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This meta-analysis investigates the Quality of Work Life (QWL) of male and female
police constables, focusing on the multidimensional factors affecting their work experience,
including organizational support, stress, job satisfaction, and career development. By
examining various studies, this analysis highlights both shared and gender-specific
challenges that impact QWL. The findings suggest the need for targeted interventions,
particularly gender-sensitive policies and leadership approaches, to improve QWL and

enhance police performance.
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QUALITY OF WORK LIFE BETWEEN MEN AND WOMEN POLICE
CONSTABLES: A META-ANALYSIS

Introduction:

Police departments are more diverse today than ever before, as police executives
increasingly recognize the benefits of a representative workforce in building public trust and
enhancing service delivery (National Research Council, 2004; Williams, 2000). This shift
toward inclusivity has brought more women into the policing profession, although disparities
in the quality of work life (QWL) persist. Despite persistent underrepresentation in higher
ranks and leadership positions, the presence of women in policing has increased significantly
in many departments. This growth signifies progress in recruitment policies and public
pressure for gender diversity, although structural and cultural barriers still hinder women’s
full integration and career advancement (Martin, 1990; Schulz, 2003).

The integration of women into police departments, although increasingly widespread,
has not occurred without considerable challenges. Female officers often encounter resistance,
exclusionary workplace cultures, and gender-based discrimination, all of which can impact
their quality of work life (Hassell & Brandl, 2009; National Center for Women and Policing,
2002; Texiera, 2002; Wells & Alt, 2005). These obstacles persist despite formal policies
promoting equality, indicating the need for deeper cultural and structural reforms.

An alert, capable, and brave individual with a badge adorning their uniform is a
common sight on busy and crowded streets. A closer look at the badge often reveals a proud
inscription: "Protecting the righteous and controlling the wicked." The police constable, in
this context, emerges as the most visible and immediate representative of the government.

In times of need, danger, or crisis, it is often the police constable whom the public
turns to for protection and assurance. Their role is not only vital but foundational to
maintaining public order and safety in any society. Despite the significance of their duties,
police constables frequently work beyond designated hours, endure night shifts, and rarely
get holidays. Unfortunately, the harsh realities of their work are not matched by adequate

monetary compensation or welfare provisions.
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Review of Literature:

Wyatt and Wah (2001) explored managerial executives’ perceptions of quality of
working life and identified four core dimensions through factor analysis: a favourable work
environment, personal growth and autonomy, the nature of the job, and stimulating
opportunities and relationships with co-workers. Their findings affirm the multidimensional
nature of QWL and support the conceptual understanding that employees evaluate their work
life based on both environmental and psychological factors.

Biswas and Gupta (2006) found significant differences between male and female
police personnel in their expectations and the perceived availability of QWL attributes in the
workplace. Both male and female officers expressed a desire for more meaningful work, a
stronger sense of purpose, and organizational policies that enable them to utilize their time
effectively on relevant tasks. However, the study also highlighted gender-based differences in
how male and female personnel construct their self-image, suggesting that gender influences
both the perception of workplace needs and the experience of professional identity.

Indumathy and Kamalraj (2012) identified several key factors that influence and
determine the Quality of Work Life. These include an individual’s attitude, the work
environment, opportunities for advancement, the nature of the job, interpersonal
relationships, stress levels, career prospects, the level of challenge, growth and development
potential, risk associated with the job, and the reward systems in place. These factors reflect
the multidimensional character of QWL, encompassing both personal and organizational
elements that shape employee satisfaction and productivity.

Jeyarathnam and Malarvizhi (2011) examined the intensity of working conditions and
the behavioural dimensions of employees, concluding that a key strategy for improving
Quality of Work Life is to identify and fulfil employees' core needs. The study found that
dissatisfaction among workers may arise from multiple factors, including lack of recognition,
monotonous and tedious tasks, poor peer relationships, substandard working conditions, low
self-esteem, occupational stress, excessive workloads, fatigue, time pressures, job insecurity,
and employment instability. These findings underscore the importance of a holistic approach
to workplace well-being that considers both environmental and emotional factors.

Tabanejad et al. (2021) argue that the Quality of Work Life (QWL) of police
personnel is a contextual, multidimensional concept influenced by various factors such as
management and leadership styles, the availability of refreshment and support facilities, and
the degree to which officers accept their working conditions. The study emphasizes the

crucial role of authorities in enhancing the QWL by fostering an environment that promotes
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organizational well-being. This can be achieved by improving working conditions and
creating a pleasant and supportive atmosphere, even amidst the inherent difficulties and
stressors of police work. These improvements can help police staff feel more positive about
their work and organizational affiliation.

Easton et al. (2013) underscore the importance of obtaining a valid assessment of
Quality of Work Life (QoWL) in the police service, as it provides a foundation for informed,
targeted interventions aimed at enhancing QWL, improving staff performance, and reducing
operational costs. The Work-Related Quality of Life (WRQoL) scale, an established
assessment tool, has shown promise as a reliable and valid measure for evaluating the factors
influencing QWL in the police service. Published evaluations of the WRQoL scale indicate
that it provides an accurate assessment of key elements such as job satisfaction, stress levels,
work-life balance, and organizational support. This tool has the potential to be used in
surveys aimed at understanding the work experiences of police personnel, and it can serve as
a basis for designing programs to improve overall QWL.

Objectives of the Study:
e To compare QWL between male and female police constables.
o To identify recurring themes, dimensions, and determinants of QWL across studies.
« To highlight gender-specific challenges and expectations.

« Torecommend gender-sensitive interventions based on empirical findings.

Methodology
This meta-analysis includes peer-reviewed articles, journals, and empirical studies
published between 2000 and 2024 that focus on QWL in policing or related fields. Studies

99 ¢

were selected using the keywords: “Quality of Work Life,” “police constables,” “gender
differences in policing,” and “workplace stress.” A total of 10 primary studies were selected

based on relevance, methodological rigor, and focus on gender comparisons.
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Key Studies Reviewed

| Author(s) || Year | Focus Area | Key Findings |
QWL in  managerial Identified 4 QWL dimensions: favourable
Wyatt & Wah| 2001 . g work environment, autonomy, job nature,
settings . :
and interpersonal relations.
. . Male and female constables differ in
Biswas & Gendered expectations . . )
2006 || : expectations, self-image, and perception of
Gupta in police QWL -
organizational support.
. Factors include environment, stress,
Indumathy & 2012 Influencing - factors of growth, job nature, rewards, and peer
Kamalraj QWL !
relations.
Jeyarathnam 2011 Behavioural impact of|Dissatisfaction caused by monotony, stress,
& Malarvizhi working conditions peer conflict, and job insecurity.
Hassell & 2009 Race, sex, and|Women face discrimination and exclusion;
Brandl workplace experiences ||QWL impacted by gender-based treatment.

Key Themes from Studies

Organizational Support: Studies by Zeinab Tabanejad et al. (2021) and Easton et al.
(2013) suggest that leadership styles, management support, and workplace conditions
significantly impact QWL. Leadership must prioritize a positive organizational
atmosphere and provide adequate wellness support for all officers, particularly
women.

Workplace Stress: Research by Jeyarathnam & Malarvizhi (2011) and Biswas &
Gupta (2006) emphasizes the negative effects of occupational stress on QWL,
highlighting gender differences in stress sources and coping mechanisms. Women
often face additional stress due to gender discrimination and bias, while men tend to
experience stress related to workload and hierarchy pressures.

Career Development: Studies indicate that both male and female constables desire
career growth, but women often face greater barriers to advancement. Gender biases
in promotion opportunities and leadership roles limit women’s ability to progress in

their careers, leading to lower QWL compared to their male counterparts.
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Analysis and Synthesis of Findings

Common QWL Dimensions

Across studies, the following QWL factors were consistently highlighted:

Physical Work Environment
Interpersonal Relationships
Workload and Time Pressure
Autonomy and Career Growth
Stress and Fatigue
Organizational Support
Recognition and Rewards

Gender-Based Differences

| Dimension

Male Constables

Female Constables |

Expectations

Focus on career stability and
recognition

Greater emphasis on meaningful work
and supportive culture

Work Stress Linked to workload and|Related to discrimination, work-family
hierarchy pressure conflict

Interpersonal Peer cohesion varies Often face exclusion, harassment

Relations

Job Security &
Growth

Seek promotions and skill
development

Face glass ceiling and

underrepresentation in higher ranks

Recognition

Desire  performance-based
rewards

Experience lower recognition for equal or
greater effort

6. Implications for Policy and Practice

Gender-Sensitive Leadership and Policies: Police departments should develop

gender-sensitive leadership programs that foster inclusivity and equity. This includes

addressing unconscious bias, promoting women in leadership positions, and ensuring

that women and men have equal access to career development opportunities.

Supportive Work Environments: Creating a supportive work culture, improving

workplace conditions, and offering wellness programs can significantly improve

QWL for both genders. The availability of rest areas, psychological support, and

stress management resources is critical.
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o Work-Life Balance: Offering flexible working hours, childcare support, and policies
that allow for a better work-life balance can improve the QWL, particularly for female
constables, who often juggle work and family responsibilities.

e Regular Assessments of QWL.: Implementing tools like the Work-Related Quality
of Life scale (Easton et al., 2013) can help police departments assess QWL
periodically and make data-driven decisions for interventions.

Conclusion

This meta-analysis reveals that while male and female police constables face many of
the same challenges in terms of workload, stress, and job satisfaction, women experience
unique obstacles related to gender discrimination, career advancement, and work-family
balance. Addressing these gender-specific challenges through targeted policies, leadership

practices, and organizational reforms is essential to improving QWL for all police personnel.
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