


•	 Where available, female agents are appointed to specialized teams and assigned tasks 
that tend to be less physically demanding and more sedentary.

•	 Female agents face challenges with regards to access to basic facilities, such as 
toilets, when dispatched on the ground. 

•	 Every additional year of employment raises the probability to have received ISF 
Academy training. However, a lower proportion of women receive ISF Academy training. 

•	 The overwhelming majority of permanent contracts have been awarded to men. This 
impacts women’s long-term job security, placing them in a more precarious position. 

•	 With rare exceptions, female agents are not given supervisory or decision-making roles. 
•	 Female and male municipal police agents share common challenges that are rooted in 

macro-level problems, particularly in their employment conditions and benefits. Their 
ability to perform their job is hindered  by nepotism and threats of violence. 

•	 Within municipal police agents with short term contracts, there is large scale 
dissatisfaction regarding job benefits and working conditions.

•	 Significantly, only 5.9% of women (and 7.9% of men) felt that they had access to 
educational allowances for their children, and 0% of women reported having access 
to medical insurance. 

HARASSMENT
•	 131 municipal police agents (out of a total sample of 151) reported having faced 

harassment. (Those who reported this behaviour also overwhelmingly found it 
offensive.)

•	 Significantly, the nature of harassment appears to be gendered. 
•	 A higher proportion of women reported that they had been subjected to sexually 

explicit language and sexual gestures while at work. 
•	 Female agents deployed at busy junctures mention that they are verbally and sexually 

harassed due to their gender, particularly during the first months of their employment, 
although this decreases over time. 

•	 a higher percentage of male municipal police agents reported being subjected to 
verbal abuse and physical violence while on the job.

•	 Men and women highlight the importance of reporting harassment to their supervisor 
and this being an effective remedy. There is a need to have stronger support structures 
within the municipality for those that experience harassment or offensive behaviour.

IMPACT 
•	 The impact of having a gender inclusive 

municipal police force is felt on multiple levels. 
•	 Female agents themselves feel empowered 

and unique a priori for fulfilling what is 
traditionally considered a “man’s job” according 
to conventional gender norms. 

•	 The municipal police force benefits as the 
recruitment of female agents contributes to 
improving the management style of the heads 
of municipal police. 

•	 Key stakeholders (including mayors, heads of the 
municipal police and male and female agents) 
perceive and assess the performance of female 
municipal police agents as better in many ways 
than that of their male counterparts. 

•	 The integration of female agents into the 
municipal police has a positive impact on all 
stakeholders, including the municipalities, the 
heads of municipal police, the male municipal 
police agents, and citizens and towns alike.

•	 Within the community, female agents are 
considered more respectful and polite. 

•	 They are also highly regarded as shock absorbers 
and/or channels of conflict prevention. Their 
presence neutralizes potential conflict between 
citizens and law enforcers. 

•	 Female agents are seen as playing a positive 
role in influencing and transforming attitudes 
towards, and perceptions of, the municipal police. 

•	 For municipalities, the presence and visibility 
of female agents on the ground inspires other 
municipalities and communities to follow suit 
and recruit female agents.

RECRUITMENT
•	 Women were first recruited in the year 2000. 
•	 The vast majority of female municipal police agents have been recruited during the 

last recruitment wave beginning in 2013. 
•	 The surge in recruitment coincides with the increase of Syrian refugees, and an increase 

in employment of female agents in other security forces in Lebanon. 
•	 The recruitment of female agents is based on a separate call for women in the 

municipal police. Recruitment criteria of women in the municipal police, specifically 
height requirements, and uniforms are felt to be gender inappropriate by a higher 
proportion of women within the sample. 

•	 The recruitment of female agents depends on the political will within the municipality, 
specifically the presence of female municipal board members is positively correlated 
with the percentage of female police agents.  

•	 Prejudice among male decision-makers related to the capabilities of women, especially 
older applicants with children, hinder the recruitment of females. 

•	 There is a prevailing belief among male supervisors that female municipal police agents 
cannot match the physical effort and energy of male agents, with menstrual cycles 
and pregnancies perceived as further inhibiting their physical endurance. 

CHARACTERISTICS 
•	 Women, in comparison to men, are younger within the municipal police. 
•	 A higher proportion of women, in comparison to men, are university educated.
•	 Between 15-20% of municipal police agents have a simultaneous additional job, 

reflecting the trying economic times. 

SUPPORT 
The municipal police is slowly becoming a more culturally acceptable place to work for 
young women with a large proportion of the sample feeling supported by their families 
in their profession. Most female and male agents feel supported by their supervisors 
and colleagues, but mention the need for clearer work regulations and better training.

WORKING CONDITIONS 
•	 Largely, women spent more time in the office, carrying out administrative tasks, and less 

time on the streets or out of the office, thereby limiting their interaction with residents. 
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