
Fostering Gender Equality in 
Law Enforcement Sector

Salila Narataruksa

Regional Office for Southeast Asia and the Pacific (ROSEAP)

Overview and recommendations from 
international examples





National Policies Organizational Policies

UNODC aims to 
do so by covering 
both ends of the 
crime prevention 
efforts

Gender-sensitive law 
enforcement policies

Gender equality within 
law enforcement 

agencies

(External) (Internal)

Global & 
Regional 
Policies







But does simply “adding”
more women enough?
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in ASEAN
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• Quotas for women’s recruitment 
range from 10-30% but sometimes 
treated as a ceiling.

• Some countries have women-only 
admission conditions, e.g., being 
unmarried or virginity tests.

• Many women face barriers to 
international training due to 
language or travel limitations.

Some findings
from Research 
in ASEAN



• Operational work is still viewed 
as male-dominated, while 
administrative roles are seen as 
suitable for women.

• Many women officers desire more 
operational experience but aren’t 
offered or feel discouraged.

• Administrative roles tend to offer 
better work-life balance and 
childcare opportunity.
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• Women leaders can inspire
junior women to aim for senior 
ranks.

• Men’s support is seen as crucial 
for women’s advancement, as 
they hold most leadership roles.

• Not assigned to operational 
roles, investigations, or 
specialist teams, limits career 
advancement opportunities.
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So what does it look like?



Recruitment

Targeted and outreaching
Set recruitment goal and actively communicate the opening 
need and build public’s interest 
Fair qualification setting
Same qualification apart from physical; remove direct/indirect 
discriminatory criteria
Quota setting
Shouldn’t be used as a ceiling



Examples 
from 
Singapore 

Dedicated 
advocacy channel

National event for 
public 
engagement



Active 
Representation 
in media



Targeted 
community 
engagement 
activities



Deployment

Training & Deployments
Ensure equal access to operational training and deployments
Non-Discriminatory Criteria
Eliminate direct/indirect discriminatory criteria for 
deployment
Role Rotation
Implement periodic rotation in operational roles for all 
genders
Clinical Counselling
Provide equal access to professional clinical counselling, 
especially post-traumatic stress disorder 
Safety Oversight
Develop policies ensuring safety from gender-based violence



Examples 
from the 
Philippines 

A pilot 
all-women 
police station

Siquijor, PH

• Est. 2019
• 28-person station

• Ranked #1 performance in all 
stations in the district

• Highest arrest numbers on 
various categories

But not without hiccups: 
• Officers experience abuse 

from the community – lack of 
consultation prior

• Training & logistic limitations 
affect confidence



Human resource + Infrastructure

Retention Policy
Analyze reasons for employee turnover and enhance retention 
Flexible Work Policies
Support part-time or flexible work arrangements
Parental Leave
Fair and context-sensitive parental leave, including paternity 
leave 
Women-Friendly Infrastructure
Develop facilities ensuring safety, separate changing, sleeping, 
and sanitation areas especially at field locations
Uniform Options
Ensure women have options of appropriate uniform options for 
comfort, safety and practicality



Promotion and leadership

Fast-Track Promotions
Equal access to any fast-track promotion programs with no 
direct/indirect discriminatory criteria for promotion
Leadership Training & Mentoring Programs
Equal access to leadership and technical training for mid-career 
women officers
Gender Quotas
Apply special measures such as gender quotas where there's 
steep underrepresentation
Network building opportunities
Develop career programs and meaningful networking 
opportunities for women officers with internal and external 
actors.



Police Lieutenant 
General Ros 
Chansophea

Deputy Commissioner 
General, 
Cambodian National 
Police

“It is essential to seek both 
leadership and technical training 
to establish a well-rounded skill 
set that will serve as a strong 
foundation for your career 
advancement.”



The system must give everyone a fair 
chance to grow and thrive



Thank you!

Salila Narataruksa

Regional Office for Southeast Asia and the Pacific (ROSEAP)
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