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Section 1. Executive Summary 
 
Overview 
The focus of this report is on understanding why women are 
underrepresented in the security industry and what is needed to address this. 
The research sought to understand what barriers are presented both in terms 
of aspects of the industry that may be off putting to women and also any 
discrimination that they may face. Further, it sought to understand what is and 
could be done to address these barriers. This report is based on 706 survey 
responses and 21 interviews with female security professionals from a range 
of roles who carry out or manage staff who undertake physical security tasks.  
 
In summary, the report highlights that many women hold a positive perception 
of the security industry overall, and by no means have all struggled to 
progress or faced discrimination. However, our research has shown that it is 
apparent that a number of potential barriers to women entering and 
progressing in this sector still exist and as such, there is a clear need for the 
industry to address these. It was apparent that many of the proposed 
approaches suggested by the women who took part in the research, would be 
of general benefit to the industry, not only by attracting and retaining female 
security personnel, but by helping to dispel outdated perceptions of what 
physical security work involves and create a working environment that is 
attractive to all and enables all staff to be treated equally. There is little desire 
among women to be handed advantages, rather to be treated fairly. 
 
 
Quantitative findings 
 
Perception of the security industry 

• 69% of respondents had a positive experience of working in the 
security sector with only 6% having explicitly negative experiences. 
These were due to gender discrimination; sexism, bullying; lack of 
support compared to male colleagues; absence of opportunities for 
promotion and less pay.  

• 69% said their attitude to security had changed since joining the sector, 
48% in a positive way, stating that they found the work more interesting 
and professional than they had originally thought. 21% had changed 
negatively, primarily due to gender discrimination and working 
conditions. More favourable impressions were noted from women in 
senior roles, even though some also experienced discrimination. 

 
Characteristics of the security industry 

• 85% of respondents felt that the security industry is male-centered. 
• 56% of respondents viewed their pay as comparatively low. 
• 48% felt that most security roles are not permanent. 
• Contracted staff perceived their pay and working conditions to be less 

favourable overall compared to men, than those employed in-house. 
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Promotion and advancement 
• 59% of respondents reported that they had advanced in their career 

since entering the security sector. 
• While 41% felt that men and women in their workplace were equally 

likely to be promoted, 44% felt women were less likely to be and only 
3% said women were more likely to be promoted than men. 

 
Balancing work with family life 

• 44% thought security work is not compatible with family life. 
• 38% of those indicating they are a parent/caregiver felt that working in 

the security sector creates more conflict between work and 
parental/caregiver responsibilities, than working in other 
industries/sectors. But nearly as many (35%) thought it was the same. 
 

Experiences in the security industry 
• When asked whether their experiences in the security sector was 

affected by their gender, 66% felt that they had to prove their 
capabilities, compared to male colleagues who they regarded were 
automatically viewed as capable. 

• 59% indicated their experience of security is that it is an “old boys club” 
and 50% felt they did not have good female role models to learn from. 

• 47% said they had received less respect from peers than male 
colleagues and 44% said that colleagues treat them differently because 
they are female. 

• Only 35% agreed that being a woman in security gave them an 
advantage and slightly more disagreed (36%). 

• 70% disagreed that they lack confidence in their capabilities and 67% 
disagreed that they find the physical requirements of working in 
security a challenge. 
 

Experiences of abuse 
• 64% of respondents had experienced one or more of the types of 

abuse explored by the survey from male colleagues or the public, while 
working in a security role. This included bullying (50%); sexual 
harassment (47%) and violence (24%). 

• Those who reported experiencing this were less likely to be positive 
about different aspects of security work compared with those that did 
not indicate they had experienced these types of abuse. 
 

Approaches to overcoming barriers 
• In terms of recognised practices aiding women to potentially overcome 

barriers in the security industry, overall experience of these was low, 
but they were generally perceived to be effective. 

• 59% of respondents had come across flexible working hours, with 80% 
suggesting they are an effective approach. 

• 35% of respondents indicated experience of mentorship programmes, 
with 84% viewing them as effective. 

• Only 16% were aware of talks or information highlighting security as a 
career option for women. 
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Qualitative findings 
 
Key issues for women in security 
While not intended to be an exhaustive list of all issues women face in 
security, a number of issues were particularly prominent in responses: 
 

• Whilst it is acknowledged that the issues faced by women are not 
distinct to the security industry, but rather reflect broader societal 
issues about the role of gender in the workplace, generally those who 
had been employed in other industry sectors, suggested that security is 
behind in terms of gender equality. 

• Numerous and recent examples were noted where women had been 
treated differently to men, including incidents of sexual harassment and 
sexist behaviour against them. Stereotypes that women at meetings 
should take notes or make drinks were also flagged. 

• Some women also felt that they had to work harder than their male 
colleagues to prove themselves and earn respect. Opportunities to 
progress were seen by some as less than for men and there were 
examples of women feeling overlooked for promotion. Some felt 
disadvantaged by being allocated easier, safer and less challenging 
tasks, thereby reducing their likelihood of gaining the experience 
needed to progress. 

• Many respondents highlighted the barriers presented by the nature of 
security work, such as shift patterns and long hours. These were 
particularly problematic for those with parental and caregiving 
responsibilities, since respondents highlighted they are still more likely 
than males to undertake these responsibilities. Although these realities 
of security work were accepted, respondents suggested that more 
could be done to overcome these, such as adopting flexible working 
patterns and arrangements. 

• Some respondents noted the importance of being strong, confident and 
making themselves heard. Some highlighted that they did not need to 
exhibit stereotypical ‘masculine’ traits (such as physical strength) to be 
successful and mentioned other skills and attributes which they 
regarded as advantageous (such as communication skills). But some 
observed instances where women felt they had to modify their 
behaviour to fit in with men to be accepted. 

• On the whole, respondents perceived there to be a lack of effective 
action when issues of discrimination were reported and some examples 
were noted where this had resulted in further disadvantage to the 
individual who reported discriminatory behaviour. Overall, there 
appears to be a lack of real commitment by management to effectively 
tackle discriminatory behaviour. 

 
Action needed to overcome barriers 
Again while not intended to be an exhaustive list, there were a number of 
ways in which it was felt change was needed that were particularly prominent 
in the responses: 
 



© Perpetuity Research and Consultancy International Ltd 8 

• Respondents reflected that security is still seen as a relatively unskilled 
profession with the requirement of just physical strength. These 
outdated perceptions need to change and security work needs to be 
promoted as a professional career, with differing roles, requiring a 
diverse set of skills and offering a range of rewards. It was suggested 
that this will encourage women to see a career in security as attractive 
and challenge the views of those who think women do not belong. 

• Respondents noted the need for a change in the culture within 
organisations so that attitudes and beliefs that disadvantage women in 
security are challenged and eliminated. Efforts to train all staff 
(including senior managers) on expected and appropriate behaviour, 
were suggested, along with introducing more robust procedures for 
dealing effectively with reports of discrimination that overcome the 
criticisms of existing procedures. 

• Respondents noted the importance of promoting security as a career to 
young people, not least to demonstrate to young women that careers in 
security are suitable and rewarding. Related to this was a perceived 
need for visible female role models in the industry, highlighting their 
successes, to help show that security careers are not just for men. 

• The importance of recruitment practices was noted. This included: a 
need to move towards language, imagery and descriptions that send a 
far clearer message that roles are not just for men; addressing factors 
that may automatically exclude applications from women (such as 
requiring a military background and looking more favourably on time 
out of employment which may be due to parental/caregiver 
responsibilities); and adopting practices (such as blind CVs) to 
overcome potential bias when shortlisting. 

• It was suggested that there is a need to clarify the processes and 
requirements to progress within the security industry and provide 
flexible career options to encourage women to enter and progress. 

• As noted above, the nature of security work in terms of shift patterns 
and long hours was a significant issue and it was suggested that more 
could be done to offer different shift types (such as split shifts and 
shorter shifts) and more flexible working arrangements. 

• The greater need for support from management was highlighted, and 
particularly the importance of mentoring. The value of good support 
was in its ability to help women identify their strengths, provide 
encouragement and help women to build confidence in their own 
abilities. While the need for female role models and mentors was 
highlighted, respondents also acknowledged the importance that male 
champions play in encouraging women to progress. 

• Respondents reflected on actions they had taken to overcome barriers 
and carve out their own success. They noted the importance of setting 
goals, getting noticed, developing themselves, and building confidence 
in their abilities and having confidence to acknowledge and take credit 
for their successes and ultimately be able to sell their strengths to 
secure promotions. The importance of networking was also noted. 
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Section 2. Introduction 
Aims & Objectives 

2.1 It has long been observed that women are underrepresented in the 
security sector. Yet there are many potential advantages to having a 
greater proportion of women at all levels, albeit this area is under-
researched. Previous research has identified a number of barriers to 
women entering security work and similarly to progressing in it, as well 
as possible approaches to overcome the barriers. However, little is 
known about whether these are being adopted. Perpetuity Research 
was commissioned by ICTS UK & Ireland to address this gap in 
knowledge and better inform a future approach. It should be stressed 
that this is not to suggest that other genders are not important too. 
They are of course, and indeed the final section discusses this in a little 
more depth. Nor is the study designed to provide a guide to practice, 
that would necessitate a very different study. Rather it seeks to better 
understand the perspectives of one group, women, working in different 
areas of security. It is presented as a study on which others may build.  

The structure of the report 

2.2 Section 3 provides a review of the relevant documentation to identify 
the key barriers to women in this industry with designated ways of 
overcoming these. This draws on security specific knowledge, as well 
as insights generated by more diverse business environments. Section 
4 details the survey findings and following that, the qualitative data from 
the survey and interviews is analysed and presented in Section 5. The 
final section (section 6) consists of a discussion of the key findings. The 
methodology, which details limitations of the research and the 
generalisability of using the findings, can be found in Appendix 1. 
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Section 3. Evidence Review 
3.1 The growing participation of women in the workforce has not excluded 

the security sector and at times this role has been prominent. As an 
example, during World War II women accounted for 75% of the 
Bletchley Park workforce, albeit their work (somewhat 
characteristically) – which included codebreaking - received less credit 
than was the case for their male peers.1 After the war, traditional male 
dominance in the work pool returned and a higher representation of 
women was slow to advance. Gradually a variety of influences led to a 
greater role for women including: the general trend for more women to 
enter the workforce, alongside instruments for mandating equality and 
rights for all2; a wider perception of the different ways women could 
contribute in security3; the emergence of various security 
representative/membership associations and groups (which at various 
points championed the cause of women)4; the emergence of female 
leaders5, setting examples of what can be achieved6; and a focus on 
specific initiatives to encourage women into different aspects of 
security work,7 while also increasing career opportunities.8  

 
3.2 Yet, security work has long been viewed as something mostly men did 

even being called the “good ole boys club”.9 In the UK 10% of SIA 
license holders (the system for ensuring private security operatives are 
properly trained and qualified) are women10; indeed, more generally 
women are thought to represent about 10% of the workforce in the 
industry11, although it is acknowledged that this can vary quite widely 
(both lower and higher) - depending on the type of organisation12, the 
role13, and type of security14 the figure can be above 20%. 

                                                
1 Gibbett, L. 2016. Raising the Profile of Women in Security. Available Online: 
https://securityintelligence.com/raising-the-profile-of-women-in-security/   
2 Khelaia, N. 2012. Assessment of Women's Role in the Security Sector of Georgia. Available Online: 
http://pasos.org/wp-content/uploads/2012/10/nino-khelaiaPASOS.pdf 
3 Khelaia, N. 2012. Op cit. 
4 Hinton, T., and Friedman, K. 2016. Women in Security: Changing the Narrative. Available from: 
https://www.securityinfowatch.com/security-executives/article/12245408/women-in-security-changing-
the-narrative 
5 Khelaia, N. 2012. Op cit.; Gibbett, L. 2016. Raising the Profile of Women in Security. Available Online: 
https://securityintelligence.com/raising-the-profile-of-women-in-security 
6 Gibbett, L. 2016. Op cit. 
7 Hinton, T., and Friedman, K. 2016. Op cit. 
8 Oliver Wyman. 2014. Women in Financial Services. Available Online: 
https://30percentclub.org/assets/uploads/UK/Research/OW-Women-in-Financial-Services-
04_12_14_FINAL-v3.pdf 
9 Hinton, T., and Friedman, K. 2016. Op cit. 
10 SIA 2019 figures on license holders in the UK indicate that 10% are female 
https://www.sia.homeoffice.gov.uk 
11 Suby, M. 2015. Women in Security: Wisely Positioned for the Future of InfoSec. Available from: 
https://iamcybersafe.org/wp-content/uploads/2017/01/2015-Women-In-Security-Study.pdf ; Gibbett, L. 
2016. Op cit. 
12 Dale, A. 2013. 2013. Why is the private security sector lagging behind on gender equality? Available 
Online: https://www.uniglobalunion.org/news/why-private-security-sector-lagging-behind-gender-equality 
- suggests that in some large global private security companies women represent 20% of the security 
guard force, in regional and domestic companies they are approximately 10%.  
13 Hinton, T., and Friedman, K. 2016. Op cit. – suggest although not exclusive to security companies, in 
S&P 500 companies women represent 4.4% of the CEO positions. 
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3.3 While this implies some improvement in the representation of women in 

the security industry, the literature suggests that many issues remain. 
These include barriers to women’s participation within the sector and 
also for advancement. 

Overview of Barriers 

3.4 The dominance of men in the security sector and in senior positions 
within it15 has a number of implications for women including: the lack of 
role models (and even where there are female ones there are concerns 
that they are not necessarily good for some women in that they 
replicate men’s behaviour16); the lack of mentors and potentially 
greater difficulties in networking (since internal and external networking 
can often take place in more traditionally male-dominated venues such 
as pubs or sports events);17 and the lack of gendered leadership 
programmes.18  

 
3.5 Less women in senior roles translates to less women participating in 

decision-making, thereby, a lack of consideration of women’s 
perspectives and interests.19 With posts being created to attract male 
professionals over females,20 this results in inequality in security 
institutions:  

 
…women in security institutions are assigned positions which 
are confined to the service sector, such as: supplies, medical 
care, administration, cleaning and so on.21 

 
You cannot be what you cannot see…Companies should 
promote their women in security to author white papers, speak 
on conference panels, and speak at K-12, colleges, and 
universities. 22 

 
3.6 In has also been argued that workplaces in the security sector, in 

general, can be unattractive and even hostile to women, after all, they 
regularly involve dealing directly with conflict, especially at the lower 

                                                                                                                                       
14 Department of Labor, 2014. Nontraditional Occupations. Available from: 
https://www.dol.gov/wb/stats/Nontraditional%20Occupations.pdf - suggests 7.5% of security and fire 
alarm installers, 18% of information security analysts and 23% of people working in the security guard 
sector were women. 
15 Khelaia, N. 2012. Op cit. 
16 In part because they are viewed to have poor work-life balance, travelling often and working late. See,  
White. 2012. The big issues for women in the finance industry: our experts said. Available Online: 
https://www.theguardian.com/careers/women-diversity-finance 
17 Security Magazine. 2017. The 5 Biggest Barriers Faced by Women in Tech. Available Online: 
https://www.securitymagazine.com/articles/87878-the-5-biggest-barriers-faced-by-women-in-tech; Oliver 
Wyman. 2014. Op cit. 
18 Security Magazine. 2017. Op cit. 
19 Khelaia, N. 2012. Op cit. 
20 Khelaia, N. 2012. Op Cit. 
21 Khelaia, N. 2012. Op cit. 
22 Hinton, T., and Friedman, K. 2016. Op cit. 
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levels. Unsurprisingly then, security can present a less attractive career 
to women than men.23  
 

3.7 The gender gap in pay and conditions does not exclude the security 
industry either.24 Because women still bear disproportionate 
responsibility for families25 the realities of working in the security sector 
with long and sometimes irregular hours, lack of return to work 
programmes, and failure to offer flexible working arrangements can 
disproportionately impact women.26  

 
3.8 Perceptions and stereotypes play an impactful role in the workplace. 

Historically, those employed in the security industry were often male 
ex-military or ex-police27 and this can adversely impact on how these 
jobs are viewed. For example, there is a perception that security work 
is unsafe and an unfit environment for women to be employed in.28 In a 
different way, the significantly higher number of male employees may 
give women the perception of risking of sexual harassment or violence 
in the workplace and therefore dissuade them from ever considering 
security work.29 Whereas some may perceive their rights may be 
harder to ensure.30 As a result, those women who do enter the industry, 
risk being stereotyped as “a certain kind of woman” for holding a “male” 
job,31 and not given the same level of respect as men.32 As President 
and CEO of Iluminar Inc. Eddie Reynolds (quoted in Hinton and 
Friedman 2016) explains: 

 
Women have to prove themselves first where men, in my 
opinion, are automatically perceived as the experts who know 
what they are doing and what they are talking about.33 

 
3.9 Such perceptions and stereotypes can also impact the way in which 

women self-identify. There is some literature highlighting women’s 
experience of imposter syndrome in the security industry: “where even 
highly talented individuals are beset with a persistent inner fear that 
they do not belong at the decision table.”34 Such beliefs are reinforced 

                                                
23 Oliver Wyman. 2016. Women in Financial Services. Available Online: 
http://www.mmc.com/content/dam/mmc-
web/Files/Women%20In%20Financial%20Services%202016.pdf 
24 Gibbett, L. 2016. Op cit.; Security Magazine. 2017. Op cit. 
25 Oliver Wyman. 2014. Op cit. 
26 Inclusive Security and the Geneva Centre for the Democratic Control of Armed Forced. 2017.  Module 
Eight: Supporting Women Working within Security Sector Institutions. Available Online: 
https://www.dcaf.ch/sites/default/files/imce/Women's%20Guide%20Curriculum/InclusiveSecurity_Curric
ulum_Series_SSR_MOD8.pdf 
27 Khelaia, N. 2012. Op cit. 
28 Bastick, M. and Whitman, T. 2013. A Women's Guide to Security Sector Reform. Available from: 
https://www.inclusivesecurity.org/wp-content/uploads/2015/09/ WGTSSR-Web.pdf. Op cit.; Inclusive 
Security and the Geneva Centre for the Democratic Control of Armed Forced. 2017. Op cit. 
29 Inclusive Security and the Geneva Centre for the Democratic Control of Armed Forced. 2017. Op cit. 
30 Khelaia, N. 2012. Op cit; Gibbett, L. 2016. Op cit. 
31 Khelaia, N. 2012. Op cit. 
32 Hinton, T., and Friedman, K. 2016. Op cit.; Bastick, M. and Whitman, T. 2013. Op cit. 
33 Hinton, T., and Friedman, K. 2016. Op cit. 
34 CRDFGlobal. 2017. Breaking Barriers: Women in Nuclear Security. Available from: 
https://www.crdfglobal.org/news/breaking-barriers-women-nuclear-security 
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by employment patterns that systemically fail to include women in 
decision-making.35 

Mechanisms to Overcome Barriers 

3.10 Previous work on this issue has focused on various remedies and 
mentoring is a case in point here, especially when help takes the form 
of learning how mentors have themselves overcome barriers.36 Former 
chief of Merrill Lynch, Sallie Krawcheck (quoted in Hinton and 
Friedman, 2016) refers to mentorship programmes as the “unspoken 
secret to success.”37  
 

3.11 The value of mentoring has been highlighted38 especially when run 
alongside a formal women’s leadership development programme. 
Some have called for women-only programmes thereby enabling 
women to be more candid when sharing their experiences. Others have 
suggested more family friendly practices,39 with flexible workplace 
schedules enabling women to better meet both their home and work 
demands40 more effectively and efficiently.41 Programmes that support 
returnees are also considered crucial:42  

 
A talented woman may have left her job...to raise her children. 
When her children begin school a few years later, she may be 
keen to resume her career. Yet the prospect of returning to the 
workforce after five years away can be daunting. Very few job 
descriptions do not specify that recent experience in a particular 
field is required.43 

 
3.12 Of course, there are overlaps between removing barriers to women 

entering security and those of other disadvantaged groups. Some key 
pointers discussed in the literature include:   

• Making diversity a task for senior management, not just 
specialist departments such as Human Resources44 

• Setting up an Executive Committee talent strategy to spear-
head greater diversity45 

• Putting in place dedicated funding and staffing for gender issues 
(e.g. an equality unit)46 

• Making a public commitment to gender equality47 
                                                
35 CRDFGlobal. 2017. Op cit. 
36 White. 2012. Op cit. 
37 Hinton, T., and Friedman, K. 2016. Op cit. 
38 White. 2012. Op cit. 
39 Inclusive Security and the Geneva Centre for the Democratic Control of Armed Forced. 2017.  Op cit. 
40 CRDFGlobal. 2017. Op cit. 
41 Oliver Wyman. 2014. Op cit. 
42 Oliver Wyman. 2014. Op cit. 
43 Oliver Wyman. 2014. Op cit. 
44 Oliver Wyman. 2014. Op cit. 
45 Oliver Wyman. 2016. Op cit. 
46 Bastick, M. 2014. Integrating Gender into Oversight of the Security Sector by Ombuds Institutions & 
National Human Rights Institutions. Available Online: 
https://www.osce.org/odihr/118327?download=true 
47 Bastick, M. 2014. Op cit. 



© Perpetuity Research and Consultancy International Ltd 14 

• Developing a code of conduct, policies, and procedures that 
reflects gender equality48 

• Engaging in strategic planning with specialised gender 
institutions and women’s non-governmental organisations49 

• Encourage men and women to take parental leave50 
• Amplifying women’s voices in decision making (i.e. specifically 

including these voices)51 
• Addressing the promotion and pay gap52 
• The development of hiring methods that reach professional 

women’s audiences (e.g. via women’s professional 
associations)53 

• Providing regular (mandatory) staff training on gender issues54 
• Streamlining the process for reporting, investigating, and 

responding to sexual harassment, discrimination, and gender-
related issues (e.g. confidential reporting system, anonymous 
reporting, protective measures for the person who reports, clear 
statement that all complaints are taken seriously, conduct site 
visits and inspections, allow complaints to be submitted by 
witnesses or third parties like partners and other staff)55 

• Using gender-sensitive language and perspectives in all annual 
reporting practices (e.g. avoid using gendered pronouns to refer 
to the collective). Assess the methodology by which women’s 
views were collected and what challenges this may present. 

• Disaggregating the opinions of men and women, where relevant 
(e.g. women reported that …, men reported that …). Report on 
sexual harassment, discrimination, and gender-related issues. 

• Using images and case studies with both males and females.56 
• Only attend or speak at conferences and events that include 

female panelists and speakers.57  
 
3.13 While these examples are illustrative, the importance of measuring 

progress against any approaches introduced has been highlighted. 
Oliver Wyman (2014) lists the following examples of measures and 
metrics that could be used: 

• % ExCo [Executive Committee] and Board members that are 
women  

• % promotions to one and two levels below ExCo that are 
women, or % increase in representation of women at these 
levels  

• Ensure all short-lists for key positions include at least x credible 
female candidates 

                                                
48 Bastick, M. 2014. Op cit. 
49 Bastick, M. 2014. Op cit. 
50 Oliver Wyman. 2016. Op cit. 
51 CRDFGlobal. 2017. Op cit. 
52 Oliver Wyman. 2016. Op cit. 
53 CRDFGlobal. 2017. Op cit. 
54 Bastick, M. 2014. Op cit. 
55 Bastick, M. 2014. Op cit. 
56 Bastick, M. 2014. Op cit. 
57 CRDFGlobal. 2017. Op cit. 



© Perpetuity Research and Consultancy International Ltd 15 

•  % of staff on “high flyer” or “fast track” programs that are 
women  

• Ensure all ExCo members mentor and sponsor at least one high 
potential woman (with criteria in place to ensure that the 
mentoring and sponsorship is of sufficient quality and frequency)  

• Increase retention rates for female staff at mid and senior 
management levels by x%  

• % managers who have completed unconscious bias training58 
 
3.14 Ultimately, not all barriers exist in all companies and not all of the 

above-mentioned mechanisms will be feasible in every company or 
indeed every country. What is key, however, is to recognise the 
relevant barriers, decide on an action strategy, communicate this 
clearly across the company, and measure progress: “The solutions are 
not difficult. What is needed is action.”59 

 
3.15 Tables summarising the barriers to entry and advancement that women 

may experience and the mechanisms identified for overcoming them 
are included in Appendix 2 - Additional Tables. 

Summary 

3.16 Review of the existing literature highlights that there are a number of 
potential barriers in existence, but also and crucially, a number of 
mechanisms that can be adopted to overcome them. The key question 
these insights raise is whether these approaches are actually being 
used in the security industry and whether they are effective. That 
question, along with a wider examination of the experiences of women 
in security, is the subject of the next section. 

 
 
  

                                                
58 Oliver Wyman. 2014. Op cit.  
59 Dale, A. 2013. Op cit. 
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Section 4. Quantitative findings 
Background 

4.1 The survey focused on women who carry out security tasks themselves 
or manage staff who carry out such tasks. The research focused on 
physical security (as opposed to cyber) and was promoted via various 
channels, especially security associations and security press. There 
were 706 responses.60  

 
4.2 The survey was mainly composed of statements with which 

respondents were required to indicate their level of agreement or 
disagreement. Additionally, some questions invited open text 
responses (for the most part open text responses are considered in 
Section 5 – Qualitative Findings). 

 
4.3 The findings below are organised by 8 main topics: 
 

• Respondent characteristics 
• Overall perception of the security industry 
• Characteristics of the security industry 
• Promotion and advancement 
• Experiences of parents/caregivers 
• Experiences in the security industry 
• Experiences of abuse 
• Approaches to overcoming barriers 

 
4.4 In addition to the frequency responses to questions, analysis was 

undertaken to compare whether views differed by specific 
characteristics/sub-groups of respondents. Only issues that were 
statistically significant, evidencing a relationship between the variables 
(i.e. not occurring by chance), are included. While some key points are 
integrated into the main findings, more detailed consideration of how 
experiences differ are included in a number of sub-sections that follow 
the main analysis (see Differing Experiences by Characteristics – para 
4.57 onwards). These include: 

 
• By type of employment 
• By role  
• By length of time working in security 
• By experience of abuse 
• By overall view of the industry 

                                                
60 While the focus of the survey was on the views of females, males could leave their contact details to 
receive a copy of the report. Of the non-male respondents the vast majority identified as ‘female’. 2 
respondents identified as an ‘other’ gender type and their responses are included. 
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Respondent characteristics 

4.5 Overall, there was a good representation of different types of 
respondents in terms of the country they work, the level of their role, 
length of time working in the security sector and pathways into it.  

 
4.6 Respondents were asked in which country they most frequently 

conduct their work. In total 39 countries were represented. The greatest 
number of responses were from those working in the UK (54%, n=379) 
followed by the United States (9%, n=63), Canada (7%, n=49), and 
Belgium (7%, n=48). The full list of respondents by country can be 
found in Appendix 2 – Additional Tables (Table 5). 

 
4.7 Respondents were also asked to indicate which of a number of role 

types best described the level of their current role. Close to half (47%, 
n=329) had a management role of some description and a third (34%, 
n=240) were at security officer level. Table 1 provides the full 
breakdown by role. 

Table 1. Level of respondents’ role (n=706) 

Role Description % N 
Security Officer An operational role such as a guard, door 

supervisor, CCTV operator etc.  34% 240 

Security 
Supervisor 

A role involving supervision of security 
staff 10% 69 

Security 
investigator 

A role investigating company risks and 
losses 2% 15 

Security 
Manager 

A role that leads on delivering the security 
requirements of an organisation or site 
and managing the security staff 

18% 130 

Area Manager A role that oversees delivery/performance 
of security at a number of separate sites 
or for a number of contracts 

7% 46 

Operations 
Director 

A role that oversees delivery/performance 
of security nationwide 7% 47 

Company 
Director 

 5% 37 

Security 
Consultant 

A security specialist providing expertise to 
clients for specific pieces of work such as 
assessing vulnerabilities or need and 
designing solutions 

10% 68 

Another level of 
security work 

Respondents were asked to state 8% 54 
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4.8 Half of the respondents (51%, n=358) were contracted (i.e. employed 
by a security company and contracted to work for one or more 
organisations). Just over two-fifths (43%, n=301) were in-house (i.e. 
employed directly by an organisation such as a bank, university, 
hospital etc.). A very small proportion (1%, n=8) were agency staff (i.e. 
employed via an agency and typically deployed to cover duties such as 
staff sickness and holidays)61.  
 

4.9 In total, two-fifths (41%, n=286) had worked in the security sector for 10 
years or more. Three-fifths (59%, n=406) had done so for less than 10 
years. Figure 1 depicts the full breakdown of length of experience in 
security. 

Figure 1. Length of time working in the security sector (n=692) % 

 
4.10 As expected, those working at ‘security officer’ level tended to have 

been working in the industry for a shorter time than those working at a 
higher level. 

 
4.11 The pathways into their current roles in the security sector varied 

among respondents. Most commonly, respondents had secured their 
roles through their own initiative (35%, n=246). A fifth (20%, n=141) 
had received an internal promotion and another fifth (20%, n=138) had 
responded to an advert. Close to a fifth (19%, n=131) highlighted that 
they got their current job via personal recommendation and a tenth 
(10%, n=72) highlighted family and/or social links as their pathway. 
Less common pathways included: a recruitment agency (5%, n=35), a 
recruitment agency specific to the security industry (2%, n=15), a job 
centre/unemployment office (2%, n=12), training received as part of a 
redundancy packet (1%, n=4), and a specialist scheme for the 
unemployed to get back to work (0%, n=2). Other pathways (5%, n=38) 

                                                
61 The remaining 5% of respondents (n=33) indicated that they were unsure. 
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included: starting their own business and being headhunted (e.g. via 
LinkedIn). 

Overall perception of the security industry  

4.12 Reflecting on their overall experience working in the security sector, in 
total over two-thirds (69%, n=367) had a positive experience; only 6% 
(n=43) a negative experience, leaving a quarter who had a neutral 
experience (25%, n=177).  

 
4.13 In terms of the characteristics of those who were positive about their 

overall experience, a greater proportion of these worked at a higher 
level (76% or more) than those working at ‘security officer’ level (63%) 
or ‘security supervisor’ level (57%). Similarly, those who had worked in 
the industry for the longest (over 20 years) more commonly had a 
positive view (77%) than those who had worked in the industry for less 
than a year (60%). 
 

4.14 Those who indicated they had suffered a negative experience, were 
asked to clarify their response, the majority of which (n=40) did so. It 
should be borne in mind that this is based on relatively small numbers. 
Nonetheless, of those who had a negative experience, two-thirds gave 
an explanation attributing it to issues relating to gender discrimination, 
less than a fifth indicated other issues about the industry (such as 
working hours, lack of professionalism), and less than a tenth referred 
to both gender discrimination and other issues about the industry. For 
the remaining tenth, it was unclear whether the issues raised related to 
gender or not62.  

 
4.15 Those who flagged that gender discrimination was the reason, or part 

of the reason, for their negative experience most commonly referred to 
the environment as male-dominated, where sexism is institutionalised 
and women do not receive the same support nor respect as their male 
counterparts. This was perceived to lead to a lack of opportunities for 
advancement, as well as women having to work harder to earn what 
recognition they did receive. This inequality was perceived to be 
compounded by the gender pay gap and perceptions and stereotypes 
around what jobs within the industry entail and what characteristics 
female employees embody. There was also the sense that even if male 
colleagues were aware of the issues faced by women little was being 
done to improve the situation, and what was being done was largely 
just for show. A few respondents also mentioned the prevalence of 
bullying and other abusive behaviour. Illustrative quotes include: 

 
‘Unfortunately, security is usually viewed as an area 
which men - rather than women, work in; therefore, it is 
immensely difficult to be respected and listened to.’ 

(Survey respondent) 

                                                
62 For example respondents made statements such as ‘lack of training or advancement opportunities’. It 
was unclear whether this was perceived to be gender related. 



© Perpetuity Research and Consultancy International Ltd 20 

‘It is exhausting trying to overcome the ingrained sexist 
attitudes of clients and colleagues.’ 

(Survey respondent) 

‘I have good managers but I still see women being 
criticised for their leadership and taking initiative when 
otherwise men would be praised; I still get surprised looks 
when they learn that I’m paid better than they thought and 
often I find myself thinking that I have to put myself in a 
man’s shoes to pitch an idea.’ 

(Survey respondent) 

‘It's more difficult for women to get a job because we 
seem to be less intimidating to others when on protection 
duty.  Our height and stature are not as bulky as males, 
so we are seen as not strong enough physically to be 
able to protect as effectively as a male colleague.’ 

(Survey respondent) 

‘Just 10% of my colleagues [men] support women in 
security, the rest of 90% are against and they make the 
work difficult.’ 

(Survey respondent) 

‘Security Departments are primarily headed by men who 
will speak to gender equality and proper treatment of 
employees, but mostly pay lip service to those.’ 

(Survey respondent) 

4.16 Interestingly, over two-thirds of the respondents (69%, n=464) 
indicated that their perception of the security industry had changed 
since they first entered it. Nearly half of the respondents (48%, n=322) 
indicated that they now had a more positive view, while a fifth (21%, 
n=142) indicated that they now had a more negative view. Figure 2 
displays the results. 
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Figure 2: Overall perception of the industry and change in perception % 

 
 

4.17 In terms of the characteristics of those who were more positive about 
the industry than when they first started, a greater proportion of those 
working at a higher level were now more positive (between 50% to 
67%) than those working at ‘security officer’ level (39%) and ‘security 
supervisor’ level (35%). Interestingly, in-house respondents (working 
directly for an organisation such as a bank, university etc.) were a little 
more likely to now be more positive than when starting out (54%) than 
contracted respondents (employed by a security company) (45%). 

 
4.18 For those who indicated their perception was more positive now than 

when they started the most common reason given (by close to two-
fifths of those who responded) was that they now have a greater 
understanding of the realities of the sector. This manifested in a 
number of different ways. For example, some found the work to be 
more interesting and varied than their original perception of what 
security work involved; and some felt they had benefited from lots of 
different opportunities to learn more about security. Others had 
expected to come across negative experiences such as violence or 
sexism, but found in reality that these were less commonplace than 
their original expectations. Similarly, some had expected to encounter 
low levels of professionalism and low standards, but found the opposite 
to be true. Some illustrative quotes include: 

 
‘You learn why security do the things they do and the 
sacrifices they make.’ 

(Survey respondent) 
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‘The job is more important than what I thought. I thought 
you were just stood around.’ 

(Survey respondent) 

‘The content is more interesting and challenging than 
expected.’ 

(Survey respondent) 

‘Much more enjoyable than I first thought, good wages, 
good opportunities and love the work.’ 

(Survey respondent) 

‘I have grown to see more opportunities within the 
industry which is exciting.’ 

(Survey respondent) 

‘Much less violent than first perceived.’ 
(Survey respondent) 

‘I expected to experience sexism from male colleagues, 
however I personally never experienced it.’ 

(Survey respondent) 

‘Before I didn't know the sector was so professional and 
well organised.’ 

(Survey respondent) 

‘I now see the enormous amount of work behind the 
scenes and the highly skilled specialists delivering 
security and safety to thousands of contracts around the 
country. When you don't know security, you only see 
front-facing staff, who aren't always the pinnacle of 
perfection. It really depends where you go, who you meet 
and the level of engagement you have. The public only 
see what the public experience, not the huge amount of 
knowledge, action and movement below the surface of 
the water.’ 

(Survey respondent) 

4.19 For over a sixth of the respondents that were now more positive about 
the industry, this was due to changes that they had seen within 
security. Examples were given of how the use of technology and the 
significance of cyber security is providing new opportunities and 
challenges, and how the industry was thought to be moving away from 
leadership by an ‘old boys club’ and towards professionals with more 
diverse backgrounds and skills. The nature of security itself was also 
noted to be changing towards more relationship and customer focus, 
with greater attention on supporting the achievement of business goals 
and being proactive, rather than reactive. There was also some 
suggestion that security is being taken more seriously now, not least 
due to terrorist incidents and threats. Illustrative examples include: 

 
‘The technology has changed offering continued growth 
and new challenges.’ 

(Survey respondent) 
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‘Security sector is very dynamic. One needs to adapt 
himself or herself to cope with technological 
advancements. It is a learning field.’ 

(Survey respondent) 

‘The older generation of traditional security leaders is 
retiring and making way for new thinking and leadership 
in the profession.’ 

(Survey respondent) 

‘It is not just about guns, guards and gates. Its really 
about risk management and being proactive in planning 
rather than reactive.’ 

(Survey respondent) 

‘I believe views have become better due to the 
restrictions on who can become security with background 
checks etc, not any random person can do it.’ 

(Survey respondent) 

‘The security industry has changed its focus to be more 
strategic and help accomplish business goals.’ 

(Survey respondent) 

‘With terrorism being high risk, security has become more 
important.’ 

(Survey respondent) 

4.20 Close to a sixth of respondents indicated that their perception had 
improved on the basis that they were now seeing more women in the 
industry. This included seeing more female role models and because 
generally women are becoming more recognised, valued and 
respected within the industry: 

 
‘The additional skills women can bring to the industry are 
better recognised and valued.’ 

(Survey respondent) 

‘It has taken many years, but more women are being 
promoted and recognised for their work.’ 

(Survey respondent) 

‘Because woman has proven that she is professional and 
responsible, and she has won men and clients 
recognition.’ 

(Survey respondent) 

‘There has been more exposure to women in 
management and women with credible expertise.’ 

(Survey respondent) 

‘More female management and leadership roles.’ 
(Survey respondent) 

‘I see a lot more women in this sector now, and we are 
finally being recognised for our critical thinking and 
communications skills.’ 

(Survey respondent) 
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‘More women working within the industry than when I first 
started.’ 

(Survey respondent) 

‘I see more women in managerial roles.’ 
(Survey respondent) 

‘I have seen in myself, and the female colleagues and 
external partners that I have had the pleasure of working 
with, that the glass ceiling certainly exists, but can also be 
shattered.’ 

(Survey respondent) 

4.21 Other reasons why respondents were now more positive (each 
highlighted by few respondents) included better training and 
opportunities; a better work culture; more support for staff; and 
increasing diversity. 

 
4.22 For those who indicated their perception was more negative now than 

when they started in the industry, the most common reason given (by 
close to a third of those who responded) was related to gender 
discrimination. This included general observations about sexism in the 
industry, as well as personal experiences of discrimination. A number 
of issues were mentioned, including work being geared towards males; 
disrespectful behaviour towards women by male colleagues; lack of 
support and opportunities for women to advance. For example: 

 
‘Females don’t get the same opportunities as men.’ 

(Survey respondent) 

‘Uniforms are designed for males.’ 
(Survey respondent) 

‘I got promoted and I’ve had to stand down due to male 
officers being unresponsive or jealous.’ 

(Survey respondent) 

‘I have lost three job opportunities because I am a 
woman.’ 

(Survey respondent) 

‘I found that it is difficult to get anywhere unless you are 
male.’ 

(Survey respondent) 

‘As a female in security, male counterparts often interrupt 
or try to take over when responding.’ 

(Survey respondent) 

‘Clients stating [that] they do not want female security 
operatives and the companies accepting this.’ 

(Survey respondent) 

4.23 Close to a fifth of respondents indicated their perception of security had 
worsened due to contractual arrangements in respect of low wages, 
unsatisfactory hours (either long hours or lack of work hours) and poor 
work life balance, for example: 
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‘Wages are lower now compared to the cost of living, this 
line of work has no work/life balance, you are expected to 
work at a moment’s notice and for long hours with no 
regard for your health or family life.’ 

(Survey respondent) 

‘The level of threat has risen in 10 years. But the wages 
do not match the urgency in having security due to 
current threats.’ 

(Survey respondent) 

‘When I mentioned my concerns about the lack of hours 
on my interview, I was assured I’d get more hours. I 
wasn’t told I’d need to come in on my days off to achieve 
this. So, this work isn’t synonymous to family life.’ 

(Survey respondent) 

‘Low pay, long hours, unhealthy shift patterns, tight 
budgets which affect quality causes high turnover of staff 
& frustration.’ 

(Survey respondent) 

‘The owners of the firms make all the profit and it seems 
as though those working for them earn £10 an hour and 
the firms earn £8 per hour per shift of every person they 
put in a job.’ 

(Survey respondent) 

4.24 Other factors (each highlighted by few respondents) included poor 
management; lack of opportunities for security officers to progress; a 
lack of respect towards security professionals by the public and clients; 
concerns about safety and the dangers of the role; that work can be 
dull; and a lack of value of security and specifically of security officers 
by clients. 

Characteristics of the security industry  

4.25 Respondents indicated their level of agreement with some 
characteristics of the security sector that the literature suggests may 
make it off-putting as a career option. 

 
4.26 By some margin, agreement was highest with the statement that the 

security industry is male centered – over four-fifths held this view (85%, 
n=572). Respondents were equally likely to hold this view regardless of 
their length of time in security or the level of their role. 

 
4.27 Around half of the respondents agreed that wages are comparatively 

low (56%, n=378) and that many security roles are not permanent 
(48%, n=321). More than two-fifths (44%, n=294) disagreed with the 
notion that security work is compatible with family life (close to a third 
agreed – 31%, n=206).  

 
4.28 Some characteristics appeared to be less of a concern –a quarter 

(26%, n=177) of the respondents disagreed that the security industry is 
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synonymous with professionalism  (i.e. viewed the industry as 
unprofessional). And, although security roles have been criticised for 
not offering enough hours, only a quarter (26%, n=173) disagreed with 
the suggestion that plenty of security roles are full-time. Less than a 
fifth (19%, n=129) of the respondents disagreed that work in the 
security industry is attractive (i.e. thought it is unattractive).  

 
4.29 Figure 3 displays the full results.  

Figure 3. Perception of characteristics of the security industry (n=670-673) 

 

Promotion and advancement  

4.30 Close to three-fifths (59%, n=386) of the respondents reported that 
they had advanced in their career since entering the security sector. 
The third that had not (35%, n=233) were fairly evenly split between 
those that were (n=132) and were not (n=101) looking to advance. 
Unsurprisingly respondents at ‘security officer’ level had less commonly 
experienced promotion (31% had advanced) than those working at a 
higher level (which varied between 68% and 95%). Similarly, there was 
a direct correlation between promotion and the length of time in the 
security industry (15% of those in the industry for less than a year had 
advanced increasing up to 90% of those in the industry for over 20 
years). 
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4.31 Those who indicated ‘other’ (n=36) in relation to whether they had 

advanced in their role, provided a wide range of reflections on this such 
as: experienced having advanced to a certain level but struggling to 
advance any further; having to change organisation in order to 
advance; having advanced, but far slower than experience and ability 
should have afforded; being held back in their current role because 
managers want/need them in that position; having advanced in terms of 
responsibilities but not receiving the recognition or pay that should be 
attributed. Figure 4 displays the results. 

Figure 4. Experience of career advancement (n=655) % 

 
 
4.32 In terms of whether there is inequality among men and women in 

securing promotion, the most common response at just over two-fifths 
(44%, n=289) was that if both men and women were equally qualified 
and experienced, it was less likely that women would get promoted. 
However nearly as many (41%, n=267) felt that women are equally 
likely to get the promotion. The results are displayed in Figure 5. 
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Figure 5. Perception of likelihood of promotion (n=658) % 

  

Experiences of parents/caregivers 

4.33 Of those who provided an answer to the question63 just under half 
(45%, n=286) indicated they previously or currently take on parenting 
or other types of caregiver roles. Perhaps unsurprisingly this was more 
common among those who had been in the industry for longer (27% of 
those in the industry less than a year rising to 61% of those in the 
industry over 20 years).  

 
4.34 Of these respondents, close to two-fifths (38%, n=107) felt that working 

in the security sector creates more conflict between work 
responsibilities and parental/caregiver responsibilities than working in 
other industries/sectors. However almost as many (35%, n=100) 
believed it creates the same level of conflict. The breakdown is shown 
in Figure 6. 

                                                
63 22 respondents indicated ‘prefer not to say’. 
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Figure 6: Level of conflict between work and parental/caregiver responsibilities 
compared with outside the security industry (n=283) % 

 

Experiences in the security industry 

4.35 Respondents were presented with a number of statements designed to 
measure if they feel their experiences within security are affected by 
their gender. 

 
4.36 There were a number of statements where responses showed the 

industry in a negative light in relation to gender. Two thirds reflected 
that they had to prove their capabilities, while male colleagues are 
automatically viewed as capable (66%, n=416); and that they had had 
to work harder than male colleagues to earn respect (e.g. from clients, 
peers, management, competitors and the public) (66%, n=415). Three-
fifths indicated their experience of security is that it is an “old boys club” 
(59%, n=374); and half disagreed that they had good female role 
models to learn from (50%, n=312). 

 
4.37 Close to half of the respondents indicated they had received less 

respect from peers than male colleagues had (47%, n=297); and 
disagreed that being a woman had not created any barriers for them 
while working in the security industry (45%, n=283). 

 
4.38 Over two-fifths indicated that their colleagues treat them differently 

because they are female (44%, n=277); that they have been less 
involved in decision-making than male peers (44%, n=277); and that 
inflexible working hours affected their work/life balance (42%, n=264). 

 
4.39 Figure 7 displays these results. 
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Figure 7: Experiences affected by gender – negative scores (n=627-630) % 

 
 
4.40 In terms of experiences affected by gender, for three of the statements 

presented, the proportion of respondents experiencing the issue is 
arguably noteworthy, but a very similar proportion disagreed, 
suggesting these issues although important, are less commonplace 
than those considered above. Two-fifths indicated they had received 
less opportunities to advance than male colleagues (both agree and 
disagree 40%, n=249); and that they had been paid less than men 
when carrying out the same duties (agree 40%, n=249; disagree 38%, 
n=238).  

 
4.41 Interestingly, over a third indicated that being a woman in security gives 

them an advantage (35%, n=218) although slightly more disagreed 
(36%, n=228). 

 
4.42 These findings are displayed in Figure 8. 
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Figure 8: Experiences affected by gender – neutral scores (n=628-630) % 

 
 
4.43 There were however some statements which reflected more positively 

on the security industry and/or women’s experiences. 
 
4.44 More than two-thirds disagreed with the statement that they lack 

confidence in their capabilities (70%, n=435)64; and almost as many 
disagreed that they find the physical requirements (i.e. fitness and 
strength) of working in security a challenge (67%, n=419). 

 
4.45 More than half indicated that they had received mentoring to succeed 

in their role (55%, n=348), around half disagreed that they had been 
made to feel as though they do not belong in security because of their 
gender (52%, n=327); and half felt that women in security are in high 
demand (50%, n=312). Just under half disagreed that they had been 
kept less informed than male colleagues about career opportunities 
that exist in security (47%, n=297). 

 
4.46 Figure 9 displays the results. 

                                                
64 Interestingly, agreement that they lack confidence was more common among those at ‘area manager’ 
level (30%) and ‘security consultant’ level (27%) than any other roles. Agreement was least common 
among those at ‘security officer’ level and ‘security supervisor’ level (each 11%). 
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Figure 9: Experiences affected by gender – positive scores (n=624-628) % 

 

Experiences of abuse 

4.47 Despite the generally positive perception of the security sector noted 
above, of those who answered the question, two thirds of respondents 
(64%, n=421) had experienced one or more of the three types of 
behaviour explored by the survey (bullying, sexual harassment and 
violence by male colleagues/managers or the public while working in a 
security role).  

 
4.48 Of those who answered, 50% (n=324) had experienced bullying. This 

was more commonly experienced by those who had been in the 
industry for longer, 30% of those in the industry less than a year rising 
to 72% of those in the industry for over 20 years. This was also a little 
more commonly experienced by caregivers (56% of caregivers 
reported experiences of bullying compared with 48% of non-
caregivers). 

 
4.49 Close to half of the respondents (47%, n=298) had experienced sexual 

harassment and this was also more commonly experienced by those 
who had been in the industry for longer (experienced by 29% of those 
in the industry less than a year, rising to 61% of those in the industry 
for over 20 years). 

 
4.50 A quarter of the respondents (24%, n=158) experienced violence from 

male colleagues/managers or the public while working in a security 
role. Notably, a greater proportion of respondents who are contracted 
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(30%) had experienced violence than those who are in-house (19%). 
Further, respondents at ‘security supervisor’ level had more commonly 
experienced such violence (47%) than any other level of security work 
(this was followed by ‘security officers’ at 30% and then by higher 
levels of work which varied from 9% to 26%). 

 
4.51 Figure 10 displays the proportion of the overall sample with these 

experiences. 

Figure 10. Experience of abuse (n=635-645) % 

 

Approaches to overcoming barriers 

4.52 Respondents were asked whether they had received, seen or provided 
a number of practices, which had been identified in the literature review 
as possible approaches to overcome barriers that women in security 
may face. Three-fifths of respondents (59%, n=356) indicated that they 
had come across flexible working hours. However, for all other 
approaches listed, a minority (i.e. less than 50%) of respondents had 
experienced them. Notably, one of the lowest scores, only 16% (n=98), 
were aware of talks or information given out that highlights security as 
a career option for women, which would suggest that little is being done 
to try to attract women to the security industry. 

 
4.53 Notably, 35% of respondents indicated experience of mentorship 

programmes, compared with 55% above that in response to an earlier 
question indicated they had received mentoring to succeed in their role. 
The difference in scores would suggest that informal mentoring is more 
commonplace than formal mentoring programmes. 

 
4.54 The full list of approaches explored and the frequency with which 

respondents have come across them is displayed in Table 2. 
 
4.55 Alongside this, views on the perceived effectiveness of each approach 

are presented. For most, a high proportion of respondents perceived 
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them to be effective or very effective in encouraging women to 
participate and progress in the security industry. Mentorship 
programmes were viewed as effective by the highest proportion of 
respondents (84%, n=474), followed by flexible working hours (80%, 
n=447). Those approaches considered effective by fewest respondents 
were partnership with local non-governmental organisations, charities, 
or other third parties in regards to women’s experiences in the sector 
(57%, n=318) and reporting practices for annual reports etc. that use 
gender sensitive language (43%, n=242). 

 
4.56 Given how effective the approaches are perceived to be, it is striking 

that experience of them is so low, and it would suggest that greater 
adoption of these approaches would be beneficial. 

Table 2: Views on approaches to overcoming barriers 

Approaches Experienced % 
(n=602-608) 

Effective % 
(n=558-562) 

Flexible working hours 59% 80% 

Complaints processes for sexual 
harassment, sexual discrimination, bullying 
etc. that result in each complaint being 
taken seriously and investigated 

41% 77% 

Mentorship programmes 35% 84% 

Support for women to author papers and 
speak on conference panels 29% 68% 

Confidential reporting system for gender-
related issues 29% 65% 

Events around understanding women’s 
unique experience in the sector 26% 71% 

Family-friendly practices 24% 73% 

Human resources policies to increase the 
representation of females in the workforce 22% 71% 

Women leadership programmes 20% 76% 

Talks or information given out that highlights 
security as a career option for women 16% 76% 

Partnership with local non-governmental 
organisations, charities, or other third 
parties in regard to women’s experiences in 
the sector 

15% 57% 

Reporting practices for annual reports etc. 
that use gender sensitive language 9% 43% 
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Differing Experiences by Characteristics 

4.57 Having considered the sample as a whole, we now explore in further 
detail how answers to the survey differed among those with specific 
characteristics: type of employment; the level of their role; length of 
time in the industry; experience of abuse; and overall view of the 
industry. Below is a summary of the findings - a fuller version including 
figures is provided in Appendix 3. 

By type of employment 

4.58 There was a noteworthy difference between those respondents working 
‘in-house’ (i.e. employed directly by an organisation such as a bank, 
university, hospital etc.) and those ‘contracted’ (i.e. employed by a 
security company and contracted to work at/with a site or number of 
sites).  

 
4.59 There were a number of ways in which experiences appeared to be 

less positive for contracted than for in-house respondents. As noted 
above, in-house respondents more commonly had an improved 
perception of the industry than when they first started, compared with 
contracted respondents. But further, they were more like to agree with 
some of the negative characteristics of the industry (that may be off 
putting to women) including that wages are low, that security roles are 
not permanent and not full time. They also less commonly viewed work 
in security as attractive and had less commonly advanced in their 
career. 

 
4.60 In terms of potential discrimination and being treated differently to men, 

contracted respondents more commonly agreed that they had been 
paid less than men when carrying out the same duties and that they 
had experienced violence (by male managers/colleagues/the public). 
They also had less experience of all the potential approaches to 
overcoming barriers explored in the survey and were less likely to view 
some of the approaches as effective. 

 
4.61 There were very few areas in which contracted respondents had a 

more positive experience than in-house – however a greater proportion 
of in-house respondents viewed security as an “old boys club”; and less 
in-house respondents agreed that women in security are in high 
demand. 

By role 

4.62 Similarly, there were a number of ways in which the experiences of 
those operating at a more ‘junior’ level were different to those operating 
in higher-level roles. 

 
4.63 More commonly, ‘negatives’ in relation to the industry (that may be off 

putting to women) were experienced by those at a more junior level. 
The respondents at ‘security officer’ level and ‘security supervisor’ level 
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less commonly agreed that work in the security industry is attractive; 
and more commonly agreed that security roles are not permanent, than 
those working at a higher level.  

 
4.64 Respondents at ‘security officer’ level: more commonly agreed that 

wages are comparatively low within security; and less commonly 
agreed that plenty of roles are full time, than those working at a higher 
level. 

 
4.65 A greater proportion of respondents at ‘security supervisor’ level 

reported experiencing violence from male colleagues/managers or the 
public while working in a security role than of any other level of work 
(this was followed by ‘security officers’ and then by higher levels of 
work). 

 
4.66 For many of the potential approaches to overcoming barriers explored 

within the survey, more respondents in higher-level roles had 
experienced these than those in more ‘junior’ level roles. 

 
4.67 It was apparent however that some issues had a greater impact on 

those respondents that were working at a higher level within security. 
More of those working at a higher level indicated they had been paid 
less than men when carrying out the same duties (which typically 
increased the higher the level of the role); and more agreed that their 
experience of security is that it is an “old boys club”. Further, a greater 
proportion of those in higher levels roles agreed that they had had to 
work harder than male colleagues to earn respect. 

By length of time working in security 

4.68 It was notable that some experiences differed by the length of time the 
respondent had been working in the security industry. Where 
differences were apparent, on the whole it was commonly those 
working in the industry for longer who had experienced some of the 
less desirable characteristics.  

 
4.69 That said it was notable that the overall perception of security was 

more commonly positive among those who had been working in the 
industry for the longest (over 20 years) than among those that had 
been working in the industry for less than a year. This could in part be 
related to the correlation between length of time in security and 
experience of promotion/advancement. 

 
4.70 In relation to the potential for experiencing discrimination, a greater 

proportion of those working in the industry for longer: 
 

• Indicated they had been paid less than men when carrying out the 
same duties; 

• Reported experiences of bullying and sexual harassment by male 
colleagues/managers or the public when at work; 
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• Agreed that their experience in security is that it is an “old boys 
club”; 

• Agreed that they have had to work harder than male colleagues to 
earn respect; 

• Agreed they have had to prove their capabilities while male 
colleagues are automatically viewed as capable. 

 
4.71 Unsurprisingly, typically those who had worked in the industry for 

longer were more familiar with the approaches for overcoming barriers 
explored, than those who were fairly new to the industry. 

 
4.72 There were however a small number of aspects which were less 

favourable to those who were newer to the industry. Those who had 
worked in the industry for a short amount of time more commonly 
disagreed with the statement that plenty of security roles are full-time, 
and more commonly agreed that they lack confidence in their 
capabilities than those working in the industry for a long time. 

By experience of abuse 

4.73 Those who reported experiencing one or more types of abuse covered 
by the survey (sexual harassment, bullying and violence) generally 
speaking were less likely to be positive about aspects of work in 
security than those that did not indicate they had experienced these 
types of abuse. 

 
4.74 Not only had less of those who had experienced these types of abuse 

had a positive overall experience of the security industry; they less 
commonly agreed that work in the security industry is attractive; they 
less commonly agreed that the security industry is synonymous with 
professionalism; and more commonly viewed the industry as male-
centered. 

 
4.75 In terms of their experiences of the security industry, those who had 

experienced these types of abuse less commonly viewed security work 
as compatible with family life; and considerably more commonly felt 
that women are less likely to get the promotion when equally qualified 
and experienced men and women both apply for the same promotion. 

 
4.76 Other differences included that those who had experienced these types 

of abuse more commonly indicated: 
 

• They have been paid less than men when carrying out the same 
duties;  

• They have been less involved in decision-making than male peers;  
• They view security as an “old boys club”;  
• They have received less opportunities to advance than male 

colleagues;  
• They have received less respect from peer than male colleagues;  
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• They have had to work harder than male colleagues to earn 
respect;  

• They have been treated different because they are a woman;  
• They have been made to feel as though they do not belong in 

security because of their gender;  
• They have had to prove their capabilities, while male colleagues are 

automatically viewed as capable;  
• They have been kept less informed than male colleagues about 

career opportunities that exist in security; 
• They have been adversely affected by inflexible working hours 

affecting their work/life balance. 
 
4.77 Finally, those who had experienced one or more of these types of 

abuse less commonly agreed that being a woman has not created any 
barriers while working in the security industry. 

By overall view of the industry 

4.78 It was noteworthy that the vast majority of the findings within the survey 
correlated with respondents overall view of the industry. In other words 
those that had a negative overall view of the industry (albeit there were 
few overall with a negative view) more commonly experienced 
discrimination, the aspects of the industry deemed less attractive (such 
as inflexible working hours and low pay), and were less likely to have 
been promoted and less commonly experienced the 
barriers/mechanisms for overcoming inequality (such as mentoring 
programmes, women leadership programmes, flexible working hours 
etc.) than those with an overall positive view of the industry.  

Summary of quantitative findings 

4.79 The results are illuminating. The relatively high proportion of 
respondents with a positive overall impression of the security sector is 
welcome, but the warnings about potential barriers are stark. The 
majority of respondents viewed the industry as male centered and 
there are consequences of this. That some two thirds of respondents 
had experienced abusive behaviour is evidence of the broader 
experience of women. At the same time the findings challenge some of 
the notions within the literature, such that women may lack confidence 
or lack the physical capabilities required for work in security.  

 
4.80 Crucially though, it was clear that approaches to overcome the range of 

barriers that women may face are typically underused but largely 
perceived to be effective. This suggests that there is scope for 
employers to review their approach, consider what additional strategies 
they could adopt and ensure strategies to encourage equality are 
implemented effectively.  

 
4.81 The following section looks at the findings from the qualitative research; 

they add more depth and provide additional insights.  
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Section 5. Qualitative findings 
Background 

5.1 Much of the evidence provided by respondents concerned negative 
experiences and the changes required by industry. It is upon these 
factors that this section focuses, in order to explore the issues that 
arise in depth and present the corresponding changes required. 
However, it is important to note, that while the respondents identified 
many significant areas where changes were required, positive changes 
to the industry were also observed, these were identified, for example, 
in observations of increasing numbers of women entering the field, and 
experiences of lessening inequality.  

 
5.2 This section presents the qualitative findings gathered via two routes: 

First, formal interviews with 21 female security professionals employed 
in a variety of roles, and from a number of different countries, covering 
a range of topics to gain a more detailed understanding of the themes 
covered by the survey. More informal feedback provided by two 
individuals is included here also. 
 

5.3 Second, responses to the following open survey questions:  
• ‘what factors would encourage women to pursue careers in the 

security sector?’ (n=410);  
• ‘what would enable women to succeed in the field?’ (n=393); 
• ‘have you experienced any other approaches taken to encourage 

women to enter and/or progress in security’ [than those specifically 
listed within the survey]  (n=82); and 

• ‘do you have any other comments you would like to make about the 
experiences of women in security’ (n=247). 

 
5.4 The information gathered via both routes has been compiled and is 

presented in two main sections – ‘key issues for women in security’, 
and ‘action needed to overcome barriers’; each of which are further 
broken down in to key themes. 

Part 1 - Key issues for women in security 

5.5 A number of key issues arose in the feedback from respondents that 
helped to illustrate the experiences of women working in the industry. 
The following aspects are considered in turn: 

 
• The bigger picture of gender inequality 
• How women are treated differently 
• Lack of recognition for ‘other’ skills 
• Progression 
• Personal attributes needed in security 
• Responding to discriminatory behaviour 
• The nature of security work 



© Perpetuity Research and Consultancy International Ltd 40 

The bigger picture of gender inequality 

5.6 Many of the experiences of inequality described in the following 
sections were recognised by respondents as being a consequence of 
broader societal issues, for example, the dominance of traditional 
gender roles for men and women: 

 
‘This is a reflection of society - to change it we need to 
think radically about the way we portray women in 
general.’ 

[Survey respondent] 

5.7 This was also shown in the responses of those who talked about how 
the perceptions of the public and clients limited the opportunities that 
employers provided them with or how they experienced discrimination 
from clients or members of the public, for example, some cultures 
would not accept protection from a female: 

 
‘Women are more likely to be harassed by clients. They 
are the first ones that underestimate our power.’ 

(Survey respondent) 

‘It's very divisive. We are often governed by the client’s 
cultural beliefs or expectations. An example may be that 
security is provided to Middle Eastern families or men and 
often they don’t view women as equal or won’t accept a 
woman in a role of security. We stand little chance when 
certain countries only allowed women to drive in 2018.’ 

(Survey respondent) 

‘In a way, the problem is not the companies employing 
women but the public who deem women as less capable.’ 

(Survey respondent) 

5.8 However, while some of the issues faced by women were noted to be 
symptomatic, and a reflection, of issues in wider society, the narrative 
evidence suggested that the security sector was behind other sectors 
in terms of equality. For example: 

 
‘I come from investment banking and I have never 
experienced this kind of resistance against women, we're 
left out of meetings and email. When we ask they decline 
courses to further our career. Many quit because we feel 
defeated.’ 

(Survey respondent) 

‘Have never heard “oh you’re a woman” used so much in 
any other industry.’ 

(Survey respondent) 

‘Banking is more diverse and was about 15 years ahead 
of security.’ 

(Interviewee 21, Director, France) 

‘I’d come from the prison service and didn’t sense any 
barriers in that. I found it worse in security.’ 
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(Interviewee 8, Supervisor, UK) 

‘When I was first getting in to it I thought it would be like 
the police where women are accepted. I was very taken 
back in the security industry that they hadn’t progressed 
the same way and there was not a lot of women in the 
industry and there was none at management level when I 
started.’ 

(Interviewee 6, Director, Canada) 

How women are treated differently 

5.9 The respondents provided many wide-ranging examples of how they 
had been treated differently to male colleagues, or discriminated 
against. These are explored below, however, it is important to note that 
not all interviewees indicated they had experienced discrimination or 
barriers in security based on their gender. Additionally, of those who 
had experienced discrimination not all felt it had held them back or 
been detrimental to their career.  

Discrimination based on gender 
5.10 There were many examples where women had been impacted by 

traditional stereotyped perceptions of the role of women in the 
workplace, for example assumptions that they were present at 
business meetings to make drinks for other attendees, take notes, or 
more generally, were viewed as junior to other male colleagues: 

 
‘I’ve walked in to rooms mid-career as the subject matter 
expert at the table and there is a clear, ‘what is she doing 
here’ you know, why did you bring this female? And you 
have to be introduced by the others as the expert.’ 

(Interviewee 2, Director, US) 

‘When I started sometimes its difficult because they think 
I’ve come to prepare coffee – has that changed – no.’ 

(Interviewee 11, Manager, France) 

‘If during a meeting, around a table, there is only one 
woman, and in this type of industry that happens a lot, 
they would assume that you would pour out the tea or 
take the notes purely because of your gender. They’d 
ask: “is anyone going to take notes?” and the men would 
look over and assume it’s you. Or “Can [name] get you 
some tea?” The natural assumption that the female will 
pick up the more domestic or administrative tasks when 
they are on the same level as the other people in the 
room.’ 

(Interviewee 15, Director, UK) 

‘Many new members of male staff who do not know me, 
expect that I am also a new starter, despite the fact that I 
have worked for the company for a year and a half, but do 
not direct this sort of attention to other male members of 
staff.’ 
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(Interviewee 17, Officer, UK) 

5.11 A particularly striking aspect of stereotyping was the perceived 
allocation of ‘female’ tasks. While it was acknowledged there were 
some roles (such as conducting body searches) where a female was 
specifically needed but was performing the same role as a man, a 
number of respondents reflected on the barriers faced by being 
allocated ‘female’ tasks which were generally perceived to be less 
interesting, less challenging or safer than other tasks. Additionally, 
some respondents noted that because there were few women in the 
workplace, they were frequently limited to these roles. 
 

5.12 This approach resulted in women who were equally capable and 
qualified as their male counterparts missing out on job experience 
required to progress in their career. Some of the women spoke about 
how this role limitation was sometimes through misplaced but well-
intentioned motivations (e.g. concern for and protectiveness over 
females), there were frequent examples where this was not the case, 
however. Some illustrative examples include: 

 
‘Due to the shortage of women in the industry we always 
tend to get the crap job of searching which nobody 
enjoys, very seldom get the good exciting jobs, because 
of this.’ 

(Survey respondent) 

‘ "Women are only good for searching other women" - 
comments made by many male staff.’ 

(Survey respondent) 

‘You are perceived as the weaker gender. You do seem 
to get the rough end of the deal with positions in events. 
They won’t have a female on a response team. And there 
tends to be only one female for an entire event. I’ve had it 
a few occasions when working in town – comments like 
you’re a woman, you have to do this, you can’t do that. 
Well excuse me, I’ve got the same qualifications and 
training as you and probably more experience.’ 

(Interviewee 5, Manager, UK) 

‘I would say when I first started looking, the jobs I was 
steered in to was the more female jobs – account 
executive – when I went to ASIS meetings. Most females 
I met were not from the PD [police department] they were 
mostly in HR and sales … still a boys club. I still feel I was 
being pushed in to the female jobs. Most women…vast 
majority are all sales and account executives. Not really 
physical security by and large.’ 

(Interviewee 10, Officer, US) 

5.13 The respondents described how these experiences of prejudice also 
highlighted broader archaic perceptions held about security as a whole, 
and how to resolve situations, for example, that door security is about 
physical intimidation rather than de-escalation skills:  
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‘I did not work for them for very long, they put the big 
guys out front. I call them the puffer chests because all 
they do is walk around with their puffer chest out. But to 
me, that is not security.’ 

(Interviewee 12, Officer, UK) 

‘Myself and other females quite often feel that the men 
are picked for supervising a door. Why can’t I do that? 
I’ve had 10 shifts cancelled at a venue for a male to do it. 
I’ve brought it up numerous times. They said there’s no 
favouritism, there’s no reason for it and it won’t happen 
again, but it does. It makes you not want to work that 
venue. And I’ve been told the client does feel if there’s a 
larger bigger man on the door it will put other people off 
being troublemakers. No one knows my background. I 
can deal with lots of situations. All my training has been 
about de-escalation but you do get the male colleagues, a 
lot de-escalate, but you get the ones that want to be the 
big ‘I am’, in some situations that’s unnecessary – it leads 
to more trouble and you wonder why.’ 

(Interviewee 8, Supervisor, UK) 

5.14 Some women reported experiences of being turned down for a role 
they were qualified for, specifically because they were female: 

 
‘I’ve applied for jobs and been turned down because I am 
a woman and they were looking for a big guy. I can do 
that job just as well. I can handle myself in a fight. They 
say “We’re only looking for guys because we need them 
for front gates”. I’m not worried about that, but they are. 
I’ve worked with guys who will watch people brawl and 
they won’t deal with it – their job is to separate them but 
they don’t. I’ve made complaints about that, but nothing 
gets done.’ 

(Interviewee 4, Officer, Australia) 

5.15 One interviewee, discussing the employment discrimination she 
experienced talked about how she had trained in close protection but 
had not yet been able to obtain a role and had specifically been 
advised that this was because she was a female: 

 
‘They have this vision you should be built like Arnie 
[Schwarzenegger], tall, super stud, and if you’re a female 
you don’t tick those boxes. So it’s adios. I’ve been round 
to several companies and asked what type of person are 
you looking for, they say – “it’s a male role”, I say – “is 
that not a bit sexist”, they say – “no, it needs to be a male 
role”. I say – “why?” They say – “because of the nature of 
bodyguarding, it’s a male person, they [client] want a 
male bodyguard”. I say – “is there no females out there 
that need close protection?” They say – “yeah but they 
prefer males”. I say rubbish you just want males because 
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they have this imposing attitude don’t come near me. As 
a woman they think you’re a push over. Don’t forget you 
don’t need to be Arnie – you just need to know what you 
are doing. You can bring someone down easily without 
being physically big. I was quite surprised really because 
I thought everything was equal these days. You do see 
female bodyguards out there. Surely it can’t be that 
difficult. But boy did I underestimate that.’ 

(Interviewee 9, Officer, UK) 

5.16 There were also examples of women receiving less recognition than 
male counterparts, their success being downplayed and having to work 
harder to prove themselves: 

 
‘I have worked my way to the top by putting twice as 
much work in and it would be nice if that wasn’t the case’. 

(Survey respondent) 

‘I would say that absolutely I have had to work and prove 
myself more than male counterparts in my industry – I do 
know that – I know from tech and security that you have 
to exhibit an absolute stellar, no mistakes, I am the expert 
persona.’ 

(Interviewee 2, Director, US) 

‘When I went in to that world you know you have to be on 
top of your game – working you’re arse off really hard – 
doing more than male colleagues consistently because of 
the spotlight on you. You can’t let the side down and that 
is still the type of world it is. I would say it is still 
challenging. A guy wouldn’t have had to have done that 
though, prove himself.’ 

 (Interviewee 1, Manager, UK) 

‘I think the barriers are changing, in the past you have 
had to prove yourself in a way that was different for men, 
higher expectations perhaps, but I think that is changing.  

(Interviewee 19, Consultant, US) 

5.17 Some respondents noted experiencing illegal interview questions or 
employment practices which were gender related: 

 
‘There’s also always an underlying urge from male 
management to establish when you plan to start a family 
and that just feels like a short fall to put off investing in 
your development.’ 

(Survey respondent) 
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‘Being asked in interviews about work life balance and my 
family, which I know is illegal and more than likely not a 
question my male counterparts are getting. I was also 
once asked in an informal interview if I was pregnant (I 
was not, again - illegal) and comments were made in that 
discussion such as "I couldn’t send you to India because 
you'd get raped”.’ 

(Survey respondent) 

5.18 Comments also included examples of unconscious bias – viewpoints 
and processes that may exclude women but had seemingly not 
purposely been introduced to do so. For example, one respondent 
observed that some companies use automatic tracking software to 
review CV/résumés and would reject any with a gap in employment. 
She noted that since women were more likely to haven taken time out 
to raise families, this process would automatically disadvantage 
capable female candidates: 

 
‘A lot of women have had time off from their working 
career for caretaking. Men normally never do. So when 
the résumé goes through automatic tracking software, 
when it sees a gap it bounces you out. Women are in and 
out of the workforce and they [men] are not.’ 

(Interviewee 10, Officer, US) 

5.19 A few respondents noted that some roles specifically required military 
(or police) experience. While this was also noted to be a barrier to 
some men to progress, it was suggested that since women had also 
traditionally been less likely to work in the military/police, they would be 
less likely to meet the requirements but may have other 
suitable/equivalent experience. For example: 

 
‘The whole industry needs to look at people’s skills, who 
they are and what they can do and not how they appear. 
Not everybody has to be ex military. That’s all they seem 
to ask for – you get fed up of seeing it. I’ve done the 
combat arms course – I know how to fire a weapon – I 
may not have done it as much as some of the others, but 
you don’t forget. We’re not licensed to carry [a weapon] in 
this country [UK] anyway. The ex military thing comes in 
from being able to fend somebody off. It shouldn’t have to 
get to that point to get you out of a situation.’ 

(Interviewee 9, Officer, UK) 

Sexist behaviour 
5.20 There were many examples of sexist behaviour and comments aimed 

at women and respondents stressed their frustration at having to 
navigate these occurrences. For example: 

 
‘In a meeting about 18 months ago I came in and the 
chairman introduced me as [Name’s] wife, as if I don’t 
exist as a person...when he did this I joked, I made fun of 
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him but he did not get it…I see it time and time again...it 
is about stereotypes…security does not look like a 
woman’. 

(Interviewee 21, Director, France) 

‘It's a battle to be respected by male colleagues without 
being viewed in a negative way, I once overheard myself 
and my other female colleagues being described as 
praying mantis, if you Google them the insult is apparent. 
It's difficult to remain professional in the face of such 
mindlessness.’  

(Survey respondent) 

‘It’s not a good career path, on a number of occasions I 
have seen females belittled, blame shifted to them, or 
women made to feel weak by the actions of male 
colleagues, until actions like this sector wide are stopped 
it will continue to be a difficult role for women.’ 

(Survey respondent) 

‘Work place bullying is a serious issue as is not being 
taken seriously by management. I have received more 
sexist remarks and behaviour from superiors than peers, 
as a result of the macho, aggressive men that tend to be 
promoted and valued in the industry.’ 

(Survey respondent) 

‘Also use of words – people who say things just to see 
how far they could push me before I would complain. 
Could they trust me? Was I part of the boys club?’ 

(Interviewee 6, Director, Canada) 

Sexual harassment and sexual violence. 
5.21 While clearly also illustrative of discrimination based on gender, a sub 

section of the topic of discrimination concerned inappropriate and 
illegal behaviour directed towards women, with elements of sexual 
threat. These included the use of inappropriate sexual language, 
sexual harassment and sexual violence. For example:  

 
‘In my company I am promoting women. I have a young 
woman, 29, very good, she gets treated like shit by the 
client. They try not to speak to her and instead speak to 
her male assistant, they belittle her. Because they are a 
client it is difficult. We are on fragile ground.’ 

(Interviewee 21, Director, France) 

There’s also a snide little comment with sexual meaning 
and always double-[entendre] meaning. There are lots of 
innuendos. “Oh let’s put that shirt on for you”; “have you 
wiped between the bottoms of your breasts”. “You can 
sleep in my caravan if you like”. “There's room in my 
bed”. There are lots of things.’ 

(Interviewee 12, Officer, UK) 
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‘If you sleep with me I’ll get you to management. Point 
blank, it was very sexual. It was very, you know, if you do 
this to me, I’ll do this for you.’ 

(Interviewee 12, Officer, UK) 

‘I had an example where I was at a meeting and other 
people were there, we went to dinner and one of the 
senior management called me and said he wants to get 
together, I attributed it to the amount of alcohol he 
imbibed and pretended I was working, well I was actually, 
and it did not happen again and he did not continue and it 
was never mentioned again.’ 

(Interviewee 19, Consultant, US) 

5.22 Many of the responses concerned being sexually objectified by 
colleagues and clients: 

 
‘Quite often on shift, male colleagues and people we work 
alongside but are not a part of our company they quite 
often say my job is to stand there and look pretty. Stuff 
like that really.’ 

(Interviewee 14, Officer, UK) 

‘I still have comments for the way I dress and look, nice 
dress, they think they are being nice. I don’t think they will 
comment on a guy.’ 

(Interviewee 21, Director, France) 

In my experience senior leaders were the worst and not 
just towards women but generally but especially women. 
They were vocal about shape, weight or that someone 
eats burgers and were judgemental, and they would talk 
openly what a “fat pig” our HR director was, I mean just 
not nice, and what are they saying about me?’ 

(Interviewee 20, Consultant, US) 

‘Women should not be treated as a sexual object in the 
workplace by customers or staff. There should be much 
more done to stop this. I have received unwanted 
touching, dick pics, pressured for dates and told to sleep 
with people in just five months.’ 

(Survey respondent) 

5.23 Some of the responses showed that sexist behaviour was a common 
and ‘expected’ behaviour in the industry and that it was an individual’s 
responsibility to cope or ignore the behaviour, rather than the industry’s 
responsibility to change: 

 

‘One thing I struggle with is I think there is quite a bit of 
sexual harassment in the security industry – by certain 
individuals. It can get laughed over. People report it – 
sometimes its shocking what men will say in front of 
colleagues – its quite shocking nowadays. I’ve had stuff 
happen to me verbally that is disgusting quite frankly and 
female colleagues have said that’s happened to us. 
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People think you should expect it in this environment, but 
I had more respect in the prison service than out here.’ 

(Interviewee 8, Supervisor, UK) 

5.24 Some of the responses concerned inappropriate behaviour by senior 
leadership, and highlighted poor reporting mechanisms and company 
responses, and the detrimental impact of speaking up about sexism in 
the workplace: 

 
‘A very senior leader within the organisation that I was 
working for at the time, you know made some comments 
that I felt were a bit sexist and I made an attempt to 
explain to him how that made me feel and how that 
makes us and made us as an organisation look and that 
information was not very well received.  I was laid off less 
than six months later.’ 

(Interviewee 13, Manager, US) 

‘Three times I called people out. Leadership, I pulled 
someone aside when he made sexist comments about 
women in general and curse words were used and 
embarrassing behaviour really. I pulled him aside and 
said it was inappropriate. His response was that is way I 
talk so I said then you are an idiot but I was calm. I also 
said to someone else would you speak to your wife or 
daughter that way? Two guys in fact and they said 
nothing just a stare and I eventually got half an apology. 
One was really recent.’ 

(Interviewee 20, Consultant, US) 

5.25 Some of the respondents talked about how they were excluded from 
aspects of their role, for example, one respondent talked about being 
unable to take part in some aspects of client relationship management 
because client entertainment was held in sexual entertainment venues, 
in which she felt uncomfortable and was unwilling to attend: 

 
‘When I was in the VP role for [company] I was the only 
senior female so when you go entertain clients there are 
the trips to the strip club which I wouldn’t go to because I 
wouldn’t feel comfortable.’ 

(Interviewee 6, Director, Canada) 

Lack of recognition for ‘other’ skills 

5.26 A number of respondents highlighted that women held skills that are 
more traditionally associated as ‘female’ that are advantageous in 
security careers, particularly those that involved contact with members 
of the public. For example, respondents talked about conflict resolution, 
de-escalation and people-management skills: 

 
‘Women should be appreciated for the vital contribution 
they make to any security team, conflict resolution is key 
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and often the female voice is the voice of reason, not of 
ego and testosterone.’ 

(Survey respondent) 

‘Certainly in some situations – when I had one particular 
place that I worked at for about 6 months, I was doing 
crowd control at a sporting club – quiet, retirees having a 
few drinks and a few pokie machines, occasionally deal 
with someone drunk in the evening. A lot of them tend to 
be respectful of the fact I am a woman. They would say 
sorry for swearing in front of me. I could play with that and 
control the situation. By talking with them, and instead of 
cutting off people from drinking – say slow down have 
some water and you can have another drink in 15 
minutes. Some guys [male security officers] throw their 
weight around – say you’re cut off – out you go, and they 
start fights because they are abrupt and dismissive. It’s a 
manner of dealing with people. Sometimes it comes in 
your favour. As a woman, because I’m only short, 5’6 – 
I’m not intimidating. Most of the time it takes them back 
from that edge and they don’t see me as a blockade.’ 

(Interviewee 4, Officer, Australia) 

‘I think we bring in more people management skills and 
diversity in a male dominated world. Everywhere I worked 
in management functions, I was viewed as a plus for my 
way to look at things. To soften things, to broaden things.’ 

(Survey respondent) 

5.27 It was suggested that the value of these skills was not always 
recognised and that efforts were needed to better train security 
personnel to understand the full range of skills and strengths that would 
benefit a team. 

Progression 

5.28 While some respondents felt they had been encouraged and supported 
to progress and had been treated equally to male colleagues, a number 
of respondents shared examples where they felt that they had been 
overlooked in favour of males because of gender, or that they had had 
to work harder than males to get to the same place:  

 
‘This company has a completely female management 
team. I have been able to progress. But I know others 
that haven’t been able to because it is a boys club.’ 

(Interviewee 5, Manager, UK) 
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‘I have spent a long time in the industry working from 
guard level up, I feel I’ve had to work a lot harder to move 
up the chain of command than my male counterparts and 
have had my confidence knocked several times due to 
bullying in the workplace combined with some of the older 
generation old boys network where I was felt excluded 
from a lot of things.’ 

(Survey respondent) 

‘I was told [by male manager] there’s nothing really. I 
emailed the learning and development manager directly 
and she sent me a whole list of stuff I never knew was 
available.’ 

(Interviewee 8, Supervisor, UK) 

‘It is possible further advancement was blocked after I 
became director of security, when we merged companies 
they chose a male even though I had more extensive and 
a different background. I think it was two fold, gender and 
he was former law enforcement and I didn’t have that.’ 

(Interviewee 19, Consultant, US) 

‘I love security, I am confident and good at what I do, but I 
still hit road blocks when I compete with my male counter-
parts.’ 

(Survey respondent) 

5.29 One respondent recounted an experience where she actively sought to 
circumvent the discrimination women face in recruitment by sending 
two identical résumés for a job, one identifying herself as female and 
one using only her initials to mask her gender, and received an 
interview for only the latter: 

 
‘There was a position I was encouraged to apply for 
which was a stretch, nice title but not a great salary and I 
sent in two résumés, one with my full name and one with 
my initials, and they were similar, not lies, and with the 
same credentials. They could have seen they were the 
same. I got the interview with the one with the initials so 
when they called in fact I spoke to their female secretary 
who thought I was a secretary. She laughed when I told 
her, and so she said this is so good, I won’t tell them. So I 
walked in and these guys were floored it was a women 
and I got the job beating an FBI agent and it was three 
interviews so quite a process. I was only in my 20s and 
that was my first director role.’ 

 (Interviewee 20, Consultant, US) 

5.30 One interviewee noted that in order to progress in her career she had 
had to carefully research and target areas where she identified women 
were able to succeed. This highlights the additional barriers and work 
that women may face in order to succeed in the sector: 
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‘I’ve moved up fairly quickly but I also made cautious 
decisions where I knew females would be accepted. 
Definitely through networking, talking to other females, 
attending conferences, you get a good feel of the sectors 
that are open minded and treat individuals the same. 
There are some industries I wouldn’t go in again – 
contract security – it is a male dominated industry and 
females do not get the respect.’ 

(Interviewee 6, Director, Canada) 

5.31 A few of the respondents noted that being female had been an 
advantage in the respect that because there are so few females in 
security, they were in more demand: 

 

‘I applied as licensed security, even if I applied as just a 
steward, I would have more chance of getting the job 
because I was a woman.’ 

(Interviewee 14, Officer, UK) 

‘I have only had advantages I have been selected for 
certain things because I am a woman. I don’t mind, we 
need women leaders to set examples. Gender is just not 
a barrier, I have not come across anything that is really 
bad, I have this opposite experience that I have been 
selected and supported and not stopped.’ 

(Interviewee 18, Scandinavia) 

‘Over the last two years things have changed. Most of the 
positions in the security world in France are for women. 
We are recruiting a new CSO in finance and they want a 
woman, this is true in lots of roles…I would appoint a 
woman who was not as good as a man, good but not as 
good, and then provide mentoring, that is acceptable. It 
creates huge resentment amongst men, they find it 
demeaning, they are not being promoted.’ 

(Interviewee 21, Director, France) 

Personal attributes needed in security 

5.32 In light of the numerous instances of discrimination it is perhaps 
unsurprising that some of the respondents discussed the personal 
attributes a woman needed to overcome this discrimination and 
succeed in the security industry. A number reflected that women in 
security needed to be particularly resilient in order to succeed and 
overcome the additional barriers and hurdles that women currently 
faced in the field. Being, strong, confident and making yourself heard 
came up repeatedly: 
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‘Be strong and don't take no for an answer. They will try 
to intimidate you and even question your intelligence.  
Listen to podcasts, read, watch YouTube video, take a 
class. Do whatever it takes to show them you belong 
there and earned it.’ 

(Survey respondent) 

‘Be strong, cope with male attitude, self confidence (not 
being a sensitive fragile person, you need to stand up 
against the male culture).’ 

(Survey respondent) 

‘Don’t be intimidated by loud opinionated peers.’ 
(Survey respondent) 

‘Strong willed thick-skinned.’ 
(Survey respondent) 

5.33 Some survey respondents made comments relating to the way in which 
they had adopted (or observed others adopting) more stereotypically 
male characteristics in order to succeed in the industry: 
 

‘I've succeeded by demonstrating traditionally "man like" 
characteristics - difficult to articulate here exactly what I 
mean but I believe my no-nonsense, straight talking, firm 
no bullsh!t approach has helped me to succeed in a male 
dominated sector. I don't cry off for childcare issues, I 
stay out late at socials, I've had to play the game as sad 
as it sounds.’ 

(Survey respondent) 

‘To survive, I need to become one of the guys. To 
succeed, I need to be more masculine than the men. It's 
an uphill climb for women.’ 

(Survey respondent) 

‘From what I see a lot of female security do act like men 
just to be taken seriously. If I am working beside a male 
co-worker, customers default to the male, they won't 
listen to me but listen to the man. Women harden 
themselves up to get people to listen to them from inside 
and outside the company.’ 

(Interviewee 14, Officer, UK) 

‘I would question whether it is about being more male. 
There is a mindset you have to have to be in security – 
you have to be a tough, capable – very – you have to be 
something that we associate with ‘maleness’. This is not 
an industry for the faint of heart. You are going to see 
some horrible things – your job is to protect other people 
from horrible things. If you can’t deal with those things, 
you will be damaged by this industry. You have to act like 
an industry person rather than a man or woman, but we 
tend to attribute these things to men. You can do so in a 
strong female way.’ 

(Interviewee 2, Director, US) 
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‘In my first meetings with people I did things, I would 
lower my voice, wear a black suit, maybe ensuring I was 
something other than being the female me. I am toning 
that down, I don’t know why and that is something we 
learn early on. I have not tried the alternative approach by 
trying to be tough.  

(Interviewee 18, Scandinavia) 

5.34 Some reflected on actions they had taken to ‘fit in’ with men: 
 

‘I genuinely wonder if I didn't stay behind at the bar after 
meetings with senior directors if I would have the respect 
I have now.  I am sad to say that as a woman who is not 
ultra feminine I am given more respect.  I am shocked by 
how fellow security advisors who choose to dress in 
shorter skirts etc. get treated by some of the older very 
senior men in the industry. Their intelligence is completely 
disregarded.’ 

(Survey respondent) 

‘I don’t have to be one of guys, but if you have to play golf 
– you do it – you do have to do those things.’ 

(Interviewee 1, Manager, UK) 

5.35 Others suggested that exhibiting stereotypical ‘male’ characteristics 
was not necessary for women to succeed: 
 

‘I definitely do not think they need to act like men. I think 
they bring their own skills and attributes. Something that 
we notice, particularly for front-line security personnel, is 
that if we have a whole male team and put 1-2 females in 
the team, the team dynamic changes and people respond 
differently to women sometimes because they may deal 
with situations differently and may have a different 
approach. It is going back to that be true to yourself. Why 
would you adopt the behaviour of a guy when you have 
your own skills and abilities and you should be confident 
in them.’ 

(Interviewee 15, Director, UK) 

‘I think we all need to act like professional people, not 
“men” and “women”?’ 

(Interviewee 17, Officer, UK) 

‘It is not about whether you act like a man, it is do you 
have skills, the leadership and can you think on your 
feet? And that is not about gender.’ 

(Interviewee 19, Consultant, US) 

‘Do I think that women in the industry are doing that? I 
mean yeah. To a degree. Particularly whether you are 
talking about the law enforcement side. Folks from the 
law enforcement side, I think they do try and take on 
more masculine personality traits. I do not think that is 
crucial to being successful.’ 
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(Interviewee 13, Manager, US) 

‘I have seen that – some other colleagues do that and be 
more masculine. I don’t do that, I’m proud of who I am. I 
will be myself. Joining any new company or department, 
networking is important – a little different with guys but 
need to connect with them as well. I wouldn’t change my 
personality or be less feminine. When you are younger 
there is more pressure to do that and I have seen it. But 
now approaching 50 and I’m myself, like it or not. I’m the 
boss.’ 

(Interviewee 1, Manager, UK) 

Responding to discriminatory behaviour 

5.36 It is notable that respondents frequently talked about the different 
tactics they had adopted to cope with discriminatory behaviour. Some 
respondents reported that they would ignore the behaviour or act to 
‘prove them wrong’ by demonstrating their capabilities and allowing 
their work to speak for itself: 
 

For me, they say their comment. I say fair enough and 
then I prove them wrong. Through my work I show them.’ 

(Interviewee 5, Manager, UK) 

‘Pretty head-on and choosing not to engage.’ 
(Interviewee 14, Officer, UK) 

5.37 Others talked about speaking to the individual directly or reporting the 
behaviour to management: 

 
It definitely makes a difference coming from a policing 
background - we have been supported to challenge 
behaviour. There have been female only leadership 
courses – more mentoring of female colleagues, 
networking, recognising skills, supporting peers to bring 
them through. Encouraged each other to challenge 
anything inappropriate and the support network is there if 
you need to take things further – so that gives you 
confidence. Dealing with things head on and dealing with 
the individuals straight away really. 

(Interviewee 1, Manager, UK) 

‘Women need to be confident in their abilities, stand up to 
male prejudices. Not all men in security are sexist so 
don't be deterred by those dinosaurs who are’. 

(Survey respondent) 

5.38 Notably, a significant proportion of those who had made the decision to 
speak up about discriminatory behaviour, including sexual harassment, 
spoke about ineffective reporting mechanisms in the industry, and 
weak or non-existent management responses. Some mentioned that 
companies who talked positively about equality and inclusivity were not 
living up to their promise, others talked about retaliations and negative 
consequences for reporting. Some talked about how weak responses 
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to reporting had led them to adopt different tactics to coping with 
discrimination, primarily, putting up with or ignoring behaviours. Some 
illustrative examples include: 

 
‘Being brutally honest, reporting in this industry doesn’t go 
anywhere. Its pointless reporting anything.’ 

(Interviewee 5, Manager, UK) 

‘At the beginning it would bother me and I would complain 
about the conversations but I would learn that nothing 
would get done. So I learned you know what, you can do 
what you want. I’m still gong to be successful. I will go the 
long way around the barriers if I have to.’ 

(Interviewee 6, Director, Canada) 

‘No use reporting it really. Like, it is not really. The 
company would not see it as anything out of usual. I kind 
of generally try to ignore it and brush it aside.’ 

(Interviewee 14, Officer, UK) 

‘I have reported them. The one instance in a meeting I 
didn’t need to because everyone witnessed it, in another I 
did. In a workplace, I did. It was so egregious, the HR 
director got fired and she did the investigation and I saw 
that as retaliatory. I never heard anything again.’ 

(Interviewee 20, Consultant, US) 

I have had a lot of support but sometimes feel fobbed off 
a little bit. I personally think the – females in security, 
bullying, harassment – it’s always said it won’t be 
tolerated but its all words but its not being stamped out. 
You get the banter and laughs straight after. Its not 
forceful enough.’ 

(Interviewee 8, Supervisor, UK) 

5.39 One interviewee observed that a lack of response to reporting issues 
may be starting to change: 

 
‘In my organisation any women who reported harassment 
were shot down and no outcomes were taken, no 
discipline was taken, now in the last few years that has 
changed and you would more likely be believed today. I 
think there is a lot more discussion openly and people are 
stepping up and talking about it and companies are 
becoming more sensitive and know they have to listen 
and the shift in human resource is to look at diversity and 
this has helped women to come forward. As more women 
reach higher levels of management it has opened up the 
possibility to talk more.’ 

(Interviewee 19, Consultant, US) 

5.40 Another interviewee elaborated on the importance of reporting: 
 

‘I definitely think it should be reported – I think those 
things – sometimes it is someone’s personal 
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interpretation. If it can be reported and looked at they can 
see it may have not been explained properly. If that’s 
what it is – on this occasion no – it was nothing to do with 
anything other than the way you do your job. There are 
times people are unfairly treated for the wrong reasons – 
colour, sex, personal dislike. That will always be the case 
– its human nature to judge people. And the only way to 
tackle it is to have a robust reporting system to deal with.’ 

(Interviewee 7, Manager, UK) 

5.41 Crucially, some respondents highlighted that it is not always possible to 
overcome or tolerate discrimination and there were examples of 
women leaving the industry, changing jobs or otherwise failing to thrive 
in security due to their experiences of gender related discrimination: 

 
‘When I started my role there were 13 females on this 
department and I am the only one left.  This says 
enough.’ 

(Survey respondent) 

‘I’m a female security officer for the last 6 years, I’m 5"11, 
trained in self defence and kickboxing, bigger muscles 
and bigger balls than most of my colleagues and I always 
seem to get the small, girly, weak jobs like reception 
duties or in charge of phones etc. I’m 80% more trained 
than the majority of men who started in security at the 
same time I did yet they are getting promoted before me. 
This year I’ve made up my mind that I’m going to get 
away from security as women are not taken seriously at 
all.’ 

(Survey respondent) 

‘It shouldn’t be my fault – but at the end of the day I’m the 
one that has to move.’ 

(Interviewee 3, Officer, UK) 

The nature of security work 

5.42 Respondents generally acknowledged that women still more commonly 
hold parental and caregiver responsibilities than men and consequently 
more commonly face challenges of balancing this against their work. 
As already noted, this can pose a barrier to entry and progression and 
many highlighted the need for greater flexibility in shift patterns and 
working arrangements.  

 
5.43 While generally, there was a feeling that there are certain realities of 

the security sector such as shift work and long hours, which could be 
more likely to present difficulties to parents/carers and therefore 
women, interviewees felt that in this regard security work was no worse 
than any other sector with similar working patterns: 

 
‘But I think we face the same challenges as any industry 
where there is an expectation for being on call.’ 
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(Interviewee 6, Director, Canada) 

‘Its going to be the same as anyone that has shift work. 
Most jobs advertised will say if it is shifts. That may be a 
barrier – but it has to be night shifts if that is what is 
needed.’ 

(Interviewee 7, Manager, UK) 

‘Yeah it is difficult in security to maintain work home 
balance. Hours are variable – could be on various shifts 
and its very last minute with security – you won’t get a 
booking til four days before an event. I think it’s an 
industry problem rather than an individual company 
problem. People drop out, you get last minute calls. Not 
something that can be changed.’ 

(Interviewee 5, Manager, UK) 

‘It can be a 24/7 demand on you with travel, time away 
from home, I think its quite difficult. I developed a support 
network at home for things I had to deal with. If you don’t 
have that it would be difficult. The nature of the work – 
intelligence led – how to adapt – have to deal with this 
and may not be home for three days. Difficult and 
developing your support network – rope in family or 
paying people is certainly a challenge. There have been 
times I was at work when I should have been somewhere 
else. You do have to choose between them sometimes. 
You are making choices work over family – I have done 
that – with children and parents, sometimes I think I 
shouldn’t but I had to.’ 

(Interviewee 1, Manager, UK) 

5.44 Nonetheless, respondents highlighted that more could be done to 
improve these aspects of the security sector and enable women (and 
others) with parental and caregiving responsibilities to succeed in the 
industry. This is considered further below (see para 5.61). 

Part 2 - Action needed to overcome barriers 

5.45 This section considers in turn the following key areas for action that 
most commonly arose in responses: 

 
• Challenging attitudes and beliefs 
• Redefining and promoting security 
• Promoting security to young people 
• Raising awareness of female success 
• Recruitment practices 
• Career progression 
• Addressing working patterns 
• Individual drive 
• Networking 
• Support from management 
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Challenging attitudes and beliefs 

5.46 A clear theme from the respondents was the need for employers, (and 
the industry more generally) to challenge inappropriate attitudes and 
beliefs in the sector and promote cultural change. Generally 
respondents did not think employers were doing enough to ensure 
equality among the workforce. The respondents felt there was a need 
to, challenge incorrect but widely held beliefs that disadvantage women 
in the workplace; and to introduce policies and procedures for dealing 
effectively with discrimination. 

 
5.47 The respondents perceived a gap between intentions and practice in 

the industry and emphasised the need to both develop and effectively 
implement appropriate approaches to deal with discrimination (such as 
a code of behavioural conduct) and hold staff, at all levels of seniority, 
accountable for their behaviour:  

 
‘Even in [name of large security supplier company] – 
there is still not that equality and I don’t think the 
companies are pushing it. The old boys club status is still 
out there and I don’t know how you can permanently 
break down those walls. I think they need to start with the 
cultures that are in there. The majority have equality 
policies but its not recognised at the senior level. They 
follow their own policy of equality. Do a better job of 
actively recruiting. When I was a VP speaking to clients 
they were saying this is a breath of fresh air – new ideas, 
a female.’ 

(Interviewee 6, Director, Canada) 

‘Policies are fantastic – you can have as many policies as 
you like – if you walk in to head office and its all men – it 
doesn’t matter what policy is in place, that gives a clear 
message. If you have reporting systems for bullying, 
racism. If you walk in and nothing is actively being done. 
It has to be a cultural change – it has to happen on the 
ground level – it has to be very clear – when people are 
having a laugh and make an inappropriate comment – it 
has to be done there and then. It doesn’t need to be 
about managers – if you have the culture in place that 
that is just not acceptable. Sometimes you have to get rid 
of those with bias. It’s a long process to make a cultural 
change – it’s leading by example and ensuring everyone 
does. With a workforce you have to be the one when a 
sexist joke is made you have to be strong enough to say 
that is not appropriate.’ 

(Interviewee 7, Manager, UK) 

5.48 Respondents also suggested that training was needed to raise 
awareness of diversity issues and set expectations for behaviour. 
Appropriate time points for this included when new recruits are 
inducted, but also among existing staff, including those in senior 
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positions, so that it is clear to all staff what is inappropriate behaviour. 
This was especially relevant given that respondents noted some senior 
managers and some of those who had been in the industry a long time 
acted inappropriately and held an ‘old boys club’ attitude, and most 
observations about appropriate behaviour or positive change was cited 
within relationships between more junior colleagues. It was also 
observed that women experienced inappropriate or discriminatory 
behaviour from men who were unaware that their behaviour was 
unacceptable, confirming the need to target training broadly: 

 
‘I think that in training or when doing your licence. I think 
even there, the females are looked at differently in 
training. They point out guys, come up show that – don’t 
want to hurt the women. You have to set everyone 
together whether in training or meeting – speak as a 
group and embed it in everyone’s head – we’re all doing 
the same job, so we’re all entitled to the same 
opportunities.’ 

(Interviewee 8, Supervisor, UK) 

‘As I brought up with my ex employers – need to re-train 
them. People are coming from different backgrounds, 
culture is very different. I never seen something like that 
put in place. A behaviour policy.’ 

(Interviewee 3, Officer, UK)  

‘More comprehensive training that includes women and 
their strengths instead of being given the view that it is all 
about physical strength.’ 

(Survey respondent) 

‘Keynote speaker seminars where men are educated in 
the benefits of a fair and equal playing field.’ 

(Survey respondent) 

5.49 The importance of establishing clear and effective mechanisms to deal 
with discriminatory behaviour was highlighted. As noted above a 
number of respondents observed that reporting discrimination had 
been ineffective or detrimental because complaints were not dealt with 
appropriately. There were a number of comments regarding failures in 
human resources, and how safer complaint recording mechanisms that 
eliminated the potential negative impacts of reporting were required:  

 
‘Better confidential reporting system for harassment and 
misconduct. Often upper level male management rely on 
the fact that a door supervisor role is replaceable and 
complaints get buried.’ 

(Survey respondent) 

‘There must be greater acceptance that unconscious bias 
is very prevalent with external bodies responsible for 
handling complaints that are gender related. This would 
reduce fear of speaking out and encourage women to be 
more vocal in open forums. Currently there is fear of 
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recourse or belief that complaints about bias will not be 
listened to or acted upon.’ 

(Survey respondent) 

‘Very often issues get hidden as e.g. to raise challenges 
to performance like bullying can make the female a target 
still no matter how high performing she is. The age of Me 
Too had in ways not been particularly good on the ground 
to security gals as a single girl within an all male 
environment can be seen as a potential litigation problem 
for the business. Even though most are well seasoned at 
tolerating male discrimination (I enjoy proving them 
wrong) it is, however not easy sometimes :)’ 

(Survey respondent) 

‘It is a big fight to get the recognition from male 
colleagues and superiors. And it is too easy for women to 
be seen as complainers when questioning working 
practices and favouritism displayed to male counterparts.’ 

(Survey respondent) 

‘Transparent HR policy making and real accountability for 
those who fail to meet them.’ 

(Survey respondent) 

Redefining and promoting security 

5.50 Hand in hand with the need for industry change, was the need to 
promote the industry in different ways. Industry change and the 
promotion of industry to create a more diverse and inclusive workforce 
were viewed as interdependent factors requiring each other for 
success.  
 

5.51 Respondents suggested that work was needed to demonstrate industry 
change, the diverse range of career options and the rewards of a 
career in security. It was noted that a better understanding of what 
security is now, would encourage more women, and more broadly, a 
more diverse population, to see a career in security as suitable, and 
would also challenge the views of those who think women do not 
belong in security because of the perception of physical danger. Some 
examples included: 

 
‘The main thing (in the US) is to change the perception of 
security from something that requires an enforcement 
background to a business supporting profession. The 
image of security is of large men with ear pieces.  We 
need to do more to make it accessible to non-
enforcement people.’ 

(Survey respondent) 

‘I think it needs to be made clear that we are not 
‘bouncers’ and security has changed a lot in the last 20 
years.’ 

(Interviewee 17, Officer, UK) 
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‘People think of bodyguards and technicians and system 
installers and that would not be of interest to me, security 
can be different and the general public view is narrow.’ 

 (Interviewee 18, Scandinavia) 

‘We need to do a better job as a profession in reaching 
out and get away from gates and guns mentality and 
show there are other opportunities in our sector which 
don’t require you to be a six foot guy, the intellectual side 
so physical presence is not the be all and end all. Women 
in uniform are normally in shown in adverts but there is so 
much we can do that is behind the scenes that is 
relevant.’ 

(Interviewee 20, Consultant, US) 

‘For us to breakdown the perception that roles in the 
security sector are more suited to men. I work in 
management but would love to see more female 
candidates when we advertise vacancies’.   

(Survey respondent) 

5.52 The respondents felt that the positive aspects of a career in security 
were not well understood, and a useful avenue for potential promotion: 

 
‘Change the perception that security is a profession 
without much future and for people without much 
aspiration or capacity to progress.’ 

(Survey respondent) 

‘More awareness of the opportunities within security. 
Before entering security, many people I’ve spoken with 
were under the impression that it is a blue-collar industry 
with most employees serving as security patrol officers, 
rather than strategic and critical functions.’ 

(Survey respondent) 

‘The importance, that they can make a difference.’ 
(Survey respondent) 

‘Highlighting how it’s a job with flexible hours allowing it to 
be applicable to women looking to start a family’. 

(Survey respondent) 

Promoting security to young people 

5.53 The importance of working with education providers to promote security 
roles as a career option to young people was highlighted. It was noted 
that not enough young people and particularly women are aware of the 
roles available within security. For example: 

 
Well I think, things like going in to schools to speak to 
14/15 years olds thinking about what they may want to 
do, going in to that situation and saying yes you can be a 
female in this industry – schools, universities, colleges. 
And job centres – with female managers of security 
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companies – yes we recruit females, yes we support 
females, there’s no discrimination here. That would be a 
massive help to get females in the industry. 

(Interviewee 5, Manager, UK) 

Needs to be more encouragement at colleges, more 
programs to allow them to engage, such as security 
management courses and not just criminal justice and 
can they do corporate roles. Or emergency management 
at community level. I am talking about encouraging 
women to do that, so being proactive as information is 
provided, are they showing women in those roles? These 
are things you can aspire to be. ASIS could do this and 
co-ordinate and work with academic providers to 
encourage women to get into security.’ 

(Interviewee 19, Consultant, US) 

‘Senior level females as role models to encourage women 
considering the profession on panels, university guest 
lecturers etc.’ 

(Survey respondent) 

‘Early education about the variety of opportunities from 
intel through to more physical security roles.’ 

(Survey respondent) 

‘More awareness in academic settings, case-studies, 
feature articles of successful women in the industry to 
show the clear path to success.’ 

(Survey respondent) 

‘We need to reach out to young professionals while still in 
college and make it clear to them that security is a good, 
viable profession with opportunities, growth, and a 
supportive future (men AND women) ... This industry is 
aging fast.’ 

(Survey respondent) 

‘Programs to entice women from schools, colleges, 
universities and any current career into the security 
market, that have a quarterly/yearly achievement program 
to develop women in security.’ 

(Survey respondent) 

Raising awareness of female success 

5.54 There was also thought to be a need to increase the visibility of women 
in security and more generally market their success in the media to 
change the perception of security as a male role. Respondents felt this 
could be achieved particularly through highlighting female leaders, the 
careers of women working in a variety of roles/sectors, and more 
generally, women’s success in the industry. It was thought this would 
attract more women to the industry and help demonstrate that women 
can progress: 
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‘When women see other women doing the job then they 
will think, “hey, I want to do that too”.’  

(Survey respondent) 

‘Seeing more women succeed and then speak would 
encourage more women to apply.’ 

(Survey respondent) 

‘I think we must make our jobs more visible for women 
and overcome the idea of an old boys network.’ 

(Survey respondent) 

‘Until we are actually seen doing the job and heard of 
doing a good job and its been reported and all the rest of 
it, it will always be a male dominated place except for the 
minor roles and then it may be who you know rather than 
what you know.’ 

(Interviewee 9, Officer, UK] 

‘Just an increased presence. Quite a few people when I 
told them I was going into security they laughed and 
scoffed because they said I was not a big burly man. 
Increased representation of all women in the field of all 
shapes and sizes is needed. Increased presence is 
important because it is hard to break that stereotype that 
is in the media and companies as well. Media plays a big 
part as well.’ 

(Interviewee 14, Officer, UK) 

‘I would love more women to be managers and 
supervisors in high up roles in security, as my ‘higher ups’ 
are all male. Hiring and promoting more women in higher 
positions so that we can look up to someone, and it also 
means that we can consult someone female on issues 
such as being disrespected by sexist members of the 
public, without feeling ashamed that the male members of 
staff will not take it seriously.’ 

(Interviewee 17, Officer, UK) 

‘Candidates need to be able to see themselves working in 
that field, which requires seeing more women actively 
engaged at the highest levels.’ 

(Survey respondent) 

‘It is very sad for me to see, that in any conference, 
meetings of the sector usually only 10% are women. It is 
very important to invite more women as participants and 
speakers to public events and companies to understand 
diversity is key and hire more women in security roles.’ 

(Survey respondent) 

5.55 Other responses included the potential benefits of women in security 
award schemes to celebrate success, open days, providing the 
opportunity to talk to women within the industry, the importance of 
women promoting the career to other women, and the need to provide 
case studies to demonstrate how the sector has benefits for different 
groups of female employees.  
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Recruitment practices 

5.56 Many of the respondents talked about the need to improve recruitment 
processes in the industry. Respondents noted that in job adverts and 
job descriptions, pictures and wording are often geared towards males, 
and progress towards removing gender bias in advertising in other 
industries was missing in the security sector. 
  

5.57 It was suggested that very initial progress could be made by at least 
ensuring that wording is not discriminatory (e.g. referring to ‘he’), but 
further, that much more could be done to ensure security roles appeal 
to women, such as focusing on the range of skills that security requires 
and re-thinking job titles and the masculine nature of the language 
used. Some examples here included: 

 
‘Adverts and role specifications which have terminology 
that will appeal to men, women and non-binary 
individuals, rather than the focus on what attracts a man 
to a role.’ 

(Survey respondent) 

‘Language in job postings often seems very male centric 
and focused (i.e. that the role would be more ideal for a 
male based on the 'need and requirements').’ 

(Survey respondent) 

‘Security is changing more into facilities departments 
which makes it more attractive and appealing - don’t call 
them security officers as this is very much a male 
dominated name/ job role.’ 

(Survey respondent) 

‘I think a lot of the pictures you see – adverts on websites 
will be pictures of men in suits or things like that and 
people have to be mindful when designing company 
websites. If I’m looking at jobs I’ll always look at the 
website. It shouldn’t always be happy shiny 23 year olds, 
there should be a fair representation of the workforce, 
otherwise it will get people thinking they can’t work there. 
Men in suits is off-putting to women. Women are off-
putting to men. Doesn’t matter what you’ve written if the 
graphics don’t support a varied workforce – without 
knowing it. The thoughts are there without us knowing – 
almost conditioning applicants not to apply – we should 
be saying everyone is welcome. But perhaps some are 
doing it on purpose.’ 

(Interviewee 7, Manager, UK) 

‘I do believe the SIA need to encourage more women in 
to the industry. Social media is the biggest things. I think 
just using gender-neutral pronouns. You see – him, his in 
job adverts and it is very off putting. The term ‘doorman’ 
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should be door person. How they word things could be a 
lot better.’ 

(Interviewee 5, Manager, UK) 

5.58 Further, it was suggested that advertising locations should be 
diversified in order that more women are exposed to adverts looking for 
security personnel.  

 
5.59 The respondents also talked about other practices that would create a 

more level playing field for women, such as the need to recruit 
externally rather than internally, ensure recruitment was not focused on 
law enforcement or military backgrounds, the need to adopt a flexible 
approach in regards to employing those without recent history of paid 
employment, the use of transparent recruitment processes, and those 
that avoided discrimination based on gender e.g. the use of ‘blind’ CVs: 

 
‘Recruitment not focusing on law enforcement or military 
background.’ 

(Survey respondent) 

‘To put opportunities out in public rather than taking 
people just internally.’ 

(Survey respondent) 

‘Flexible with women who have been unemployed for 
more than 6 months to look after their children and cannot 
provide evidence of income due to being financially 
supported by their partner.’ 

(Survey respondent) 

‘Open-minded hiring managers, blind CVs.’ 
(Survey respondent) 

‘Transparent recruitment and consideration for 
modernizing the thought process on diversity within 
professional networks and associations. Essentially, the 
market is extremely competitive and male dominated.’ 

(Survey respondent) 

‘Leadership that encourages women and opens equal 
opportunities to the best candidate, not just those that 
they envision will be successful in the role.’ 

(Survey respondent) 

‘Equal opportunity and scoring criteria when applying for 
roles.’ 

(Survey respondent) 

‘Not for women but across every facet of diversity. We 
write stuff down on paper. I see not enough going in to 
trying a bit harder to find a few candidates who might not 
be the first résumé that pops up – its very easy to find a 
qualified male white candidate. They fit, great choice, 
fine, but did you take an extra 15 minutes to read the 
résumé of a person who might be an amazing fit that 
didn’t have 20 years in the marines – that’s where we fall 
down on diversity, not looking for people who do other 
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things. We cannot get young people in the industry. We 
[seem to] chase diversity out – we’re doing a poor job of 
embracing the next generation. Youth outreach to 
everyone – is more than focusing on females. Get young 
people in and they will do the rest.’ 

(Interviewee 2, Director, US) 

‘Equal attitude from the hiring manager that woman can 
be effective security guards, same as men.’ 

(Survey respondent) 

Career progression 

5.60 Some of the responses concerned the need for more open and 
transparent processes within the industry in regards to career 
progression. There was also a strong theme in regards to the need for 
industry to provide more flexible career options to encourage women to 
enter the sector and greater clarity of opportunities and the path to 
follow to be able to progress. Some illustrative examples include: 

 
‘A level advancement field - being offered the same level 
of advancement as men.’ 

(Survey respondent) 

‘Fair evidenced-based promotions where personalities, 
sex and race are removed from the application.’ 

(Survey respondent) 

‘Needs to be more opportunity for advancement, not just 
the boys club.’ 

(Survey respondent) 

‘Clear expectations of role and objectives, less vague and 
easier to show good performance.’ 

(Survey respondent) 

‘Clear carrier path and visible promotion options (same as 
for men).’ 

(Survey respondent) 

‘Explain the advance[ment] ladder.’ 
(Survey respondent) 

‘Make us feel supported and heard.  Invest in our 
development and support us going to summits. These 
opportunities continue to be given to males’. 

(Survey respondent) 

Addressing working patterns 

5.61 As noted above, while many felt that the difficulties of shift work and 
long hours were a reality of the sector, a number highlighted that there 
were still things that could be done to improve this, which would benefit 
all but particularly female parents and caregivers. For example working 
with clients to offer shorter shifts and consistent (rather than 
alternating) working times: 
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‘I definitely think we need to do more. The challenge we 
face is that clients want a certain level of cover and it is 
not often you will get clients to agree to more cover or 
split shifts. I think that is where our industry could really 
evolve in relation to working hours and wellbeing. I was 
literally working on a tender today where the client said 
they were open to us making proposal to have more 
flexible shift patterns such as 8 hours because their 
objective is to be more inclusive and they know shift work 
is not as inclusive. If they are doing it, others will follow 
suit. For us, in terms of recruitment that would open the 
floodgates for that kind of diverse workforce. Different 
people from different backgrounds that will be a big 
change.’ 

(Interviewee 15, Director, UK) 

‘Organisations need to rethink the shift structure, is it 
necessary to rotate through the shifts or can you say your 
job is this time and someone else’s was another time, a 
regular time? This would be better perhaps which might 
help women and may be better for people’s bodies.’ 

[Interviewee 19, Consultant, US] 

‘If they’ve got kids I will look at adjusted shift patterns to 
help them and would have them working through us set 
days, only mornings whatever, because I’d rather have 
that good employee, than a worse one that’s free all the 
time. That’s for everyone though – for example we work a 
schedule for one man who looks after an elderly parent.’ 

 [Interviewee 7, Manager, UK] 

‘Find a way to instil in corporations / organizations the 
need for flexibility in the industry to allow for females to be 
able to manage personal as well as professional needs 
as the security industry is a 24/7 role.  Many females do 
not want to impact their family life for such a demanding 
career unless there is balance and a meaningful / mutual 
benefit.’ 

(Survey respondent) 

‘Fair wages, flexible working hours, benefits for family 
leave.’ 

(Survey respondent) 

‘Family friendly hours, possibly by offering split shifts.’ 
(Survey respondent) 

‘Shorter shift patterns for shift workers and shorter 
working weeks away from 50 & 60hrs when a Monday to 
Friday role’.  

(Survey respondent) 
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Individual drive 

5.62 While the main emphasis of responses concerned the need for industry 
or organisational change to encourage women into the security sector, 
and ensure a level playing field where they could succeed, respondents 
also reflected on the action they had taken to overcome barriers. 
 

5.63 On an individual level it was noted to be important for women to take 
action towards their own success. Aside from the obvious need to gain 
the relevant skills and experience required, suggestions included that 
women needed to set themselves goals, make themselves heard, have 
confidence in themselves and learn to sell themselves. For example: 

 
‘Have a plan of where you are and where you want to go 
and don’t be frightened of selling yourself. As women we 
are not so ballsy – to say I’d be good at that. Be prepared 
to go head to head with other people that will be selling 
themselves. Develop those skills that are going to 
represent yourself as best you can. Sometimes you have 
to go in there and show off, you have to compete on that 
playing field. Don’t be frightened to blow your own 
trumpet. If you don’t someone else will push you out of 
the way.’ 

(Interviewee 1, Manager, UK) 

‘I think the biggest thing in this industry is being ballsy – if 
you are female you’ve got to be able to speak your mind 
otherwise you will get trodden on. You have to have 
confidence to say this it how it needs to be done and 
stand up for yourself. They just need to be heard.’ 

(Interviewee 5, Manager, UK) 

‘One absolutely key is pursue education and take 
classes, now for a women it is more let’s say an 
expectation that she should have this, for men it is 
perhaps less there. I think it is because of the good old 
boy network, I experienced that in my organisation, but 
this is changing.’ 

(Interviewee 19, Consultant, US) 

5.64 The nature of some of these responses illustrated not just the skills 
needed to do well in the industry but the skills required to overcome the 
additional barriers and hurdles that women currently faced in the field. 
For example, the following responses describes how women need to 
prove they belong in the industry, and must be prepared to stand 
strong in response to intimidation: 

 

‘Be strong and don't take no for an answer. They will try 
to intimidate you and even question your intelligence.  
Listen to podcast, read, watch YouTube video, take a 
class. Do whatever it takes to show them you belong 
there and earned it.’ 

(Survey respondent) 
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‘Be strong, cope with male attitude, self confidence (not 
being a sensitive fragile person, you need to stand up 
against the male culture).’ 

(Survey respondent) 

‘Don’t be intimidated by loud opinionated peers.’ 
(Survey respondent) 

‘Personal drive, ambition, responsibility... the time (in the 
US - I do not know about other places) is right now for 
women to step up and OWN "Women in Security"...  we 
can't wait for it to be handed to us.’ 

(Survey respondent) 

5.65 A significant factor, mentioned frequently by respondents was 
confidence, the need for confidence, factors to enable women’s 
confidence, and a feeling that women lacked confidence compared to 
their equally competent male colleagues and that this prevented them 
from progressing and achieving their potential in the field: 

 
‘More confidence. The women I know in security do an 
excellent job but are less confident about their abilities 
than their male counterparts.’  

(survey respondent) 

‘There’s an old saying that if a woman looks at her CV 
and a job posting, she thinks “I can do that but I can’t do 
30% of that” so she doesn't apply. But a man looks and 
thinks “I can do 30% of that but the rest I can’t but I can 
fake it” and applies -- that confidence and go-getter male 
attitude. I have experienced that a lot with myself and with 
other people I have had in my team. So I think that in 
terms of tips, you definitely have to stay true to yourself 
and be confident and independent and, you know, set a 
good example as a leader if you're going to develop in 
any industry.’ 

(Interviewee 15, Director, UK) 

‘Never ever look for that 100% box – if women are looking 
for a new job and don’t tick every box they think they can’t 
do it. I say if you can do half of it, throw your hat in the 
ring – know you can learn things on the fly.’ 

(Interviewee 2, Director, US) 

‘I recently had an interview for an award nomination and 
she said do you know who nominated you – I said I 
nominated myself because we need to talk about the 
good work we have done. This is what I’ve achieved – I’m 
very good at walking in and saying this is me.’ 

(Interviewee 7, Manager, UK) 

5.66 Some of the respondents talked about the importance of good support 
in order that women could develop their confidence to succeed: 

 
‘It’s mainly due to the support of my company that I feel 
able to say I’m good at this and to share it with people. 
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Then again – that’s slowly and surely changing in society 
that women are allowed to speak.’ 

(Interviewee 7, Manager, UK) 

‘Openness of the industry, to show support and give the 
confidence that Females in security are seen as equal.’ 

(Survey respondent) 

‘I think there need to be more company policies in place 
to stop bullying of women or belittling of women, when 
women are confident in there abilities they will naturally 
succeed.  

(Survey respondent) 

‘Given the chance to succeed. Given more responsibility 
and the chance to manager or supervise others.’  

(Survey respondent) 

‘Women in general are taught to defer, taught by every 
cultural thing we are steeped in, sit back, be quiet, let 
other people take the spotlight. If we take the spotlight we 
are thought badly of. And we are terrified of feeling stupid. 
Of course sometimes you still need a male to repeat it [an 
idea] so that people actually listen.  

(Interviewee 2, Director, US) 

Networking 

5.67 Some suggested making efforts to network was important as the 
relationships developed could help women to plot a career path and 
gain insights on how to achieve their goals. Some specifically noted the 
merits of participating in security associations with branches for 
women. Some illustrative examples include: 

 
‘I think more PR and more interaction on social media. 
[At] ASIS UK, the Women in Security arm, it was about 
trying to get women to come along to events and share 
information and just start to network and talk to each 
other about the challenges we face and how to engage 
with more of them. The more of that that happens the 
better. It is really communication, engagement, getting 
the message out there. You know, networking. Just 
getting the info out there that security is more about a 
career path than a job you fell into.  

(Interviewee 15, Director, UK) 

‘Really making those connections with other females in 
the industry, we are really good at relying on each other 
and reaching out if we need help. Every woman at 
networks, conferences, events, you keep that relationship 
– don’t be afraid to ask for help – every single person I’ve 
met has been happy to help you out.’ 

(Interviewee 6, Director, Canada) 
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‘I think female networking within the industry is essential. 
It doesn’t need to exclude men who can have some good 
input, but it needs to be a more supportive workplace and 
industry so there are people to talk to when issues arise 
that aren’t in line management – female networking – 
maintaining. Being able to run ideas past peers in a safe 
environment where it won’t come back to bite you. That 
needs to be female led.  

(Interviewee 1, Manager, UK) 

Support from management 

5.68 The importance of having support from management was highlighted. 
While this could take many guises, some specifically mentioned the 
importance that mentoring (by women and men) could hold for 
supporting women to develop their careers. This was felt to be 
particularly important for women due to the relative isolation of women 
in the workplace, and as such, lack of role models in regards to career 
ambitions: 

 
‘I’ve had the benefit of amazing mentors in the security 
industry – interestingly all of them male – they were clear 
early on that it didn’t matter that I came from tech – I’m 
smart and really good at the topic – they said you are 
good at what you do, do it and do not worry. I had an 
amazing boss who has played the gender card on my 
behalf on several times – and a person in HR – do you 
realise this employee is being paid less than others on 
her team doing the same work. You know some people 
come in at a low grade and only get 10% and other 
people come straight in higher. I’ve had people go to bat 
for me. That taught me how to function with my team – I’ll 
go to the mat for my team. They’ve showed me how to be 
a leader, not a man leader or a woman leader but ‘a’ 
leader. Mentors are really important, who will push you 
and make you recognise how awesome you are. If you 
don’t have a person telling you how awesome you are, 
get one. Also understand that you are awesome.’ 

(Interviewee 2, Director, US) 

Mentoring – giving people opportunities to develop 
without favouring females. A bit more support – because 
it is lots of men of a certain age. Also bringing younger 
people in – and they are being supported. Its important to 
include men in the process – I’ve worked for amazing 
men that were real champions of women in the 
workplace. Not just women bringing through women – but 
identifying talent and bring that through.’ 

(Interviewee 1, Manager, UK) 

‘It would be really good if there was a female mentorship 
programme through ASIS or some association that they 
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could reach out to a female in their area. One of the big 
life skills is public speaking and being able to 
communicate – that’s where my success came. Even 
though I was mentored by males, they gave me the 
opportunity to speak – that is a big life skill that would 
help a lot of females. I don’t necessarily think that a focus 
– just getting that message. Its great having emergency 
management, IT, physical resources skills but 
communication never seems to be a focus. A bigger 
focus – how do you communicate during a crisis, in front 
of a large group of senior management – whether follow 
up on KPI services, if an emergency situation where the 
response wasn’t that great – how do you communicate 
that and implement better counter measures. That would 
help a lot of women.  
I think if we educate them if there was a mistake – here’s 
what I’ve put in place to ensure it doesn’t happen again.’ 

(Interviewee 6, Director, Canada) 

‘The mentoring role I think is brilliant. I brought that up in 
one to one – I was told it wouldn’t work. I was a bit 
disappointed really.’ 

(Interviewee 8, Supervisor, UK) 

‘Yeah I think it is education. I think it is mentorship. I think 
those of us who have been in the industry for a long time 
need to do even more than we are already doing to bring 
along the next generation.’ 

(Interviewee 13, Manager, US) 

‘Having support - I was lucky to have an incredible 
mentor, who I am still in touch with after many years.’ 

(Survey respondent) 

‘The industry is mostly old white men and they are afraid 
to mentor young women because of sexual misconduct 
allegations or how the relationship might look so women 
don't get mentored frequently, more men need to be 
brave and mentor these women.’  

(Survey respondent) 

‘Strong female mentors who can provide actionable 
advice and leaders who provide development 
opportunities for females in security.’ 

(Survey respondent) 

‘A stronger and louder voice from those women already in 
higher managerial roles that continues to say, you too can 
do this.’ 

(Survey respondent) 

5.69 The value of good support was in its ability to help women identify their 
strengths, provide encouragement and help women to build confidence 
in their own abilities.  
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5.70 A number of respondents noted the importance of males acting as 
champions for diversity in the security sector. Given the relatively low 
number of women in senior positions, it was thought that the support of 
male leaders to take action is very much needed: 

 
‘Again, you know us women leaders need to you know 
continue to bring along the next generation and we need 
more open-minded men at the top, if you will, to continue 
to demand diversity in the field.’ 

(Interviewee 13, Manager, US) 

‘Really funny, had this on a number of occasions – 
sometimes women struggle to have their voice heard 
around a table and then a man makes the same point and 
everyone stops and listens. A really interesting example – 
really senior woman – she got a supportive man and said, 
when I make a point can you replay it back to the room in 
order for me to be acknowledged. She says “I want to do 
abc” and he says ‘that’s a great idea”. I do find myself 
having to repeat my point in order to land it. So I think 
men can really help.’ 

(Informal feedback 22) 

‘Male champions make a huge difference. Male bosses I 
have had who actively recruit women and champion their 
causes (equal pay, mentoring, etc.) have attracted me to 
specific roles and retained me versus individuals who did 
not acknowledge female challenges in the industry or 
blatantly made remarks indicating they had to "protect" 
women in the security industry.’ 

(Survey respondent) 

Summary of qualitative findings 

5.71 The qualitative findings provide additional insights to the issues 
explored in the survey. They highlight the need for change in the 
industry and require a much greater focus on removing the barriers that 
women face. Crucially the findings illustrate an overarching point that 
many of the changes needed to attract and progress women, would in 
fact make careers in security more appealing to everyone.  

 
5.72 The final section of the report considers the findings as a whole, 

providing a discussion of the key issues. 
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Section 6. Discussion 
6.1 These findings need to be set in context. This study was not designed 

to, nor does it suggest that men and other genders don’t face issues 
too. Inevitably some of the barriers covered here will also affect other 
genders. Neither does it suggest that inequalities are distinct to security 
and do not exist in other sectors. 

 
6.2 The headline findings of this report suggest room for optimism, after all, 

over two-thirds (69%) had a positive experience of working in security 
and only 6% had had an explicitly negative experience. Interestingly 
over a third indicated that being a woman in security gives them an 
advantage in some ways (albeit about as many disagreed). Moreover, 
a number of interviewees highlighted how they had been treated as 
equals or had excellent male managers that supported them and 
mentored them. The significance of this work is in identifying why 
women remain underrepresented in security and what may help 
change this. 

 
6.3 Many women have carved good careers and reflect on the 

professionalism and opportunities that a career in security provides. 
Indeed, the majority said that their attitude to security had changed 
since joining the sector, and more than twice as many said positively 
rather than negatively. The majority of women don’t lack confidence in 
their abilities, nor for the most part do they feel they lack the physical 
capabilities required of the work; this is important and essentially rebuts 
these perceptions. But these positives cannot hide some real concerns 
expressed.  
 

6.4 There was widespread experience of various forms of gender 
discrimination; sexism, bullying, receiving less support than men, less 
opportunities for promotion and less pay. On this latter point there was 
a general point that over half agreed with, that wages in the industry 
were low, and there was a specific point that two-fifths agreed with that 
women were paid less than men for doing the same job. Strikingly, 
while 41% felt that men and women in their place of work were equally 
likely to be promoted, 44% felt women were less likely, 3% said women 
were more likely than men. Almost half felt that they had to do more to 
earn respect. 
 

6.5 Approaching two-thirds of respondents had experienced one or more 
instances of bullying, sexual harassment and violent male 
colleagues/managers or the public while working in a security role. A 
half had experienced bullying, nearly as many sexual harassment, and 
nearly a quarter some type of violence. Those so affected, 
unsurprisingly, were less likely to be positive about security work. The 
majority of women felt security was still an ‘old boys club’ with a lack of 
female role models. 
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6.6 Some women were impacted more. With a caution that the sample was 
self-selected it raised some pointers for consideration. For example, 
interviewees that had worked in other sectors previously, felt security 
was a step back in terms of equality. And in the survey those employed 
in-house generally faired better than those employed by security 
companies presumably, at least in part, because the male dominance 
is watered down as in-house operatives are part of a business with a 
focus other than security (even if the security team is male-dominated 
the wider workforce is likely more split). This though needs more 
research. Those in more senior roles generally faired better than more 
junior employees regarding the realities of the security sector that may 
be off putting (such as hours, pay, lack of permanent and full time jobs) 
but were more impacted by issues such as having to work harder to 
prove themselves, being paid less than men for the same work and 
experiencing an “old boys club”. 

 
6.7 While some women had less experience of approaches to overcome 

potential barriers to women entering and progressing in the industry 
than others, notably, this was also low overall, despite a perception that 
they are effective. In short, relatively few of the steps that could be 
taken to address the issues are being taken. 

 
6.8 This study was not designed to produce a ‘how to guide’ on improving 

the experiences of women in security work. Important though that is, 
and the findings here suggest it is crucial, that merits a different piece 
of work. That said some important points have emerged. By and large 
women to do not want ‘special’ treatment or to be given advantages 
(although some acknowledged that positive discrimination had helped 
them). They generally call for approaches that will enable them to be 
treated the same. Many of the things that would help, are about being a 
good employer generally, and not about making special allowances just 
for women. Similarly, changing the perception of security, and 
dispelling the myths (e.g. that it demands a physical presence, that it is 
about action as opposed to people skills) is key to attracting the best 
recruits generally and not just women. Indeed, the ways in which the 
industry is portrayed, and the ways in which individuals are recruited 
and retained (e.g. building networks, encouraging promotions, setting 
clear agendas from the top regarding diversity generally) are big issues 
for the sector, and what this study has shown is that this is especially 
the case for women. There is a special call for more female role 
models, and crucially more awareness of them and their successes. It 
will be recalled that respondents noted that there are some good ways 
of overcoming barriers to recruiting and retaining women and providing 
them with good careers, flexible working hours and mentorship 
programmes were seen as positive but lacked support.  

 
6.9 Security has much to offer, this has long been recognised. What is 

clear from this research is that greater recognition is needed of the 
barriers to successfully recruiting and supporting women, which appear 
particularly acute in the contracted sector. The remedies are not rocket 



© Perpetuity Research and Consultancy International Ltd 76 

science, but they are important and they have not been given sufficient 
credence so far, not by enough people anyway, and therein rests the 
challenge. 
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Appendix 1 - Methodology 
Quantitative and qualitative research methods were used to undertake the 
needs assessment. A summary of these is provided below. 

Stage 1: Evidence Review 
The review of relevant documentation focused on identifying the key barriers 
to women’s progression in the security industry and designated ways of 
overcoming them. 
 
To provide current data on this, we conducted a review of documentation 
using both broad and directed evidence searches using open source research 
tools and academic library databases. The evidence uncovered during these 
searches was quality assessed prior to inclusion in the review. High quality 
sources were then reviewed using a snowballing technique to expand the 
literature search to ensure that topics of interest were exhausted. 
 
In addition to providing evidence concerning the aims of the research the 
literature review also informed the development of the survey and interview 
schedule used in the project fieldwork. 

Stage 2: Fieldwork 
In order to gain an understanding of the experiences of women in security as 
it relates to the aims of this research, an online survey was developed for 
dissemination. The survey included mainly quantitative questions – with 
multiple choice answer options and a small number of qualitative questions – 
inviting open feedback. The survey was disseminated to security press 
contacts and security associations, including women in security associations 
and the wording encouraged individuals to let their colleagues and contacts 
know about the research. The survey was open in the early part of 2019. A 
total of total 706 survey responses were received although not every 
respondent completed every question in the survey. 
 
A sample of women from the above mentioned groups were also invited to 
take part in semi-structured research interviews. The approach was to identify 
a variety of individuals (i.e. with differing lengths of experience, differing roles, 
based in different countries) to help understand the experiences of women in 
security – both good and bad. The purpose was to explore the issues in more 
detail than is possible via an online survey. The questions were based on the 
information from the literature review and findings emerging from the survey 
responses. We formally interviewed 21 individuals (8 were in relatively ‘junior’ 
roles and 13 in more high ranking roles; 10 were UK based, 5 US, 2 Australia, 
2 France, 1 Canada and 1 Scandinavian) and incorporated more informal 
feedback from a further 2 individuals (both high ranking, UK based 
individuals). 
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Stage 3: Data Analysis and Report Writing 
The survey data was analysed using SPSS. Frequencies were run and 
statistical tests performed to determine whether relationships between 
variables were present (i.e. whether respondents with specific characteristics 
answered differently to others). Using a chi-squared test statistical 
significance was determined as p value less than .05. 
 
Interview summaries were created for each interview. The researcher made 
detailed notes of the participants’ responses and key quotes were transcribed 
verbatim. Through this process the data set was developed and data 
interpretation was initiated.  
 
A framework analysis approach was used to analyse the data:  

• Familiarisation with the data – achieved by reading the interview 
transcripts and survey responses.  

• Identifying a thematic framework – noting key phrases and ideas 
arising and developing these into categories of findings. 

• Indexing – sifting the data, highlighting and sorting illustrative 
responses and making comparisons within and between these.  

• Charting – lifting the responses from their original context and re-
arranging them under the newly-developed thematic content. 

• Mapping and interpretation – building the relationships between the 
responses and the links between the data as a whole. 

 
The findings of the analysis were organised and presented in a written report. 

Ethics and Limitations 
The project was assessed using Perpetuity Research’s enhanced ethics 
protocol. These protocols are adapted from ethical guidelines from both the 
Social Research Association and the Economic and Social Research Council 
(ESRC). 
 
While efforts were made to publicise the survey widely and encourage 
responses, the sample was self-recruited and no claims can be made about 
its overall representativeness of women in physical security. Additionally a 
concerted effort was made by the sponsor organisation to publicise the survey 
among its own colleagues. It is not known to what extent other individual 
companies may have advertised the survey to their staff and therefore to what 
extent the survey responses could over-represent those employed by a 
particular company. However, any impact of this possibility is likely to be 
minimal for two main reasons; i) the majority of questions focus on individuals’ 
experiences of the sector generally (and not in relation to their current 
employer); ii) the sponsor organisation is a security services company with a 
number of facets to its work and therefore colleagues will be deployed to 
different types of sites and different types of security work and are therefore 
likely to vary in their experiences.  
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Appendix 2 - Additional Tables 
Table 3: Summary of potential barriers to entry and advancement65 (from the 
literature) 

Potential barrier 
Stage 

Entry Advancement 
Lack of role models  ✔ ✔ 
Lack of mentors  ✔ 
Limited representation of women in leadership 
positions  ✔ 

Lack of participation of women in decision-
making  ✔ 

Family-unfriendly working environments ✔ ✔ 
Mid-career conflict  ✔ 
Unequal growth opportunities compared to men  ✔ 
Perception that industry professionals are 
predominantly male and ex-military ✔  

Gender pay gap ✔ ✔ 
Prevalence of bullying, sexual harassment, and 
abuse within security sector institutions ✔ ✔ 

Traditional and cultural beliefs and practices ✔  
Formal, legal barriers ✔  
Being Stereotyped ✔ ✔ 
Imposter Syndrome  ✔ 
Lack of respect from male peers  ✔ 
Posts created and adjusted to male professions ✔ ✔ 
Lack of organisations ensuring women’s rights 
in the security sector ✔ ✔ 

Lack of awareness about career opportunities  ✔  

Table 4: Summary of Mechanisms to Overcome Barriers (from the literature) 

Mechanisms Examples (where relevant) 
Mentorship programmes 

Leadership programmes 

Fellowship programmes 

                                                
65 The table also indicates whether the barrier is most often cited in reference to entry or advancement, 
highlighting that most often both are impacted. 
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Making security services 
more accessible to 
women: 

Adopt family-friendly practices for all 

Flexible Workplace Schedules (technology can 
help with this) 

A reorientation towards outputs (deliverables), as 
opposed to inputs (time spend in the office) 

Program to Support Returnees 

Bold Structural 
Solutions 

Increasing diversity as a senior management 
priority 

Executive Committee talent strategy to lead on 
increasing of diversity 

Dedicated funding and staffing for gender issues 
(e.g. an equality unit)  

Public commitment to gender equality  

Develop a code of conduct, policies, and 
procedures that reflects gender equality.  

Engage in strategic planning with specialised 
gender institutions and women’s non-
governmental organisations.  

Encourage men and women to take parental leave 

Amplify women’s voices in decision making  

Address the promotion and pay gap 

Hiring practices that reach professional women’s 
audiences  

Provide regular (mandatory) staff training on 
gender issues 

Streamline the process for reporting, investigating, 
and responding to sexual harassment, 
discrimination, and gender-related  

Using gender-sensitive language and 
perspectives in all annual reporting practices  

Only attend or speak at conferences and events 
that include female panellists and speakers 

Profound underlying 
cultural change: 

Challenging stereotypes and perceptions 

External co-operative 
relationships with 
government and non-
governmental 
organisations  

Assisting in the development of legislation 

Coordinating with a specialised national body for 
gender equality 

Including women’s rights organisations in a 
welfare capacity 
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Consider developing career outreach programmes for primary, secondary, 
and tertiary education.  

Table 5. Countries where respondents work or most frequently work if they 
work in more than one country 

Country of most Frequent Work Number of 
respondents 

Percentage of 
total 

respondents 
United Kingdom of Great Britain and 
Northern Ireland 379 53.7 

United States of America 63 8.9 
Canada 49 6.9 
Belgium 48 6.8 
Ireland 16 2.3 
Australia 11 1.6 
Mexico 9 1.3 
Germany 8 1.1 
India 8 1.1 
Nigeria 8 1.1 
Brazil 7 1 
France 7 1 
Singapore 5 0.7 
South Africa 5 0.7 
Netherlands 4 0.6 
Albania 3 0.4 
China 3 0.4 
Kenya 3 0.4 
Italy 2 0.3 
Tunisia 2 0.3 
United Arab Emirates 2 0.3 
Andorra 1 0.1 
Armenia 1 0.1 
Bosnia and Herzegovina 1 0.1 
Bulgaria 1 0.1 
Colombia 1 0.1 
Costa Rica 1 0.1 
Cyprus 1 0.1 
Hungary 1 0.1 
Pakistan 1 0.1 
Peru 1 0.1 
Poland 1 0.1 
Romania 1 0.1 
Saint Vincent and the Grenadines 1 0.1 
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South  Sudan 1 0.1 
Sweden 1 0.1 
Turkey 1 0.1 
Uganda 1 0.1 
Zimbabwe 1 0.1 
Not Answered 46 6.5 
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Appendix 3 – Differing Experiences by 
Characteristics – with figures 

By type of employment 
There was a noteworthy difference between those respondents working ‘in-
house’ (i.e. employed directly by an organisation such as a bank, university, 
hospital etc.) and those ‘contracted’ (i.e. employed by a security company and 
contracted to work at/with a site or number of sites).  
 
There were a number of ways in which experiences appeared to be less 
positive for contracted than for in-house respondents. As noted above, in-
house respondents more commonly had an improved perception of the 
industry than when they first started, compared with contracted respondents. 
But further, contracted respondents were more likely to agree that wages are 
low (66%) than in-house respondents (44%); and indeed more contracted 
respondents (45%) felt that they had been paid less than men when carrying 
out the same duties (compared with 29% of in-house respondents). 
 
Contracted respondents more commonly agreed that many security roles are 
not permanent (56% of contracted compared with 37% of in-house); and more 
commonly disagreed that plenty of security roles are full-time (35% of 
contracted compared with 14% of in-house); and less commonly agreed that 
work in the security industry is attractive (44%) than in-house respondents 
(63%). 
 
A lower proportion of contracted respondents reported they had advanced in 
their career (56%) than in-house respondents (71%), and a greater proportion 
of those that are contracted (30%) had experienced violence than in-house 
respondents (19%). 

 
For all of the potential approaches to overcoming barriers explored, more in-
house respondents had experienced these than contracted respondents 
(depending on the approach the difference between the two types of 
employment varied from 12% to 31%). 
 
Contracted respondents were also less likely to view some of the approaches 
as effective: 
 

• Flexible working hours (74% of contracted respondents viewed this 
as effective compared with 88% of in-house respondents) 

• Support for women to author papers and speak on conference 
panels (58% of contracted respondents viewed this as effective 
compared with 79% of in-house respondents) 

• Events around understanding women’s unique experience in the 
sector (64% of contracted respondents viewed this as effective 
compared with 80% of in-house respondents) 

• Talks or information given out that highlight security as a career 
option for women (70% of contracted respondents viewed this as 
effective compared with 84% of in-house respondents) 
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There were very few areas in which contracted respondents had a more 
positive experience than in-house – however 70% of in-house operatives 
viewed security as an “old boys club” compared with 52% of contracted 
respondents; and less in-house respondents (42%) agreed that women in 
security are in high demand than did contracted respondents (56%). 

By role 
Similarly, there were a number of ways in which the experiences of those 
operating at a more ‘junior’ level were different to those operating in higher 
level roles. 
 
More commonly, ‘negatives’ in relation to the industry were experienced by 
those at a more junior level. The respondents at ‘security officer’ level and 
‘security supervisor’ level less commonly agreed that work in the security 
industry is attractive (41% and 44% respectively) than those working at a 
higher level (which varied between 47% and 87%). 
 
Respondents at ‘security officer’ level (68%) and security supervisor level 
(77%) more commonly agreed that wages are comparatively low within the 
security industry (for those working at a higher-level agreement varied 
between 27% and 60%). 
 
Respondents at ‘security officer’ level (34%) and security supervisor level 
(23%) also less commonly agreed that plenty of roles in security are full time 
(for those working at a higher-level agreement varied between 60% and 80%). 
 
Further, respondents at ‘security officer’ level (57%) and security supervisor 
level (66%) more commonly agreed that security roles are not permanent (for 
those working at a higher-level agreement varied between 32% and 47%). 
 
A greater proportion of respondents at ‘security supervisor’ level reported 
experiencing violence from male colleagues/managers or the public while 
working in a security role (47%) than of any other level of work (this was 
followed by ‘security officers’ at 30% and then by higher levels of work which 
varied between 9% and 26%). 
 
For a number of the potential approaches to overcoming barriers explored 
within the survey, more respondents in higher level roles had experienced 
these than those in more ‘junior’ level roles: 
 

• Support for women to author papers and speak on conference 
panels - 8% of ‘security officer’ respondents and 10% of ‘security 
supervisor’ respondents had experienced these – all other role 
levels varied from 38% to 69%. 

• Mentorship programmes - 17% of ‘security officer’ respondents had 
experienced these – all other role levels varied from 30% to 69%. 

• Women leadership programmes - 5% of ‘security officer’ 
respondents and 8% of ‘security supervisor’ respondents had 
experienced these – all other role levels varied from 23% to 44%. 
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• Human resource policies to increase the representation of females 
in the workforce - 11% of ‘security officer’ respondents and 13% of 
‘security supervisor’ respondents had experienced these – all other 
role levels varied from 26% to 41%. 

• Partnership with local non-governmental organisations, charities, or 
other third parties in regard to women’s experience in the sector - 
7% of ‘security officer’ respondents and 5% of ‘security supervisor’ 
respondents had experienced these – all other role levels varied 
from 10% to 29%. 

• Events around understanding women’s unique experience in the 
sector - 13% of ‘security officer’ respondents and 7% of ‘security 
supervisor’ respondents had experienced these – all other role 
levels varied from 30% to 55%. 

• Family-friendly practices (e.g. shared maternity leave, return-ship 
support programmes) - 12% of ‘security officer’ respondents and 
8% of ‘security supervisor’ respondents had experienced these – all 
other role levels varied from 21% to 54%. 

 
It was apparent however that some issues had a greater impact on those 
respondents that were working at a higher level within security. A greater 
proportion of respondents working at higher levels indicated they had been 
paid less than men when carrying out the same duties – and this typically 
increased the higher the level of the role - 18% of those at ‘security officer’ 
level agreed while 66% of respondents at ‘company director’ level agreed they 
had been paid less for the same duties. 
 
A greater proportion of those in higher level roles indicated that their 
experience of security is that it is an “old boys club”. Agreement was lowest at 
‘security officer’ level (40%) and highest among ‘security consultants’ (82%) 
and ‘company directors’ (78%). 
 
A greater proportion of those in higher levels roles agreed that they had had to 
work harder than male colleagues to earn respect. Agreement was lowest 
among ‘security officer’ respondents (51%) and highest among ‘company 
directors’ (88%). 

By length of time working in security 
It was notable that some experiences differed by the length of time the 
respondent had been working in the security industry. Where differences were 
apparent, on the whole it was commonly those working in the industry for 
longer who had experienced some of the less desirable characteristics.  
 
That said it was notable that the overall perception of security was more 
commonly positive among those who had been working in the industry for the 
longest (over 20 years) (77%) than among those that had been working in the 
industry for less than a year (60%). This could in part be related to the 
correlation between length of time in security and experience of 
promotion/advancement (15% of those in the industry for less than a year had 
advanced increasing up to 90% of those in the industry for over 20 years). 
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Agreement with the statement that they had been paid less than men when 
carrying out the same duties was highest among respondents working in the 
industry for over 20 years (59% falling to 16% among those in the industry 
less than a year).  
 
A greater proportion of those working in the industry for longer reported 
experiences of bullying and sexual harassment by male colleagues/managers 
or the public when at work. Experiences of bullying rises from 30% of those in 
the industry less than a year to 72% of those in the industry for over 20 years; 
and experiences of sexual harassment rises from 29% of those in the industry 
less than a year to 61% of those in the industry for over 20 years. 
 
Those working in the industry for longer were more likely to agree that their 
experience is that it is an “old boys club” (79% of those in the industry over 20 
years agreed decreasing to just over 40% of those in the industry less than a 
year and 1-3 years). 
 
Those working in the industry for longer were more likely to agree that they 
have had to work harder than male colleagues to earn respect (80% of those 
in the industry over 20 years agreed decreasing to 46% of those in the 
industry less than a year). 
 
Those working in the industry for longer were more likely to agree that they 
have had to prove their capabilities while male colleagues are automatically 
viewed as capable (78% of those in the industry over 20 years agreed 
decreasing to 41% of those in the industry less than a year). 
 
Unsurprisingly, typically those in the industry for longer were more familiar 
with the approaches for overcoming barriers explored, than those who were 
fairly new to the industry. 
 
There were however a small number of aspects which were less favourable to 
those who were newer to the industry. Disagreement with the statement that 
plenty of security roles are full-time was lowest among those in the industry for 
over 20 years (16%) and highest among those in the industry less than a year 
(40%). And those working in the industry for longer were less likely to agree 
that they lack confidence in their capabilities (12% of those in the industry 
over 20 years agreed rising to 30% of those in the industry less than a year). 

By experience of abuse 
Those who reported experiencing one or more types of abuse covered by the 
survey (sexual harassment, bullying and violence) generally speaking were 
less likely to be positive about aspects of work in security compared with 
those that did not indicate they had experienced these types of abuse. 
 
Not only had less of those who had experienced these types of abuse had a 
positive overall experience of the security industry (65%) than those who had 
not experienced these types of abuse (78%); they less commonly agreed that 
work in the security industry is attractive (50% of those who had experienced 
abuse compared with 58% of those who had not); they less commonly agreed 
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that the security industry is synonymous with professionalism (37% compared 
with 47%); and more commonly viewed the industry as male-centered (90% 
compared with 77%). 
 
In terms of their experiences of the security industry, those who had 
experienced these types of abuse less commonly viewed security work as 
compatible with family life (28% agreed compared with 36% of those who had 
not experienced these types of abuse); and considerably more commonly felt 
that women are less likely to get the promotion when equally qualified and 
experienced men and women both apply for the same promotion (50% 
compared with 33%) 
 
Other differences included that those who had experienced these types of 
abuse more commonly indicated: 
 

• that they have been paid less than men when carrying out the same 
duties (46% agreed compared with 24%);  

• they have been less involved in decision-making than male peers 
(51% agreed compared with 26%);  

• they view security as an “old boys club” (67% agreed compared 
with 40%);  

• they have received less opportunities to advance than male 
colleague (48% agreed compared with 20%);  

• they have received less respect from peer than male colleagues 
(57% compared with 24%);  

• they have had to work harder than male colleagues to earn respect 
(77% agreed compared with 38%);  

• they have been treated different because they are a woman (52% 
compared with 25%);  

• they have been made to feel as though they do not belong in 
security because of their gender (37% compared with 13%);  

• they have had to prove their capabilities, while male colleagues are 
automatically viewed as capable (76% compared with 41%);  

• they have been kept less informed than male colleagues about 
career opportunities that exist in security (35% compared with 
17%). 

• They have been adversely affected by inflexible working hours 
affecting their work/life balance (47% compared with 28%). 

 
Finally, those who had experienced one or more of these types of abuse less 
commonly agreed that being a woman has not created any barriers while 
working in the security industry (22% compared with 46%). 
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