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Jinsna Kpsinre. TEHIEPHA PISHOMAHITHICTh V NOJILI - BAXJIWBHIA
INOKA3HUK 3AXHUCTY ULIUBUIBHOI'O HACEJIEHHS. Ilpodecionanizamis KepiBHHITBA
3aKiIay, HE3aIeXKHO Bix Horo crenudiku, nependadae MigBHIICHHS PiBHA MpodeciiiHol MiAroToBKH,
OBOJIOJIIHHS TPHHIMIIAMH CY4YaCHOTO MEHEIKMEHTY, YAOCKOHAJIECHHS CTWII0 1 METoAiB pobotu 3
Ii/UICTJINIMY, BUXOBAHHS CIPUIHSATIMBOCTI IO HOBOT'O 1 IPOTPECUBHOTrO, MPUHANMHI ITiIBUIIEHHS PiBHS
npodeciiiHoi Ta TpoMansHCBKOI CBIIOMOCTI KepiBHUKIB. BinmoBimHuid opraHizamiiHMii KiaiMmar mis
3MEHIICHHS JUCKPUMIHALIHUX eJIeMEHTIB Ha poO0oYOMy MiCI 3aJeKHUTh BiJ CTHIIO pOoOOTH KepiBHHKA
Ta YNPaBIiHCEKOI KOMaHAM 1 He € abcrpakTHUM NOHATTAM. CTHIb — IHAMBIAYaJbHHH CIIOCIO
CaMOBHpaKEHHs KepiBHHMKA a00 KOMAaHIM yNPaBIiHIIB, MeTox abo crocid poboTH, iHTepperamnii, TOro
YH 1HIIOTO crioco0y iCHyBaHHS, Ail, TOBEIIHKH.

HenuckpumiHanis Ta moBara 7o pi3HOMaHITHOCTI HE NOBUHHI PO3IIISIATUCS JIMIIE SIK 000B’SI3KU
nepkasu. Li conianpHi HIHHOCTI MOBHHHI OyTH BKJIIOYEHI B OpraHi3alliifHy KyJIbTypy BCiX poOOTOMaBIIiB
Pecny6nikun MonnoBa. TakuM 4MHOM, BOHH CTaHYTh IPUWHATHUMH [UIS IPALiBHUKIB, SIKi, Y CBOIO 4Epry,
3MOYKYTh 3aCTOCOBYBATH iX y CYCHIJIbHIN MPaKTUIIL.

3po06IieHO BUCHOBOK, 1[0 ONITHMi3allis CHCTEMH Pi3HOMAHITHOCTI Ta 3aM00iraHHs JUCKPUMiHaLii B
MoMinii MOXJIMBI 3a JIOMOMOIOI0 TakuMX KpokiB: 1) momynspusamis mnpodecii momineichkoro;
2) nocwiieHHst noiHgopMoBaHOCTI BigOIpKOBUX KOMiCifi Moo crarti; 3) mHepeBipka KaHIWIATiB Ha
HpeaMeT MOPYIIEHHS IpaB JIIOJWHH, JOMAIIHEOTO UM CEKCYaJbHOrO HACHIBCTBA; 4) 3arpoBaKEHHS
MOHITOPHHTY 3aCTOCYBaHHS CHCTEMH KBOTYBAaHHS TaM, 1€ BOHAa ICHY€; 5) IOCHJICHHS IHCTUTYTY
HACTAaBHUITBA Ta BHYTPIIIHHOI CHCTEMH IIATPUMKHU JKIHOK 1 YOJIOBIKIB y TOMimii; 6) ITOKpaIieHHS
JOCTYIy SIK XIHOK, TaK i YOJIOBIKIB 10 BCiX ()OpPM OCBITH Ta JOAAaTKOBOI'O HAaBYAHHS; 7) MiJBHIICHHS
00i3HaHOCTI PO TeHIepHY PiBHICTH; 8) 3ampoBa/UKEHHS MEXaHi3My NMPOCYBAHHS T€HIIEPHOI PiBHOCTI TaM,
Je i Hemae; 9) MiABUIEHHS MPO30POCTi IPOIECy Yepe3 BHYTPINIHI Ta myOuiuHi kKoHKypew; 10) aganTaris
00’€eKTiB iH(PACTPYKTYpH MAiSUIBHOCTI Ta HaBYaHHS; 11) BHKOPHUCTAHHS TEHIEPHO UyTJINBOI MOBH;
12) cyBope 3acTOCyBaHHS IIPAaBOBHX Ta BHYTPILNIHIX MEXaHI3MiB TOBIJOMIIEHHA MPO CEKCyaJbHi
JIOMaraHHs, JUCKPUMIHAIiI0 Ta MOOIHT.

Kniwouoei cnosa: menedsicmenm, pisHOMAHIMHICMb, CMUlb  pobOMU, NONIMUKA,  PiHI
MODICTUBOCTII.

Introduction. Diversity is a crucial element in modern law enforcement organizations,
but also in social terms. In this sense, the debate on diversity in European and national societies
is a particularly topical one. Diversity, as it is understood in many organizations, involves
differences between people, based on their identification with specific groups. The more the
groups represented in any organization differ and faithfully reflect social diversity, the more
diverse the organization is.
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The primary objective of promoting diversity in the police is to find and maintain a
balance between ensuring security, implementing public order strategies, and respecting the
human rights [1]. Situations such as «female police officer», «black police officer», «ethnic
minority police officer», «police officer with a physical disability» were utopian aspects in the
past, but now they are possible realities of social life and require a careful analysis in the
context of diversity and the prevention of discrimination within the police. Regarding the
diversity in the management of the institutional system in the sphere of public order, issues are
discussed, among others, such as the reflection in the composition of the authorities from the
point of view of human resources of the whole society, including the minority groups, women
and people with disabilities, etc. Diversity also means ethnicity, religious beliefs, sexual
orientation, and the existence of disabilities.

The promotion and respect of diversity presuppose its presence everywhere, at all levels
and police structures, with a special emphasis on those who carry out concrete activities to
ensure public order, at street level or in direct contact with the citizen, regardless of his quality
(complainant, victim, witness, felon, offender, etc.). A diverse police organization in its
composition, consisting of men and women from all backgrounds and social areas, is
fundamental to achieve effective work results and to raise public confidence in the activities of
the police [2].

Results and discussions. We must recognize that in recent years there has been
progress in recognizing the contribution of women in various dimensions of policing, namely
the relative increase in the number of women in the training system and among police officers.
However, in order for police services to be more effective in responding to the security needs
of the communities to which they belong, it is necessary to systematically apply the necessary
measures for the successful integration of women into police structures [3].

These measures propose the improvement of the modalities of action in the field of
recruitment, selection, and professional development, with the priority use of the existing
resources and without major organizational changes. All recommended measures are aimed
primarily at further developing the efficiency and quality of services that modern 21 century
policing should provide to citizens, an objective that can be achieved with qualified, motivated,
and optimally used staff.

By applying these measures, police leadership at all levels can identify challenges in the
process of recruiting, selecting, and women’s professional development in police services; to
promote a better understanding of the problems faced by women in policing; to facilitate the
exchange of information on existing positive practices in this field, and to define appropriate
measures with the support of which the existing practice can be improved.

Gender initiatives within police structures should focus on different needs and
experiences with regard to the security of men and women [4]. Attention to gender issues «is
not a process in which the power of men is taken and given to women and other
underrepresented groups, but a process of improving the efficiency and effectiveness of
reformed organizations».

Being responsible for maintaining and restoring public order, police structures need
to be aware that women and men are affected by violence and discrimination in different
ways and degrees. An example is the fact that most crimes against men take place in
public places, while crimes against women, such as domestic violence, most often take
place in the private sector, for which many state institutions consider that they are not
responsible for intervening.

Gender-based violence is an act of physical, sexual or psychological violence that
can be committed against women and men, girls and boys and reflects a power imbalance
that exists between women and men. Gender-based violence can be combined with other
factors such as ethnicity, religion, sexual orientation. Men and women are reluctant to
report these acts of violence to the police. Men who have been victims of gender-based
violence are often ashamed to talk about it so as not to be seen as weak or emasculated. It
is very difficult for women to speak due to the social stigma associated with victims of
gender-based violence.

Within police structures, there is a need for proper training of staff, made up of women
and men, to know how to respond to victims of gender-based violence and to have the
necessary knowledge to investigate such a crime.

A job with a high degree of diversity provides access to a wider range of experiences
which improves the ability of these structures to offer a variety of solutions and services.
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Threats to public safety and crime occur in all sectors of society, but police organizations
around the world continue to be predominantly made up of men with poor representation of
certain minority groups. The activities of maintaining and restoring public order and safety
have been associated with «men’s work» because it directs us to the thought of crime, violence,
danger, and coercion.

The recruitment process sometimes eliminates women or male candidates who do not
have «correct» male attitudes, such as toughness and heterosexuality.

Gender mainstreaming refers to the process of assessing the implications of any planned
activity on women and men, including legislation, policies, or programs, in all areas and at all
levels. The integration of the gender perspective in the public order and safety processes
ensures the improvement of the efficiency of the services offered, of the care and responsibility
they show.

The increase in the efficiency of the services provided due to the integration of the
gender perspective is identified by the creation of more representative institutions, improving
the response to gender-based violence and gaining benefits from working with women’s
organizations. The existence of more representative police structures in terms of gender,
ethnicity, religion will lead to the empowerment of the credibility and legitimacy of services,
while representing an indicator of democratic governance.

Although women have equal rights to join police structures, they continue to be
underrepresented and focus on lower positions, especially in the (non-operational) support part.

The benefits that can be obtained by increasing women’s participation in police activity
are well documented:

«Research conducted both in the United States and internationally clearly
demonstrates that female officers rely on a style of control that uses less physical force,
are better at calming and lessening potential violent confrontations with citizens, and are
less likely to get involved in issues involving the use of excessive force. Moreover, female
staff often have better communication skills than their male counterparts and are abler to
facilitate the cooperation and trust needed to implement a model of public order and safety
for the community».

Not only do women have a set of useful skills, but in some situations inclusion is
imperative because they can solve certain tasks that their male colleagues might have
difficulty solving, and in cases of domestic violence, women in the police respond with
more high efficiency. Women can also have a positive impact on the morale and
behavior of their colleagues and are a model of encouragement for increasing women’s
participation [5].

Thus, increasing the share of women in the police would not only respect the principle
of equal opportunities for women and men, but would improve the procedures for selecting,
recruiting and retaining staff. Regarding the qualities that a police officer must have, the
information obtained from the interviews indicates that physical strength is not a primary
selection criterion, as other qualities are important, such as those related to discipline, loyalty,
the strength of character, communication skills.

Conclusions. Streamlining the diversity system and preventing discrimination within
the police is possible by the following steps:

— promoting the police profession;

— strengthening the awareness of selection commissions regarding gender;

— verification of candidates from the perspective of human rights violations, domestic or
sexual violence;

— introduction of monitoring the application of the quota system where it exists;

— strengthening the mentoring institution and the internal support system for women and
men in the police;

— improving access for both women and men to all forms of education and additional
training;

— raising awareness of gender equality;

— introducing the mechanism for promoting gender equality where it does not exist;

— increasing the transparency of the process through internal and public competitions;

— adaptation of the infrastructure from the objects of activity and training;

— use of gender-sensitive language;

— strict application of legal and internal mechanisms for reporting sexual harassment,
discrimination, and mobbing.
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In order to adapt to the different and changing needs and interests of citizens, it is
necessary for police structures to carry out a process of continuous reform of their programs
and activities.
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ABSTRACT

The professionalization of an institution’s management, regardless of its specificity, involves
raising the level of training in the field, mastering the principles of modern management, improving the
style and the methods of working with the subordinates, cultivating receptivity to the new and last but not
least raising the level of the managers’ professional and civic awareness. The appropriate organizational
climate for reducing discriminatory elements in the workplace is influenced by the work style of the
manager and the management team and is not an abstract notion. Style is the own way of expressing
oneself of a manager or the management team, a method or a way of working, of interpreting, one way or
another of being, of acting, of behaving.

Non-discrimination and appreciation of diversity should not be seen only as obligations of the
state. These social values should be included in the organizational culture of all employers from the
Republic of Moldova. Thus, they would become familiar to employees who could in turn practice them in
society.

Keywords: management, diversity, work style, policies, equal opportunities.
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