.   

 

Mwansa and Mumba, (1981) indicate that the Zambia Police Service, formerly Zambia Police 

Force, is a replica of the British policing system both in its form and content as it developed 

when Zambia was a British colony. Habeenzu (1993) argued that the Zambia police operations 

origin was in the military for the police officers used to be recruited and trained by the military. 

The Commander of the Northern Rhodesia Army was also the Commissioner of Police. Jeffries 

(1952) as cited by Mwansa and Mumba (1981) indicated that all senior officers were men with 

military experience. 

 

According to Mwansa (1992) as cited in Habeenzu (1993) the duties of the early police service 

were to combat the slave trade in order to create a conducive environment for commerce and 

missionary work, arrest and guard African offenders, provide security to the British South 

African Company tax collectors and to suppress and prevent the outbreak of disorder especially 

from the natives. Therefore, only strong able bodied men were enlisted as police officers.  
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Mwansa and Mumba (1981) further stated that the civilian police began in 1932 when the 

police was separated from the military with only seven superior officers (high ranked), 73 

inspectors and 447 other officers in other ranks down to constable level. At the time of 

independence the total number of officers had reached to 6,000 men. Zambia Police Service 

started recruiting women for the first time in 1966 though the programme was suspended in 

1979 under unexplained circumstances (ibid) and information is missing when they resumed 

recruiting them. The demand for variety of work for police officers which sprung up in the 

modern world such as search of female suspects, arrest and treatment of juvenile offenders, the 

employment of women police officers was prioritised. In 1996 for instance, female police 

officers on training were 48 as against 375 men, but the number in 1998 rose to 161 women 

recruits against 578 men (Masinga, 2011).  

 

Currently, there are no studies in Zambia on female police officers to be able to bring out 

information on the career progression of Zambian women police officers. Such a study is 

required to find out exactly what the nature of their duties used to be as compared to now when 

they do all that a male officer is doing. 

 

The study by Musonda (2002), on the history and reformation of the Zambia Police reports that 

recruitment and promotion in both colonial police and post-colonial police force was highly 

dominated by males. Before independence promotions were normally restricted to expatriate 

police officers who were accorded better training than the local people. After independence in 

1964, there were changes made with emphasis on the recruitment and promotion of the local 

people. Musonda points out that a supplementary police scheme known as the vigilante was 

established for the purpose of complementing the efforts of the regular police in combating 

crime. 

 

In the same report, Musonda (2002) also cites political interference as one of the major factors 

affecting effective recruitment and promotions in the police service. However, Musonda’s 

(2002) report does not quantify the number of officers recruited or promoted as a result of 

political interference during the reign of the United National Independent Party government. 

Further, Musonda’s findings fall short of highlighting gender issues in the recruitment and 

promotions in the police service both in the UNIP and in the Movement for Multi-party 

Democracy governments. For example, during the time of his writing, the Zambian government 

had put in place the National Gender Policy and established the Department of Gender at 
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Cabinet Office, which was later transformed into the Ministry of Gender. Notwithstanding the 

above, the present study benefits from Musonda’s (2002) study for having pointed out the 

inadequacies of the police force, highlighting reforms that could promote professionalism in 

the police service such as the appointment of university graduates to senior positions and 

revised entry qualifications for police officers. 

 

Another study was conducted by Kalombo and Mumba (1997) on the quota system or 

balancing of recruitment in the police force in Zambia since the colonial times. This system 

was used to ensure that equal numbers of recruits were recruited from each province. The 

system was used by the UNIP government after independence and continued to be used by the 

MMD government. Kalombo and Mumba (1997) observed that the quota system was a 

government policy meant to ensure that there was equity in police officers’ recruitment (in that 

equal numbers of police recruits would come from each province). However, Kalombo and 

Mumba did not indicate to what extent the system had been beneficial both to the police service 

and the general public. In addition, they did not say when the system was adopted and to what 

extent the system was used both during the UNIP and MMD governments. The writers do not 

quantify the number of people that were recruited through this system and whether it is used at 

all levels of appointment, including even those above the constable level or simply restricted 

to constable recruitment alone. 

 

In addition, apart from pointing out the possibility of the system being easily manipulated by 

some overzealous recruiters, the writers do not suggest measures that were put in place to 

forestall manipulation of the system nor do they spell out the benefits of such a system to the 

police service in terms of quality policing services of the recruited personnel. The writers do 

not also state how the same system could be applied to promotions in the police service. In 

addition, the writers did not give statistics on the number of recruits from each province during 

a particular year to show how the system was applied. 

 

A study was conducted by Shipolo (2012) on factors that influence low levels of representation 

of female police officers and high levels of representation of male police officers in high ranks 

in the Zambia Police Service. The study reports that the police service is male dominated and 

high ranking positions were occupied by the male folks. Shipolo (2012) highlights negative 

attitude, lack of gender policy, lack of a gender expert as focal person, lack of gender 

disaggregated data and discrimination as some of the common factors which affected gender 
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equality in the levels of representation of female and male police officers in high ranks in the 

Zambia Police Service.  

The study by Shipolo (2012) is relevant to our study as it has established the factors 

contributing to low levels of female representation and high levels of representation in the 

Zambia Police Service. The present study in addition to highlighting factors affecting 

progression of females into supervisory positions, will establish determinants that will better 

position women for promotions in the Zambia Police Service. The present study finds that 

determinants and promotional practices are critical towards creating a fair platform for female 

police officer promotion. Therefore, not only will the present study highlight the factors but 

also deduce measures towards promotion of women participation in supervisory positions.  

A study was conducted by Franchy (2010) in the Comoros Islands on “Gender representation 

in specialized security units”. This study reports low representation of women in specialized 

security units of the country. Men dominate most of the security top leadership positions up to 

78%. The study identifies cultural values, hardship of training, and lack of interest by the 

women in security units as some of the factors contributing to the low representation of women 

in specialised security wings. In the same study it is recommended that preference should be 

given to women during the recruitment process and incentives be given to them once they join 

the specialised security wings.   

The role of women in the management of police organisations was a study done by Manning 

(2007). He highlights low women presence and involvement in the management of police 

organizations. The study reports entry exams, with an over-emphasis on physical processes as 

factors that block many qualified women from serving. In the same study, it is reported that 

there is reluctance to work in male environments, and a lack of confidence among female 

officers. Further, the study revealed that other barriers to women’s progression included 

women’s early socialisation (women’s role as wives and mothers), limited education 

attainment, multiple roles (male dominance and unsupportive husbands, women seen as a threat 

to them if employed well), stereotyping (women seen as less competent subjects to higher 

standards), discrimination (placed in stereotype jobs), and organisational policies and 

procedures that work against women (long working hours, lack of child friendly policies and 

limited flexible work conditions) as factors contributing to low involvement of women in the 

police service. 
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The study by Manning (2007) is relevant to the present study for establishing the challenges 

that affect women from rising to management positions of the police organisation. The study 

does not indicate the extent to which women participate in supervisory decision-making 

positions which is the focus of the present study.   

 

Rajenikova (2003), states that in the US, law enforcement was strictly a man’s job which was 

based on the military model, before the first police women were hired in 1910. Although 

women worked as matrons in women’s prisons before they entered policing, in both cases 

women’s entry into the field came due to demands of other women not from within police 

departments.  

 

According to Shulz (1995), the first women professionals in law enforcement were considered 

unique and different from their male counterparts. People viewed them as social service 

workers rather than cops which brought a philosophy of social reform to law enforcement. 

Most of the police women of this era had at least bachelor’s degree and backgrounds in social 

work, teaching or to a lesser degree in nursing. Many were also involved in the temperance 

movement or morality-based good government activities. 

 

Price (1996) on female police officers in the United States indicates that police departments 

must hire people without regard to race or sex. The study reports that, in 1970s only two percent 

of all police officers were women and the executive policy making level of policing exhibited 

very limited representation of women in the U. S, with levels of less than two percent of police 

(1.4%) in the very top echelons of the uniformed ranks. In the same study, Price (1996) 

indicates that women were in the lower supplementary ranks. 

 

The revelation by Price (1996) is relevant to the present study for giving a picture of women 

representation in the USA as far as 1970s. The study has also indicated the challenges against 

women progression and participation in supervisory positions. However, it focused on the 

capabilities of women to perform police work but less has been known about the participation 

of women in supervisory decision-making positions which the present study focuses on.   

 

Yilma (2010) conducted a study on evaluating the role of female police officers in Ethiopia. 

The study reports that 68% of the total number of police officers were male and 32% were 
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female. He further states that 48% of male and 44% of female police officers pursued their 

education, while 52% of male and 56% of female police officers did not. This also showed that 

the number of male police officers pursuing their education was greater than the number of 

female police officers who did this. The study further reveals that 72% of male police officers 

were in senior management positions than their counterparts (female) 28%. In other words, a 

majority of the male police officers were in decision-making positions. This concluded that 

although the proclamation of the EFP gives equal rights to women in all respects, the 

pronouncements of the proclamation are not put into practice or fully exercised. 

The study by Yalima (2010) is relevant as it has confirmed the levels of inequality in the police 

service. The study however, due to geographical differences and cultural impressions, the 

situation may be different in Zambia hence the need to undertake the present study. Further 

Yalima (2010) focused on one region of Africa, this leaves out the experiences in other regions 

of the continent such as Southern Africa. The study did also not look at the management of 

promotions in the Ethiopian Police Force, therefore, the present study takes interest in this area 

to ensure that while factors affecting progression of women into supervisory positions are 

unearthed, the extent to which promotional management is applied to salvage the situation is 

critical. 

A study by Tracee, (2005) on gender inequality in law enforcement and males’ attitudes and 

perceptions towards women working in law enforcement in the United States of America 

reports that the majority (51%) of the respondents felt that law enforcement should not be male 

dominated.  Positive attitude continued when the majority of the female officers were in 

disagreement that men could do a better job than women when it came to working in law 

enforcement.  

In the same study, respondents were in disagreement that men are better equipped to handle 

violent situations than women. The majority (60%), disagreed with the statement that, they 

would rather have a male officer as a partner rather than a female officer. The majority also 

indicated that they did not feel more comfortable working with a male officer rather than a 

female officer. It was further established that the majority (55%) of the female officers believed 

that their fellow female co-workers are properly trained to handle themselves in dangerous 

situations. The majority felt more comfortable having a male as a supervisor rather than a 

female based on 52% of the respondents.  
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The study by Tracee (2005) is relevant to the present study as it has dug up perceptions of men 

towards female police officers. The study clearly shows that male police officers have a 

negative perception towards female police officers.  However, this study was biased as it was 

designed to measure male police officers’ perceptions, which is not an accurate and true 

representative of police officers’ perceptions worldwide.  Further, females were not represented 

in the study.  Their perceptions about how their male counterparts perceive their status are non-

existent in the study.  

Finally, the participants were only allowed to answer nominal and ordinal questions. Their 

feedback, comments, and follow-up questions were not permitted, which created difficulty in 

drawing meaningful conclusions from the participant’s results. The study focused on the 

attitude of police officers in law enforcement which leaves out other experiences such as 

promotions of female police officers and their consequent participation in supervisory decision-

making positions. This information gap form the basis for conducting the present study.  

Price (1996) observed in her research on female police officers in the U. S, that women in 

policing are not easily accepted by their male peers, their supervisors or their own police 

departments. They are viewed with scepticism or worse by their male counterparts in spite of 

the fact that women have been doing police work for quite a long time. Lack of opportunities 

for advancement, conflict between working hours and their personal lives, and negative 

attitudes of men towards women police officers were cited as the factors which were impacting 

negatively on women officers. Furthermore, being discriminated against in work assignments 

and lack of promotions were also noted to affect their representation in high ranks. 

 

The gap identified in the above literature is its failure to review the statistics on the disparity 

between female police officers and male police officers in the police service.  It is hoped that 

this study will be able to provide solutions to the identified barriers as the above studies did not 

propose measures that could be undertaken to resolve the problem of poor representation of 

women in decision-making roles in organisations. Therefore, this study aims at filling this gap. 

Shea (2008) conducted a study on female participation in the police promotion process. The 

study sought to find out whether women were competing for promotion in numbers 

proportionate to their statistical representation in policing. The study reported that women in 

Canada had achieved successes in policing during the past two decades. These achievements 

required persistence, dedication, ambition, courage and tolerance of the unequal barriers they 
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encountered compared to their male peers. The glass ceiling has been penetrated, however 

women’s path to success is not necessarily as direct and unencumbered as their male 

counterparts. Many of the barriers are systemic and premised on societal perceptions of the 

female role in the heavily dominated policing professional. It would be naïve to suggest that 

all obstacles have been removed. Despite general movement towards greater gender balance the 

level of actual gender equality will continue to be influenced by existing organisational cultures 

and therefore vary to certain degrees across the police service. What has been determined during 

the past decades and supported by the survey results is that women have proven their right to 

belong and their ability to equally contribute at all levels of policing. 

 

Ottawa (1999) as indicated in Table 2.1 below shows the overall percentage of Canadian police 

officers by gender. The table shows that women have been under-represented in the policing 

professional sector, particularly prior to the 1990s, a reality that in the context of the “pipeline” 

theory would severely disadvantage females in moving through the “pipeline” with sufficient 

mass to penetrate the upper ranks of management. 

Table 2.1: Police officer by Sex. Canada. Selected years 

Year  Male  Female  Total 

Number % Number %  

1965 29,956 99.4 190 0.

6 

30,146 
1970 37,763 99.5 186 0.

5 

37,949 

1975 47,151 98.8 562 1.

2 

47,713 

1980 48,749 97.8 1,092 2.

2 

49,841 

1985 48,518 96.4 1,833 3.

6 

50,351 

1990 52,461 93.6 3,573 6.

4 

56,034 

1995 49,630 90.2 5,378 9.

8 

55,008 

1998 48,076 87.8 6,687 12.2 54,763 
1999 48,151 87.1 7,149 12.9 55,300 

2000 48,362 86.3 7,658 13.7 56,020 

2001 48,816 85.5 8,291 14.5 57,107 

2002 49,503 84.7 8,911 15.3 58,414 

2003 50,060 84.3 9,352 15.7 59,412 

2004 50,009 83.5 9,897 16.5 59,906 

2005 50,471 82.7 10,579 17.3 61,050 

2006 51,200 82.0 11,200 18.0 62,400 

2007 2,281 81.5 11,853 18.5 64,134 
Source: Statistics Canada, Canadian Centre for Justice Statistics, Police Administration Survey 
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This general data in conjunction with the metrics associated to women within ranks detailed in 

Table 2.1 supports the position of Tharenou (2005) who commented that women experienced a 

greater challenge in achieving success at upper levels of management since the majority of the 

“feeder group” of middle managers is male.   Prior to 1995, women represented less than 2.5 

percent of all supervisors and middle management positions (NCOs), thereby creating an 

extremely limited pool of women for the position of the Inspector rank.  

The statistics by Ottawa (1999) complement the present literature by showing the historical 

representation of women in the Canadian Police System. The table 2.1 however does not show 

the extent to which women had room for participation in decision-making during the periods 

indicated. The present study therefore focuses on the participation of women in supervisory 

decision-making positions in the Zambia Police Service.  

A study conducted by Lidava etal (2016) on Gender inequality and challenges facing female 

police officers in service delivery in Kenya reports that opposition against female police 

officers is high. The police service is dominated by the male officers also occupying top ranking 

positions. In the same study, unequal deployment opportunities, being looked down on by their 

male counterparts, male officers being insensitive to the needs of female officers,  use of 

abusive language, being left out of the decision-making process, favouritism in exchange for 

goodies, junior male officers ignoring orders from senior female officers, imbalance in 

motivating of officers especially when it comes to promotion and sexual harassment are some 

of the challenges experienced by female police officers in Kenya. 

The study by Lidava et al (2016) is relevant to the present study for establishing that gender 

inequality is affecting many sections of Africa including Kenya. The study provides relevant 

literature with focus on factors perpetuating gender inequality in the Kenya Police Service 

(KPS). It does not indicate how the status-quo affects participation of women in supervisory 

decision-making positions. However the study mentions that most of the high-ranking positions 

were male dominated. 

A study was conducted by Zincume (2012) on the impact of South African police promotion 

policy on organisational commitment to forensic analysis reports that police officers under the 

South African Police Services (SAPS) obtaining tertiary qualifications relevant to policing 

have declined due to SAPS promotion policy. Police officers who are studying merely enrolled 

into fields that assist them to obtain employment outside of SAPS. In the same study, the SAPS 

promotion policy was found to have an impact on the level of commitment of forensic analysts. 
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The study also showed no significant difference between some biographical variables and 

organizational commitment (affective, normative and continuance commitment) and that 

continuance commitment was the most dominant form of commitment that drives analysts to 

continue to work for FSL.  

The study by Zincume (2012) is relevant as it highlighted that the way promotional policy is 

administered has an impact on employee commitment. The study also is alive to the fact that 

promotion management is a critical aspect which needs to be performed according to the policy. 

However, the study did not indicate the extent to which the promotional policy supports the 

progression of women into decision-making positions. The present study therefore focuses on 

administration of promotions in the Zambia Police Service with regard to participation of 

women in supervisory positions.  

A study by Oruta, et al (2016) on challenges facing female police officers in service delivery 

in Kenya reports that male officers are insensitive to the needs of female officers, use of abusive 

language, leave them out of the decision-making process and favouritism in the exchange for 

goodies. In the same study, it was reported that there was also poor interpersonal relationship 

between junior male officers and senior female officers coupled with sexual harassment. The 

unequal treatment of female officers when it comes to deployment of duties was one of the 

challenges that most officers raised. This was combined with looking down upon female 

officers as not able to perform some police duties which traditionally have been viewed as male 

duties such as night foot patrols, V.I.P protection among others. The study recommends for 

access to guidance and counseling services, avoidance of discrimination, high level of 

disciplined, enhanced cooperation and team work, keep pro-social groups and availability of 

honest consultations.  

The study by Oruta, et al (2016) is relevant to the present study by highlighting that conduct in 

the police service favours male officers. It has also more information on the challenges that 

female officers experience in working with male police officers. The study however does not 

show how the status-quo affects women’s participation in supervisory decision-making 

positions; which is the focus of the present study.  

CONCLUSION 

From the literature review, Burke and Mikkelsen (2005) in Norway highlight low female 

presence in the Norway Police Service. The study did not look at how the inequality affected 
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female participation in supervisory decision-making positions despite establishing the 

challenges that are faced by the women in the police service.  

Tanja-van (2004) presents the prevalence of gender inequality in European police. This 

revelation provides room to understand gender inequality in the western countries while the 

present study gives an African context of female representation and the consequent 

participation in supervisory decision-making positions in the Zambia Police Service in 

particular. 

Studies from Zambia such as Shipolo (2012); Mwansa and Mumba, (1981); Musonda (2002) 

and Kalombo and Mumba (1997) generally indicate low representation of women in high 

ranking positions in the Zambian Police Service. The studies reveal that, gender inequality was 

inherited from the colonial masters. All the studies reviewed report high level of gender 

inequality. The present study focused on participation of women in supervisory decision-

making positions in the Zambia police service. 
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CHAPTER THREE 

 RESEARCH METHODOLOGY 

INTRODUCTION  

This section outlines the methods, and the data collection techniques used. It presents the study 

design, study site, study population, sample size, sampling technique, data collection 

instruments, data analysis and data presentation, limitations of the study and ethical 

considerations.  

RESEARCH DESIGN 

According to Cooper and Schindler (2003:6), a research study design is ‘the plan and structure 

of investigation so conceived as to obtain answers to research questions.’ Coldwell and Herbst 

(2004:23) observe that a study design is ‘the strategy for the study and the plan by which the 

strategy is to be carried out.’ This study was based on a mixed methods research design. The 

study makes use of both the qualitative and quantitative methods of research in order to identify 

and explain the factors that influence representation of female police officers in supervisory 

positions in the Zambia Police Service (Bless and Higson-Smith, 2000).  

 

The qualitative data focused on establishing the views of target respondents on the promotion 

opportunities for female police officers in the Zambia Police Service. The Quantitative data 

focused on establishing the participation of female police officers in supervisory decision-

making positions. It helped in establishing statistics of high ranking positions occupied by 

female police officers. The use of both qualitative and quantitative data helped in 

complementing the weakness of the other. It is also to meet the ethnographic requirement 

(triangulation) in research. 

STUDY SITE  

The study was conducted in Lusaka District targeting 10 police stations which in this case 

included: Police Service Headquarters, Woodlands, Central, Matero, Kabwata, Chelstone, 

Kalingalinga, Kanyama, Chawama and Kamwala police stations.   The police stations chosen 

were all situated in one geographical area of Lusaka Urban.  The study sites were purposively 

selected for having adequate numbers of targeted participants due to their central position in 

the country. It was also based on the need to access and select relevant participants to the study 

without difficulties that Lusaka was chosen for it has a good number of high ranking police 
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officers as well as all other officers of various ranks in one place. This decision was made not 

only to enable the researcher attain the objectives of the study but also to harmonize the factors 

of time and financial challenges in getting to the respondents required in the study but also to 

obtain various views from a wide range of staff in various police stations. The police stations 

were selected for having a variety of officers from all the sections in policing starting with the 

front desk and the police service headquarters for having a good number of high ranking 

officers. The focus of the study was on supervisory positions and policy or procedure behind 

the participation of women police officers in supervisory decision-making positions in the 

Zambia Police Service, hence the headquarters which is endowed with policy makers. A good 

number of high ranking police officers participated in this study. 

STUDY POPULATION 

The study population was about 500 police officers. This included both female and male police 

officers from 10 purposively selected police stations (Police Service Headquarters, Woodlands, 

Central, Matero, Kabwata, Chelstone, Kalingalinga, Kanyama, Chawama and Kamwala).  

SAMPLE SIZE 

A total sample size of 105 respondents participated in the study as indicated in table 3.1 

below. 

Table 3.1: categories of study participants  

S/N Station  Number of 

participants 

Sampling method 

1 Police Service Headquarters 30 Simple Random 

Sampling 2 Woodlands 5 

3 Lusaka Central 5 

4 Matero 5 

5 Kabwata 5 

6 Chelstone 5 

7 Kalingalinga 5 

8 Kanyama 5 

9 Chawama 5 

10 Kamwala  5 

 Key informants (3 from each police 

station) 

30 interviews Purposive sampling  

Total                  105 

 

The study also engaged 30 key informants who were purposively selected to participate through 

in-depth interviews on matters to do with policy, procedure and qualifications required for 

promotion of police officers in the Zambia Police Service. This was aimed at involving 
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individuals who were well vested in matters of policy or procedure and administration of the 

police service especially as it relates to promotions of police officers. 

SAMPLING TECHNIQUES 

Table 3.1 above also shows the sampling techniques. The study applied simple random 

sampling and purposive sampling techniques. Simple random sampling was used to select 75 

participants who participated in the study through completion of a questionnaire. The rationale 

for using simple random sampling was to ensure that each respondent was given a non-zero 

chance for inclusion in the study. Purposive or convenient sampling was used to select the 30 

key informants from the 10 police stations. The use of purposive sampling provided the author 

to choose potential participants who were believed to have more information on this topic of 

study due to their rank in the police service.  

The study used a lottery method to select the 75 respondents. Upon visiting a police station, 

the author would write the names of all the officers reporting to that particular station on small 

pieces of paper. The author would then put the pieces of paper in a transparent bowl and one 

would be asked to draw five names until the required number of respondents is achieved for 

that particular station. Every time one name is drawn from the bowl an independent person 

would shake it to ensure that everyone had a non-zero chance for inclusion.   

DATA COLLECTION INSTRUMENTS 

The study used three (3) main data collection tools to collect data namely; self-administered 

semi-structured questionnaires, in-depth interview guide and record or document review.  

The semi-structured questionnaire was used to collect data from the 75 police officers drawn 

from the 10 police stations. The study also used in-depth interview guide to collect qualitative 

data through interacting with the 30 key informants from the 10 police stations in Lusaka 

District. The record or document review, applied in collecting already existing information in 

line with the topic to provide basis for literature review and study gap identification.  

DATA ANALYSIS 

The data from questionnaires was analysed using Statistical Package for Social Sciences 

(SPSS) while data from key informants was transcribed into major themes that emerged based 

on thematic analysis. The data collected was presented using tables, charts and graphs 
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generated using the Statistical Package for Social Sciences (SPSS). This approach was used 

because tables, charts and graphs are easy to interpret and understand. 

 

ETHICAL CONSIDERATIONS 

The study was guided by the following ethics: 

Anonymity: The study ensured that respondents were protected from exposure by: 

i. Not requesting them to write their names or leave any mark on the data collection 

instruments which might lead to their identification.  

ii. Ensuring that the information provided was treated with confidentiality during data 

collection and generation of the report. 

Informed consent: Before engaging the potential respondents, the study ensured that police 

officers were aware of what the study was all about and the kind of information to be provided. 

Therefore all those that participated in the study did so willingly.  

 

Language and sensitivity: In this study the data collection instrument contained plain and 

simple English that could be easily understood; no sort of jargon was used. The instrument also 

ensured that despite collecting demographic information, sensitive information was treated 

with utmost confidentiality. 

LIMITATIONS OF THE STUDY 

The following were the study limitations: 

i. The process of data collection was long due to clearance process by the police 

service head-quarters. The main reason was to ensure that the information provided 

did not affect the security of the nation and those involved. 

ii. The study used simple random sampling, some of the selected individuals were not 

easily reached during data collection. However, the author overcame this challenge 

by making appointments in such situations. 

iii. The study also applied purposive sampling, which is highly subjective and biased. 

To overcome this, the study ensured that both probability and non-probability 

sampling techniques were applied. 
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CHAPTER FOUR 

DATA PRESENTATION 

INTRODUCTION 

 

This chapter presents the findings in a study that sought to assess the participation of women 

in supervisory decision-making positions in the Zambia Police Service in the case study of 

Lusaka District. The study is premised on the following objectives: To assess requirements for 

women participation in supervisory decision-making positions in the Zambia Police Service; 

to establish the views of police officers on women participation chances in supervisory 

decision-making positions in the Zambia Police Service; to identify the factors that prevent 

women from progressing to supervisory decision-making positions in the Zambia Police 

Service and to establish measures towards promoting women participation in supervisory 

decision-making positions in the Zambia Police Service.  

The chapter begins by presenting the demographic information of the respondents. A summary 

table of the descriptive statistics of the objective based study findings have been established 

with particular focus on each objective. The chapter closes by drawing a short conclusion 

before delving into chapter five of this undertaking. 

DEMOGRAPHIC STRUCTURE  

The study sample totaled 105 respondents from 10 Police Stations randomly selected ((Police 

Service Headquarters, Woodlands, Central, Matero, Kabwata, Chelstone, Kalingalinga, 

Kanyama, Chawama and Kamwala). The study also engaged in interviews with 30 key 

informants in order to have an in-depth understanding of the topic at hand. Of the 105 

participants, 75 respondents participated in the self-administered questionnaires and 30 were 

exclusive interviews with key informants.    

Of the 75 administered questionnaires, 74 were successfully collected and found useful to the 

study. However, one questionnaire was not used due to none completion by the respondent.  

On this account it can be argued that the majority (98.7%) of the distributed questionnaires 

were successfully collected and used while only 1% was a non-response. 

Therefore, the paper starts by interpreting the background information of the respondents with 

focus on the following variables: Gender, age of respondents, length of service and substantive 

position or rank. The background information is critical in helping us understand the context 

in which respondents participated in the study.   



28 
 

Figure 4.1 below is a statistical representation of the respondents by gender. It was found that 

of the 29 (or 39%) were female and 45 (or 61%) respondents were male. This clearly indicates 

that the majority of the respondents were male.  

Figure 4.1: Distribution by gender 

 

Source: Field Data (2018) 

Further, table 4.1 below presents the distribution of respondents by their age.  It was found out 

that 5 (or 6.8%) of the respondents were below 20 years of age; 21 (or 28.4%) of the 

respondents belonged to the age group range of 21-30 years, 26 (or 35.1%) were found to be 

between 31- 40 years of age. Further, 22 (29.7%) of the respondents were 41 years old and 

above and this cohort of respondents were the oldest respondents in the study.   

Table 4.1: Distribution by age 

Age range  Frequency Percentage (%) 

Below 20 Years  5 6.8 

21-30 Years  21 28.4 

31-40 Years  26 35.1 

41 Years and above  22 29.7 

Total  74 100% 

Source: Field Data (2018) 

 

From table 4.1 above, it is clear that the study sample constitutes of a youthful police service 

staff with the majority of respondents being in the age group range of 31- 40 years. The 

researcher, also took interest to understand the length of service that respondents had served at 

Female
29 (39%)

Male
45 (61%)
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the time of the research. To this effect, table 4.2 below indicated that 10 (or 13.5%) of the 

respondents had served between 0-5 years in the police service, 22 (or 29.7%) of the 

respondents had served between 6-10 years, while 18 (or 24.3%) of the respondents indicated 

that they had served between 11-15 years in the police service at the time of the research. The 

study further found that 24 (or 32.4%) of the respondents, being in the majority, had served in 

the police service for more than 15 years. Based on the length of service, the study participants 

had enough experience to understand the operations of the police service and gave a better 

picture of participation of women in decision-making and administration of promotion in the 

police service.  

        Table 4.2: Distribution by length of Service 

Length of service Frequency Percentage (%) 

0 - 5 years  10 13.5 

6 - 10 years 22 29.7 

11 - 15 years 18 24.3 

Above 15 years 24 32.4 

Total 74 100% 

Source: Field Data (2018) 

 

Having understood the length of service, it was necessary to understand the positions or ranks 

that the target group served in. Table 4.3 below shows the distribution of respondents by their 

ranks in the police service. Of the 74 respondents, 3 (or 4.2%) served as Criminal Investigations 

Officers (CIO), 5 (or 7%) were Officers in Charge (OIC), and 4 (or 4.6%) were Chief Inspectors 

in the police service. It was further highlighted that only 2 (or 2.8%) were Heads of 

Departments in the police service, 4 (or 4.6%) were Superintends while 6 (or 8.4%) respondents 

served as Human Resources Officers. Respondents who served as Records Officers and 

Sergeants were; 2 (or 2.8%) and 6 (or 8.4%) respectively.  The study further found that 42 (or 

57.8%) respondents were Constables in the police service.   
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Table 4.3: Distribution by position/rank 

Position/rank Frequency Percentage (%) 

Criminal Investigations Officer (CIO) 3 4.2 

Officer in Charge (OIC) 5 7 

Chief Inspector  4 4.6 

Head of Department (HOD) 2 2.8 

Superintendent/assistants 4 4.6 

Human Resource Officer/assistants 6 8.4 

Records Officer 2 2.8 

Sargent  6 8.4 

Constable  42 57.8 

Total 74 100% 

Source: Field Data (2018) 

Based on table 4.3 above, the majority of the respondents served as constables in the police 

service. 

SUMMARY OF THE OBJECTIVE BASED DESCRIPTIVE STATISTICS  

Table 4.4 below shows a summarized distribution of descriptive statistical representation of 

the respondents on the research objective based questions. The table endeavours to show the 

spread of respondents on each question or issue based on the 5 Likert scale questionnaire with 

rankings from 1-5 (1-Strongly Agree (SA), 2-Agree (A); 3 Neutral (N); 4-Disagree (D) and 

5-Strongly Disagree (SD) respectively). The table further presented other statistical values 

such as Mean and Standard Deviation. The last column labelled as Status provided guidance in 

interpreting the meanings of the statistical values based on standard mean reference of 2.5. All 

mean scores that were less than 2.5 were interpreted as agreement of respondents with the 

statement or question, while mean scores higher than 2.5 were taken as disagreement of 

respondents with a particular statement/questions.  

 

 

 

 

 



31 
 

Table 4.4: Summary table of the descriptive statistics 
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D
ev

ia
ti

o

n
  

  S
ta

tu
s 

 

The police structure has a written promotion 

policy/procedure 

29, 

39.2% 

22, 

29.7% 

12, 16.2% 9, 

12.2% 

2, 2.7% 2.09  1.14  

Agreement  

Job promotions are fair and equitable 2, 2.7% 10, 

13.5% 

16, 21.6% 24, 

32.4% 

22, 

29.7%  
3.73  1.11  

Disagreement 

I’m acquainted with the promotion procedure used 

in the Zambia Police Service 

6, 8.1% 13, 

17.6% 

22, 29.7% 19, 

25.7% 

14, 

18.9% 

3.30  1.20  Disagreement 

The promotion procedures is followed by those 

responsible for its administration  

8, 10.8% 15,  

20.3% 

10, 13.5% 

 

27,  

34.5% 

14, 

18.9% 

 

3.03  1.25  Disagreement  

Promotions are based on the hierarchy rather than 

gender  

8, 10.8% 22, 

29.7% 

14, 18.9% 20, 

27.0% 

10, 

13.5% 
3.03  1.25  Disagreement  

The police service is better placed for men 

especially regarding decision-making   

20, 27.0% 22, 

29.7% 

14, 18.9% 13, 

17.6% 

5, 6.8% 2.47  1.25  Agreement 

Promotions in the police service have been a 

preserve for men historically 

19, 25.7% 17, 23% 15, 20% 19, 

25.7% 

4, 5.4% 2.62  1.27  Disagreement 

Every officer regardless of the position can make a 
decision in the police service 

4, 5.4% 10, 

13.5% 

4, 5.4% 12, 

16.2% 

44, 

59.5% 

4.11 1.30  Disagreement 

 

There is effectiveness of human resource 

management to facilitate for promotions in the 

Zambia Police Service  

16. 21.6% 22, 

29.7% 

12, 16.2% 11, 

14.9% 

13, 

17.6% 
2.77  1.41  Disagreement 

Inter personal relationships facilitates employee 

promotion 

16. 21.6% 27, 

36.5% 

12, 16.2% 18, 

24.3% 

1, 1.4% 2.47  1.13  Agreement  

Those with more experience in the service stand a 

better chance for promotions in the service  

7, 9.5% 27, 

36.5% 

14, 

18.9% 

18, 

24.3% 

8, 

10.8% 

2.82  1.15  Disagreement 

Competition for power and leadership facilitates 

employee promotion  

2, 2.7% 14, 

18.9% 

19, 25.7% 32, 

43.2% 

7, 9.5% 3.38  0.99  Disagreement 

When a person has academic qualifications, the 
chances of promotions are high 

23, 31.1% 25, 

33.8% 

14, 18.9% 7, 9.5% 5, 6.8% 2.27  1.20  Agreement  

Those with more experience in the service stand a 
better chance for promotions in the service  

7, 9.5% 27, 

36.5% 

14, 18.9% 18, 

24.3% 

8, 

10.8% 
2.82  1.15  Disagreement 

Commitment and hard work play critical roles in 

the promotion of staff in the police service  

24, 

32.4% 

24, 

32.4% 

00 18, 

24.3% 

8, 

19.8% 
2.43  1.19  Agreement  

Those who perform well have a better chance for 

promotions in the police service  

6, 8.1% 16, 

21.6% 

30, 

40.5% 

16, 

21.6% 

6, 

8.1% 
3.00  1.05  Disagreement 

I feel those who perform well have a better chance 

for promotions in the police service  
6, 8.1% 16, 

21.6% 

30, 

40.5% 

16, 

21.6% 

6, 

8.1% 
2.34 

 

1.25  Disagreeme

nt 

Political loyalty in the police service increases 

chances for promotions 
40, 

54.1% 

15, 

20$ 

00 10, 

13.5% 

9,1% 2.05 0.98 Agreement  

The way promotions are done in the police 

motivates me 

3, 4.1% 4, 5.4% 13, 17.6% 17, 23% 37, 50% 4.09 1.26 Disagreement 

Source: Field Data (2018) 
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TO ASSESS THE REQUIREMENTS FOR WOMEN PARTICIPATION IN 

SUPERVISORY DECISION-MAKING POSITIONS IN THE ZAMBIA POLICE 

SERVICE. 

This objective is aimed to assess the requirements to be considered for supervisory decision-

making positions in the Zambia Police Service.  To this effect, 74 respondents were asked to 

indicate the extent to which they agreed or disagreed with the statement in the summary table 

4.5 below. When the 74 respondents were asked whether the police service had a written 

promotion policy/procedure, that gave guidance on how promotions should be managed in the 

police service, 29 (or 39.2%) of the respondents strongly agreed (SA), 22 (or 29.7%) agreed 

(A), 12 (or 16.2%) were Neutral (neither agreed nor disagreed) and 9 (or 12.2%) of the 

respondents disagreed (D) while 2 (or 2.9%) of the respondents were in strong disagreement 

with the statement (SD).  Based on the mean score of 2.09 and standard deviation of 1.14 it is 

clear that respondents were in agreement with the statement as indicated in table 4.5 below. 

Table 4.5: Distribution by promotion practices in the police service 
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The police service has a written 

promotion policy on 

management of promotions 

29, 

39.2% 

22, 

29.7% 

12, 

16.2% 

9, 12.2% 2, 2.7%  

 

2.09  

 

 

1.14  

Agreement  

Job promotions are fair and 

equitable 

8, 10.8% 22, 

29.7% 

14, 

18.9% 

20, 

27.0% 

10, 

13.5% 

3.73  1.11  Disagreement 

I am acquainted with the 

promotion procedure used in 

the Zambia Police Service 

6, 8.1% 13, 

17.6% 

22, 

29.7% 

1 9, 

25.7% 

14, 

18.9% 

3.30  1.20  Disagreement 

The promotion procedure is 

followed by those responsible 

for its administration   

8, 10.8% 15,  

20.3% 

10, 

13.5% 

27,  

34.5% 

14, 

18.9% 

 

3.03  1.25  Disagreement  

Promotions are based on the 

hierarchy rather than gender  

8, 10.8% 22, 

29.7% 

14, 

18.9% 

20, 

27.0% 

10, 

13.5% 

2.03  1.25  Agreement  

The police service is better 

placed for men especially 

regarding decision-making   

20, 

27.0% 

22, 

29.7% 

14, 

18.9% 

13, 

17.6% 

5, 6.8% 2.47  1.25  Agreement 

Promotions in the police 

service have been a preserve 

for men historically 

19, 

25.7% 

17, 23% 15, 

20% 

19, 

25.7% 

4, 5.4% 2.62  1.27  Disagreement 

Every officer regardless of the 

position held can make a 

decision in the police service 

4, 5.4% 10, 

13.5% 

4, 5.4% 12, 

16.2% 

44, 

59.5% 

4.11 1.30  Disagreement 

Source: Field Data (2018) 

(Key: SA-Strongly Agree; A-Agree; N-Neither agree nor disagree; D-Disagree; SD-Strongly Disagree; S. 

Dev-Standard Deviation)  
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When asked whether job promotions in the Zambia Police Service were fair and equitable, 2 

(or 2.7%) of the respondents strongly agreed (SA); 10 or (13.5%) agreed (A) while 24 (or 

32.4% ) of the respondents disagreed (D) and 22 (or 29.7%) strongly disagreed (SD). 

Nonetheless, 16 (or 21.6%) of the respondents took a neutral stance (neither agreed nor 

disagreed) with the statement. Based on the mean score 3.73 which was significantly higher 

than the standard mean reference of 2.5 the study was indicative that, the majority of the 

respondents were in disagreement with the statement. Therefore, the administration of 

promotions in the Zambia Police Service was not fair and equitable. 

 

Further, the 74 respondents were asked whether they were acquainted with the promotion 

procedure used in the Zambia Police Service; the study found out that, 6 (or 8.1%) of the 

respondents strongly agreed (SA); 13 (or 17.5%) of the respondents agreed (A); 19 (or 25.7%) 

of the respondents disagreed (D) while 14 (or 18.9%) strongly disagreed   (SA) with the 

statement. However, it was found that 22 respondents or (29.7%) were neutral-neither agreed 

nor disagreed with the statement. Based on the statistical distribution of the responses, and 

mean score value of 3.30 and standard deviation of 1.20, the present study established that the 

majority of the police officers were not acquainted with the promotion procedure used in the 

Zambia Police Service. 

 

The study also found out that the majority of the respondents felt that the promotion procedures 

in the Zambia Police Service were not followed by those responsible for its administration. 

This was based on 27 (or 34.5%) and 14 (or 18.9%) of the police officers who were in 

disagreement with the statement that, ‘The promotion procedures is followed by those 

responsible for its administration’. Based on the mean score of 3.03 it was self-evident that the 

majority of the respondents felt that promotion procedure was not followed by those 

responsible for its administration in the Zambia Police Service. 

 

Still on promotion procedure, respondents were asked to indicate their position regarding 

women standing a better chance for promotions than men in the Zambia Police Service, 8 (or 

10.8%) of the respondents were in strong agreement, 22 (or 29.7%) agreed (A), 14 (or 18.9%) 

of the respondents were neutral (N) and 20 (or 27.0%) of the respondents disagreed (D) while 

10 (or 13.5%) of the respondents strongly disagreed (SA) with the statement. The Majority 

were in disagreement with the statement, ‘women stood a better chance for promotions than 

men in the Zambia Police Service’ per mean score of 3.03 and standard deviation of 1.25. 
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When asked whether organizational hierarchy not gender is the determinant of who participates 

in decision making, 20 (or 27.0%) of the respondents strongly agreed (SA); 22 (or 29.7%) 

agreed (A); 14 (or 18.9%) of the respondents neither agreed nor disagreed with the statement; 

13 (or 17.6%) of the respondents disagreed (D) while 5 (or 6.8%) of the respondents strongly 

disagreed (SD) with the statement. Therefore, based on the mean score, 2.47 and standard 

deviation of 1.25 respondents were in agreement with the statement. 

 

When asked whether promotions in the Zambia Police Service were a preserve for men 

historically, the study found out that, 19 (or 25.7%) of the respondents strongly agreed (SA); 

17 (or 23%) of the respondents agreed (A) that promotions in the Zambia Police Service have 

been a preserve for men historically. 15 (or 20%) of the respondents were neutral while 19 (or 

25.7%) of the respondents disagreed (D) and 4 ( or 5.4%) of the respondents strongly disagreed 

(SD) with the statement. Based on the mean score of 2.62 and standard deviation of 1.27 it can 

be stated that respondents were in disagreement with the statement. 

 

When asked whether every officer regardless of position or ranking could make a decision in 

the police service,  4 (or 5.4%) of the respondents strongly agreed (SA); 10 ( or 13.5%) of the 

respondents agreed (A); 12 (or 16.2%) of the respondents disagreed (D); 44 (or 59.5%) of the 

respondents strongly disagreed (SD) with the statement. Only 4 (or 5.4%) of the respondents 

neither agreed nor disagreed. Based on the mean score of 4.11 and standard deviation of 1.30, 

respondents were in disagreement with the statement.  

 

When respondents were asked to comment on the administration of promotions in the Zambia 

Police Service, it was found out that 34 (or 46%) respondents argued that the administration of 

promotions in the police service was based on relationships with those that are in the top 

ranking. Respondents elucidated that, for one to get promoted, one must know someone or 

corrupt someone in order to receive promotions. The trend has promoted trails of nepotism and 

tribalism in the management of promotion in the police service. 

  

Further, 9 (or 12%) of the respondents indicated that political affiliation of an individual was 

critical in increasing or reducing promotion opportunities in the police service. Respondents in 

support of this view stated that those that are close to political authority find it easier to be 

promoted and assume positions of decision-making. 
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The same question had 20 (or 26%) respondents indicating that the administration of 

promotions in the police service was dependant on hard work and commitment of an individual 

to duty. Those in favour of this argument further pointed out that mostly men are promoted in 

the Zambia Police Service because they are more committed to duty than their counterparts.   

It was also submitted by 5 (or 20%) of the respondents that, the police service is characterised 

by discrimination and sexual harassment. The respondents in support of this view submitted 

that most of the women use their bodies to ascend to decision-making positions and the 

situation has promoted sexual immorality among officers especially senior officers who target 

junior female officers.  

   

Further, 11 (or 15%) of the respondents were quick to mention that qualifications and discipline 

were critical in the administration of promotions as well as participation of women into 

supervisory decision-making positions in the Zambia Police Service. The respondents 

indicated that currently the police command appreciates qualifications that individuals have as 

part of ascending to higher ranking/decision-making positions. 

Further, when respondents were asked to indicate the extent of agreement or disagreement with 

the statement that ‘effective human resource management in the Zambia Police Service 

facilitates for employee promotions.’ 16 (or 21.6%) of the respondents strongly agreed (SA), 

22 (or 29.7%) agreed (A); 12 (or 16.2%) of the respondents were neutral (Neither agreed nor 

disagreed), 11(or 14.9%) of the respondents and 13 (or 17.6%) of the respondents disagreed 

(D) and strongly disagreed (SD) with the statement. The study also found that the mean score 

and standard deviation for the statement were 2.77 and 1.41 respectively, implying that 

respondents think that there is no effectiveness of human resource management in the Zambia 

Police Service to facilitate for employee promotions as shown in table 4.6 below.  

Regarding interpersonal relationship facilitating for promotions, 16 (or 21.6%) of the 

respondents strongly agreed (SA), 27 (or 29.7%) of the respondents were in agreement (A), 12 

(or 16.2%) of the respondents took a neutral position (N). Further, 11 (or 14.9%) and 13 (or 

17.6%) of the respondents disagreed and strongly disagreed with the statement respectively. 

Based on the mean score and standard deviation of 2.47 and 1.13 the majority of the 

respondents were in agreement with the statement that, interpersonal relationship was a 

determinant for promotions in the police service as indicated in table 4.6 below. 
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Table 4.6: Distribution by determinants for women participation in                     

supervisory decision-making positions in the Zambia Police Service 

 

 

Statement 

S
A

 

A
 

N
 

D
 

S
D

 

 

 

Mean 

S
.D

ev
 

S
ta

tu
s 

 

Effectiveness of human 

resource management 

facilitates for employee 

promotion/women 

participation into decision-

making in the police 

service 

16. 

21.6% 

22, 

29.7% 

12, 

16.2% 

11, 

14.9% 

13, 

17.6% 
2.77  1.41  Disagreement 

Inter personal relationships 

facilitates employee 

promotion 

16. 

21.6% 

27, 

36.5% 

12, 

16.2% 

18, 

24.3% 

1, 1.4% 2.47  1.13  Agreement  

Those that are married are 

better placed for 

promotions in the Zambia 

Police Service  

32, 

43.2% 

19, 

25.7% 

14, 

18.9% 

 

2, 2.7% 

 

7, 9.5% 2.38  1.99  Agreement 

When a person has 

academic qualifications, 

the chances of promotions 

are high 

23, 

31.1% 

25, 

33.8% 

14, 

18.9% 

7, 9.5% 5, 6.8% 2.27  1.20  Agreement  

Those with more 

experience in the service 

stand a better chance for 

promotions  

7, 9.5% 27, 

36.5% 

14, 

18.9% 

18, 

24.3% 

8, 

10.8% 
2.82  1.15  Disagreement 

Commitment and hard 

work play critical roles in 

the promotion of staff in 

the police service  

24, 

32.4% 

24, 

32.4% 

00 18, 

24.3% 

8, 

19.8% 
2.43  1.19  Agreement  

I feel those who perform 

well have a better chance 

for promotions in the 

police service  

6, 8.1% 16, 

21.6% 

30, 

40.5% 

16, 

21.6% 

6, 8.1% 2.34 
 

1.25  Disagreement 

If you know someone at 

the top the chances for 

promotions are high in the 

police service 

26, 

35.1% 

16, 

21.6% 

5, 7.9% 13, 

17.6% 

14, 

18.9% 
2.34 1.25 Agreement 

Political loyalty in the 

police service increases 

chances for promotions 

40, 

54.1% 

15, 20$ 00 10, 

13.5% 

9,1% 2.05 0.98 Agreement  

The way promotions are 

done in the police 

motivates me 

3, 4.1% 4, 5.4% 13, 

17.6% 

17, 23% 37, 50% 4.09 1.26 Disagreement 

Source: Field Data (2018) 

Key: (SA-Strongly Agree; A-Agree; N-Neither agree nor disagree; D-Disagree; SD-Strongly Disagree; S. 

Dev-Standard Deviation)  

 

The study further found out that the majority of the police officers felt,  those that are married 

are better placed for promotions in the Zambia Police Service, based on 32 (or 43.2%) of the 

respondents strongly agreed (SA) and 19 (or 25.7%) of the respondents agreed (A) . However, 

it was also found that 2(or 2.7%) of the respondents disagreed (D) and 7 (or 9.5%) of the 
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respondents strongly disagreed (SD) with the statement. However, a considerable number of 

respondents 14 (or 18.9%) were neutral. Based on the mean score of 2.38 and standard 

deviation of 1.99 the present study established that marital status was one of the factors 

influencing promotions in the Zambia Police Service. 

When asked whether academic qualifications increased one’s chances for promotion, 32 

respondents (or 31.1%) strongly agreed (SA), 25 (or 33.8%) of the respondents agreed (A) with 

the statement. It was also found that, 7(or 9.5%) and 5 (or 6.8%) of the respondents disagreed 

(D) and strongly disagreed (SD) with the statement respectively. However, a considerable 

number of respondents being 14 (or 18.9%) neither agreed nor disagreed with the statement.  

The majority of the respondents were in agreement with the statement.  

When asked whether commitment and hard work played a critical role in the promotion of staff 

members in the police service, 24 (or 32.4%) of the respondents strongly agreed (SA) and 24 

(or 32.4%) agreed (A). 18 (or 24.3%) of the respondents disagreed (D) with the statement and 

8 (or19.8%) of the respondents strongly disagreed (SD). Based on the mean score of 2.43 and 

standard deviation of 1.19 respondents in majority were in agreement with the statement as 

indicated in table 4.6 above. 

The study further found that 6 (or 8.1%) of the respondents strongly agreed (SA) and 16 (or 

21.6%) of the respondents agreed (A) that those who perform well have a better chance for 

promotions in the police service. 16 (or 21.6%) of the respondents agreed and 6 (or 8.1%) of 

the respondents strongly disagreed (SD) that those who perform well have a better chance for 

promotions in the police service. However, 30 (or 40.5%) of the respondents neither agreed 

nor disagreed with the statement. The majority of the respondents were in disagreement with 

the statement based on mean score of 2.34 and standard deviation of 1.25. 

When asked, if knowing someone at the top increases the chances for promotions in the police 

service, 26 (or 35.1%) respondents strongly agreed and 16 (or 21.6%) of the respondents agreed 

(A) with the statement while 13 (or 17.6%) and 14 (or 18.9%) of the respondents disagreed (D) 

and strongly disagreed (SD) respectively with the statement. However, 5 (or 7.9%) of the 

respondents neither agreed nor disagreed with the statement. Based on the statistical 

representation of the statement and mean score of 2.34, standard deviation of 1.25, respondents 

in the majority were in agreement with the statement. 
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It was further found out that political loyalty in the police service increased chances for 

promotions to positions of decision-making based on 40 (or 54.1%) and 15 (or 20%) of the 

respondents who strongly agreed (SA) and just Agreed (A) with the statement. The same 

statement had a mean score of 2.05 and standard deviation of 0.98 indicating strong agreement 

of respondents that political loyalty increases chances for promotions in the Zambia Police 

Service.  

Still on the determinants of promotions in the police service, the study found out that 3 (or 

4.1%) of the respondents strongly agreed (SA), 4 (or 5.4%) of the respondents agreed (A), with 

the statement that ‘the way promotions are done in the police service motivates them’ while 17 

(or 23%) and 37 (or 50%) of the respondents disagreed (D) and strongly disagreed (SD) 

respectively that the way promotions are done in the police service did not motivate them. 

Based on the mean score of 4.09 and standard deviation of 1.26, the majority of the respondents 

were in disagreement with the statement. 

Based on the above study finding on determinants of employee promotions in the Zambia 

Police Service includes the following: Inter personal relationships facilitate employee 

promotion (M 2.47; SD 1.13); marital status (Mean=2.38; SD=1.99); when a person has 

academic qualifications, the chances of promotions are high (M=2.27, SD=1.20);  commitment 

and hard work play critical roles in the promotion of staff in the police service (Mean=2.43, 

SD=1.19); if you know someone at the top the chances for promotions are high in the police 

service (Mean=2.34; SD=1.25) and political loyalty increases chances for promotions in the 

Zambia Police Service (Mean =2.05; SD=0.98). 

 

TO ESTABLISH THE VIEWS OF POLICE OFFICERS ON WOMEN 

PARTICIPATION CHANCES IN SUPERVISORY DECISION-MAKING POSITIONS 

IN THE ZAMBIA POLICE SERVICE 

The aim of this objective was to establish the views of police officers regarding women 

participation opportunities in supervisory decision-making positions in the Zambia Police 

Service. When the 74 respondents were asked to indicate their views on the opportunities for 

women in the police service, the following were the views registered by the respondents: 

Very low chances: The study found out that 25 respondents were of the view that the chances 

for women to participate in supervisory decision-making positions in the Zambia Police 
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Service were very low. Those in support of this view added that women have not been 

appreciated in the police service as it has been male dominated historically in Zambia.  

Fair at the moment: It was also substantiated by 10 respondents that the chances for women 

to participate in supervisory decision-making positions in the Zambia Police Service were fair 

at the time of the research. In support of this view the respondents further said that, the police 

service has greatly transformed and more women have been supported to hold decision-making 

positions. The scenario is favoured by the political and international demand for 50:50 equal 

opportunities in decision-making positions as a global agenda. 

Not enough opportunities; 18 respondents indicated that the chances were not enough for 

women as compared to men. Those in support of this argument indicated that men are better 

placed and more courageous than women. Some women do not look confident to handle certain 

positions in the police service.  It needs much effort on the part of women and sensitisation of 

officers so that they could consider women. 

Equal chances (50:50); A considerable number of respondents were of the view that the 

opportunities for female promotions in the police service have equalised. The implication of 

the study finding is that regardless of gender, every police officer stood a better chance of 

participating in supervisory decision-making positions in the police service. This view was 

supported by 20 respondents. 

Very high at the moment; Still on the participation in supervisory decision-making positions 

opportunities for women in the police service, the study found out that 15 respondents were 

quick to indicate that women had very high chances for being promoted to supervisory 

decision-making positions in the police service than their male counterparts. 
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Figure 4.2: Views on women participation chances in supervisory decision-making 

positions in the police service  

 

Source: Field Data 2018 

Promotion opportunities steadily increasing; A considerable number of respondents shared 

that the promotion opportunities for women in the police service were steadily on the increase. 

However, it was shared that there is still stiff competition between males and females as regards 

to promotions in the police service. Female police officers are expected to compete and prove 

their abilities to handle decision-making positions against men.  

Respondents in support of this view further said that, a lot needs to be done especially on 

women to strategically position themselves for promotions in the police service. From the 

above findings it is axiomatic that women have chances for promotion into supervisory 

positions. Although the majority of the respondents indicated that the chances were low, still 

there is need for women to better place themselves at points that would make their promotions 

easier. There is need for them to keep upgrading themselves through study and exhibit good 

performance to ensure a fair competition with their male counterparts.  

74 police officers were asked to indicate the gender they would prefer to consider for promotion 

if they were found in a position that allowed them to promote someone in the Zambia Police 

Service. The study found out that, 34 (or 46%) of the respondents indicated that they would 

promote both genders; 12 (or16%) of the respondents indicated that their preferred gender for 

promotion would be male while 28 (or 38%) of the respondents were quick to indicate that they 
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would promote a female. Referencing the above views of respondents, it was clear that the 

majority of the respondents indicated that they would promote either gender. However, the 

number of police officers who indicated that they would promote a female officer given an 

opportunity was significantly high.  

The study further found out that the following were the reasons for promoting men if given an 

opportunity to promote somebody in the police service.  

Figure 4.3 Reasons for promoting male police officers into supervisory decision-making    

                  positions as opposed to women 

 

Source: Field Data 2018 

 

Reasons for promoting female police officers given an opportunity to promote someone  

Motivation factor; it was found that 5 (or 6.6%) of the respondents argued that they would 

promote women given an opportunity as a way of motivating them. The respondents indicated 

that women just need to be motivated and encouraged to work hard through creating promotion 

opportunities for them.  Respondents further said that promoting women in high ranking 

positions will not only motivate them but also bring about gender equality. 

Attainment of the Sustainable Development Goals (SDGs); this view was supported by 8 

(or 11%) respondents who indicated that they would promote female police officers as an 
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inspiration towards the attainment of the Sustainable Development Goals (SDGs) by 2030. 

This school of thought seeks to work towards promotion of gender equity and equality in 

employment. 

Further, 3 (or 4%) of the respondents shared that they would promote female police officers 

based on moral grounds; respondents who supported this view indicated that there was no 

difference between men and women as women could do what men do, even better. 

Further, 5 (or 6%) of the respondents indicated that female police officers in the Zambia Police 

Service were very few, hence their reason for promoting them in order to empower them. In 

line with this view, respondents indicated that when women are given a priority in promotions, 

there will be a balance of power and good association between the different genders. 

 In order to reduce discrimination of female police officers; this argument was supported by 15 

(or 20%) of the respondents who opined that the cultural settings have had a negative 

connotation on women joining the work force. Therefore, when deliberate measures are taken 

to promote women, they will not be discriminated against. 

The study further found out that 10 (or 13%) of the respondents indicated that they would 

promote women given an opportunity in order to equalize with other countries. Respondents 

indicated that women should be prioritized so that they could be role models to others and the 

future generation in choosing the police service as a career pathway. 

Reasons for promoting either gender (Male or female) 

The study found out that 32 (or 43%) of the 74 respondents argued that they would promote 

either gender because both male and female deserve equal treatment. The respondents in 

support of this view were also quick to mention that both men and women can perform well 

and to apply discrimination in the administration of promotions in the police service will not 

promote unity and compromise the security of the nation.   

Further, 4 (or 5%) of the respondents would opt to promote deserving police members of staff 

regardless of gender. In support of this view, these respondents added that if a female officer 

deserves a promotion due to her hard work, she should not be denied based on her gender. 

The study conducted interviews with 30 key informants from 10 police stations in Lusaka 

District. The target police stations are highlighted in the introductory part of this Chapter.  
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The 30 key informants were asked to state the highest ranking positions manned by a women 

in the target police stations. Table 4.7 below is a distribution of respondents by the highest 

position occupied by women in the respective police stations that participated in the study. It 

was therefore found out that, 3 (or 10%) female police officers were serving as Chief Inspector 

significantly lower than their male counterparts. Further, 2 (or 6.6%) female police officers 

also served as Officer in Charge (OIC). 

As indicated in table 4.7 below, male officers have dominated all the positions in the Zambia 

Police Service as will be discussed in chapter five of this undertaking. 5 (or 16.6%) female 

police officers served as human resources officers, it was further confirmed that 2 (or 6.6%) 

female police officers served as Assistant Superintendent. In addition, only one female police 

officer served as Senior Constable while the majority of the female police officers served as 

Constable as indicated in table 4.7 below.  

Table 4.7: Highest position manned by a woman in ZPS 

Highest position manned by women  Number/Percentage 

Chief Inspectors 3 (or 10%) 

Criminal Investigations Officer (CIO) 2 (or 6.6%) 

OIC (Officers in Charge) 2 (or 6.6%) 

Human resources officers 5 (or 16.6%) 

Assistant Superintendent  2 (or 6.6%) 

Constable  17 (or 57%) 

Source: Field Data (2018) 

When asked to describe the chances of women rising into decision-making positions in the 

police service, 15 (or 50%) of the interviewees were quick to indicate that the chances for 

women being promoted were slim. Respondents further said that, the police service is male 

dominated and most of the women hold lower ranks. It was only during the late President 

Michael Sata that he appointed a woman Inspector General (IG) for the first time in the history 

of Zambia. The move was good as it acted as a motivation for women in the police service to 

press for equal opportunities in supervisory decision-making positions. 
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One of the respondents said: 

“Looking at the number of women in supervisory positions in relation to men in the police 

service, it is clear that there are very few women that hold high positions. However, with 

perceptions changing towards security related jobs, most of the women are joining the police 

service without being discriminated against by either family members or society. Therefore, I 

can only hope that more opportunities are given to women to be promoted in order for them to 

participate in decision-making.” 

An interview was held on 15th March, 2018, with the CIO for Woodlands police station at the 

time of the research. He indicated that although at a very low pace, the chances of female police 

officers being promoted into decision-making positions were improving. This was due to the 

fact that most of the female staff were going back to school to improve their educational 

qualification.  

He further said: 

“While the police service has opportunities for equal promotion whether male or female, 

women have always not taken the lead in taking advantage of the opportunities.  Most of them 

want to get such promotions based on favours, instead of working hard and improving their 

education status.” 

In an interview with a key respondent at Emasdale police station it was shared that promotional 

chances for female officers were very high. The interviewee quickly indicated that the highest 

ranking positions manned by women were Officer in Charge and Assistant Superintendent. 

During the interview it was further stated that women stood a better chance for promotions in 

the police service than men as long as they have the right qualifications and show hard work 

and commitment.  

While looking at the availability of deliberate policy structure to support promotions and 

participation of women in decision-making in the police service, it was found that the majority 

17 (or 56.6%) of the interviewees indicated that there were no such deliberate measures or 

structure to promote women in the police service. It was substantiated that female police 

officers are sometimes put in positions that require decision-making and judgement, as such 

capable officers are finally promoted basing on their performance in those specific positions.    

 

 



45 
 

Factors required that would place an individual competitively for a promotion  

The interviewer was also interested to find out factors that would place an individual 

competitively for a promotion and the following were the factors: 

The study found that 15 (or 50%) of the respondents highlighted education qualifications as 

very important in any profession. The police service is a profession and those that rise to 

decision-making positions should have the right qualifications. Education improves reasoning 

and understanding of things for good judgement.   

Hard work and educational qualifications were key factors that would better place an individual 

for promotion. The respondents further said that, the most saddening thing is that women do 

not go an extra mile in their work, for example working long hours and even at night. 

In addition to the above factors, the study found that, discipline was an important factor in 

placing an individual competitively for promotion. In support of this view, it was reviewed that 

the police service works through a strict command structure where instructions and discipline 

are to be followed by all officers. 

It was also found out that 2 (or 6.6%) of the respondents felt that experience was a critical 

factor in the management of promotions. Most of the women in the police are fairly new and 

lack experience. As it is a well-known fact that the police service is a very sensitive 

responsibility and there is no room for experiments because it involves people’s lives. 

Therefore, whether someone has degrees they still need to rise through the ranks in order to 

master the art.  

Do such factors bare any historical attachment in the police service? 

It was also found that educational qualifications as a factor that would place an individual for 

promotion bore historical attachments. Respondents indicated that certain positions do not only 

require physical fitness but a sound mind that has been academically grilled to handle complex 

issues in the police service as an important wing of the national security in the country. 

One of the respondents had this to say: 

“During the colonial days, promotions were based on physical appearance, 

commitment and loyalty to the colonial masters. It was only the whites that got 

promoted on the basis of educational qualifications. However, after independence, very 
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few Zambians were educated and the trend continued of promoting people based on 

other factors other than education. However, these days the trend has greatly changed 

as the majority of the people are educated and understand their rights. Therefore, 

police officers are expected to study human rights and understand the science of 

criminology in order to protect the general public.” 

It was also reviewed that education as a basis for promotions never really existed for the black 

people. Promotions were based on the racial system and not really on tribalism. The 

interviewee further said that currently the administration of promotion is choked by values of 

tribalism, corruption and nepotism. Without a good connection, it is very difficult for a person 

to get promoted regardless of the gender. 

TO IDENTIFY FACTORS PREVENTING WOMEN FROM PROGRESSING TO 

SUPERVISORY DECISION-MAKING POSITIONS IN THE ZAMBIA POLICE 

SERVICE. 

To understand factors working against women progression into supervisory positions, 

respondents were asked to first state reasons that they felt inhibited female promotion and 

participation in decision-making. Therefore, interviews were conducted with 30 key informants 

and 75 respondents were required to state reasons through the semi-structured self-

administered questionnaire. The study findings present the following factors: 

Underestimation of women in society was identified by 3 (or 4%) of the respondents as one 

of the factors affecting women progression in supervisory position for decision-making. Apart 

from being underestimated, respondents also said that women are less valued and most of those 

that get promotion is usually not based on merit but on relationships. 

Cultural background still has a strong grip on women; The police service was predominantly 

viewed as exclusively a male career. Therefore, very few women appreciated joining the 

service, as was indicated by 10 (or 13.3) of the respondents. 

Poor performance, 8 (or 10.6%) of the respondents were also quick to indicate that even if 

women are promoted, they do not know their duties. Therefore they are always controlled 

because of not being qualified for such positions.                                                                                      

Lack of professional qualifications; It was found out that 12 (or 16%) of the respondents 

argued that, in some cases, even if promotion opportunities, were available, most of the women 
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in the police service do not have professional qualifications apart from their grade 12 certificate 

which may not even be complete.  

Lack of confidence and discipline was also picked out as one of the factors affecting women’s 

progression in decision-making positions. 5 (or 6.6%) of the respondents in support of this 

view also shared that female police officers are not as committed as men are and frequently 

stay away from work. It was also submitted that laziness is one of the factors that affects the 

progression of women into decision-making positions. Women despite the training they 

undertake, still carry themselves around in a weak and more casual manner. 

Discrimination and sexual exploitation; 12 (or 16%) of the respondents also submitted that 

men have taken advantage of women by exploiting them sexually in order to have them 

promoted. This view attracted comments that the women in the police service have a tendency 

of using their bodies to obtain favours, including promotions which, to some extent, 

disadvantages men who have nothing to offer. 

It was also argued that women are too busy for certain responsibilities; respondents further 

added that women have a lot of other duties to attend to at their homes such as taking care of 

their children.     

Lack of support from their fellow women; 20 (or 26.6%) of the respondents indicated that 

women do not support each other when in positions of decision-making. When a woman has 

been promoted they become negative and less supportive. When women are decision-makers, 

those women below them do not support them because women are generally in a bad 

interpersonal relationship with those in decision-making.                                                                                        

Further, 6 (or 8%) of the respondents cited rigidity of organizational culture and climate as 

one of the factors affecting female progression in to supervisory positions. The organization’s 

culture that looks at men as being strong, hence should be in decision-making positions still 

affect the administration of promotions in the police service. 

Strong competition for promotions in the police service; A considerable number of 

respondents indicated that there is too much competition for positions in the police service. 

Hence women should really stand out in order to be promoted. 
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Corruption; 9 (or 12%) of the respondents were of the view that the management of 

promotions is not on merit, some people may qualify for promotions but without support from 

higher leaders no recommendations are made. 

Male dominance in the police service, Respondents indicated that there are more men than 

women in the police service. Therefore, female police officers are mostly overshadowed by the 

high prevalence of male officers as shared by 7 (or 9.3%) of the respondents. 

Description of women participating in decision-making in the police service;  

During the interview, 30 interviewees were asked to describe the chances of women 

participating in decision-making. The study found that 18 (or 60%) of the respondents indicated 

that the chances were very high. In support of this view, respondents were quick to indicate 

that the police had the first female Inspector General (IG) appointed by the late President 

Michael Sata. This is historical for our nation and clearly shows a paradigm shift in general 

perceptions of women taking up higher responsibilities and decision-making.   

One of the interviewees said: 

“In this time and age, it is not right for people to think that women are incapable of 

making decisions in the police service. Both men and women should let go of beliefs 

that looked down upon women. They have proved the world wrong and are as good as 

men. Therefore, if women have what it takes to be promoted, I would not hesitate to 

promote them and the converse is also true” 

Further, it was indicated that for as long as women show commitment and hard work, chances 

are quite high for them to be promoted.  

 

CONCLUSION 

This chapter has presented research findings on the requirements for women participation into 

supervisory decision-making positions in the Zambia Police Service. The chapter also 

established the views of police officers on women participation chances in supervisory 

decision-making positions in the Zambia Police Service. Further, the chapter highlighted the 

factors that prevent women from progressing to supervisory decision-making positions in the 

Zambia Police Service. 
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CHAPTER FIVE 

DISCUSSION OF STUDY FINDINGS 

INTRODUCTION  

The chapter discusses the study findings in line with the proposed study objectives upon which 

this paper is anchored. The discussion is based on the following objectives: To assess 

requirements for women participation into supervisory decision-making positions in the 

Zambia Police Service; to establish the views of police officers on women participation chances 

in supervisory decision-making positions in the police service; to identify the factors that 

prevent women from progressing to supervisory decision-making positions and to establish 

measures towards promoting women participation in supervisory decision-making positions in 

the Zambia Police Service.  

Before delving into the research based objectives, the study foremost discussed the 

demographic characteristics of the respondents. 

DEMOGRAPHIC CHARACTERISTICS OF THE RESPONDENTS 

Based on the demographic characteristics of the study, the findings are indicative that the 

majority of the respondents were male in which of the 74 respondents, 29 (or 39%) were female 

and 45 (or 51%) were male. The dominance of male officers in the police service or security 

wing is attributed to cultural and historical factors underlying the Zambian Police Service and 

the country at large. The study findings coincides with Shipolo (2012) who also established 

that the proportion of female police officers in the Zambia Police Service compared to that of 

male police officers is very low, hence, the present study also finds that the majority of the 

respondents are male. Similarly according to police strength (2010), female police officers in 

the Zambia Police Service only accounted for 19.6% in the whole of the Zambia Police Service.  

 

The study findings are attributed to the imbedded discriminatory articles in the recruitment 

process and inherent cultural values perpetuated by the culture where men are seen as superior 

to women and not capable of doing jobs that required hard training. On this account, there has 

been an outcry from the international community to create platforms towards a balanced 

participation of women in decision-making in male dominated jobs such as security wings and 

politics (Committee on the Elimination of Discrimination Against Women, 1997).  CEDAW 

(1997)  stresses that “It is the government's fundamental responsibility to encourage these 



50 
 

initiatives to lead and guide public opinion and change attitudes that discriminate against 

women or discourage women's involvement in political and public life.” 

 

The World Summit (2005) also reaffirmed the commitments to increased representation of 

women in government decision-making bodies, including opportunities to participate fully in 

the political process. Further, United Nations (2016) Sustainable Development Goals (SDGs) 

strives towards a paradigm shift as regards participation of women in decision-making. Our 

study findings, therefore, speak to what is obtaining on the ground and how it affects 

participation of women in supervisory and decision-making positions in the Zambia Police 

Service. The fact that the police service in Zambia is male dominated does not avail equal 

opportunities for male participation in supervisory decision-making positions.    

The study also found out that the majority of the officers in the police service were aged 

between 31- 40 years. Therefore, it is clear that the Zambia Police Service is dominated by 

young adults. This can be attributed to the demographic structure of Zambia as a nation having 

a young population. 75% of the population are youthful. However, the police service also has 

a tendency of recruiting young people who can be trained and do not have a lot of commitments 

at the time of entry. It is felt that getting young people makes it easy for the police command 

to impress their values on them with ease. Young adults are physically strong and are suited by 

the physical requirements to join the police service. However, although the majority of the 

respondents were youthful, 22% of the respondents were in the 41 years and above age bracket 

at the time of the research. Similarly, Shipolo (2012) also found out that the majority of the 

respondents fell in the age group of 30-34 years. 

This similarity is attributed to the emphasis on age as one of the entry requirements. Those that 

are recruited to join the police service are within the same age bracket. This elimination system 

based on the age is made ease by the fact that Zambia is generally a young population (CSO, 

2010) hence availability of a pool of young people to recruit.  

While it has been established that the staff-base in the Zambia Police Service constituted 

mainly of the youth with the majority of the respondents being in the age group range 31- 40 

years, the study presents a wide spread length of service. Based on the length of service, 10 (or 

13.5%)  had served between 0-5 years in the police service, 22 (or 29.7%) had served between 

6-10 years, 18 (or  24.3%) of the respondents  had served between 11-15 years in the police 

service at the time of the research. It is worth noting that 24 (or 32%) of the respondents being 
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in the majority had served in the police service for 15 years. The length may not be associated 

with participation in decision-making, it has helped to understand that the staff base was 

suitable to participate in the study as they were better placed to understand how the police 

service operates especially the administration of promotions. Their exposure in the police 

service would have given a better picture of the participation of women in decision-making 

and administration of promotion in the police service.  

 

Decision-making takes place at different levels in the police service. Sapru (1997) indicates 

that decisions that affect large groups of people are associated by the nature of the decision and 

the position held by the individual who makes it. Our study has revealed that of the 74 

respondents, 3 (or 4.2%) served as Criminal Investigations Officers (CIO), 5 (or 7%) 

respondents were Officers in Charge (OIC), 4 (or 4.6%) of the respondents were Chief 

Inspectors in the police service. It was further highlighted that only 2 (or 2.8%) were Heads of 

Departments (HODs), 4 (or 4.6%) were Superintendents, 6 (or 8.4%) of the respondents served 

as Human Resources Officers. Further, 2 (or 2.8%) and 6 (or 8.4%) served as Records Officers 

and Sergeants respectively and   42 (or 57.8%) served as Constables in the Zambia Police 

Service.   

 

The study has indicated that the police service provides opportunities to exercise decision- 

making. 

 

Although the majority of the respondents were Constables, a significant number of respondents 

served in various capacities in the police service such as criminal investigation unit, Human 

resource management, inspectors, Sergeant, and Officers in Charge (OICs), among others. The 

availability of different ranks in the Zambia Police Service does not necessarily imply equality, 

to the contrary, there is still high levels of inequality and women participation in supervisory 

decision-making position is still low. The scenario of high lack of participation of female police 

officers in decision-making is rooted in the history of the Zambia Police Service. For example, 

since 1964 to 2010, female police officers were at 0.0% representation in the ranks of Deputy 

Commissioner of Police to Inspector General of Police (Zambia Police Strength 2010). 

 

Shipolo (2012) reported that since independence to 2011, there have been 20 Commissioners 

of Police and 14 Inspector Generals. All of them were male officers with no female officer at 

any time. This is a clear indication that a female police officer was never represented in the 
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senior most positions in the Zambia Police Service.  The only challenge is some appointments 

are influenced by the Head of State, hence so inclined to the political affiliation of individuals.  

TO ASSESS REQUIREMENTS FOR WOMEN PARTICIPATION IN SUPERVISORY 

DECISION-MAKING POSITIONS IN THE ZAMBIA POLICE SERVICE. 

From the study findings on the promotion practices of women participation into supervisory 

decision-making positions in the Zambia Police Service, it was reported that the ZPS has a 

written staff promotion policy. Based on the finding, the existing written promotion policy is 

the basis for the administration of promotions and creates opportunities for women to be in 

supervisory decision-making positions in the police service. 29 (or 39.2%) of the respondents 

strongly agreed (SA), 22 (or 29.7%) agreed (A), 12 (or 16.2%) were Neutral (neither agreed 

nor disagreed) and 9 (or 12.2%) of the respondents disagreed (D) while 2 (or 2.9%) of the 

respondents were in strong disagreement with the statement (SD).  Based on the mean score of 

2.09 and standard deviation of 1.14 it is clear that the majority of the respondents were in 

agreement that the police service has a written promotion policy that gives guidance on how 

promotions should be managed in the police service. 

Similarly, Zincume (2012) on the impact of South African police promotion policy on 

organizational commitment of forensic analysts confirms the importance of a police staff 

promotion policy. However, the study by Zincume (2012) was indicative that the 

administration of promotions in the SAPS was not desirable. Most of the police officers under 

the South African Police Services (SAPS) obtain tertiary qualifications that had assisted them 

to obtain employment outside of SAPS. Therefore, a promotion policy in the police service 

may have a significant impact on organizational commitment (affective and normative 

commitment) but no significant impact on continuance commitment. 

 

The present study has equally substantiated that there is a written police staff promotion policy 

(PSPP) that gives guidance on how individuals could attain high ranking position and 

participate in decision-making positions in the Zambia Police Service. It cannot go without 

saying that having a promotion policy is just one side of a coin and being able to implement it 

to the latter is another side of the same coin.   The current study is also indicative that the 

Zambia police officers were not satisfied with the administration and or implementation of the 

promotions policy. The majority of the respondents indicated dissatisfaction with the way 

promotions were administered in the ZPS. Further, 2 (or 2.7%) of the respondents strongly 
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agreed (SA) that job promotions in the Zambia Police Service were fair and equitable; 10 or 

(13.5%) agreed (A) that job promotions in the Zambia Police Service were fair and equitable 

while 24 (or 32.4% ) of the respondents disagreed (D) that job promotions in the Zambia Police 

Service were fair and equitable and 22 (or 29.7%) strongly disagreed (SD) that job promotions 

in the Zambia Police Service were fair and equitable. Based on the mean score of 3.73, the 

majority of the respondents indicated that job promotions in the ZPS were not fair and 

equitable. The scenario may affect potential officers, including women from being promoted 

and participate actively in decision-making.   

 

Respondents were of the view that, the unfair and inequitable administration of promotions in 

the Zambia Police Service could be attributed to high competition for promotion. This is better 

described as the problem of supply and demand. The fact that not everyone can be promoted, 

creates a scramble for the limited promotion opportunities, hence those that are left out may 

feel that the system was unfair and inequitable. Normally when there are limited opportunities 

people resort to using under-hand methods in order to gain competitive advantage and this 

could be the prevailing situation in the Zambia Police Service.   

 

Respondents further lamented that the administration of promotions in the Zambia Police 

Service favoured men to women. This was based on the study findings indicated in Table 4.5 

in Chapter 4. The majority of the respondents as evidenced by the mean score of 3.03 and 

standard deviation of 1.25 were in disagreement with the statement that ‘women stood a better 

chance for promotions than men in the Zambia Police Service’.  

 

The present study clearly shows that not only are the promotions unfairly and inequitably 

distributed in the ZPS, but also men stood a better chance for promotion in the Zambia Policy 

Service than women. This imbalance has potential to demotivate women and their chances of 

participating in decision-making are generally weakened.  

  

The scenario could be described as a historical inheritance. Since independence men have 

always stood a better chance for promotions than women in the police service. The field was 

exclusively regarded as male dominated and women who joined the police service in the 1920s 

and 1930s could not be established. However, due to the high level of employment, and the 

need to promote gender equality, the government began to promote and encourage women to 

join the police service.  
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On this account, the majority of the respondents indicated that the police service was better 

placed for men, especially regarding decision-making, as 20 (or 27.0%) of the respondents 

strongly agreed (SA); 22 (or 29.7%) agreed (A); 14 (or 18.9%) of the respondents neither 

agreed nor disagreed with the statement; 13 (or 17.6%) of the respondents disagreed (D) while 

5 (or 6.8%) of the respondents strongly disagreed (SD) with the statement. Therefore, based on 

the mean score, 2.47 and standard deviation of 1.25 respondents were in agreement that the 

police service was better placed for men especially decision-making.  

 

Based on the mean score of 4.11 and standard deviation of 1.30, the majority of the respondents 

indicated that not every officer regardless of the position or ranking could make a decision in 

the police service. The police service is highly structured and decision-making flows from top 

to the bottom. Police officers work on commands and cannot make a decision without 

consulting with the superior. However regardless of the situation every person has a chance to 

make a decision. For example when there is a riot, a police officer does not wait for a command 

to fire a weapon in a certain direction. No officer will wait for a command to decide the time 

to summon someone for questioning. Therefore there is some degree of decision-making. 

However there are certain high risk based decisions that will require the police command to 

authorize action to be taken such as going to quench a riot. 

  

Generally, there is still stereotypical way of looking at things in the Zambia Police Service. 

The majority of the respondents still felt that decision-making in the police service was better 

placed for men. This can be attributed to the deep seated cultural values in Zambia. The 

Zambian culture has always disadvantaged women.  Women rights are mostly regulated by 

men especially when married. The culture promotes values that are based on submission of 

women to their husbands or male relatives. This culture does not encourage women to 

participate in decision-making at household level as men are seen as decision makers.  

Similarly, Shipolo (2012) on Gender dimension of representation of police officers in high 

ranks in the Zambia Police Service found that gender equality in high ranks in the Zambia 

Police Service is far from being a reality. Statistics obtained from police records revealed low 

levels of representation of female police officers in high ranks in the Zambia Police Service.  

High ranks are dominated by male police officers.  The study further revealed that a number of 

factors are at play towards levels of representation of police officers in high ranks in the Zambia 
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Police Service between male officers and female officers. These are, negative attitude, lack of 

gender policy, lack of a gender expert as a focal person, lack of gender disaggregated data and 

discrimination.  

Although the government seems to make positive strides towards promoting gender equality, 

there is need for more deliberate actions aimed at elevating women in decision-making ranks 

in the Zambia Police Service. There is need to open up a gender section and appointment of a 

gender expert to man the same department in whose expertise policy will have a gender 

consideration. The negative attitude towards the promotion of female police officers to high 

ranks and gender disaggregated data can be adequately attended to by the gender expert. The 

appointment of the gender expert as gender focal person is cardinal as he or she will also 

coordinate all matters pertaining to gender in the Zambia Police Service as well as coordinating 

with other external gender institutions for exchange and update of ideas. 

Although women participation in decision-making is low, their status in the police service has 

been gradually increasing mainly because women officers have demonstrated their capability 

in performing various police tasks (Natarjan, 1996).  Opportunities for women in policing are 

now expanding; however, the percentage of women in policing compared to their male 

counterparts is still relatively low.  It seems as if with the rapid advancement of society and the 

continuous rise in crime rates against women, there would be a far greater number of women 

choosing to pursue a career in law enforcement.  However, women are slowly and steadily 

approaching this male-dominated field out of necessity and widening scope (Krishnamurthi, 

1996). 

Commenting on the administration of promotions in the Zambia Police Service, the study 

identified a number of issues that could potentially chock the confidence and public trust in the 

administration of promotions for decision-making. 34 (or 46%) of the respondents indicated 

that, the administration of promotions in the Zambia Police Service was based on relationships 

with those that are in top decision-making positions. In support of this view it was further noted 

that, for one to get promoted, one must know someone or corrupt someone in order to receive 

promotion. This trend has promoted trails of nepotism and tribalism in the management of 

promotions in the police service.  

 

A further, 9 (or 12%) of the respondents indicated that political affiliation of an individual was 

critical in increasing or reducing promotion opportunities in the police service. Respondents in 
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support of this view stated that those that are close to political authority find it easier to be 

promoted and assume positions of decision-making. 

 

It was also found that 20 (or 20%) of the respondents were of the view that the administration 

of promotions in the Zambia Police Service was dependent on hard work and commitment of 

an individual to duty. Those in favour of this argument further pointed out that mostly men are 

promoted in the police service because they are more committed to duty than their counterparts.   

 

The study further found that 15 (or 20%) of the respondents argued that the police service is 

characterised by discrimination and sexual harassment. The respondents in support of this view 

submitted that most of the women use their bodies to ascend to decision-making positions and 

the situation has promoted sexual immorality among officers especially senior officers who 

target junior female officers. This is similar to Brown, (2000) who reported that discrimination 

and sexual harassment are pervasive in police departments and that supervisors and 

commanders not only tolerate such practices by others, but also are frequent perpetrators 

themselves. 

 

Lidava et al (2016) reported that gender inequality in the Kenya police service among the 

factors attributing to the status-quo is discrimination against women. Oruta, et al (2016) still in 

Kenya reported sexual harassments vice in the Kenya Police Service. Male officers that saddle 

in high ranking decision-making positions are more likely to perpetuate sexual harassment and 

discrimination. However it cannot go without mentioning that there are also women in the 

police who provide sexual favors to high ranking men or women in order to be promoted. 
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Requirements for women participation into supervisory decision-making positions in 

the Zambia Police Service.  

Interpersonal relationship: Based on the mean score of 2.27 and standard deviation of 1.13 

which was significantly lower than the standard mean reference of 2.50, the majority of the 

respondents were in agreement that interpersonal relationship was one of the determinants for 

progression in to decision-making positions in the Zambia Police Service based on table 4.7 in 

Chapter 4. Generally every organization or system requires that members of staff have good 

interpersonal relationships as work is done through interpersonal relationships. One of the 

greatest causes of conflict in organizations is interpersonal relationships. Therefore, based on 

the findings, those with good interpersonal relationships seem to stand a better chance to be 

appointed into a supervisory decision-making position. While interpersonal relationship is 

critical it should be strictly guided by professional ethics. The environment could be very 

difficult for women as it may make them vulnerable to male superior officers who may cross 

the professional boundaries of professional interpersonal relationships.  

 

Some respondents were of the view that interpersonal relationships should not be the main 

basis for promoting individuals in the police service. They felt that interpersonal relationships 

may create discriminations and nepotism as some relationship may not be purely arising from 

good performance.   

In an interview with one of a police officer at Kalingalinga police station, it was revealed that 

promotions in the Zambia Police Service were based on interpersonal relationships which was 

described as a ‘wako-ni-wako’ situation; implying that if a person does not have any 

connections with those that saddle on positions of decision-making, the chances for promotion 

are slim to zero.  

When asked whether interpersonal relationships could overshadow professionalism in the 

administration of promotions in the Zambia Police Service, respondents were quick to indicate 

that ‘the human resource management team did not professionally facilitate for employee 

promotions in the police service.’ 16 (or 21.6%) of the respondents strongly agreed (SA); 22 

(or 29.7%) agreed (A); 12 (or 16.2%) of the respondents were neutral (Neither agreed nor 

disagreed); 11(or 14.9%) of the respondents and 13 (or 17.6%) of the respondents disagreed 

(D) and strongly disagreed (SD) with the statement. Based on the mean score and standard 

deviation for the statement was 2.77 and 1.41 respectively, the study indicates that the human 
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resource management practice has been compromised, especially in the management of 

promotions in the Zambia Police Service. 

Academic qualifications: Based on the mean score of 2.27 and standard deviation from mean 

of 1.20 it is safe to state that academic qualifications were found to be one of the determinants 

for women to be appointed into supervisory decision-making positions in the Zambia Police 

Service. Of the 74 police officers, 32 respondents (or 31.1%) strongly agreed (SA), 25 (or 

33.8%) of the respondents agreed (A) with the statement that ‘when a person has academic 

qualifications, the chances of promotions are high’. Although academic qualification is one of 

the determinants for promotions, this does not underscore the fact that people will still need to 

have certain connections with people in high authority to get promoted. In fact, having 

academic qualification is a better justification for people to be promoted whether the promotion 

is done in good faith or not. However, professionally, academic qualification is very critical in 

the management of promotions in any organisation. When people get promoted to high 

positions based on the technical know-how, they earn respect and acceptance from their 

subordinates.  This, in turn, motivates junior officers to work hard in a bid to get a promotion 

as well, hence creating a positive re-enforcement. 

 

Having a connection (knowing someone) at the top: Another determinant for participation 

in supervisory decision-making position in the Zambian Police Service is knowing someone at 

the top; when asked, if knowing someone at the top would increase chances for promotions  

and consequent participation in decision-making in the police service, 26 respondents (or 

35.1%) strongly agreed and 21 (or 29.5%) of the respondents agreed (A) with the statement 

while 13 (or 17.6%) and 14 (or 18.9%) of the respondents disagreed (D) and strongly disagreed 

(SD) respectively with the statement. This still confirms that interpersonal relationships are 

critical. People that have connections easily get promotions and having experience, hard work 

and commitment is but only an ingredient to get them promoted without raising eyebrows. 

 

This study also found that work experience is not a determinant for promotion in the Zambia 

Police Service. This was revealed when, 7 (or 9.5%) and 27 (or 36.5%) of the respondents 

strongly agreed (SA) and agreed (A) respectively that those with more experience in the service 

stood a better chance for promotions. In the same vein, 18 (or 24.3%) and 8(or 10.8%) of the 

respondents disagreed (D) and strongly disagreed (SD) respectively with the statement. 

However, 14 (or 18.9%) of the respondents took a neutral position (neither agreed nor 
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disagreed). In relation to the mean score of 2.82 and standard deviation of 1.15, respondents in 

the majority were in disagreement with the statement since the mean score of 2.82 was higher 

than the standard mean reference of 2.5. The above revelation does not imply that work 

experience is irrelevant, on the contrary work experience is important in any work environment. 

The implication is that an individual may not be promoted based on work experience only. The 

promotions process involves a lot of factors among them is work experience, academic 

qualification and ability to perform current functions. 

Commitment and hard work: It was also further reported that commitment and hard work 

was found to be a determinant for promotions into supervisory decision-making positions in 

the Zambia Police Service. This is based on the findings that, 24 (or 32.4%) and 24 (or 32.4%) 

of the respondents strongly agreed (SA) and agreed (A) respectively that commitment and hard 

work play a critical role in the promotion of staff members in the police service. However, 18 

(or 24.3%) of the respondents disagreed (D) with the statement and 8 (or 19.8%) of the 

respondents strongly disagreed (SD) that commitment and hard work play a critical role in the 

promotion of the members of the police service. Therefore it is safe to argue that commitment 

and hard work play a critical role in the promotion of staff members in the ZPS based on the 

mean score of 2.43 and standard deviation of 1.19. 

Marital status: Marital status was found to be another determinant for promotion into 

supervisory decision-making positions in the Zambia Police Service. Based on the mean score 

of 2.38 and standard deviation of 1.99, the study indicates that married police officers stood a 

better chance for promotion into supervisory decision-making positions in the Zambia Police 

Service. This scenario could be attributed to the need to establish a stable and committed police 

service which is responsible. When one has a family to take care of, one no longer lives for 

oneself but to ensure that the family is taken care of. This potentially makes people to stay 

committed to work.  

Looking at marriage as a determinant for promotions in the Zambia Police Service, women still 

find themselves disadvantaged. In the Zambian culture, it is the men who propose marriage to 

women. A woman cannot search for a husband while men are allowed to search for their 

partners in marriage. Therefore it is easier for a male police officer to marry than a female 

police officer to get married. Given the circumstance, some of the respondents were of the view 

that promotions should not be based on the marital status of someone. They opined that this 
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does not mean that marriage is not important but it may be discriminatory especially in the 

police service sector. 

Political loyalty: The study further found out that political loyalty increased the chances for 

promotion in the police service which consequently creates opportunities for decision-making, 

although the public service conditions demand that public servants should not belong to 

political parties. Therefore, in light of this, it can be revealed that political loyalty implies the 

ability to support the government of the day as police officers, whether they share individual 

political views or not.  

Similarly, based on the interviews conducted with the 30 key informants, to find out the factors 

that would better place a person for promotion in the Zambia Police Service, the study findings 

coincides with what has been established from the 74 respondents. The study found out that 15 

(or 50%) respondents highlighted education qualifications as very important in any profession. 

The police service is a profession and those that rise to decision-making positions should have 

the right qualifications. Education improves reasoning and understanding of things for good 

judgment.   

Therefore, there is need to promote education programmes among members of the police 

service in order to enable them to have competitive opportunities for promotions. Hard work 

and educational qualifications were key factors that would better place an individual for 

promotions. The respondents further said that, the most saddening thing is that women do not 

go an extra mile in their work, for example working long hours and even at night. 

In addition to the above factors, the study found that, discipline was an important factor in 

placing an individual competitively for promotions. In support of this view, it was revealed that 

the police service works through a command and instructions and discipline is a key ingredient 

that every police officer should possess.  

It was also found out that 2 (or 6.6%) of the respondents felt that experience was also a critical 

factor in the management of promotions. Most of the women in the police service are fairly 

new and lack experience. As it is a well-known fact that the police service is a very sensitive 

responsibility and there are no rooms for experiments because it involves peoples’ lives.  
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The 30 key informants commonly indicated that certain positions did not only require physical 

fitness but a sound mind that has been academically grilled to handle complex issues in the 

police service as an important wing of National Security in the country. 

One of the respondents had this to say: 

“During the colonial days, promotions were based on physical appearance, 

commitment and loyalty to the colonial masters. It was only the whites that got 

promoted on the basis of educational qualifications. However, after independence, very 

few Zambians were educated and the trend continued of promoting people based on 

other factors other than education. However, these days the trend has greatly changed 

as the majority of the people are educated and understand their rights. Therefore, 

police officers are expected to study human rights and understand the science of 

criminology in order to protect the general public.” 

Referencing the determinants for promotions in the Zambian Police Service, it is worth 

mentioning that most of them do not require one to be male or female in order to meet them; 

for example education level, marital status, commitment and hard work, interpersonal 

relationship. This presents an even playing ground for both male and female police officers to 

compete for promotions and participate in supervisory decision-making positions.  

However, it is unusual to learn that promotions in the Zambian Police Service largely depend 

on interpersonal relations as established by the study mean score of 2.27 and standard deviation 

of 1.13. While interpersonal relationships are important in the work environment, they should 

be based on professional ethics. However, interpersonal relationships can affect objectivity in 

the administration of promotions in the Zambia Police Service. This justifies why most of the 

respondents indicated that the administration of promotions is affected by sexual favour 

requests, discriminations, nepotism and corruption. 

TO ESTABLISH THE VIEWS OF POLICE OFFICERS ON THE PARTICIPATION 

CHANCES OF WOMEN IN SUPERVISORY DECISION-MAKING POSITIONS IN 

THE ZAMBIA POLICE SERVICE.  

Referencing the views from the 74 respondents and 30 key informants, the present study finds 

that the participation chances for women in supervisory decision-making positions in the 

Zambia Police Service were found to be low. The present study is indicative that the views of 

the respondents were widely divided in describing participation chances for women. Of the 74 
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respondents 25 were of the view that the participation chances for women in the police service 

were very low; 10 of the officers argued that the chances for women participation in 

supervisory decision-making positions in the Zambia Police Service were fair at the time of the 

research; 5 indicated that they have been equalized (50:50); 18 respondents indicated that the 

chances were not enough and mostly male dominated; 15 respondents were quick to indicate 

that promotion opportunities for women were considerably higher than those for men. A 

considerable number of respondents shared that the promotion opportunities for women in the 

police service were steadily on the increase. However, it was shared that there is still stiff 

competition between males and females as regards to promotion in the police service. Women 

police officers are expected to compete and prove their ability to handle decision-making 

positions against the men.  

Similarly, Osibanjo (2013) in a study on glass-ceiling and female career advantage in the 

Nigeria Police Service reported that despite the remarkable increase in the existence of women 

in the workforce, the entry of women into higher managerial positions remains restricted. This 

phenomenon of hampering women’s upward advancement to senior management positions has 

been referred to as the glass ceiling effect. Poleski (2016) reported that despite an increase in 

the number of female police officers in the United States police agencies, female representation 

in supervisory (sergeant and lieutenant) and command (captain, assistant chief and chief) 

positions in most agencies is limited.  

The study finding by Osibanjo (2013) and Poleski (2016) relates with the present study findings 

in that a proportion of women in the Zambia police is low. This affects chances for 

appointments and participation in supervisory decision-making positions. Traditionally men 

went to war, and hunted to protect and provide for their families. Therefore, women were 

expected to look after children and do house chores. These values have been strongly held and 

cherished in most African settings. It calls for more sensitization and mind shift in order for 

women to be appreciated in the police service for leadership roles. 

From the above findings it is axiomatic that women still have chances for promotions into 

supervisory positions. However, these chances can only be promoted by their commitment to 

duty, education enhancement and ability to make sound decisions in their junior positions. The 

low promotion opportunities could be as a result of the attitude of women toward police work.  

There is need for them to keep upgrading themselves through study and exhibit good 

performance to ensure a fair competition with their counterparts.  
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Interviews with the 30 key informants on promotion opportunities for female police officers 

showed that they were limited. The study reported that, 15 (or 50%) of the interviewees 

indicated that chances were slim or minimal.  

This could be attributed to the fact that the police service is male dominated and most of the 

women hold lower ranks. However, political will can be very instrumental to transform the 

situation.  For example the Late President Michael Sata had appointed a female Inspector 

General (IG) for the first time in the history of Zambia. The move was good as it acted as a 

motivation for women in the police service to press for greatness. 

One of the respondents said: 

“Looking at the number of women in supervisory positions in relation to men in the 

police service, it is clear that there are very few women that hold higher positions. 

However, with chances of perceptions towards security related jobs most of the women 

are joining the police service without being discriminated against by either family 

members or society. Therefore, I can only hope that more opportunities are given to 

women to be promoted in order for them to participate in decision-making”. 

An interview was held with the CIO for Woodlands police station at the time of the research. 

He indicated that although at a very low pace the chances of female police officers being 

promoted into decision-making positions were improving, especially that most of the staff were 

getting back to school to improve their educational qualifications.  

He further said: 

“While the police service has opportunities for equal promotions whether male or female, 

women have always not taken the lead in taking advantage of the opportunities. Most of them 

want to get such promotions based on favours instead of working hard and improving their 

education status”. 

In an interview with a key respondent at Emasdale police station it was shared that promotional 

chances for female officers were very high. The interviewee indicated that the highest ranking 

position manned by women were Officer in Charge and Assistant Superintendent. During the 

interview it was further stated that women stood a better chance for promotions in the police 

service than men as long as they have the right qualifications and show hard work and 

commitment.  
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While looking at the availability of deliberate policy structure to support promotions and 

participation of women in decision-making in the police service, it was found that the majority 

17 (or 56.6%) of the interviewees indicated that there were no such deliberate measures or 

structure. It was substantiated that female police officers are sometimes put in positions that 

require decision-making and judgment as such capable officers are finally promoted basing on 

their performance in those specific positions.  

The study conducted interviews with 30 key informants from 10 police stations highlighted in 

the introductory part of this chapter, to determine the highest ranking positions manned by 

women in the targeted police stations. 3 (or 10%) female police officers were serving as Chief 

Inspectors, significantly lower than their male counterparts. Further, 2 (or 6.6%) female police 

officers also served as Officers in Charge (OIC), as was the case with the number of female 

police officers respondents who indicated that they were Criminal Investigations Officers. 

Table 4.10 in Chapter 4 is indicative that male police officers have dominated all the positions 

in the Zambia Police Service. 5 (or 16.6%) female police officers served as Human resources 

officers. It was further confirmed that 2 (or 6.6%) female police officers served as Assistant 

Superintendents. In addition, only one female police officer served as Senior Constable while 

the majority of the female police officers served as Constables as indicated by table 4.10 in 

Chapter 4.   

The above findings are indicative that chances for promotion of women into supervisory 

positions are limited. However, it all depends on how women position themselves in order to 

be competitive enough for supervisory positions which are crowned by men. There is need for 

them to keep upgrading themselves through study and exhibit good performance to ensure a 

fair competition with their counterparts.  

This study has replicated the low progression of women in to supervisory position as only 10 

(or 14%) of respondents indicated that the chances were equal (50:50) between men and 

women. However, 18 (or 25.7%) respondents indicated that the chances for women were less 

as compared to those of men. This could be attributed to factors respondents shared such as 

men being more courageous than women. The men could be sent anywhere and work; they 

accept to work in the night as opposed to female police officers.  This is orchestrated by the 

fact that there are more male police officers than female ones in Zambia and globally.  

Zambia has been making frantic efforts to ensure equality and fair representation at the highest 

level of decision-making in government. Such serious commitment to promote gender equality 
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in the nation (SARD, 2010) was also reflected in the Sixth National Development Plan (GRZ, 

2011).  The Zambian government by 2005 despite policy pronouncements failed to attain 30 

% of women representation in decision-making positions (GRZ, 2006. P311). This failure is as 

a result of the policies of some government departments where women’s representation in 

decision-making positions is low such as in the Zambia Police Service.  

Notwithstanding the changes concerning the Zambia Police Service, female police officers are 

still underrepresented in all the other ranks in the Zambia Police Service (see table 4.4 in 

chapter 4). On the other hand, the fact that the President came in to bring the female police 

officers in senior positions didn’t affect the views of police officers. Nevertheless, the 

appointment of female officers to the two senior positions is encouraging for gender equality 

for it shows political will in appointing women to decision-making positions, but whether the 

appointments are in line with the requirements of gender equality is beyond the scope of this 

study. It is a matter of another study to pursue. Before September 2011, there was no female 

representation in the ranks of Deputy Commissioner of Police (DCP) up to the Inspector 

General of Police which includes the six directors behind policy formulation in the Zambia 

Police Service. 

Similarly, studies across the world present the same general picture of female police officers’ 

lack of advancement into supervisory positions. Natarajan (2008) reports this similar 

phenomenon is evident in countries such as the United Kingdom and Australia.  There is a low 

representation of women in the police service within the European Union (mean under 20%) 

with large differences between countries.  The Institute for public security for Catalonia (2013) 

reports women’s participation in police service is higher in northern Europe (Scandinavia, 

Baltic countries and Anglo-Saxon countries) with a mean of 22.2%.  

Low progression of women to supervisory positions and their ultimate participation in 

supervisory decision-making positions seem to be a global crisis. Studies by Cordner (2011), 

and Moses (2010), revealed that most of Southern European countries (Portugal, Spain, Italy, 

and Greece) and Eastern Europe (Belarus, Bulgaria, the Czech Republic, Hungary, Moldova, 

Poland, Romania, Slovakia, and the Ukraine) have very low women representation in the police 

service with a mean of as low as 12%. Women from racial or ethnic minorities reflect even 

lower numbers as indicated below. Women police officers also remain grossly under-

represented in most non-democratic nations or emerging democracies. The situation needs 

serious attention from the general public and concerned stakeholders. There should be changes 
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in cultural ideas, favourable public attitudes, more entry of women into the labour force, 

particularly into male dominated professions, female support groups and legislation related to 

sexual harassment and sexual discrimination. 

Therefore, there is need to encourage more female officers to participate in the promotional 

process and to solidify a female presence in the supervisory levels within the law enforcement 

environment. It is helpful to determine if there are institutional barriers such as a police 

subculture, opportunities for promotion or promotional examinations to the career 

advancement for female police officers. By uncovering this information, it is possible to initiate 

administrative changes which may increase the number of women officers who participate in 

the promotional process. 

TO IDENTIFY FACTORS PREVENTING WOMEN FROM PROGRESSING TO 

SUPERVISORY DECISION-MAKING POSITIONS IN THE ZAMBIA POLICE 

SERVICE. 

Based on the study findings, the majority 40 (or 53%) of the 74 respondents indicated that 

promotion opportunities for women’s progression into supervisory positions were very low. 

Therefore the study had to delve into establishing what causes this. The factors have been 

discussed below: 

Stereotypical thinking; 86% of the respondents felt that women were not strong enough and 

the police related jobs were a preserve for the men. Female officers frequently battle the 

negative effects of stereotyping. A stereotype is something conforming to a fixed or general 

pattern; a standardized mental picture that is held in common by members of a group and 

represents an oversimplified opinion, prejudiced attitude, or uncritical judgment. For example 

in our study the majority of the respondents were of the view that the police service was better 

placed for men than women, especially regarding decision-making based on the mean score of 

2.47 and standard deviation of 1.25 respectively. According to the studies by Correll, (2004) 

and Swan, (2016) stereotypes may lead to inequitable or unfair thinking for women police 

officers which may present obstacles to their career aspirations as well as their psycho-social 

well-being. Differences in psychological propensities, communication styles, socialization, 

differing leadership styles, and attitudes toward power call into question the suitability of 

women for leadership roles. 
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Lack of policy directive and effective implementation; the study found out that there was 

no deliberate policy/system/structure to support promotions and participation of women in 

decision-making in the police service, as was submitted by 17 (or 57%) of the interviewees.  

In relation to the study findings, some respondents opined that although, female officers bring 

different attributes to police work, such as empathy and emotional communication; although 

these characteristics are different, this difference does not equate to inferiority. Skilled women 

bring to policing desirable traits for police officers. These differences may be perceived by the 

majority as feminine and stand in sharp contrast to those characteristics deemed as masculine. 

Thus, the dichotomy between masculine and feminine may result in controversy and foster 

stereotypical thinking. Such differences transform not into inferiorities but rather into skills 

which aid the female police officer in her professional work.  

Shifts; the study found out that 12 (or 16%) of the 74 respondents felt that shift management 

was unfair. This barrier may not be easily remedied as shift assignment is governed by 

union/labour contracts and assignment by seniority in many police agencies.  Newly promoted 

supervisors are typically considered to be of lower seniority and would be relegated to the less 

desirable shifts of duties.  

Underestimation of women emanating from cultural values as was indicated by 13 (or 

18.5%) of the respondents. We should understand that policewomen rely more heavily on 

interpersonal skills, negotiation abilities, collaboration, and communication. Waugh et al. 

(1998) noted that female officers generally are less coercive, more inclined to share 

information, offer more supportive behaviour, and display less verbally abusive and defensive 

behaviour compared to male officers. Research has shown that women rely on a style of 

policing that utilizes less physical force, are more adept at defusing and de-escalating 

potentially violent confrontations with citizens, and are less likely to become involved with use 

of excessive force. Female officers possess better communication skills than male officers and 

are more successful at cultivating the cooperation and trust required to implement a community 

policing model. Unfortunately our society interprets such attributes as weaknesses and makes 

women to have less support in the police service (Ridgeway, 2001).  

It was felt by some respondents that both men and women exhibit leadership competencies 

essential in law enforcement such as team building, ability to clearly communicate a mission 

or sense of purpose, resource identification and acquisition, communication and enforcement 
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of standards, conflict resolution and interpersonal sensitivity. However, women appear to 

exhibit many of these as well as better than men. Additionally, women possess “a greater power 

of observation,” the ability to visualize, better linguistic skills, more effective communication, 

supportiveness, participation, and greater ability to coach and nurture employees than men. 

Thus, according to Hughes’ (2005) study, women are well suited to leadership roles, which 

ironically, they do not frequently enjoy at the senior levels due to the fact they are not promoted 

to these senior leadership positions. It is clear that although women police officers may exhibit 

differences in attributes or characteristics, these differences can complement their professional 

work, thereby permitting for the emergence of a variety of skills that serve them in their roles. 

Gender Roles; This study found out that 13 (or 43.3%)  of the 30 interviewees shared that,  

women still face the dilemma of successfully combining work and family roles and managing 

the expectations of both.  The responsibility for childcare often rests more heavily with the 

female officers. Similarly, Wormer & Bartollas, (2000) revealed that women prioritize work 

and family obligations, but this is more governed by gender traditionalism than egalitarianism.  

For women raising children on their own and having to work outside the home, the issue is 

exacerbated as the burden of childcare and domestic duties falls entirely on them (Maume, 

2006). 

 

One of the female police officer interviewed had this to say: 

“………within our society, for the most part, males are not considered the primary caregivers 

of their children.  Although both male and female within the same family could be officers, I 

think you know, it’s the female’s responsibility to provide childcare. This creates more 

responsibilities for women to actively participate in supervisory position”. 

Poor performance, 8 (or 10%) of the respondents were also quick to indicate that even if 

women are promoted, they do not know their duties, therefore they are always controlled 

because of not being qualified for such positions.                                                                                      

Lack of professional qualifications; 5 (or 7%) of a significant number of respondents argued 

that, in some cases even if promotion opportunities were available, most of the women in the 

police service do not have professional qualifications, apart from their grade 12 certificates 

which may not even be complete.  
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Lack of confidence and discipline; this was established during an interview with one of the 

key informants. Most women do not show commitment after the pass out parade. This could 

be due to the fact that most of them end up being married and assume family responsibilities 

such as raising children. This makes them fail to balance between professionalism and family 

responsibilities.  

It was also indicated that women are not objective and face a lot of difficulties in making 

decisions; they are not proactive in performing their duties.  

This study also highlighted discrimination and sexual exploitation as one of the factors 

affecting female officer progression to supervisory positions. This view was supported by 12 

(or 17%) of the respondents who argued that men have taken advantage of women by exploiting 

them sexually in order to have them promoted. This scenario is attributed to poor administration 

of promotions in the Zambia Police Service. One of the interviewees shared that male 

dominance in the ZPS has resulted in female officers becoming spotlights for sexual attraction. 

This however is not entirely the problem of male officers, female officers have also contributed 

to the situation. According to Merton (1976) on feminist approach argued that, women mostly 

do things through favours. He further stated that women always want to get things easily as a 

result they end up being exploited in order to have such favours.    

Oruta (2016) on Challenges facing female police officers in service delivery in Kenya also 

found out that women as a group have historically faced opposition to their entry into the 

profession. Research in both the United States and Europe indicates that police forces 

experienced a great deal of conflict when first allowing women entry into the field. In addition, 

this research suggests that opposition continues to the present day, where female officers 

experience resistance from both male officers and some sections of the public. The resistance 

manifests itself in sexual harassment, gender discrimination in assignments and promotion, and 

a general lack of concern for integrating women into police departments. Research on issues 

concerning equal employment opportunities, sexual harassment, and deployment and bullying 

has only come to the fore in more recent years.   

Lack of support from their fellow women; which is due to strong competition for promotions 

in the police service; 12 (or 40%) of the interviewees indicated that there is too much 

competition for positions in the police service. Usually those who do not get promoted feel left 

out and develop a negative attitude towards female officers that ascend to supervisory 

positions. The situation could be attributed to limited opportunities for promotion which has 
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created a stiff competition among them. It is possible that females see each other as enemies of 

progress.    

Another factor submitted was high level of corruption in the administration of promotions 

in the Zambia Police Service. Through the study 9 (or 30%)  of the respondents interviewed 

indicated that management of promotions in the Zambia Police Service was not based on merit, 

but on what one can offer and knowing someone in a higher position. Corruption is not only in 

the police service; it seems to be a multi-sectorial problem. The identified corruption may be 

attributed to high levels of unemployment and limited promotional opportunities in the Zambia 

Police Service.  

Lack of acceptance by the male police officers; was revealed by 20 (or 28.5%) of the 

respondents who argued that female officers were not easily accepted into the field of policing. 

The study processes used to recruit police officers predominantly supports male dominance, 

for example the use of physical fitness examinations which involve running in order to qualify 

already favours male dominance. Similarly, several studies by Harrington, (2002); Bell, (1982) 

and Martin, (1980) has shown that female police officers were not accepted by their male 

counterparts. Of all challenges, acceptance by male police officers is the biggest challenge 

female police officers face. Male police officers maintained a belief that policing is a male-

dominated occupation where females are neither physically nor emotionally capable of 

performing the job requirements. Males perceived that females should maintain their normative 

gender roles (Garcia, 2003) since they are too lenient and do not conduct real police work. 

During this time, males still viewed females in their gender roles which implied a nurturing 

role. Adding females to policing decreased the status and perception of the profession which 

was originally viewed as a strong and masculine career (Balkin, 1988).  In addition to male 

police officers viewing females as not being able to fulfil job requirements, they also did not 

trust female police officers with the thin blue line’s code of silence. Hunt (1990) found that 

male police officers were afraid females would expose secrets of police corruption. This lack 

of trust created a barrier between male and female police officers. This decreased respect, 

inhibited effective teamwork, and increased the stress for both male and female police officers.  

Intra-gender challenges; based on the interviews, one of the Officers in Charge interviewed 

shared that female officers generally do not show support towards each other. There is 

competition among themselves, such that some females feel comfortable reporting to a male 

police officer than to a fellow female police officer. Therefore female police officers not only 
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experience extra challenges from external factors (i.e. management, male police officers, and 

citizens) but intra-gender challenges, as well. In the same interview, it was shared that overall, 

police women perform the role of a police officer, a male-dominated position, successfully.   

9 (or 30%) of the interviewees submitted that police women strive for desk jobs since they do 

not like the proactive patrol work. Ermer (1978) found that a paycheque was the primary reason 

for females pursuing a career in policing. This is an additional stressor. It was also submitted 

that laziness is one of the factors that affects the progression of women into decision-making 

positions. Women despite the training they undertake, still carry themselves around in a weak 

and more casual manner. 

Lack of education qualifications; In support of this 15 (or 50%) of the respondents 

highlighted that education qualifications among police officers were very low especially among 

female officers. The police service is a profession and those that rise into decision-making 

positions should have the right qualifications. Education although not the main factor improves 

opportunities for promotions, promotes rational decision-making and effective interactions. 

The low educational levels among police officers could be attributed to the fact that 

qualifications have not really been a part of their selection criteria. Although, most of the people 

that join the police service are required to have a full Grade 12 Certificate, it does not imply 

that they should have attended tertiary education. Therefore after undergoing the physical 

training it becomes very difficult to get into tertiary education. 

CONCLUSION  

The study presents enough ground for lessons towards the participation of women in 

supervisory decision-making positions in the Zambia Police Service in Lusaka District. 

Through the study, it has been a lesson that interpersonal relationships play a critical role in 

the administration of promotions/appointments into supervisory decision-making positions in 

the Zambia Police Service. A police officer with better interpersonal relationships with those 

in high ranking positions stood a better chance for promotion.  However, interpersonal 

relationship works well between people of the same gender especially if not based on 

professional grounds. Women police officers may be harassed by their male counterparts due 

to their high ranking position and their ability to make a fateful career decision that could affect 

female progression. Therefore interpersonal relationship should be guided by a professional 

code of conduct in order to have an even play ground.    
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Secondly, it has been learnt that educational qualifications are critical in the administration of 

promotions in the Zambia Police Service. The implication is that women in the Zambia Police 

Service should take education very seriously. Based on the study findings, it was generally 

agreed that when a person has academic qualifications, the chances for promotions are high 

and ultimately participate actively in decision-making. As long as women do not embrace 

education after joining the police service it will be difficult for them to ascend into supervisory 

positions. Education has the potential to reduce sexual harassment against female police 

officers as they will have earned respect through education status.  

Thirdly, it has been a lesson that there is low representation of female officers in supervisory 

positions. Both the present and previous studies reviewed indicate that the majority of 

supervisory positions in the Zambia Police Service have been manned by male officers. This 

is based on the 10 police stations from Lusaka City that participated in this study.  

Despite low representation of women in supervisory positions, the study finds that men still 

had a positive attitude towards female officers. While the men are the majority in the police 

service and occupying most of the supervisory positions, there is still room for the female 

officers to get promoted. Most of the international agreements and SDGs stand in favour of 

women and endeavour to see a world where women have equal share in decision-making 

positions including in the ZPS.  

Experience and commitment and hard work do not play a critical role in the promotion of staff 

into decision-making. This establishment does not in any way promote laziness and lack of 

commitment among police officers. However, the study indicates that hard work, commitment 

and experience are not enough to be considered for promotion into supervisory positions.  

High level of dissatisfaction with the administration of promotions in the Zambia Police 

Service was registered. Most of the respondents indicated that the management of promotions 

in the Zambia Police Service did not motivate them. The main reason could be lack of 

professionalism and loss of confidence in the whole process.  

Commitment to the promotional procedures/policies is critical in order to transform the way 

promotions are done in the Zambia Police Service. The ZPS should develop a promotional 

policy that will be shared to everyone in the police service for their own information and 

reference. This will reduce doubts and promote transparency in the police service and public 

eye. 
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The study noticeably established that the administration of promotion suffered from corruption.  

The identified corruption could be as a result of poorly managed or handled promotional 

process, as well as increased need for personal development among police officers which can 

be achieved through being promoted.  The Human Resource professionals in the police service 

should be allowed to operate independently without interference from those in high ranking 

positions. However this is difficult because loyalty in the police service is very critical and 

failure to obey superiors could be disastrous. 
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CHAPTER SIX 

CONCLUSIONS AND RECOMMENDATIONS 

INTRODUCTION  

This chapter presents the conclusions and recommendations made from the findings of the 

study. The study sought to assess the participation of women in supervisory decision-making 

positions in the Zambia Police Service in Lusaka District.  The conclusions are presented first 

and then followed by recommendations.  

CONCLUSION  

The overall objective of this study was to assess the participation of women in supervisory 

decision-making positions in the Zambia Police Service. This study was premised on the 

following specific objectives: 

To assess requirements for women participation in supervisory decision-making positions in 

the Zambia Police Service; to establish the views of police officers on women participation in 

supervisory decision-making positions in the police service; to identify the factors that prevent 

women from progressing to supervisory decision-making positions and to establish measures 

towards promoting women participation in supervisory decision-making positions in the 

Zambia Police Service. The importance of this study was to try to bring out the cause for 

inadequate representation of the female police officers in the Zambia Police Service in order 

to create opportunities for female participation in supervisory decision-making positions. 

Concerning participation of women in decision-making, the major conclusion was that 

representation of female police officers in decision making position was very low which 

ultimately affects their participation. The study revealed that the majority of the female staff 

served as constables in their respective police stations.  

Female police officers are discriminated against which affects their chances for participation 

in supervisory decision-making positions. This is coupled with negative attitudes of some 

police officers ascending to decision-making positions. The respondents in the majority opined 

that the police service was not suitable for female individuals. This kind of stereotyping defines 

how much grip traditional and cultural values have on the Zambian people. There is need for a 

shift mind set.  
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The other conclusion is that the process of promotion is not gender friendly to promote gender 

equality. This is because the recommending officers have no gender guide lines to consider 

when promoting officers. The promotions Board is not gender sensitive.  

On promotional practices, it was concluded that promotional management in the Zambia Police 

Service did not inspire professionalism. Promotional management is characterised by 

corruption, nepotism, sexual harassment, not fair and equitable and highly based on 

interpersonal relationships. The majority of the respondents shared that if one knows someone 

at the top management in the police service, chances for promotions were high. The major 

variables that were found to be determinant factors for promotions were; interpersonal 

relationships, having connections with those in top authority and academic qualifications.  

Although factors such as experience, hard work and commitment towards duty did not test 

positive as determinants for promotion in the police service, such attributes are still relevant 

for effective service delivery.  

The major lessons drawn from the study findings were that, there is need to fight vices such as 

corruption, gender discrimination and sexual harassment in the administration of promotions 

in the Zambia Police Service. The numbers of female police officers as compared to male police 

officers was found to be low and this somehow contributed to low representation of female 

officers in decision-making.  

Like in other parts of the world, Zambia, especially, those in conflict and post conflict areas, 

the cases of violence against women has been on the increase and therefore the low levels of 

female officers’ representation at all levels of the police service does not help the situation. The 

low representation of female officers in particular worsens the situation in that it will impact 

negatively on cases of violence against women. This is done either directly by their inability to 

influence policy and action against perpetrators of the violence. In this regard gender based 

violence and all other cases involving boys and girls can only be guaranteed a maximum service 

if the female police officers are represented in the community they serve both in operations and 

in the high ranks. The police should consist of men and women on the basis of equality at all 

levels and in all areas including the rank structure. 

After all, the police will always have to deal with the preservation of legal order, if necessary 

by force, but also with the aid of victims of accidents and crime. This duality of duties can be 

characterized as masculine and feminine. The more the organization becomes a reflection of 

society, the more confidence it will get from the general public.  
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The low numbers of female police officers in high ranks will remain the way it is as long as 

there is no affirmative action to increase their representation. In studies undertaken in policing 

in Australia on the levels of representation of female police officers as compared to male police 

officers as indicated in the literature review, affirmative action was found to be an appropriate 

remedy towards addressing the deficit of female representation in the high ranks. Differential 

treatment therefore is a must if the Zambia Police Service is to record some promotion of 

gender equality in high ranks. The implication to this will be the failure on the part of the 

Zambian government to reach the 50 % women representation in decision-making positions by 

2030, as prescribed by the regional and international bodies to which Zambia is a party. The 

Zambia Police Service will fail to contribute to the attainment of the much wanted gender 

equality at all levels and in all areas.          

RECOMMENDATIONS 

In the quest to establish measures towards promoting women participation in supervisory 

decision-making positions in the Zambia Police Service, the study recommends the 

following: 

i. The government should take affirmative actions towards addressing the imbalance in 

the representation of women in high ranking positions in the Zambia Police Service.  

ii. Proper orientation and sensitization among male police officers to ensure that they 

support female police officers and their potential to make decisions in the police 

service. 

iii. The government should review the existing police service regulations, security related 

legislations, policy codes of conduct and protocols to ensure that they are not 

discriminatory and take into account the specific needs and capacities of female and 

male police officers alike. This will create a platform for action towards promotion of 

gender equality in decision-making positions.  

iv. Gender mainstreaming policies should be established and promoted by the government 

of the Republic of Zambia. The gender mainstreaming should be integrated in all policy 

programmes so that before decisions are taken, an analysis is made on the effects on 

women and men respectively.  

v. The government should establish a promotions Board as well as the police service 

commission not only to be representative or gender balanced, but must be given 

instructions and guidelines on the promotion of gender equality. 
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vi. There is need to revisit the qualifications and the promotion process so that emerging 

concerns and factors are incorporated to address all  issues of men and women 

especially in the area of merit and experience  so as to broaden its meaning as it relates 

to all areas of police operation. This is because some officers may become experienced 

by serving in one area, for example in the victim support unit, yet not exposed to other 

areas such as patrol or general operations which is always deemed to be an important 

area from where the needed experience for promotion to high ranks is acquired. There 

is need to give an operational definition to the meaning of experience and merit 

indicated on the qualifications required for the promotion of police officers in the 

manner which can embrace gender concerns.  

 

vii. The Zambia Police Service should be conducting a gender responsive assessment 

annually, including sex-disaggregated data and must survey the different security needs 

and capacities of women and men so as to create a gender balanced police service. 

viii. Staff training and development; the government should encourage all staff in the 

police service to embrace career development.  The education will transform their 

mind-set and outlook towards female officers. When police officers are educated they 

will earn respect among their peers and the general public.  Women officers should be 

given opportunities to act in positions of decision-making so that they can get to learn 

and appreciate their work. Give them opportunities to lead from lower ranks, the more 

responsibilities they are given at lower ranks, the better supervisors they will become.                                                                                                                     

ix. No gender discrimination; the respondents were quick to indicate that administration 

of promotions in the police service should create equal opportunities for both men and 

women. This will enable female police officers to be confident and fit in the work 

environment.  

x. A deliberate decision by government to promote more women should be made in order 

to allow them to participate in decision-making. This is very critical in achieving equity 

and equality in places of work by 2030. Creation of a 50/50 policy for all decision-

making positions in the police service, which will encourage women to work hard and 

improve their educational qualifications in order to qualify for such opportunities.  

xi. The police training curriculum should be redesigned to involve more of mental than 

physical training programmes. Most of the training done by the police is physically 

based and in most cases during recruitment, candidates are subjected to a running 

competition.  



78 
 

xii. Priority should be given to women before considering promoting a man in the Zambia     

  Police Service.  
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APPENDIX A 

Questionnaire for police stations 

 

 

 

Dear respondent, 

My name is Samuel Nasilele, a postgraduate student at the University of Zambia in the school 

of Humanities and Social Sciences. I am carrying out a study to enable me partially fulfill the 

requirements of the Degree of Master of Public Administration (MPA). 

You have been selected as a respondent and I would be most grateful if you spared a few 

minutes to answer the questions in this questionnaire. This is a study on the Participation of 

women in Supervisory Decision-Making Positions in the Zambia Police Service in Lusaka 

District. All the information you will offer will be handled with utmost confidentiality and will 

only be used for the MPA Dissertation. I would be very grateful if you can give me sincere 

answers to the questions. 

Instructions:  

 

Tick                  in the circle against the appropriate response or fill in the blank space. 

 

 

 

 

Thank you. 
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SECTION A: DEMOGRAPHIC INFORMATION  
1. What is your gender? 

1. Male             

2. Female                 

2. Age …………………years 

           

3. Length of service? 

1. 0-5 years            

2. 6-10 years           

3. 11-15 years            

4. Above 15 years 

           

4. What is your substantive position? 

………………………………………………………………………………………………… 

  

S/N SECTION B: PROMOTIONAL 

PRACTICES 

Strongly 
Agree 

1 

Agree 
2 

Neutral 
3 

Disagree 
4 

Strongly 
Disagree 

5 

5 The police structure has a written 

promotion policy   

     

6 Job promotions are fair and equitable  

 

    

7 Priority is given for  seniority in 

promotion decision 

     

8 Job promotions are fair and equitable  

 

    

9 Women stand a better chance for 

promotion than men in the police 

service 

     

10 The police service is better placed for 

men especially regarding decision- 

making  

     

11 Promotions in the police have been a 

preserve of men historically  

     

12 Every officer regardless of position 

can make decisions in the police. 

     

 
 

13. What would you say about the chances of women being promoted in the police service? 
……………………………………………………………………………………………………………

……………………………………………………………………………………………………………

……………………………………………………………………………………………………………

…………………………………………………………………………………………………………… 
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S/N SECTION B: DETERMINANTS 

OF PROMOTIONS  

Strongly 
Agree 
    1 

Agree 
    2 

Neutral 
    3 

Disagree 
      4 

Strongly 
Disagree 
      5 

14 Effectiveness of human resource 

management facilitates employee 

promotion 

     

15 Interpersonal relationships facilitates 

employee promotion 

     

16 Competition for power and leadership 

facilitates employee promotion 

     

17 When a person has academic 

qualifications, the chances of 

promotions are high 

     

18 Those with more experience in the 

service stand a better chance for 

promotions in the police service 

     

19 Commitment and hard work play a 

significant role on promotions in the 

police service 

     

20 Those who perform well have a better 

chance for promotions in the service 

     

21 If your know someone at the top the 

chances of promotions are high in the 

police service 

     

22 The way promotions are done in the 

police motivates me 

     

 

23. What would you say are the determinants of promotions of staff in the police service? 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………………… 

24. What factors are more likely to place a person for promotion in the police? 

......................................................................................................................................................

......................................................................................................................................................

......................................................................................................................................................

...................................................................................................................................................... 

25. In your view are the chances of promotions for men and women equal in the police 

service? 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………………… 
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26. If you were given a chance to promote a person in your section what GENDER do you 

think would stand a better chance for promotion?  

 

1. Male  

2. Female  

 

27. Give reasons for your answer in question 26 above 

......................................................................................................................................................

......................................................................................................................................................

...................................................................................................................................................... 

28. How would you describe the chances for women progression into supervisory positions in 

the police service? 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

………………………………………………………………………………………………… 

………………………………………………………………………………………………. 

29. What challenges are most likely to affect women from progressing into supervisory 

positions? 

…………………………………………………………………………………………………

…………………………………………………………………………………………………

……………………………………………………………………………………………… 

30. What would you suggest as future actions for women progression into supervisory decision-

making positions within the Police service? 

…………………………………………………………………………………………………

………………………………………………………………………………………………… 
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APPENDIX B 

Interview Guide for Key informants 

Dear Respondent, 

My name is Samuel Nasilele, a postgraduate student at the University of Zambia in the school 

of Humanities and Social Sciences. I am carrying out a study to enable me partially fulfill the 

requirements of the Degree of Master of Public Administration (MPA). 

You have been selected as a respondent and I would be most grateful if you spared a few 

minutes to answer the questions in this questionnaire. This is a study on the Participation of 

women in Supervisory Decision-Making Positions in the Zambia Police Service in Lusaka 

District. All the information you will offer will be handled with utmost confidentiality and will 

only be used for the MPA Dissertation. I would be very grateful if you can give me sincere 

answers to the questions. 

 

                                                   

i. Gender 

1. Male (    )         2. Female   (       ) 

ii. Length of service................................................... 

iii. What is the total number of staff in this police station/post ?(Male/Female specified) 

………………………………………………………………………........................

................................................................................................................................... 

iv. How many women are in supervisory positions?...................................................... 

v. What is the highest ranking position substantively manned by a woman in this 

station?  

………………………………………………………………………………………

……………………………………………………………………………………… 
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vi. How would you describe the chances of women rising to decision-making position 

in the police service?.............................................................................................. 

vii. Are there any deliberate policy/system/structures to support promotions and 

participation of women in decision-making in the policy service? Describe the 

details of application if any. 

………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

viii. What factors would place an individual competitively for a promotion? 

……………………………………………………………………………………… 

……………………………………………………………………………………… 

……………………………………………………………………………………… 

ix. Did such factors bare any historical attachment in the police service? 

………………………………………………………………………………………

……………………………………………………………………………………… 

……………………………………………………………………………………… 

x. How were promotions management handled during the colonial 

period?........................................................................................................................ 

………………………………………………………………………………………

..……………………………………………………………………………………. 

……………………………………………………………………………………… 

xi. From your understanding how would you describe the chances of women 

participating in decision-making? 
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………………………………………………………………………………………

………………………………………………………………………………………

……………………………………………………………………………………… 

xii. What areas of improvements would you suggest for enhancement of women into 

supervisory and decision-making position? 

....................................................................................................................................

....................................................................................................................................

.................................................................................................................................... 

 

 

 


