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Abstract
Despite progress in workplace equality, women face barriers to advancement in the FBI.
This underrepresentation raises concerns about organizational performance and decision-
making. The purpose of the study was to explore the obstacles to promoting women to
senior leadership positions within the FBI by focusing on gender roles, social
expectations, and organizational culture. The qualitative phenomenological approach
used interviews with female law enforcement officers in conjunction with feminist
theory. The study findings identified biases in selection processes, discriminatory hiring
practices, non-inclusive workplace culture, and limited professional development
opportunities as barriers to promotion. Cognitive and cultural biases that hindered
progress were stereotypes and status quo biases. The benefits of diversity and inclusion
were improved communication, cultural sensitivity, problem-solving capabilities,
enhanced public trust, and organizational productivity. Challenges to implementing
diversity programs included a lack of leadership support, adequate resources, and deep-
seated biases, which remained prevalent. Addressing these barriers through policy
revisions, the creation of a more inclusive organizational culture, and enhanced
mentorship programs could promote gender equality in the FBI. The study has
implications for positive social change through the development of evidence that can be

used to support a more equitable work environment for women working within the FBI.



Evaluating the Factors That Lead to a Lack of Gender Diversity among Senior
Level Executives in the Federal Bureau of Investigation
By

Joyce Wallace

Dissertation Submitted in Partial Fulfillment
Of the Requirements for the Degree of
Doctor of Philosophy

Public Policy and Administration: Law and Public Policy

Walden University

February 2025



Table of Contents

LSt OF FIGUIES ...ttt ettt ettt ettt et e s e vi
Chapter 1: Introduction to the Study..........cccceeiiiiiiiniiniie e 1
INEOAUCTION ...ttt ettt sttt e et e b e et e ebeeennas 1
Back@round...........oouiiiiiie et 2
Problem Statement ...........c.oooiiiiiiiiiee e e 4
Purpose of the StUAY ......coeiviiiiii e 6
ReSearch QUESTIONS..........uiiiiiiiiie ettt ee et e e e et e e e eeaaeeeeeeaaaeeeens 6
Theoretical Framework for the Study .........cccooiviiiiniiniiiicecee 7
Nature of the STUAY .....ooviiiiiiii e 8
DIEEINITIONS. ...ttt ettt ettt et e bt e et e et esabeebeeenbeebeesabeenseesnnas 9
ALSSUIMIPTIONS ...ttt ettt ettt et e et e st e e bt e st e e bt esabeenbeesataenbeasneeenseesaseenseesneeeseans 11
Scope and DelIMItatioNS .......c.ceeevieeiiieeiiieeie et eee e e e tae e et eesreeesereeenaeeas 13
LAMIEALIONS ..ttt ettt et e et et et e e s ateebeesaeeeneans 14
STGNITICANCE. ... eeeeiviieeiie et ettt e et e e st e et eeetaeeeseaeeessaeessseeessseeensseeennsens 14
Significance to Practice and Theory ..........cccvvveeiiiiieciieeiie e 14
Significance to Social Change ..........c.ccoccuviviiiieiiiece e 15
SUIMIMATY ...teeeeiieee et e e et e e ettt e e e st eeessasbeeesenteeeeennsseaeesnnsseeesnnsnes 15
Chapter 2: LIiterature REVIEW .......c.eieciiiiiiiiieciieeciee ettt e saee e e e e e 17
INEPOAUCTION ...ttt ettt et et e st e e 17



Literature Search StrateZy.........coceeveriiriiiiiniiriiierteteete ettt 17

Theoretical FramewWork...........cccooiiiiiiiiiiiiie e 18
Literature Review Related to Key Concepts........ccovvirerieriieneniiinicneeicneeeneeseeees 20
History of Women in POIICING .....ccc.eviiriiiiiiiiniiiiiriccccecccseceeese e 20
Roles of Women in Early POlICING ......cc.cociriiniiiiiniiiiiicceceececee 21
Police FOrce DIVETSITY....ccouuiiiieiiiiiieiie ettt e 22
Gender Roles and Their Effects on the Workplace ..........ccccoceviiniiiincnnninnn, 23
Gender Inequality in POICING ......coviiiiiiiniiiiiicicceeee e 28
Facilitators of Women’s Career Development ..........c.cccceveererieneenenicneenennns 38
Research on the Experiences of Female Officers .........ccccvveeviiiiniiiinicniincnnn, 40
SUMIMATY ..ttt ettt s b e st e et e saneeneesareeneesanes 42
Chapter 3: Research Method............cooeiiiiiiiiiiiiiicec e 44
INErOAUCTION .. ..cviiiiiiiiii ettt 44
Research Design and Rationale ...........c..oooviviiiiiiiiiiiiiieeeeee e 44
Role of the RESEArChEr.......cc.coviiiiiiiiiiiiiiiie e 46
MEthOAOLOZY ...ttt ettt e tae e st e e e be e e saveeeenseeessbeeenseeens 48
Participant Selection LOZIC ......c.uievcuiieeiiieeiie ettt ettt 48
INSErUMENTAION ...ttt 49
Procedures for Recruitment, Participation, and Data Collection.......................... 52
Data Analysis Plan..........ccccviiiiiiiiiie et 52

i



ISSUES Of TrUSTWOITIINESS . ...ceeeeeeieeee e e et e e e e e e e e et eeaeeeeeeeeeeaeaaaeeeeeeeeaans 55

CredibIlItY ..ottt 55
TranSTErability . ....eeeieiiieie e 56
Conformability .......oouiiriieiirieie e 56
Dependabilify ........oeiuiiiiieiieeiee e e 56
Ethical ProCedUIES .........cooiiiiiiiieeiiee ettt 57
SUIMIMATY ..ottt et ettt e bt sat e et e sane e neesareeneesanes 58
Chapter 4: RESULILS .....couiiiiriiiiiieeeee ettt s 59
INEOAUCTION ...t ettt ettt et st e e e saeeenee s 59
Setting 59
DEMOZIAPIICS ..ttt ettt et s e et et e et e s ate e b e saeeenens 60
Data COlECLION ..ottt ettt sttt e s ateeabeesaeeennens 61
DAta ANALYSIS ....vviieiiiieeiieeciee ettt et e et e e e e et e e et e e e be e e eaeeeeabeeennaaeeanaeeens 61
Evidence of TrustWorthiness.........cccocvevieiiiriiniiiinieieeiceeceeecse et 64
CrEdIDILIEY ..ottt et 64
TranNSTETADILIEY ...eeeeiieeiie et e et e e e eaae e e aee e 65
CoNfOrMADIIILY ...couvieiiie e e et e e e are e eree e 65
DePendabilify ......ccccuiieiiiieeiieece e e e eanee s 65

il



Management Perspective on FBI Special Agents/Officers Gender and

Racial Diversity. The Reasons for the Lack of Gender or Racial

Diversity Among FBI Special Agents/Officers........ccccevevvieniivinicnennee. 66
Possible Benefits of Gender or Racial Diversity Inclusion Among FBI

Special Agents/OFfICErS .......coiriuiriiriiiiieeeeeceeeeeee e 68
Issues with the FBI Diversity Program and challenges in implementation

for the Special Agents/OffiCers........covvevieriiriininiiinieiceeeeeceen 72

Possible Solutions to Improving Gender and Racial Diversity among FBI

Special Agents/OFfICErS .......coieviiriiriiiiiiceeeceeecee e 79

SUIMIMATY ..ttt ettt st e bt e st e et e saneeneesareeneesanes 83
Chapter 5: Discussion, Conclusions, and Recommendations.............ccceeeeveieieenieenieennee. 85
INEOAUCTION ...t ettt ettt et st e et e sneeene s 85
Interpretation of the FINAINGS........ccoooviiiiiiieeiieceeeeeeeee e 86

1. How does diversity influence the promotion of law enforcement
Agents/Officers into senior leadership positions? Particularly
WOITIENT ...ttt ettt ettt ettt e ettt e et e e et e e st e e s st e e e bbeeebteeeabteesabeeenareeas 86
2. How do social roles influence the promotion of law enforcement
Agents/Officers into senior leadership positions? .........ccccceevevveercreeenenenn. 91
3. Within your organization/agency, what strategies have been identified

to address the stated barriers that cause a lack of inclusion and

v



increase diversity in senior executive positions within federal law

eNfOrcemMENt AZENCIES? ......eeiueieiieiiiieiieeie ettt ettt et ens 94
RecOMMENAAtIONS.......coiiiiiiiiieiie ettt ettt e st e e 97
CONCIUSION ..ttt ettt et e ettt e st e et esateenbeesneeenseesaeeenne 99

RETRIEIICES ...ttt ettt ettt et et e et e e s ate et esnbeeseen 105
Appendix: INterview GUIAE.......cc.eoveiiiiiiiiiiiiniieeeeece ettt 110



List of Figures

Figure 1 Reasons for Lack of Gender and Racial Diversity .........ccccccevveeneevienicncnniennns 68
Figure 2 Possible Benefits of Gender or Racial Diversity Inclusion..........ccccceceeveeniennnen. 72
Figure 3 Issues with the FBI Diversity Program ............ccoccevoiiiiiiniiiiiiiniceesieeeeee 76
Figure 4 Openness to Gender and Racial DIVersity.........ccoceeverieneriiiniiineenienienccienns 77
Figure 5 Possible Solutions to Improving Gender and Racial Diversity ........c...cccceeuenee 80

vi



Chapter 1: Introduction to the Study
Introduction

Over the past five decades, women have made significant strides in advancing to
leadership roles within organizations, particularly mid-management. However, research
showed that men continued to dominate top-level positions, and women remained
underrepresented at these highest ranks. Studies attributed this disparity to subtle, socially
ingrained forms of sexism (Hideg & Shen, 2019) and persistent challenges that limited
women's access to executive roles (Gomez-Gonzalez et al., 2019; Hideg & Shen, 2019).
While workplace equality generally improved, it did not translate into balanced
representation in top leadership (Magliano et al., 2020; Kantola & Miller, 2022).

This study addressed this gap by examining the challenges that affected women's
promotion to top positions within the FBI. It explored how gender, social roles, and
organizational culture influenced the promotion of women to leadership roles within the
FBI and investigated strategies that could have promoted greater gender diversity in
senior positions. Chapter 1 provided a foundational framework for understanding the
scope and purpose of the study. It began with a background of the problem, outlining the
challenges women faced in advancing to top positions within the FBI and the significance
of these issues within the broader context of law enforcement diversity. The chapter then
presented the problem statement, which defined the need to explore further the barriers to

female advancement within law enforcement.



Next, the purpose of the study and the research questions were introduced,
focusing on how gender, social roles, and organizational factors influenced female
promotion to leadership roles. Following this, the theoretical framework highlighted how
gendered experiences and societal expectations shaped women's professional trajectories
and affected their leadership opportunities. The chapter concludes with a discussion of
the nature of the study, the definition of terms, assumptions, limitations, and significance.
Finally, a summary was provided to encapsulate the key points and set the stage for
subsequent chapters.

Background

Globally, companies were encouraged to ensure diversity in top management.
Achieving diversity and equal representation in top management requires both men and
women to have equal access to top leadership positions (Karakhan et al., 2021).
However, research suggested that women in top positions have declined over the past two
decades. In 2011, women held 33% of top management positions, but the percentage
dropped to 30% in subsequent years (Hideg & Shen, 2019; Joachim, 2021). The research
identified prejudices against women as significant factors influencing their promotability.
The prevalence of negative stereotypes, such as women being weak leaders or handling
stress poorly, was identified as the primary obstacle impeding women's access to top

leadership positions (Xiong et al., 2022).



Evidence showed that stereotypes influenced women's promotion to top positions
(Tabassum & Nayak, 2021). Researchers emphasized that leadership was about
competencies and personal qualities, and women with the right skills achieved top
leadership positions. Other studies argued that stereotypes against women, including
perceptions of inefficiency and ineffectiveness, negatively impacted their promotion
prospects (Mella, 2022; Heilman et al., 2024).

Recent studies suggested that greater workplace diversity in the top echelons of
law enforcement agencies improved organizational performance (Mella, 2022; Makupa et
al., 2023). Organizations that embraced diversity in senior positions benefited from a
positive public image, increased performance, improved creativity, and lower employee
turnover, as employees felt a sense of belonging (Mella, 2022). However, widespread
discrimination in the workplace and the predominance of men with influence hindered
efforts to support diversity, drawing scrutiny to the lack of diversity within law
enforcement (Mella, 2022).

Increasing diversity in top positions within public institutions, such as the FBI,
remained an important issue. Although women were employed as special FBI agents, the
number of women in top positions was disproportionately low. In recent years, women
held 12% of the 220 senior positions at the FBI, including nine women managing field
offices. This represented a decline from 2018, when women held approximately 20% of

senior positions, and 15 women managed field offices.



Problem Statement

The underrepresentation of women in senior leadership roles within law
enforcement remained an ongoing concern, particularly in prominent organizations like
the FBI (Yu, 2024). This lack of gender diversity at the highest levels of law enforcement
attracted scrutiny from the public and various stakeholders. Studies suggested that
organizations lacking diversity often face challenges adapting to complex, modern
problems. When women were underrepresented, the organization's capacity to innovate
and apply various perspectives to problem-solving diminished (Duchek et al., 2020;
Meyer, 2024). Research showed that teams with greater diversity tended to be more
creative, which is essential in law enforcement, where complex cases often require novel
approaches (Burrell, 2023; Barros, 2023). This issue had broader implications, affecting
internal management dynamics and the public perception of fairness, equality, and justice
within the law enforcement system. The need for diverse leadership was critical, as it
significantly influenced policy decisions that directly affected society (Nabella et al.,
2022).

A lack of diversity had a ripple effect on the overall effectiveness of law
enforcement agencies (Barros, 2023). The absence of women in leadership led to a
narrow scope of decision-making processes and limited the agency's ability to understand
and respond to diverse communities (Smith, 2022). Studies indicated that diversity

brought multiple perspectives, enriched problem-solving, and promoted thoughtful



strategies (Ely & Thomas, 2020; Beji et al., 2021). In law enforcement, having leaders
who represented a variety of backgrounds was valuable. Women leaders, for instance,
were found to bring the concepts of conflict resolution and community engagement. The
public and stakeholders recognized these benefits and increasingly expected law
enforcement agencies to reflect the diversity of the communities they served (Park et al.,
2023). However, despite growing awareness of these advantages, women remained
underrepresented in top law enforcement roles, leading to calls for more inclusive
practices.

Despite these recognized benefits, research exploring women's challenges in
advancing in law enforcement remained limited. Literature suggested that a combination
of personal and organizational factors hindered women's progress, but a deeper
understanding was required to identify and address these issues effectively (Basak, 2021;
Yu, 2020). For instance, biases in hiring, promotion criteria, workplace culture, and
support systems limited advancement opportunities for women (Casad et al., 2021). This
research identified gaps in these factors that hindered the creation of an inclusive and
equitable environment. Further studies were necessary to fill a significant gap in the
literature and offer actionable insights to support women's career advancement, which
could have improved law enforcement agencies' operational effectiveness and public

image.



Purpose of the Study
The purpose of this phenomenological qualitative study was to explore what
barriers, if any, affect the promotion of women to top positions within the FBI. The study
aimed to offer a detailed analysis of these obstacles. This research seeks to analyze these
obstacles, including the influence of gender roles, societal expectations, and
organizational culture on the promotion process within the FBI. Additionally, the study
intends to uncover any strategies already in place to address these barriers and offer
insights into potential solutions for increasing gender diversity in leadership positions
within the FBI. Through these findings, this study aimed to contribute to the broader
understanding of diversity issues within law enforcement, support initiatives to promote
gender equality, and inform policy changes that encourage the advancement of women in
the FBI and similar organizations.
Research Questions
RQ1: Does gender influence the promotion of female law enforcement officers
into senior leadership positions in the FBI?
RQ2: Do social roles influence the promotion of female law enforcement officers
into senior leadership positions in the FBI?
RQ3: Have strategies been identified to address the stated barriers and increase

gender diversity in senior executive positions in the FBI?



Theoretical Framework for the Study

This study was conducted using feminist theory as the framework. According to
Ahmed (2024), feminist theory assumes that, until recently, women only or primarily
existed in the private sphere while men existed equally in the public and private spheres.
Feminist scholars have progressively focused on examining oppression against women in
addition to gender role bias that impedes their success in the corporate realm (Ahmed,
2024). Feminist theorists have provided different ways to study women's unique
experiences, such as career barriers, the effects of gender-based bias on their jobs, and
their untraditional paths to leadership not experienced by their men (Ahmed, 2024). my
study with the feminist theorist to recognize barriers women encounter throughout their
lives that could influence their promotion to top positions within the FBI. This is
important because feminist theory assumes that gender plays a vital role in shaping
individuals' experiences and their interactions with others (Meyenburg & Selmanovic,
2020). Feminist theory was the most appropriate theoretical framework for the current
study because it addresses women's experiences and barriers when moving to top
organizational positions. Moreover, feminist theory can support further analysis of how
women overcome obstacles that affect their appointments into senior positions within law
enforcement, particularly the FBI (Bell et al., 2019). Lastly, feminist theory allowed us to

explore the shared experiences of female law enforcement leaders.



Nature of the Study

I am interested in a qualitative research study focusing on individuals, situations,
and events that connect them. According to Merriam (2019), qualitative research
methods, rather than statistical methods, were used in the research process to get beyond
the bottom line of people’s experiences by examining how they live their lives. This
scientists' approach provides an informative, global view of the changing real-time
situation. This allowed the observation of more aspects without viewing fragmented
pieces of society simultaneously. The objective of this study was not to statistically
outline the relationships between different variables but to give voice to participants'
beliefs and information regarding the obstacles to their promotion. Therefore, at this
point, the research methodology involving numbers and ratios was not applicable.

A qualitative methodology based on the mixed-method approach was adopted.
The issue was irrelevant to the study's aims and thus rejected. A qualitative research
method was used to determine the introduction of FBI women (Busetto et al., 2020),
specifically drawing from the experiences of women seek in female seeking senior
positions. Through this combination of research, feedback from lived experiences was
obtained, which was practical and directly related to the qualitative approach (Merriam,
2002).

Besides quantitative research designs, other qualitative study designs, such as

narrative, ethnography, and grounded theory, were assessed and found inappropriate.



Culture, the core of ethnography, is examined within its context. Grounded theories are
abstracted from participants' stories and developed as innovative theories (Ouroussof,
2020). Participants' lives are captured by narrative research that becomes the narratives.
The qualitative research design aligned with the study's objective of portraying the
experiential lives of women pursuing and acclimating to promotions into senior levels of
law enforcement agencies, specifically the Federal Bureau of Investigations.

Definitions

Chief Executive Olfficer (CEO): The CEO refers to the top-ranking executive
leader in an entity (Hideg & Shen, 2019)

Discrimination denies some individuals equal rights and opportunities (Skuban et
al., 2022).

The glass ceiling refers to the impenetrable barriers within the top management
levels (Manzi & Heilman, 2021).

Gender Diversity: Gender diversity refers to equitable representation of different
genders within an organization, particularly in leadership roles, which aims to promote
varied perspectives and experiences (Espinosa & Ferreira, 2022).

Bias: Bias is a preconceived notion or prejudice that can influence decisions
unfairly, often leading to inequitable treatment of individuals or groups (Varona &

Suarez, 2022).
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Equal Employment Opportunity (EEO): EEO refers to policies and practices that
ensure all employees and applicants receive fair consideration and are not discriminated
against in hiring, promotion, or treatment based on protected characteristics
(Muthuswamy, 2023).

Leadership Competencies: Leadership competencies are the skills, behaviors, and
personal qualities required for effective leadership, including decision-making,
communication, and adaptability (Maturo et al., 2019).

Stereotypes: Stereotypes are generalized beliefs or assumptions about individuals
or groups, often oversimplified, which can result in unfair judgments and restrict
opportunities (Puddifoot, 2021).

Workplace Diversity: Workplace diversity refers to individuals from various
backgrounds, including genders, races, ages, and abilities, to enhance organizational
innovation and effectiveness (Inegbedion et al., 2020).

Promotability: Promotability is the degree to which an employee is considered
suitable for promotion to higher organizational roles. It is often influenced by
performance, leadership, and bias-related factors (Nevicka & Sedikides, 2021).

Systemic Barriers: Systemic barriers are institutional practices or policies that
disproportionately limit the opportunities of certain groups, such as women or minorities,

to reach top positions (Ciuffetelli & Conversano 2021, July).
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Turnover Rate: The turnover rate is when employees leave an organization within
a specified period. It is often influenced by job satisfaction, workplace inclusivity, and
organizational culture (Ya et al., 2021).

Organizational Performance: Organizational performance measures how well an
organization achieves its objectives, often linked to workplace diversity and effective
leadership (Anwar & Abdullah, 2021).

Implicit Bias: Implicit bias refers to unconscious attitudes or stereotypes that
influence decisions and actions without conscious awareness, affecting equality in the
workplace (Payne & Hannay, 2021).

Public Image: Public image is the perception that external stakeholders and the
community hold regarding an organization’s values, ethics, and practices, which can be
enhanced by diverse representation in leadership (Fitzgerald, 2020, July).

Assumptions

In this study, certain assumptions were integral to guiding the research process.
Participants were presumed to provide honest responses, as trustworthiness was crucial in
qualitative research (Lim, 2024). Their sincerity was critical to ensuring that the collected
data reliably reflected their experiences and perspectives. Confidentiality and voluntary
involvement were emphasized to support honest participation. Open-ended questions,
active listening, and member checking were employed to validate the accuracy of the

data. Ethical standards, such as informing participants of their right to withdraw, were
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adhered to, minimizing biases and enhancing the authenticity of the data. These measures
helped maintain the integrity of the study’s findings. It was also assumed that participants
adhered to scheduled data collection dates and times, as timeliness was essential in
qualitative studies to avoid disruptions that could compromise data consistency. Efforts
were made to minimize attrition and promote participant engagement, contributing to the
study's reliability and ensuring data collection proceeded as planned.

Additionally, the qualitative research approach was assumed to have been suitable
for investigating the complexities of the research problem. Qualitative methods were
effective tools for exploring social issues as they allowed for understanding individuals'
experiences. Purposive sampling was also assumed to have facilitated the selection of
participants with relevant knowledge and insights. This technique was critical for
gathering data that addressed specific aspects of the research question, enabling the
collection of rich, meaningful information from those directly involved in the issue.

Another assumption was that participants felt comfortable sharing their thoughts
openly, supported by an emphasis on confidentiality and a non-judgmental environment.
Lastly, it was presumed that the data collection and analysis methods adequately explored
the research problem. Thematic analysis was used to identify patterns in the data,
providing insights into participants' perspectives and enabling a clearer understanding of

the key themes related to the research topic.



13

Scope and Delimitations

The scope of the study was defined to focus on the barriers that influenced
women's underrepresentation in top positions within the FBI. While the
underrepresentation of women in leadership roles had been a broadly studied topic across
various fields and organizations, this study concentrated explicitly on the FBI. The
research examined women's barriers within this law enforcement agency rather than
attempting to generalize the findings to other sectors or organizations. This focus was
necessary to address the literature gap regarding women's challenges in law enforcement,
particularly in federal agencies like the FBI.

In addition to the topic focus, this study's geographical location served as another
delimitation. Participants were selected exclusively from Washington, DC, which housed
the headquarters of the FBI. This geographic boundary ensured that the study focused on
the experiences of employees who worked directly in the national hub of the organization
rather than in various regional offices across the United States. By limiting the study to
this location, the research provided in-depth insights into the dynamics of the FBI's
central administration. However, this also meant that the findings might not have fully
represented women's experiences in FBI offices outside Washington, DC.

Lastly, the research methodology delimited the study—a qualitative case study

approach. This methodological choice focused on an in-depth exploration of personal
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experiences and perceptions. The qualitative approach was well-suited for understanding
complex social phenomena like gender inequality.
Limitations
This study had several limitations that affected its findings. The researcher
depended on the participants’ willingness to share openly. Self-reported data introduced
potential bias, as participants may have unintentionally shaped their responses.
Researcher bias may also have impacted interpretation, although efforts were made to
minimize it. The study’s short timeframe limited its ability to capture long-term trends.
Confidentiality concerns may have prevented full disclosure. These findings served as a
starting point, indicating a need for further research to expand these insights.
Significance
Significance to Practice and Theory
The study has practical applications for policy and strategy. Findings may help
the FBI and other agencies increase gender diversity in leadership. Insights from this
study could guide programs to remove promotion barriers for women. Understanding
these obstacles can help leaders identify and reduce bias. Inclusive environments that
support women's advancement may result. Evidence-based recommendations could help

agencies improve their cultures.
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Significance to Social Change

With the advent of globalization in the workplace, diversity has become a
beneficial practice that managers must embrace for effective and long-term performance.
Therefore, the study findings relating to barriers influencing women's promotions to top
positions within the FBI enable and encourage social change by recommending strategies
that can be used to promote diversity in top leadership. Achieving diversity within the
FBI would entail promoting women with different backgrounds and unique experiences
that can facilitate efficiency in organizational operations. Lastly, the study provided
helpful information in enhancing gender and race diversity within the FBI to achieve
social justice within society.

Summary

Chapter 1 of this study provided an overview of the study's focus on the barriers
that prevented women from progressing to senior leadership roles in the Federal Bureau
of Investigation (FBI). The chapter began by highlighting the persistent
underrepresentation of women in leadership positions within the FBI, despite efforts to
improve diversity and inclusion in the background and the problem of the study. The
research aimed to explore the influence of gender roles, organizational culture, and
systemic biases on women's career progression. It acknowledged the challenges women
faced in law enforcement, such as gender bias, limited mentorship, and restricted access

to career advancement resources, which hindered their ability to ascend to senior roles.
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This study used a phenomenological qualitative approach, collecting insights from female
agents who had advanced in the organization to understand their personal and
professional experiences.

The chapter outlined the theoretical frameworks that guided the study, including
feminist theory, which focused on how gender bias shaped perceptions of leadership
capabilities. While acknowledging the limitations, such as the study’s exclusive focus on
the FBI and the qualitative nature of the research, the chapter emphasized the significance
of addressing these barriers to promote diversity and inclusion within the organization. It
also noted the potential impact of the findings on policy changes aimed at improving the
representation of women in law enforcement leadership.

The next chapter synthesizes a literature review. It explored existing research on
women's barriers to achieving senior leadership roles in the FBI and similar organizations

and examined key themes that influenced career progression.
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Chapter 2: Literature Review
Introduction

This study aimed to examine and understand the barriers that hindered the
promotion of women to top leadership positions within the Federal Bureau of
Investigation (FBI). Specifically, the study sought to identify the personal, organizational,
and societal factors contributing to women's underrepresentation in senior roles. This
chapter reviewed existing research on women's barriers to senior leadership roles,
focusing on law enforcement, particularly the FBI. The review explored how gender
impacted promotions and leadership opportunities, highlighting organizational culture as
a critical factor in women's advancement. Gender bias and societal expectations were also
identified as significant influences.

The chapter discussed feminist theory as the framework for this study. Feminist
theory helped explain women's challenges in male-dominated fields and provided
insights into women's experiences striving for leadership positions. Gaps in the literature
were identified, particularly regarding the FBI, underscoring the limited research on this
issue within the agency. This chapter set the stage for understanding the barriers to
women's promotion and emphasized the need for further research.

Literature Search Strategy
The literature reviewed in this study included published peer-reviewed articles

related to female experiences in law enforcement. The search was conducted through
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Walden University Library and Google Scholar. I searched the following databases:
PubMed Central, Database of Abstracts of Reviews of Effects, PsycINFO, UpToDate,
PubMed, Psych-articles, ProQuest, Psycho-Info, Academic Premier, Sage, JSTOR,
ResearchGate, EMBASE, ScienceDirect, Google Scholar, Cochrane Library, Emerald,
EBSCO, and Elsevier. The keywords used to explore the topic included the following:
law enforcement, female law enforcement officers, women in policing, women police
officers, diversity in law enforcement, gender differences in law enforcement, top
leadership experiences, underrepresentation of women in top leadership, inequality in
law enforcement, and discrimination of women in law enforcement. | evaluated each
source to ensure that its information directly relates to the topic of study. To ensure that
all articles were up to date, I limited the search time to include only current articles
published in 2018 or later.
Theoretical Framework

Feminist theory served as the guiding framework for this study, addressing the
critical issue of gender inequality in law enforcement organizations. Research showed
that women began to overcome gender-based barriers in policing by the 1970s, largely
due to the influence of feminist theory (Martinez et al., 2020). A key contributor to this
movement, Mary Parker Follett, emphasized that women's engagement, productivity, and
job satisfaction could be enhanced if they were granted autonomy, treated as intelligent

individuals, and encouraged to work cooperatively. Scholars argued that these feminist
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principles contributed to greater gender equality within law enforcement by promoting
the inclusion of women in decision-making processes and advocating for gender-
equitable workplaces (Muecke et al., 2020). Feminist theory posits that addressing the
root causes of gender inequality led to women's empowerment and creating more
inclusive environments (Karkout, 2024; Candon-Mena et al., 2024). This study
highlighted how gender and other intersecting factors like race and social status
influenced women's access to leadership roles in law enforcement.

Mary Parker Follett, an influential feminist-pragmatist philosopher, contributed
significantly to understanding gender dynamics in organizational settings. Her work
argued that gender was critical in shaping leadership opportunities, especially for women
in male-dominated fields such as law enforcement (Perunova, 2024; Geffner, 2023;
Khosa, 2022). Despite the potential for women to thrive in leadership roles, they were
often sidelined from top positions due to ingrained gender biases (Szilak, 2024). Follett's
ideas on leadership and organizational communication were foundational in developing
feminist theories on inclusion and representation. Her emphasis on cooperative work and
autonomy for women aligned with the objectives of this study, which sought to
understand the barriers preventing women from advancing to senior roles within the FBI
(Kark et al., 2023).

The concept of intersectionality, another critical component of feminist theory,

further enhanced the study by exploring how various aspects of identity—such as gender,
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race, and social class—interacted to create distinct experiences of discrimination and
oppression. This framework suggested that gender was not the sole factor contributing to
inequality; instead, it was influenced by other social categories that compounded and
shaped women's experiences in the workplace (Gurieva, 2023). Liberal feminism, which
advocated for equal rights and opportunities for all, especially in the workplace, was
central to this research's approach. It asserted that eliminating workplace discrimination
and promoting equal opportunities for advancement were necessary steps toward
achieving gender equality (Holqi et al., 2024). By applying feminist theory to this study,
the research aimed to provide a holistic analysis of the barriers women faced in attaining
senior leadership positions within the FBI.
Literature Review Related to Key Concepts

History of Women in Policing

Women’s history in law enforcement has evolved through distinct historical
periods, which can be subdivided into four different periods, with each era marking
changes based on the occupational roles that women played in each era. The first era
began in 1820 (Hoskin, 2019). Women could work as matrons in women’s prisons and
perform manual jobs related to service delivery. The second era started approximately in
1900 (Hoskin, 2019), when women entered into policing, prompting the creation of the
term policewomen and policemen. During that time, the duties of female law

enforcement officers included service and education (Hoskin, 2019). Conversely, their
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male counterparts continued to hold traditional policing duties, such as maintaining
public order and safety, enforcing the law, and preventing, detecting, and investigating
criminal activities.

The third era started in the 1960s and represented a brief period when women
police officers were fully integrated into patrol (Langan et al., 2019) and became crime
fighters in addition to being social workers (Hoskin, 2019). During this time, much
research on women law enforcement officers focused on comparing their job
performance to men's.

The last and current period began in early 1992 and is characterized by
community-based policing. Women’s verbal skills are considered valuable in policing.
Although female officers presume legal equality within the law enforcement
environment, there is still a widespread underrepresentation of women in law
enforcement, particularly in top leadership positions. At the same time, however, some
male officers have objected to women’s presence in law enforcement and their additional
responsibility of patrolling (Hoskin, 2019). Due to this resistance, women face challenges
in ascending to top leadership positions because many of their male counterparts still
believe they are unfit for tough jobs (Hoskin, 2019).

Roles of Women in Early Policing
Over the years, women in law enforcement have faced significant discrimination

and marginalization that has restricted their roles and advancement opportunities.



22

Initially, women were limited to policing other women, and in some instances, they
needed higher qualifications than their male counterparts to enter the field. Women were
also often excluded from specialized assignments unless the role required a woman’s
involvement. Historically, women were considered unsuitable for law enforcement
because the job was incompatible with family responsibilities (Hoskin, 2019). By the
20th century, women continued to be seen as family caretakers and perceived as lacking
the masculinity needed to handle challenging situations, such as apprehending criminals
(Cunneen, 2024). These limitations had enduring gender biases in law enforcement,
where women were often relegated to supportive roles and were not viewed as equals in
policing tasks. While women’s presence in leadership is a notable shift, many of these
promotions have resulted more from societal pressures than true institutional reform
(Langan et al., 2019). Consequently, women often remain underrepresented in top
leadership positions, facing discrimination in career advancement. As a result, many
women in law enforcement continue to serve in traditional roles, such as nurses, matrons,
and cooks, with those integrated into policing often restricted to clerical duties (Hoskin,
2019).
Police Force Diversity

The United States has made strides toward embracing workforce diversity, aiming
for a law enforcement body that reflects the society it serves. Police departments have

become more diverse, especially since 1972, when Congress amended the Civil Rights
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Act of 1964, increasing the recruitment of minorities, including women and people of
color, into law enforcement (Gossett, 2019). However, women police officers continue to
face distinct challenges that set them apart from their male colleagues. Despite these
efforts toward diversity, women in law enforcement encounter leadership obstacles that
men often struggle to understand. Women remain underrepresented in policing roles,
with unconscious bias being a persistent barrier that hinders their advancement to top
leadership positions. This ongoing bias increases the complexity of achieving true
equality in the field (Huff et al., 2024).
Gender Roles and Their Effects on the Workplace

Law enforcement duties present unique and significant challenges for women,
rooted in behavioral norms and gendered cultural expectations that permeate both
professional and social dynamics in policing. Research indicates that societal gender roles
frequently hinder the social interactions and professional growth of women in
traditionally male-dominated fields like law enforcement. These norms restrict career
progression and create a work environment that pressures female officers to align with
traditional feminine roles rather than pursue diverse career opportunities (Hao et al.,
2024). Such gender-based restrictions shape the responsibilities that female officers are
expected to fulfill, often reinforcing outdated notions of what roles are appropriate for
women. For instance, gender-related behaviors and personality traits are not solely

products of individual differences but usually stem from deeply ingrained social
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conditioning. Hao et al. (2024) argue that these cultural expectations reinforce personality
traits and behaviors in policing that align with conventional gender roles, framing
policing as a profession dominated by masculine ideals. These societal expectations
reinforce gender-specific professional roles, making it challenging for women to achieve
equal participation in law enforcement. The added pressure to conform to feminine
expectations while simultaneously meeting the demands of policing places a double
burden on women that their male counterparts typically do not face. This duality can
hinder women’s success, as they must constantly balance their professional identity with
societal expectations. Over time, this balancing act limits women’s potential within law
enforcement, as they are often viewed through a restrictive lens that undervalues their
abilities and confines them to predefined roles.

Traditional gender roles have historically defined career boundaries, with women
frequently relegated to nurturing or supportive roles and initially limited to subordinate
positions within law enforcement. Historically, traditional gender norms have dictated the
types of careers deemed suitable for women, confining them to fields aligned with
femininity, such as teaching, nursing, or secretarial work. Gossett, 2019, shows that
before the 1970s, over two-thirds of working women held positions in fields reflecting
these roles, highlighting how strongly gender norms influenced employment patterns. In
law enforcement, these restrictions placed women in supportive roles, such as matrons or

positions assisting women and children affected by crime (Gossett, 2019). While shifts
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began in the 1960s, with women entering law and medicine, fields like law enforcement
remained resistant to change, presenting ongoing barriers for women aiming for full
inclusion (Burnett et al., 2020). Even as more women entered policing, they often faced
opposition or limited advancement opportunities, reflecting the persistence of
occupational boundaries defined by gender expectations. Consequently, gendered
assumptions about professional roles restrict the opportunities available to women and
hinder broader societal shifts toward equity in the workplace.

In Middle Eastern cultures, where societal norms further limit women’s access to
education and employment, cultural views on gender present even more significant
obstacles for women in law enforcement. Gender roles in Middle Eastern societies often
restrict women’s career choices, making it particularly difficult for women to enter male-
dominated fields like policing. These norms may prevent women from pursuing law
enforcement careers and limit their advancement when they join the profession. Such
restrictions reinforce the expectation that women should prioritize domestic roles over
professional ambitions. Even where policies to encourage female representation exist, as
Hao et al. (2024) argue, traditional gender norms can still undermine women'’s full
integration. For example, in regions like the United States, policing remains heavily
gendered, with women representing a small minority within the field and frequently
experiencing marginalization. Despite societal progress in certain areas, cultural norms in

law enforcement still hinder gender parity, associating police work more with masculinity
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than inclusivity (Parker, 2024). While cultural perceptions of gender roles differ between
the Middle East and Western societies, the challenges women face in policing are
remarkably similar. Gendered norms restrict women’s access to education and
professional development, reflecting broader societal beliefs about appropriate roles for
women. By limiting female participation in law enforcement, these norms maintain a
predominantly male work environment that reinforces exclusionary practices. Such
dynamics complicate efforts to increase female representation in policing and underscore
the need for policy reforms and cultural shifts promoting equity.

Public perception is critical in reinforcing gender-linked responsibilities within
law enforcement, affecting the types of roles that women can access and creating barriers
to advancement. Public attitudes toward policing often reflect a belief that women are
better suited to administrative or less physically demanding roles rather than front-line
positions in SWAT or K9 units. This perception creates employment barriers, with
women frequently required to demonstrate additional physical competence to be
considered for high-risk roles (Quilapio et al., 2024). In the workplace, female officers
often face discrimination and sexist assumptions, which shape their daily experiences and
may compel them to conform to a work culture that privileges male norms and requires
them to compromise their values (Lo et al., 2023). Such public and workplace
expectations sustain a culture that undervalues women'’s abilities in law enforcement,

requiring them to prove their competence to a greater degree than their male counterparts.
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The pressure on women to meet heightened physical standards and adapt to male-
dominated norms can discourage them from pursuing specialized roles within law
enforcement. This dynamic not only limits career advancement but reinforces stereotypes
that associate physical strength and risk-taking with masculinity, further entrenching a
gendered work culture. Female officers must continually navigate these perceptions,
often balancing their personal beliefs with a professional environment that may require
them to adopt behaviors counter to their values. Consequently, the public perception of
gendered roles in policing poses an enduring challenge for women striving to achieve full
inclusion and equity within the field.

Efforts to change perceptions within law enforcement often face resistance from
deeply rooted cultural beliefs, complicating the path toward equitable treatment based on
performance rather than gender. Female officers usually enter law enforcement with
expectations of fair and equitable treatment based on their skills and performance.
However, entrenched values in male-dominated work cultures often create a conflict
between these expectations and the realities of policing. Female officers who seek equal
treatment based on merit may find themselves at odds with colleagues and supervisors
who uphold traditional views of law enforcement as a masculine field (Huff et al., 2024).
For instance, many women feel compelled to conform to a “team-player” mentality,
fearing negative judgment if they express their perspectives or challenge the status quo

(Modise, 2024). Although policies nominally support female officers, substantial reforms
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are still lacking to fully integrate women into policing (Davydyuk, 2021). These systemic
limitations discourage new female recruits and hinder long-term career growth for
women already in the profession. Expecting women to fit into established work cultures
can create significant psychological and professional pressures, discouraging them from
fully engaging in the field and limiting their career progression. Despite nominal policy
changes intended to support women, the reluctance to implement deeper reforms
perpetuates a work environment that privileges traditional gender norms.
Gender Inequality in Policing
Organizational Challenges

Organizational barriers are challenges that female law enforcement officers
encounter within police organizations, often rooted in work culture and environment,
which limit women’s ability to control their career trajectories. Research identifies key
organizational challenges that women face in policing, including discrimination, sexual
harassment, rejection by male colleagues, intra-gender challenges, and the glass ceiling,
each presenting obstacles to career progression (Schafer et al., 2024). For instance,
discrimination and bias against female officers can manifest in unequal access to training
or assignments, particularly in roles perceived as more dangerous or demanding. Sexual
harassment, another prevalent issue, contributes to a hostile work environment that can
undermine confidence and job satisfaction. Additionally, women often encounter

rejection from male officers, who may resist working alongside or under the command of
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female colleagues, creating a culture of exclusion and making it difficult for women to
integrate fully into their departments. Intra-gender challenges, such as competition or
lack of support among female officers, can further isolate women. At the same time, the
“glass ceiling” restricts advancement, limiting their representation in higher-ranking or
decision-making roles (Amusa & Balogun, 2021).

These organizational challenges create a professional environment that restricts
women’s agency and limits their career advancement, often reinforcing a male-dominated
culture within law enforcement (Lakshmidevi & Geetha, 2024). Discrimination and
harassment contribute to a climate where female officers feel undervalued and
unsupported, which can lead to higher rates of turnover and hinder long-term career
development. Rejection by male colleagues and intra-gender challenges further
exacerbate this issue, as they prevent female officers from forming the supportive
professional networks often necessary for advancement (Ramos et al., 2024). The glass
ceiling remains a significant barrier to achieving gender parity, as it restricts access to
leadership roles, making it difficult for women to influence organizational culture from
within (Amusa & Balogun, 2021). Combined, these factors not only limit women’s career
growth but also discourage future female recruits, perpetuating gender inequality within

the field.
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Discrimination and Sexual Harassment

Researchers have found that discrimination and sexual harassment are the leading
causes of gender inequality in policing. Several researchers have found that
discrimination starts at the beginning of women's careers when they are rejected because
of their gender, even though Title VII of the Civil Rights Act of 1964 prohibits such
discrimination (Karazi-Presler, 2020). Gender discrimination is particularly among male
police officers; to discourage female counterparts from remaining in law enforcement,
they may perform a kind of bullying on purpose. It can happen during the initial hiring
process (Wood, 2020) with something as simple as the preference for extreme or
masculine physical traits. If women are not hired, the hiring team can explain that they
did not meet the physical requirements (Miller & Segal, 2019). When recruited, women
may still encounter discrimination in duty and role allocations because they are not suited
to physically demanding roles (Karazi-Presler, 2020).

According to Brown et al. (2019), policewomen commonly face sexual
harassment by men in the workplace. It can be verbal and physical (Brown et al., 2019;
Duran et al., 2019). Female employees are more likely to be sexually harassed in any
given workplace than their male counterparts are. Furthermore, Akram et al. (2024)
reported that males are usually the main perpetrators. These behaviors generally include
aggressive actions or comments among male colleagues and management rather than

directed to the women (Bishu & Headley, 2020). Because men dominate all levels in
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police organizations, women officers may be afraid to report sexual harassment for fear
of potential retaliation.

Another reason for the marginalization of women is the existence of a social
hierarchy based on males. Gender-oriented relations are a significant cause of
documented mistreatment against women (Akram et al., 2024). For instance, in
patriarchal societies, women have been valued and treasured mainly for reproductive
reasons. On the other hand, men are viewed as the family heads and protectors of
children and women. Such established gender roles privilege men as dominant within
communities and institutions, including law enforcement.

Glass Ceiling

Earlier investigators have reported different reasons for women’s lack of
advancement in their law enforcement careers (du Plessis et al., 2020; Duran et al., 2019).
Other researchers, such as du Plessis et al. (2020), have also provided data on why
women are underrepresented in top administrative positions in police organizations.
According to Duran et al. (2019), with a few exceptions, women remain underrepresented
at every level of the police departments; thus, they are essentially absent from the
decision-making positions and ranks of authority. Plessis et al. (2020) claimed that

approximately 1.3% of police heads in the United States are women. The study clarifies
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that a glass ceiling is one reason women do not hold more administrative ranks (Duran et
al., 2019).

According to a meta-analysis by Duran et al. (2019), a glass ceiling represents a
symbolic vision that minorities, including women, see as a barrier within their
organization that thwarts their efforts to advance to authoritative positions. Duran et al.
(2019) also noted that a glass ceiling is invisible because men in management can
involuntarily create it. Men in leadership positions may feel threatened by women
officers or may want to retain the ideal of the male-dominated occupation. The lack of
females in management is a barrier for young female police officers who struggle for
promotion because they lack female leadership and guidance (Duran et al., 2019).
Intra-Gender Challenges

Female police officers experience difficulties both from external factors such as
male police officers and management, citizens, and intra-gender challenges such as
sexual harassment, sexual discrimination, gender bias, unequal gender representation,
gender stereotyping, and inappropriate sexual conduct. Van den Brink and Benschop
(2018) conducted a survey using 54 policewomen from a Dutch police force. The study
findings reported two groups of female officers who had adapted to their police officer
roles. The first group consisted of policewomen who positively adapted to the police
officer’s role (Wood, 2020). They conform to job responsibilities and requirements, are

aware of the dangers and risks, and can detect and react to criminal situations
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professionally. Wood (2020) also argued that such policewomen excel in policing and
demonstrate their value to the force with proficient knowledge and skills. These career-
driven women are loyal, professional, motivated, and assertive (Miller & Segal, 2019).
For instance, they pursue occupational achievement through ambition for promotion in
the police organization. These women are aware of their minority status and any
disparities that exist. As such, they identify and overcome problems and barriers that may
be present. In short, these women perform the duties of a police officer and that of a
male-dominated administrative position satisfactorily (Miller & Segal, 2019).

Women in the second category retain their normative gender roles when on duty
(Brown & Silvestri, 2020) and are not suited to law enforcement. For instance, these
women act as the weaker gender (Brown and Silvestri (2020). According to Brown and
Silvestri (2020), a paycheck is the primary reason these women pursue a law enforcement
career. Contrary to the female police officers who diligently perform policing functions,
the second type of policewomen encourages further prejudice about female law enforcers
by not fulfilling their responsibilities and job requirements (Brown & Silvestri, 2020).
Personal Challenges

Personal challenges are non-organizational barriers or problems faced by
policewomen in their personal lives, unrelated to their careers. Some policewomen may
have control over these challenges; others may not (Hoskin, 2019). As Hoskin (2019)

contends, personal challenges include family and gender role conflicts. They may also be
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problems stemming from low self-confidence (Tidmarsh et al., 2021; Duran et al., 2019;
Donohue, 2020). Moreover, some women, torn by tradition, believe they must choose to
be either the ideal mother or the ideal police worker (Tidmarsh et al., 2021).
Police Personality and Men’s Attitudes

Law enforcement job requirements, such as excellent communication skills, the
ability to solve problems and resolve conflicts, mental agility, integrity, and adaptability,
have created the “police personality.” According to Singh and Khan (2019), the police
personality is thought to be a blend of behaviors and characteristics that are commonly
used to stereotype police officers. The police personality has many characteristics and
behaviors that present barriers for women (Brown & Silvestri, 2020). One such behavior
happens when male law enforcers feel the need to protect their female partners as they
believe they are physically inferior (Brown & Silvestri, 2020; Nalla & Nam, 2020).

Policewomen may also encounter hostility and be isolated from their male
colleagues (Salerno & Sanchez, 2020). Salerno and Sanchez suggested that the most
significant barriers to utilizing females in police patrol positions do not emanate from
their performance but from the resistance of their male counterparts. While their study
findings have suggested that male officers are concerned about their female colleagues’
safety, some investigators have stated that male law enforcers are unwilling to accept

policewomen because of the masculine-centered police subculture ((Nalla & Nam, 2020).
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When women do the same job that male officers have been doing for decades, the
male officers feel as if their status is lowered, thus taking away from their social standing
and status in society (Nalla & Nam, 2020). Nalla and Nam (2020) noted this as an
underlying reason why male officers resist women entering the police force. Women
threaten to disrupt the work norms, division of labor, public image, the work group’s
solidarity, and the chauvinist ideology that underscores the men’s definition of the work
as suitable for men and their distinctiveness as masculine men (Brown & Silvestri, 2020).

Men believe that a law enforcement career requires a masculine approach. For
instance, when received calls involve suspects that are large in stature, staff sergeants
request specific law enforcers be placed on the call, especially officers who are also large
in physique and perceived as more capable of handling the suspect (Brown & Silvestri,
2020; Nalla & Nam, 2020). This elucidation, however, ignores the fact that all officers
receive the same training and the same equipment to assist them with personal protection.
Thus, all officers on the force should be able to handle any issue that arises, not just the
men.

Moreover, even though policing often requires physical energy, the perception of
the need for physical aggression is misleading ((Nalla & Nam, 2020). According to how
law enforcement officers are trained, 80% of police work involves activities

characteristically linked with social work. Thus, it is believed that most law enforcement
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work reflects issues that women have been primarily socialized to be more efficient at
resolving (Salerno & Sanchez, 2020).

As can be seen from the above example, policewomen face barriers because of
police officers’s attitudes. Research shows that women officers list their male colleagues’
negative attitudes as their most significant barrier (Nalla & Nam, 2020). The perception
that women are inferior has resulted in stressful working conditions for policewomen
because they feel the need to prove themselves able to perform all aspects of the job.
Female officers also tend to be exposed to more job-related stress because of their gender
and experience both on and off the job (Singh & Khan, 2019). In a similar study, Chitra
and Karunanidhi (2018) commented that most women law enforcement officers feel
pressured to prove themselves as police officers because of their gender, a further
argument for the proposition that if more women are hired, the more their male
acceptance will increase.

Brown and Silvestri (2020) conducted a survey that demonstrated that women
were less likely to experience pressure to prove themselves and more likely to be
accepted when female officers in several female partnerships were prominently visible.
Without that visibility, they are unlikely to get the experience necessary to pursue and
acquire promotions or move to other policing organizations (Nalla & Nam, 2020).

According to Singh and Khan (2019), the perception that women are emotionally

weak and unable to handle the pressures of law enforcement is another male attitude that
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has created barriers for women. Male officers tend to feel that their female co-workers
are more suited for policing units and situations requiring minimal emotional control,
such as media relations, the community safety village, the collision reporting center, and
the school liaison officer (Singh & Khan, 2019; Nalla & Nam, 2020). As a result, women
do not receive serious consideration for jobs that require substantial emotional control.
Moreover, some women may believe this male attitude and not fully understand the
requirements for certain ranks in police agencies (Salerno & Sanchez, 2020). As such,
male officers may be given more control over who will be chosen for positions. Women
may not even apply for certain jobs because they believe that they are not suitable for
them (Salerno & Sanchez, 2020).
Career Advancement Barriers and Gender Stereotyping

Kurtz and Upton (2018) conducted a qualitative study of 215 female law
enforcement officers to document their perceptions of gender stereotypes and their
impact on women’s career advancement. They collected data in semi-structured
interviews and analyzed it using a thematic approach. They established that gender
stereotypes that conceptualize women as weak or less masculine impeded women’s
advancement to top positions. Chu (2018) also found that stereotyping and sexual
orientation of women in the law enforcement culture negatively affected women’s ability

to advance in their careers.
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Stereotyping has a negative influence on women’s careers in general. Langan et
al. (2019) conducted a study to establish the factors that influence the promotion of
females to top leadership positions. They found that stereotypes of women as weak
negatively affected their advancement. Chu (2018) reported similar results, concluding
that women were less likely to be promoted to top leadership positions because of beliefs
about their weaknesses and familial roles. Rawski et al. (2018) supported this finding
with their conclusion that familial gender stereotypes negatively influence women’s
promotion to top positions. The assumption is that their promotion may conflict with their
family roles (Langan et al., 2019).

Facilitators of Women’s Career Development
Top Management Commitment

Top management support encourages career growth for women. It can create
policies, rules, and procedures that support diversity and equal opportunity (Langan et al.,
2019). Rawski et al. (2018) found that 60% of women considered top management
commitment a prerequisite to advancement. Similarly, Hoskin (2019) argued that top
leadership endorsement is essential to an organizational support system for women’s
career growth, in part because leaders are responsible for fostering promotion
opportunities and diversity policies. They also may or may not create an environment

with equal opportunities for advancement among individuals (Langan et al., 2019).
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Mentoring and Training

Mentoring sessions contribute to the success of women in leadership. Mentors can
guide women toward career goals, their requirements, and any other aspects necessary for
their success. Rawski et al. (2018) reported that mentors importantly help women build
influences and other practices needed to achieve career goals. Mentoring is an effective
way for women to receive advice on how to become leaders. While the benefits of
mentoring have been widely documented in the literature, statistics indicate that women
have limited access to mentoring programs. In a study that investigates women’s
experiences in leadership positions, Hrabowski III (2018) established that participants
identified the lack of mentoring as a key factor preventing them from realizing their
career goals. Ford et al. (2021) reported that, due to institutional sexism, women in law
enforcement had no mentors to guide them on promotion and leadership. Joseph-
Salisbury (2020) identified the lack of mentorship programs among women as a key
barrier in their careers, either within their institution or when seeking advancement
someplace else.

Kirkinis et al. (2018) reported similar results, establishing that the lack of
mentorship and support, particularly on how to run a law enforcement institution,
excluded women from top leadership positions. The study implied that the lack of
training, mentorship, and career connections are some of the factors that contribute to the

underrepresentation of women in different positions. Ford et al. (2021) established that
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one out of 10 men was likely to be recruited for a mentoring program. However, only 2%
of them could be promoted to the final mentoring stage. As low as this number may
seem, for women, it is almost 0%. The fact that women are so rarely considered for
mentorship programs is a key factor contributing to the underrepresentation of women in
policing. Only 1% of women are mentored, and most of them never reach the final
mentoring stage necessary to gain top positions. A large portion of the existing research
evaluates the potential benefits of mentoring for women, some of which are reduced
health-risk behavior and improved academic outcomes, social-emotional wellbeing,
mental health, interpersonal relationships, and racial identity (McLeod et al., 2020).
Women pursuing top leadership positions received very little family support. The lack of
community resources greatly contributed to their inability to advance (McLeod et al.,
2020).
Research on the Experiences of Female Officers

Studies on females in policing have mainly focused on policewomen's
experiences (Miller & Segal, 2019), including challenges such as stress, support from
female colleagues, glass ceilings, and sexual harassment. The research on peer support in
the current century is complex. Some studies have demonstrated that female officers
support each other (Miller & Segal, 2019). Policewomen are more likely to view their
female colleagues more positively than their male colleagues (Donohue, 2020).

Nevertheless, other studies showed that female officers do not support each other
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(Donohue, 2020; Karazi-Presler, 2020). Female officers are more likely to show self-
esteem problems resulting from issues peculiar to women in policing. Alcohol
consumption rates are significantly lower for policewomen than for police officers, yet
higher for policewomen than for women in general.

Policewomen continue to experience higher rates of sexual harassment than other
female workers (Hoskin, 2019). Discrimination exists despite the implementation of
sexual harassment and gender discrimination policies in police departments. However,
some recent studies on the workplace environment portray conditions that may improve
women's experience. Many policewomen believe they lack promotional opportunities
because of gender bias in the profession. Some female officers indicated they thought
they were exposed to unfair evaluations due to gender (Wood, 2020). These evaluations,
as illustrated by Wood (2020), serve as barriers to later promotion. Women believe
promotions are challenging because so few females have forged paths for others to
follow. According to this study's findings, many high-ranking policewomen have
transferred to different agencies or districts hoping to achieve success and be promoted.
Some female law enforcement officers reported that their male supervisors' support of
their promotion resulted in negative attention from their male colleagues.

A second reason for the need for high-ranking policewomen is female officers'
decisions not to pursue promotion. As explained, the reasons the study participants did

not seek promotion were often the same as those of male officers. They include the desire
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to retain their current unit and maintain seniority, preference for their current assignment,
family concerns, perceived personal prejudice of the administration, potential loss of
income, and a general lack of interest. Promotion for females often moves them back into
gender-oriented areas such as planning, records, community relations, sexual assault,
domestic violence, and youth (Tidmarsh et al., 2021). In contrast, male police officers
who are promoted are frequently given more prestigious roles, such as detective,
narcotics, patrol divisions, and other tactical units (Hoskin, 2019).

Research also showed that many policewomen in executive positions express
concerns regarding the opportunities for future women police officers. They perceive that
policewomen are retiring more than women in other professions. Female executives also
fear that their replacements need to be sufficiently prepared. Lastly, they note that female
law enforcers fail to be inclusive and support each other during their careers.

Summary

The experiences of women law enforcers showed that policing remained a
challenging profession for them. While women and men entering the profession generally
had comparable motivations, females frequently confronted at least one exceptional
problem, such as sexual stereotyping. Female officers experienced the same stresses as
their male counterparts but also faced stresses unique to their gender, such as sexual
harassment and a lack of support from their female colleagues. Some policewomen

decided not to pursue promotion for the same reasons as male police officers. However,



those who pursued it were often subjected to additional scrutiny and had to move to
different departments to seek promotion and advance their careers. Chapter 3 discussed

the research methods used in this study.
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Chapter 3: Research Method
Introduction

This study aimed to explore the barriers that affect the promotion of women to
senior leadership positions within the FBI. The research aimed to identify and analyze the
personal, organizational, and societal factors hindering women's advancement in law
enforcement. To achieve this, a qualitative research approach was adopted to capture the
lived experiences of female law enforcement officers and gain deeper insights into these
challenges. The study utilized a phenomenological design, which allowed for an in-depth
examination of the specific context of the FBI. This chapter outlines the methodology
used in the study, general qualitative study and rationale, my role as researcher,
methodology, and data analysis plans. In addition, I discussed the issues of
trustworthiness and ethical considerations related to this study.

Research Design and Rationale

A phenomenological qualitative study was best suited for the research undertaken.
Multiple reasons influenced the decision to employ the target population and qualitative
approach. Firstly, the research chose female officers who were currently occupying top
positions in the FBI as the subjects, as they must have faced barriers in reaching the
organization’s leadership positions, constituting primary data. The research aimed to
gather first-hand information from the target audience to discover the impediments

preventing their expected career progression. Busetto et al. (2020) considered this
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methodology effective in analyzing the respondents' experiences in natural settings. The
qualitative method incorporated the candid views and natural perceptions of participants,
who were subsets of the affected population. Thus, the qualitative study provided access
to the women's lived experiences in executive positions within their natural settings.
Secondly, qualitative studies affected human behavior. Patton (1999)
recommended this kind of study to seek detailed descriptions of human behaviors or
experiences in their real-world setting. Furthermore, qualitative researchers used data
sources such as personal interviews with respondents to obtain tangible descriptions.
Patton (2014) stated that probing questions in personal interview sessions led to vital
disclosures. This is why I firmly believed that further analysis of individual responses
would allow me to recognize patterns and themes responsible for the issue being probed.
Thirdly, a general qualitative study was preferred to derive the contextual
meaning of the data. Willing (2001) emphasized the subjective elements of qualitative
data that needed to be considered while interpreting the data. Moustakas (1994) also
favored the qualitative method of studying the narrative description of participants' life
experiences. My research involved determining the meanings my subjects attached to
their experiences in the FBI. Moreover, qualitative study facilitated integrating
interpretive and inductive data analysis (Ramanathan et al., 2021). Therefore, the chosen
study served my research purpose of interpreting the meanings and life experiences of the

subjects. Eliciting the subjects' views on the existing impediments was essential to
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achieving the ongoing research objective, justifying the selection of a qualitative
approach.

Finally, qualitative research was appropriate when the database was not
statistically quantified. This meant that statistical manipulation and interpretation of data
were not possible. Instead, it was the pattern of thinking that emerged from the study.
Ramanathan et al. (2021) placed the non-statistical nature of data consisting of
individuals' perceptions, opinions, and attitudes under the category of general qualitative
studies. Hence, employing the same method to detect behavioral patterns in the current
study was reasonable.

Role of the Researcher

The researcher played a central role in the research design, data collection, and
analysis. The primary responsibility was to ensure that the research adhered to ethical
standards and was conducted with integrity, maintaining a neutral stance throughout the
process. Interview questions were designed based on the study's objectives and existing
literature, ensuring alignment with the research focus. These questions were structured to
explore the barriers faced by women in law enforcement and their experiences in
overcoming these challenges. During interviews, the researcher maintained neutrality,
refraining from expressing personal opinions that could influence participants' responses.
Efforts were made to create a safe, non-judgmental space, allowing participants to share

their perspectives freely without fear of bias or repercussions.
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The researcher's role also involved recruiting participants, explaining the purpose
and significance of the study, and ensuring informed consent was obtained before
engaging in the interview process. Recruitment protocols were carefully followed to
ensure that only eligible participants, specifically female law enforcement officers from
Washington, D.C., were included. During data collection, interviews were conducted
professionally, maintaining confidentiality and adhering to ethical guidelines for data
protection. Participants were informed about their rights, including the voluntary nature
of participation and how their responses would be used. Transparency was emphasized to
build trust with participants and ensure they felt comfortable sharing their experiences.

In addition to data collection, the researcher was responsible for analyzing the
interview data. Interviews were transcribed verbatim to ensure all responses were
accurately captured. During analysis, a reflective approach was maintained to minimize
personal bias. Interpretations of the data were continuously checked against the original
responses to ensure conclusions were grounded in participants' voices. This process
allowed for identifying key themes and patterns related to the barriers women face in law
enforcement and the strategies employed to overcome these obstacles. The
comprehensive and objective analysis ensured that the study's findings accurately

represented the experiences of female law enforcement officers.
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Methodology

Participant Selection Logic

Subjects were selected based on specific characteristics. The primary criterion
was that participants should be high-ranking women law enforcement officers in the FBI.
Additionally, participants were chosen from different departments to examine any
potential departmental variations in the patterns of promotion. This broader perspective
was expected to provide a comprehensive view of how women officers fared in their
promotional prospects.

Purposive sampling was identified as the most appropriate method for this study.
This approach, widely used in qualitative research, focuses on the specific attributes of
participants. As defined by (Campbell et al. (2020), purposive sampling is a non-
parametric method used to identify and recruit participants with shared experiences
related to the characteristics studied. Further, Campbell et al. (2020) outline four primary
considerations for purposive sampling: who participates, the study site, the specific type
of sampling used, and the sample size. For this study, the participants were female FBI
officers who had held top leadership positions for at least three years and were based in
Washington, D.C.

A reasonable sample size was employed, and due procedures were followed in
recruiting participants. The study included 12 participants, aligning with the typical

sample size of 10-25 for qualitative studies. Data saturation was achieved through
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continued sampling until additional participants no longer yielded new information.
Considering the in-depth data generated through interviews, this sample size was deemed
sufficient. Recruitment began shortly after obtaining the necessary approvals. Participants
were contacted using flyers and invited to express their interest in the study. Written
consent was obtained from all participants before proceeding further. During data
collection, special care was taken to ensure clarity and avoid vague responses.
Instrumentation

The interview questions for this study were crafted to explore the barriers women
face in law enforcement, their career advancement opportunities, and the strategies they
use to overcome these challenges. The primary goal of the questions was to understand
how gender dynamics, leadership characteristics, and personal experiences impact
women's roles within law enforcement. These questions were derived from a
comprehensive literature review focusing on gender-related challenges, leadership traits,
and female officers' strategies to navigate their careers in male-dominated environments.
The literature informed the development of the interview guide, ensuring that the
questions aligned with the research objectives and would gather data relevant to
answering the study's research questions. To ensure the validity and clarity of the
questions, the interview guide was reviewed by an expert panel, which offered feedback

for refinement, helping align the questions with the research topic and methodology.
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The interview guide consisted of questions organized into key themes based on
the study's objectives. One theme focused on the perception of women in law
enforcement, with a question asking how women are perceived within the field. This
question was designed to uncover biases or stereotypes that might influence the careers of
female officers and affect their career trajectories. Another theme aimed to explore the
barriers that women face in law enforcement, asking about the specific obstacles to career
advancement that exist for females in their department. This was intended to highlight
institutional, social, or gender-related challenges women encounter. To understand how
women overcome these barriers, a question was included that asked what women can do
to overcome these barriers, providing insights into practical strategies and solutions that
may support career growth.

In addition, the interview guide examined whether women's success in law
enforcement resulted from overcoming multiple barriers. This was explored by asking
whether success combines these barriers or is influenced by other factors. To gain
insights into actions taken by women to break down these barriers, the interview guide
also included a question about what women have done to challenge or dismantle the
obstacles they face in their careers. Another critical area of focus was the comparison of
job advancement opportunities, with a question designed to explore how women's career
progression compares with that of male officers. This question sought to identify gender

disparities in job advancement and the potential factors contributing to these differences.
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The interview questions also addressed leadership dynamics, particularly about
minority female officers. A question was included to investigate the leadership
characteristics of minority female FBI officers, examining how race and gender intersect
to shape their leadership styles and influence within their departments. To understand the
strategies female officers in leadership positions employ to succeed, the guide also asked
about the specific approaches used by female police leaders to achieve success.
Additionally, the interview questions were designed to capture the individual career
experiences of the participants. A question about the participants' career journey from
patrol officer to their current position sought to gather detailed personal narratives about
their successes and challenges. Another question focused on the struggles of obtaining
and maintaining ranking positions, exploring women's specific challenges when striving
for higher positions within law enforcement.

Finally, the interview guide included a question about participants' experiences
with departmental administration. It aimed to gather insights into how departmental
leadership's support or lack of support has influenced their career development. These
questions were developed to address the critical aspects of the research objectives,
ensuring that the study captured a thorough understanding of the challenges women face
in law enforcement, the strategies they use to navigate these challenges, and the

leadership dynamics that shape their careers. Each question was purposefully designed to
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elicit detailed responses that would provide valuable insights into the factors affecting
female officers' career advancement and their experiences in law enforcement.
Procedures for Recruitment, Participation, and Data Collection

A systematic procedure was followed, from subject recruitment to data collection.
The target population for this study consisted of female law enforcement officers from
Washington, D.C. After completing the formalities of the recruitment process, interested
participants were screened according to the eligibility criteria. Once participants
voluntarily joined the study, data collection began through virtual interviews, with their
permission obtained to record the sessions.

Special care was taken to ensure smooth data collection. During the interview
sessions, participants were informed about the research purpose, roles, and confidentiality
or privacy issues. All interview questions adhered to the interview protocol, and notes
were recorded in a field journal for future reference. Each interview lasted an average of
50-90 minutes, with follow-up sessions and debriefings conducted before concluding.
Debriefing sessions were used to inform participants about the data processing and the
publishing of results. Additionally, participants were guided on how to access the
published article during these sessions.

Data Analysis Plan
Braun and Clarke's (2006) six-step approach to thematic analysis guided the data

analysis for this study. This process was designed to uncover patterns in the data and was
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rigorously applied to ensure thorough and accurate analysis. The six steps outlined in this
plan included familiarizing with the data, generating initial codes, searching for themes,
reviewing, defining, and naming themes, and producing the report. This approach
enabled a detailed understanding of participants' experiences and provided clear pathways
for identifying relevant themes that addressed the research questions. The first step in the
analysis involved familiarizing with the data. The interview transcripts were thoroughly
reviewed by reading them multiple times, ensuring deep immersion in the data. Initial
notes were made on potential themes or areas of interest. In addition to reviewing the
written transcripts, audio recordings of the interviews were listened to, enhancing the
understanding of tone, emphasis, and non-verbal cues present in the data. This step was
crucial for developing a deep familiarity with the data and ensuring accuracy before
proceeding to the following stages of analysis.

Once familiarity with the data was established, initial codes were generated.
Relevant features within the data that addressed the research questions were identified,
and short, descriptive labels were applied to these features. The coding process was both
inductive and deductive: inductive coding allowed themes to emerge directly from the
data, while deductive coding drew on specific research questions and theoretical
concepts. For example, responses related to "career advancement" or "leadership

strategies" were coded to capture the specific ideas expressed by participants. At this
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stage, the goal was not to group the codes into broader themes but to capture critical
elements within the data that could later be analyzed more deeply.

In the next phase, the initial codes were examined for patterns or relationships that
could be grouped into themes. Potential themes were mapped using visual aids, such as
mind maps or thematic charts, to organize related codes into clusters. This step allowed
broader patterns to be identified and structured across the data. After identifying potential
themes, they were reviewed to ensure they accurately reflected the data. This step
involved refining, combining, or discarding themes that did not adequately represent the
data or the research questions. The coded data within each theme was revisited to ensure
coherence and distinctness among themes. This iterative process ensured that the final
themes represented a clear and accurate interpretation of the interview data.

Once the themes were refined, each theme was defined and named to describe its
representation clearly. Succinct names that captured each theme's essence were assigned,
followed by detailed descriptions of their scope and the data encompassed. For example,
"gender-based barriers" were defined as the challenges women faced in law enforcement
due to gender discrimination. At the same time, "leadership strategies" refer to the
approaches women employ to overcome these challenges and succeed in their careers.
Defining and naming themes ensured clarity and made the themes easy to interpret and
communicate—the final step involved producing the report, which presented the analysis

and interpretation of the themes. The report was structured around the identified themes,
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with detailed explanations and supporting quotes from the interview data. The findings
were linked to the existing literature, highlighting how the study contributed to
understanding women's experiences in law enforcement, particularly regarding career
advancement, barriers, and leadership strategies.
Issues of Trustworthiness

After establishing trustworthy data sources, ensuring the trustworthiness of the
captured data and its subsequent processing was essential. Trustworthiness is critical for
evaluating the rigor of the study and ensuring the accuracy of the research. According to
Lincoln and Guba (1985), trustworthiness comprises four key components: credibility,
dependability, reliability, and transferability. A detailed discussion of these components
provides additional insight into the concept of trustworthiness.
Credibility

Credibility refers to the extent to which a study’s findings accurately represent the
participants' intended meanings during data collection (Shufutinsky, 2020). Qualitative
researchers employ various methods and techniques to ensure credibility. In this study,
member checking was utilized, allowing participants to review and verify the accuracy of
their narratives to confirm their intended meaning. Additionally, peer debriefing was
employed to identify and address potential biases in the research process (Shufutinsky,

2020).
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Transferability

Transferability refers to the applicability of a study’s findings in other settings
(Hays & McKibben, 2021). To ensure transferability, member checking, peer debriefing
sessions, and consultations with an expert panel were employed to evaluate the adequacy
of the research questions (Kakar et al., 2023). Additionally, detailed descriptions and
active engagement with participants during data collection facilitated the capture of
comprehensive and precise information (Kakar et al., 2023).
Conformability

Conformability refers to the extent to which other investigators can confirm or
replicate a study’s findings (Kakar et al., 2023). To ensure conformability, a detailed
description of the research methods was provided, including comprehensive information
about the participants, the selection criteria, and the procedures for data collection and
analysis (Kakar et al., 2023).
Dependability

Dependability refers to the extent to which study results can be replicated by other
researchers (Kakar et al., 2023). To ensure the dependability of the results, the study used
an expert panel and peer debriefing sessions to validate and confirm the reliability of the
interview questions. Additionally, member checking, triangulation, and detailed
descriptions were employed. A comprehensive audit trail of key data collection processes

was also provided to enhance the study's dependability (Kakar et al., 2023).
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Ethical Procedures

The study was conducted in compliance with ethical guidelines outlined by the
institutional review board of Walden University relating to human participant protection.
In addition, the Belmont principles of justice, respect for persons, and beneficence were
upheld. Regarding the principles of justice, all participants were given an equal
opportunity to participate in the study (Patton, 1999), and no individual was
discriminated against. Respect for persons was maintained by briefing participants about
the study's purpose and obtaining their consent through signed forms before their
participation (Office for Human Research Protections [OHRP], 2020). Participant
identity and confidentiality were also protected through the use of pseudonyms (OHRP,
2020).

To achieve beneficence, participants were informed about the potential benefits
and challenges associated with their participation (OHRP, 2020), ensuring they had
sufficient information to make an informed decision about their involvement. No
financial incentives were provided to participants. The collected data was securely stored
on a personal computer for a minimum of five years following the study's completion.
After this period, electronic data will be deleted from the computer's hard drive, and any

hard copies of information will be shredded.
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Summary

This chapter contained a description of the research methods, techniques, and
procedures used to conduct the study, as well as details regarding the research design and
rationale, the role of the researcher, data collection procedures, issues of trustworthiness,
and the ethical procedures that guided the study. A phenomenological qualitative study
was best suited for the undertaken research. The primary criterion was that participants
should be high-ranking women law enforcement officers in the FBI. Purposive sampling
was identified as the most appropriate method for this study. A systematic procedure was
followed, from subject recruitment to data collection. Braun and Clarke's (2006) six-step
approach to thematic analysis guided the data analysis for this study. The study was
conducted in compliance with ethical guidelines outlined by the institutional review

board of Walden University relating to human participant protection.
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Chapter 4: Results
Introduction

This study aimed to investigate the barriers preventing women's advancement,
particularly those from diverse racial backgrounds, to senior leadership roles within the
FBI. This research seeks to understand the perspectives of high-ranking female FBI
Special Agents on the systemic challenges they encounter and the factors that contribute
to the persistent lack of gender and racial diversity in the agency's leadership structure.
Chapter 4 delves into the results concerning the management perspective on gender and
racial diversity among FBI Special Agents. This chapter unveils a detailed analysis of the
reasons behind the lack of gender or racial diversity within the agency, exploring
common misconceptions, systemic issues, and potential barriers that hinder the
achievement of a more inclusive and representative workforce. Through a comprehensive
examination of these findings, this chapter sheds light on critical insights essential for
understanding and addressing the complex dynamics surrounding diversity within law
enforcement institutions like the FBI.

Setting

The setting for this qualitative study focused on top female law enforcement

officers in the FBI in Washington, D.C. These participants were chosen for their

knowledge and experience relevant to the research topic, specifically regarding barriers
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and facilitators to promotion within the FBI. The study aimed to gather detailed insights
from these participants' lived experiences in executive positions within their natural work
environment to better understand the dynamics surrounding career advancement for
women in law enforcement.
Demographics

Data for the study were collected by employing mixed methods, which included
both qualitative study designs. The framework of the study was based on the investigative
approach that involved the literature review to identify the current diversity and
inclusivity gaps as well as the trends affecting the FBI and other law enforcement
agencies. Interviews were conducted with the FBI’s current and former special agents, as
vice minorities who had in mind a career at the FBI, providing the data that was collected
through focused questions on the perceptions of diversity, experiences with recruitment
processes, the attitudes on organizational culture, the barriers to advancement, and the
recommendations for improvement. Along with that, in-depth interviews were held with
the key performers, such as the governing body, human resource specialists, this level of
diversity officers, and some minorities’ advocacy organization representatives, among
others. Document review and focus groups of agents with diverse educational
backgrounds provided additional evidence for data collection. Hence, the data presented
represents a comprehensive understanding of the issues and provides insights into

possible solutions.
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Data Collection
Data for the study were collected by employing mixed methods, which included
both qualitative study designs. The framework of the study was based on the investigative
approach that involved the literature review to identify the current diversity and
inclusivity gaps as well as the trends affecting the FBI and other law enforcement
agencies. Interviews were conducted with the FBI’s current and former special agents, as
vice minorities who had in mind a career at the FBI, providing the data that was collected
through focused questions on the perceptions of diversity, experiences with recruitment
processes, the attitudes on organizational culture, the barriers to advancement, and the
recommendations for improvement. Along with that, in-depth interviews were held with
the key performers, such as the governing body, human resource specialists, this level of
diversity officers, and some minorities’ advocacy organization representatives, among
others. Document review and focus groups of agents with diverse educational
backgrounds provided additional evidence for data collection. Hence, the data presented
represents a comprehensive understanding of the issues and provides insights into
possible solutions.
Data Analysis
Braun and Clarke's (2006) six-step thematic analysis approach guided the data
analysis for this study. This process was designed to uncover patterns in the data and was

rigorously applied to ensure thorough and accurate analysis. The six steps outlined in this
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plan included familiarizing with the data, generating initial codes, searching for themes,
reviewing, defining, and naming themes, and producing the report. This approach
facilitated a detailed understanding of participants' experiences and provided clear
pathways to identify relevant themes that addressed the research questions.

The first step in the analysis involved familiarizing with the data. The interview
transcripts were reviewed multiple times, ensuring immersion in the data. Initial notes on
potential themes or areas of interest were made during this phase. In addition to
reviewing the written transcripts, the audio recordings of the interviews were listened to
for better comprehension of tone, emphasis, and non-verbal cues. This step was critical in
developing a deep familiarity with the data and ensuring accuracy before proceeding to
subsequent stages of analysis.

Once the data was reviewed, initial codes were generated by identifying relevant
features within the data that addressed the research questions and applying short,
descriptive labels to these features. The coding process was both inductive and deductive:
inductive coding allowed themes to emerge directly from the data, while deductive
coding focused on specific research questions and theoretical concepts. For instance,
responses related to "career advancement” or "leadership strategies" were coded to
capture the specific ideas expressed by participants. At this stage, the objective was to

capture key elements within the data rather than grouping the codes into broader themes.
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In the next phase, the initial codes were examined for patterns or relationships that
could be grouped into themes. Visual aids, such as mind maps or thematic charts, were
used to organize related codes into clusters. This step helped identify and structure the
broader patterns that emerged across the data.

After identifying potential themes, they were reviewed to ensure they accurately
reflected the data. This step involved refining, combining, or discarding themes that did
not adequately represent the data or the research questions. The coded data within each
theme was revisited to ensure coherence and distinctiveness among the themes. This
iterative process ensured that the final themes provided a clear and accurate interpretation
of the interview data.

Once refined, the themes were defined and named to describe what they
represented clearly. Each theme was given a succinct name that captured its essence,
accompanied by a detailed description of its scope and the data it encompassed. For
example, "gender-based barriers" were defined as challenges women face in law
enforcement due to gender discrimination. At the same time, "leadership strategies"
represented approaches women used to overcome these challenges and succeed in their
careers. Defining and naming themes ensured clarity and made the themes easy to
interpret and communicate.

The final step involved producing the report, which presented the analysis and

interpretation of the themes. The report was structured around the identified themes, with
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detailed explanations and supporting quotes from the interview data. The findings were
linked to existing literature, highlighting the study's contributions to understanding
women's experiences in law enforcement, particularly concerning career advancement,
barriers, and leadership.
Evidence of Trustworthiness

After establishing trustworthy data sources, it was essential to ensure the
trustworthiness of the captured data and that it was further processed. Trustworthiness
was vital to evaluating this study's rigor and guaranteeing research accuracy.
Furthermore, Lincoln and Guba (1985) believe that trustworthiness comprises four
components: credibility, dependability, reliability, and transferability. An elaborate
discussion of these aspects throws further light on trustworthiness.
Credibility

Credibility is the degree to which a study’s findings represent participants' actual
meanings during the data collection (Shufutinsky, 2020). Qualitative researchers use
different methods and techniques to achieve credibility. Member checking, a process in
which participants countercheck the accuracy of their narrative for true intent
(Shufutinsky, 2020), was used along with peer debriefing to identify possible areas of

bias in research (Shufutinsky, 2020).
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Transferability

Transferability is the applicability of a study in other settings (Hays & McKibben,
2021). To achieve transferability, member checking, peer debriefing sessions and an
expert panel were used to assess research question sufficiency (Kakaret al., 2023).). Also,
tangible descriptions were used and engaged with participants during the data collection
process to ensure detailed information was captured (Kakaret al., 2023).
Conformability

Conformability is the degree to which other investigators can confirm or replicate
study findings. To achieve conformability, a detailed description of the research methods
used was provided (Kakaret al., 2023), including adequate information on the type of
participants, the selection criteria, and data collection and analysis procedures (Kakaret
al., 2023).
Dependability

Dependability is the ability of study results to be replicated by other researchers
(Kakaret al., 2023). To achieve the dependability of the results in this study, I used the
expert panel and peer debriefing sessions to ensure the validity and reliability of the
interview questions (Kakaret al., 2023). Additionally, I employed member checking and
impenetrable descriptions. Lastly, I provided a detailed audit trail of critical data

collection processes.
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Management Perspective on FBI Special Agents/Officers Gender and Racial
Diversity. The Reasons for the Lack of Gender or Racial Diversity Among FBI
Special Agents/Officers

One common misconception is that there might be insufficient qualified
applicants from minority backgrounds (Q1). However, this view is often refuted as
numerous, well-qualified individuals from diverse backgrounds possess the skills and
abilities to become successful Special Agents. A widely acknowledged issue is the lack
of a conscious effort to recruit candidates from minority backgrounds (Q2) actively.
Without proactive measures to reach out to a diverse pool of potential agents, it becomes
challenging to ensure equal representation. The FBI’s notorious reputation for lacking
diversity has been a significant deterrent (Q3). Potential candidates from minority
backgrounds may be dissuaded from applying because they perceive the organization as
not welcoming to individuals like themselves. An agency’s reputation can significantly
influence the decision to apply.

Another concern is the lack of diversity within the committees responsible for
selecting Special Agents (Q4). When these decision-making bodies do not reflect the
diversity the FBI aims to achieve, it can lead to inherent biases in the selection process,
favoring candidates who resemble the current agent profile. Discriminatory hiring
practices have also been a concern (QS5). Discrimination can occur at any stage of the

recruitment and selection process, which systematically disadvantages candidates from
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minority backgrounds. A non-inclusive culture within the FBI can contribute to the lack
of diversity (Q6). Suppose agents from diverse backgrounds do not feel welcomed and
valued. In that case, they may leave the organization, further perpetuating the issue.
Unequal opportunities for development and career advancement are barriers for
agents from minority backgrounds (Q7). When specific individuals are denied the chance
to grow and advance within the organization, it contributes to the ongoing lack of
diversity. A salary gap within the FBI can discourage candidates from applying for or
staying with the agency (QS8). Suppose salaries are not competitive or do not reflect the
qualifications and responsibilities of Special Agents. In that case, it can deter applicants,
particularly those from minority backgrounds. Implicit discrimination, stemming from
unconscious biases, can affect decision-making processes during hiring and promotions
(Q9). These biases disadvantage candidates from minority backgrounds and can only be

addressed by fostering awareness and implementing training to combat them.
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Figure 1

Reasons for Lack of Gender and Racial Diversity
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Possible Benefits of Gender or Racial Diversity Inclusion Among FBI Special
Agents/Officers

Embracing gender and racial diversity and inclusion among FBI Special Agents
brings forth many benefits that enrich the organization and extend their positive impact to
the broader community (Fig. 2). These advantages will be explored within the context of
fostering a more inclusive FBI. The presence of diverse genders within the FBI equips
the agency with a profound understanding of human psychology across the spectrum

(Q10), nurturing a deeper connection with people of all genders and allowing for more



69

empathetic responses to their unique needs. A more inclusive group of Agents often
carries a treasure trove of linguistic talents. In linguistic diversity (Q11), a conduit for
seamless communication emerges, enabling the FBI to establish connections with
individuals from various linguistic backgrounds. This, in turn, augments the agency’s
outreach and efficacy.

A multifarious tapestry of life experiences begets a broader spectrum of insights
(Q12). Agents who have traversed divergent life trajectories bestow unique perspectives
upon problem-solving and decision-making, ultimately rendering the FBI a more
malleable and perspicacious organization. With Agents stemming from a range of racial
and ethnic backgrounds, the FBI fosters a profound appreciation for myriad cultures
(Q13). Consequently, this engenders more culturally sensitive and productive interactions
with individuals from diverse racial or ethnic backgrounds.

The diverse roots of the workforce encourage more holistic scrutiny of
information (Q14). A plethora of viewpoints can illuminate facets of a situation that
might otherwise lie concealed, thereby fostering more well-informed and enhanced
decision-making. Drawing from a vast reservoir of talent, the FBI gains access to diverse
skills and proficiencies (Q15). This ensures the presence of a versatile and proficient
workforce that is well-prepared to confront the myriad challenges that confront the

agency. Diverse teams exhibit a proclivity for innovation (Q16). The fusion of disparate
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ideas and experiences serves as the spark that ignites creativity, leading to more rational
and productive resolutions for intricate quandaries.

Fostering innovation is the organic consequence of a diverse workforce (Q17).
When diverse voices are heard and cherished, the path is paved for novel approaches and
solutions to germinate. A more inclusive FBI stands to gain from Agents who possess an
elevated capacity to relate to and empathize with individuals of diverse backgrounds
(Q18), a priceless attribute in law enforcement interactions. The salubrious ripple effect
of a diverse FBI extends its benevolence to the community it serves (Q19). By attuning
itself to the community’s diverse needs, the agency proffers superior and more tailored
services, thereby engendering a positive social impact.

A diverse FBI instills a deeper public trust (Q20). Communities are more likely to
invest their faith in an institution that mirrors their diversity, thus fostering felicitous
relationships with law enforcement. Inclusivity within the organization (Q21) nurtures a
sense of belonging and purpose among Agents, leading to heightened job satisfaction and
improved morale. An inclusive milieu often begets more positive organizational
comportment (Q22), where mutual respect and harmonious collaboration are the norm.

A supportive and all-encompassing workplace tends to ameliorate job-related
stress (Q23), thus fostering the well-being and contentment of Special Agents,
notwithstanding the occasional dissenting voice. Elevated morale, diminished stress, and

enhanced teamwork collectively contribute to augmented productivity (Q24) to benefit
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both the agents and the agency’s mission. When diverse talents and perspectives
coalesce, teams attain a heightened synergy (Q25), leading to more efficient and effective
collaboration.

A diverse workforce offers a cornucopia of problem-solving strategies and
adaptable responses to challenges (Q26), ensuring the FBI can efficiently confront issues.
A sense of belonging and a commitment to diversity can culminate in augmented
retention rates among Agents (Q27), engendering a more stable and seasoned workforce.
Embracing diversity secures the retention of extant talent and magnetizes new and
diverse talents, further fortifying the agency’s capabilities (Q28). While some may posit
that evading discrimination lawsuits represents a benefit, it is imperative to elucidate that
this viewpoint is subject to dissent (Q29). An exclusive focus on evading legal
repercussions may detract from the true essence of diversity and inclusion, which should
be underpinned by a sincere dedication to equity and fairness rather than a mere
apprehension of litigation.

Establishing improved community relations is paramount to embracing diversity
within the FBI (Q30). When the agency mirrors the diversity of its communities, it
kindles positive relationships and trust. Community members are more inclined to
cooperate with, support, and repose faith in a law enforcement agency that honors and
represents their manifold backgrounds and perspectives. This burgeoning rapport

between the FBI and the public fosters safer neighborhoods. It spawns a more robust
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sense of unity within society. The advantages of a more inclusive FBI are manifold,
reaching from the personal experiences of agents to the community they serve. This
inclusivity renders the organization more empathetic, proficient, and highly regarded,
ultimately contributing to a safer and more harmonious society.

Figure 2
Possible Benefits of Gender or Racial Diversity Inclusion
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Issues with the FBI Diversity Program and challenges in implementation for the
Special Agents/Officers
Developing and sustaining an intricate program dedicated to enhancing diversity

within the Federal Bureau of Investigation (FBI), particularly among Special Agents,
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presents numerous formidable challenges that demand meticulous consideration and
resolute action (Fig.3). These hurdles possess the potential to exert a substantial impact
on the efficacy and triumph of such initiatives. Let us embark on an exploration of these
predicaments through a comprehensive narrative.

Lack of Management Support (Q31): An indispensable impediment when
implementing a diversity program is the absence of wholehearted support from top-tier
management. Without robust advocacy from leadership quarters, cultivating an
environment steeped in inclusivity and parity throughout the organization becomes
arduous. It is incumbent upon the management echelon to establish the precedence of
diversity endeavors, emphasizing their pivotal role in attaining the FBI’s mission and
objectives.

Program Implementation is Not Integrated in the Entire Agency (Q32): A
diversity program should not function in isolation but must be seamlessly interwoven into
the very fabric of the entire organization. The realization of desired outcomes may remain
elusive when these initiatives are not harmoniously integrated into all facets of the FBI’s
endeavors, from recruitment to training and day-to-day operations.

Participation in Diversity Training is Not Maximized (Q33): The criticality of
diversity training cannot be overstated within the context of any diversity program.

However, complications arise when participation does not reach its zenith. Specific
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agents might perceive these sessions as optional or non-essential, consequently forgoing
valuable prospects for personal growth and an enhanced understanding of diversity.

Participation in Diversity Activities is Not Maximized (Q34): In parallel fashion,
the entire potential of diversity activities might languish if participation levels continue to
operate below the apex. Active engagement in diversity-centric events and undertakings
is paramount in fortifying connections among agents from disparate backgrounds.

Lack of Evaluation or Assessment of Diversity Program (Q35): Measuring the
efficacy of diversity initiatives necessitates establishing a robust system for periodic
appraisal and evaluation. Identifying areas needing enhancement and recalibrating
strategies becomes an intricate endeavor without these mechanisms. Implementation of
Diversity Program is Not Sustained (Q36): It is imperative to recognize that a diversity
program does not represent a one-off exertion but a continual odyssey. Challenges
emerge when efforts waver or fail to persist over time. Consistency emerges as the
linchpin in nurturing an all-encompassing culture of inclusiveness.

Lack of Resources Allotted for Diversity Program (Q37): A shortage of resources,
whether in terms of temporal, fiscal, or personnel allocations, can impede the triumphant
implementation of diversity initiatives. Robust resources are a sine qua non for the
productive organization of training and support programs. Racism (Q38): Conquering

deeply ingrained biases and racism are among the most formidable facets of diversity
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endeavors. Addressing these challenges necessitates an unwavering commitment to
education, consciousness-raising, and cultivating a cultural shift within the organization.

Ineffective Communication of Organizational Diversity Policy (Q39): The lucid
communication of the organization’s diversity policies assumes paramount importance.
When agents do not thoroughly comprehend the objectives and principles underpinning
diversity efforts, the outcome can be befuddlement and opposition.

Resistance to Change (Q40): Resistance to transformative change constitutes a
prevalent challenge during the execution of diversity programs. Specific agents may
evince resistance toward altering their deeply entrenched practices and outlooks.
Overcoming this resistance mandates patience and doggedness in advocating the benefits
of diversity. Compliance with Immigration and Employment Laws for Minorities (Q41):
Complying with immigration and employment laws remains a fundamental requirement,
though this task is fraught with complexity, particularly in fostering diversity. Striking a
harmonious balance between legal obligations and promoting diversity embodies a
nuanced challenge.

False-consensus bias (Q42), Status Quo Bias (Q43), Prejudice (Q44),
Ethnocentrism (Q45), Blaming the Victim (Q46), Stereotyping (Q47), Backlash (Q48),
Homophily (Q49): These cognitive biases, prejudices, and practices, from false-
consensus bias to homophily, exert the potential to impede the progress of diversity

initiatives severely. These are acknowledged impediments that necessitate attention to
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foment a more all-encompassing culture. Acknowledging these challenges serves as the
inaugural step toward their effective redressal. Through proactive initiatives that grapple
with these concerns and promulgating an environment steeped in comprehension and
respect, the FBI can make significant strides in nurturing diversity and inclusivity,
resulting in a more harmonious and productive organization.

Figure 3
Issues with the FBI Diversity Program
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Figure 4

Openness to Gender and Racial Diversity
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Expressing a bias towards gender and racial diversity embodies one’s attitudes
and beliefs. It is crucial to underscore the affirmative aspects of this inclination while
acknowledging areas necessitating enhancement (Fig.4). I have no problem working with
the opposite sex (Q50): This statement illustrates a willingness to cooperate with
counterparts of the opposite sex, signifying a favorable stance towards gender diversity. It
underscores the recognition of diverse individuals’ enriching perspectives in the
professional realm. The members of the opposite sex have inferior capabilities (Q51).
However, this statement contradicts Q50, suggesting a predisposition towards gender-
based inferiority. This perspective does not align with the fundamental principles of

gender diversity.
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I can adjust my behavior in order with individuals of different races (Q52): This
assertion alludes to the adaptability to modify one’s behavior and communicate
effectively with persons representing diverse racial heritages. It reflects a degree of
cultural understanding and openness to racial diversity. People of different races or
ethnicities have inferior capabilities (Q53). On the other hand, this statement contradicts
Q52, signifying a bias against those of dissimilar racial or ethnic origins. Adhering to a
belief in racial or ethnic-based inferiority does not resonate with the ethos of embracing
diversity. Hiring should be independent of gender (Q54): This statement aligns with the
principles of gender parity, emphasizing that employment decisions should hinge upon
qualifications and merit, eschewing any gender-based bias. It stands as a positive
demonstration of advocacy for gender diversity.

Hiring should be influenced by the applicant’s race (Q55). Conversely, this
statement contradicts the meritocratic essence of hiring by advocating that race should be
a determinant in employment determinations. This perspective contradicts the ethos of
advancing racial diversity. Retention efforts should favor the gender more suited to the
job (Q56): This statement seemingly endorses favoritism predicated on gender, which
runs counter to promoting gender diversity. Retention efforts should be contingent upon
performance and qualifications rather than gender. The other statements (Q57 to Q63)
delineate varying degrees of receptivity and support for diversity. For instance, a

propensity to acquire proficiency in other languages, engaging in discourse with
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individuals harboring contrasting ideologies, esteeming cultural insight, and confronting
stereotypes substantiate affirmative dispositions towards diversity, encompassing gender
and racial inclusivity.

Manifesting a propensity for gender and racial diversity constitutes an odyssey of
self-awareness and cultural astuteness. It is indispensable to perpetually assess and
recalibrate our convictions and attitudes to resonate with impartiality meritocracy and
celebrate diverse perspectives and encounters. Identifying and facilitating prejudices
represents an indispensable stride in nurturing an environment that is genuinely inclusive
and diverse.

Possible Solutions to Improving Gender and Racial Diversity among FBI Special
Agents/Officers

Enhancing the gender and racial diversity within the ranks of FBI Special Agents

is an intricate endeavor demanding meticulous strategies and unwavering commitment

(Fig.5). Let us explore an array of remedies while addressing the contentious facets:
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Figure 5

Possible Solutions to Improving Gender and Racial Diversity
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Active Recruitment of Minorities (Q64): Vigorously scouting and enlisting
candidates from minority backgrounds is a proactive stratagem. This approach widens the
spectrum of potential Special Agents, enriching the tapestry of diversity. Set and Meet
Quotas for Each Gender or Race (Q65): Quotas, though often met with skepticism, are
founded to ensure equitable representation. Striking a balance between target setting and
preserving impartiality in the selection process is imperative, thus avoiding tokenism.
Establish an Inclusive Organizational Culture (Q66): Nurturing an all-inclusive

milieu is pivotal in retaining a diverse talent pool. When agents from diverse
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backgrounds feel esteemed and cherished, their allegiance to the organization intensifies.
Advertise a Non-Inclusive Organizational Culture (Q67): Endorsing an exclusive culture
may have detrimental repercussions. Transparency and openness concerning diversity
initiatives are indispensable, but overtly promoting an exclusive culture may discourage
prospective candidates. Provide Less Reward for the Efforts of the Minorities (Q68): This
standpoint remains unsupported as it contradicts the principles of equity and fairness.
Rewards and accolades should be anchored in competence and performance, irrespective
of an individual’s lineage.

Provide Equal Opportunities to All Groups (Q69): Bestowing equal opportunities
to all aspirants, regardless of gender or ethnicity, forms the bedrock for augmenting
diversity. This approach guarantees impartial evaluations grounded in qualifications.
Establish and Implement Mentoring Programs (Q70): Mentorship initiatives can prove
efficacious in aiding individuals from underrepresented backgrounds to navigate the
intricacies of their careers, receive sensible guidance, and construct professional
networks. Hold Networking Events to Provide Opportunities to Experience Other
Customs and Traditions (Q71): Organizing networking affairs commemorating diversity
can foster mutual comprehension, deference, and admiration for disparate customs and
traditions.

Publish Fresh Job Vacancies through Post New Job Openings outside the Usual

Channels to Cover a More Diverse Pool of Candidates (Q72): Expanding the avenues of



recruitment can help reach a broader and more diversified array of potential candidates,
ensuring a more comprehensive cross-section of applicants. Evaluate the Diversity
Program regularly and Update When Necessary (Q73): Systematic evaluation is
indispensable to ensure the perpetual efficacy of the diversity program. Scrutinizing the
program’s influence and making requisite adjustments is pivotal for sustained progress.

Get Serious About the Diversity Efforts and Be Accountable for the Results
(Q74): A commitment to diversity endeavors must emanate from the upper echelons of
leadership. Assuming responsibility for outcomes underscores the paramountcy of the
organization’s diversity objectives. Encourage Minorities to Obtain Prerequisite
Education or Training for the Special Agents Position (Q75): Encouraging educational
and training pursuits among minorities promotes a more adept pool of candidates.

Furnishing support in this realm can bridge any proficiency gaps.
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Strengthen the Implementation of Diversity Awareness Training (Q76): Diversity

awareness training should be comprehensive and ongoing. This guarantees that agents are

aptly equipped to identify and counteract biases while championing an atmosphere of
inclusiveness. Require the Integration of the Diversity Program with Every Aspect or

Function of Special Agents to Demonstrate Management Support (Q77): The

amalgamation of diversity efforts into every aspect of the organization signifies a resolute

endorsement from the management, underscoring the gravity of diversity.
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Foster an Attitude of Openness to Encourage Employees to Express Their Ideas
and Opinions (Q78): Advancing an open culture where all staff feel at ease expressing
their musings and apprehensions can lead to more productive diversity initiatives. In
synopsis, enhancing gender and racial diversity within the ranks of FBI Special Agents
necessitates a holistic strategy encompassing vigorous recruitment, impartial evaluations,
an inclusive culture, and unswerving commitment from upper management. Although
specific methodologies may spark debate, the overarching objective is to forge a just,
diversified workforce better equipped to fulfill the agency’s mission.

Summary

The study investigated the barriers limiting gender diversity in senior FBI roles,
focusing on identifying obstacles that prevented women from attaining leadership
positions. It examined the influence of gender, societal expectations, and organizational
culture, and evaluated existing strategies for promoting diversity. The research sought to
contribute to broader discussions on diversity in law enforcement and support policy
development to improve equity within the FBI. Key findings highlighted several barriers
to promotion, including biases in selection processes, discriminatory hiring practices,
non-inclusive workplace culture, and limited professional development opportunities for
women and minorities. The study also identified cognitive and cultural biases that

hindered progress, such as stereotypes and status quo biases.



Furthermore, the research outlined the benefits of diversity and inclusion,
including improved communication, cultural sensitivity, problem-solving capabilities,
enhanced public trust, and organizational productivity. However, challenges to
implementing diversity programs, such as lack of leadership support, insufficient

resources, and deep-seated biases, remained prevalent.
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Chapter 5: Discussion, Conclusions, and Recommendations
Introduction

This final chapter presented the key findings, interpretations, and implications of
the study exploring the barriers women faced in advancing to senior leadership positions
within the Federal Bureau of Investigation (FBI). The study, based on a qualitative
descriptive case study approach, aimed to understand the complex interplay of gender,
societal expectations, and organizational culture in the promotion processes in law
enforcement agencies in the United States. Additionally, the research sought to identify
the current strategies to address these barriers and propose potential solutions to promote
gender diversity in law enforcement leadership roles.

The study aimed to examine the obstacles preventing women from advancing to
top leadership positions within the FBI. The research also sought to uncover existing
strategies to break down these barriers and enhance gender diversity within the leadership
ranks. This chapter synthesized the study’s findings regarding the research questions,
offered conclusions about the significance of these findings, and presented
recommendations for addressing the barriers women faced in pursuing senior leadership
roles within the FBI and similar organizations. The discussion of the findings also
included a critical reflection on the implications of these barriers for the FBI’s operations,
public image, and organizational effectiveness. Finally, based on the findings, actionable

recommendations for future research, policy changes, and practical interventions were
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provided to help advance gender equality and enhance leadership diversity within law
enforcement agencies.
Interpretation of the Findings

When asked about the current and former FBI employees, these questions yielded
exciting responses, perfectly reflecting the reactions to more extensive questions the FBI
agents were subjected to. For consistency, it is best to dwell on each question separately.
1. How does diversity influence the promotion of law enforcement Agents/Officers
into senior leadership positions? Particularly women?

Gender disparities within law enforcement demand our undivided focus and
collective endeavors. The multifarious impediments confronting women in this vocation
cast substantial obscurities over their journey to success, some overt. In contrast, others
remain shrouded (Langan et al., 2019). Harmonizing the requisites of familial life with
career progression poses a distinctive and formidable ordeal for women in law
enforcement, a challenge seldom encountered by their male counterparts. This intricate
quandary profoundly influences women, compelling them to make choices with far-
reaching consequences for their personal and occupational spheres. These choices,
intricate and bereft of direct male analogs, underscore the strenuousness of their voyage.

Traversing the intricate juncture of professional aspirations and household
obligations begets a distinct array of tribulations. It mandates sacrifices and compromises

that transcend the professional sphere, permeating their existence. The perpetual selection
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between career enhancement and family caregiving adds a stratum of complexity,
perpetuating the gender divide within the domain of law enforcement. The hardships and
quandaries women encounter in law enforcement are a stark reminder of a more
comprehensive issue. As confirmed, they underscore the disheartening verity that,
notwithstanding advances in diverse socioeconomic domains, gender imbalances still
hover over professional domains, including law enforcement. Recognizing these
challenges and actively remedying them embodies a crucial step toward nurturing an
inclusive and equitable future for all stakeholders in the realm of law enforcement. It
serves as an unwavering warning that, as a society, we must persist in our quest for
gender parity across all aspects of life, encompassing the pivotal realm of public safety.

The importance of diversity within law enforcement, particularly in leadership
capacities, cannot be overstated. It is not a superficial attribute but an essential and
pivotal catalyst for reform, advancement, and agency morale. When one boasts a
leadership cohort reflecting a broad spectrum of backgrounds, experiences, and
perspectives, one unlocks innovative ideas and perspectives. These diverse voices at the
decision-making table offer a mosaic of viewpoints, each shaped by unique life journeys.
This divergence in thought is invaluable, especially when grappling with the intricate and
multifaceted quandaries that confront law enforcement entities daily.

The potency of diversity resides in its capacity to foster a comprehensive

approach to problem resolution. Varied perspectives engender more all-encompassing
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and efficacious resolutions to these intricate challenges. It is akin to possessing a well-
rounded toolkit packed with various implements, each tailored to a specific task. This
divergence in thought empowers law enforcement agencies to traverse intricate issues
more adeptly, identify nuanced remedies, and anticipate potential stumbling blocks.

However, diversity's influence extends beyond internal operations; it profoundly
impacts how law enforcement agencies engage with the communities under their
purview. A diverse workforce is better equipped to address these communities' diverse
apprehensions and grievances. The capacity to relate to and comprehend the requisites of
individuals from disparate backgrounds and walks of life is invaluable. In an increasingly
interconnected and culturally variegated world, the imperative of nurturing heightened
comprehension and trust cannot be overstated. A heterogeneous workforce possesses the
understanding to engage with communities in a manner that transcends the ordinary,
effectively bridging chasms and forging authentic connections. The presence of
individuals in law enforcement whose visage or experiences resonate with the populace
can profoundly impact the cultivation of trust and the establishment of a more robust
nexus between the constabulary and the citizenry they serve.

Diversity wields a profound and pervasive sway over the orchestration of
advancements within law enforcement precincts (Hoskin, 2019). It is a dynamic force
that, like an artisan, sculpts the very bedrock of promotional paradigms, insinuating its

influence on every facet of the mechanism. Embedded within these paradigms are factors



89

of ethnicity, gender, and the singular crucibles of life, which assume pivotal roles. They
are not mere boxes to be perfunctorily ticked or superficial facets to be cursorily
contemplated; instead, they serve as indispensable determinants, etching the trajectory of
one's vocation within law enforcement. These variables, encompassing a person's unique
heritage and vantage point, are considered integral constituents in the adoration of the
ascent.

A pivotal function of recognizing and accentuating diversity within these
promotion paradigms lies in the extirpation of favoritism. When diversity is genuinely
embraced, it nurtures an ambiance where promotions are bestowed based on merit and
qualifications, shorn of the shackles of personal affiliations or biases. By actively
weighing a diverse gamut of candidate attributes, including those entwined with
ethnicity, gender, and personal odysseys, it forges a level terrain where all individuals
enjoy an equitable prospect to ascend the echelons.

The repercussions of this transition towards a more inclusive and impartial
promotional system are seismic. Within this construct, one encounters a framework
distinguished not merely by rectitude but also by laudable virtue (Wood, 2020). This
structure's advancement rests upon virtues such as merit, proficiency, and achievements
rather than interpersonal affiliations or capricious variables. This methodology, in effect,

amplifies the cohesion and esprit de corps of the workforce and ensures that those
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assuming leadership positions are exceedingly adept in executing their duties with
efficacy.

In essence, the metamorphosis of promotional conventions to embrace diversity
transcends mere oratory; it embodies a noteworthy stride towards establishing a law
enforcement milieu that genuinely mirrors the tenets of justice and parity. By broadening
the criteria for aspirants beyond mere qualifications, we lay the bedrock for a more
equitable and righteous future within the domain of law enforcement. This approach
affords every individual an equitable opportunity to realize their full potential,
irrespective of their lineage or personal ordeals. The benefits are not confined solely to
those within the police force. They also extend to creating a more resilient, efficient, and
all-encompassing law enforcement agency well-equipped to serve its heterogeneous
constituents.

Nonetheless, it is a source of lamentation that we still confront a glaring absence
of female and minority representation in upper echelons of authority, particularly in the
coveted position of FBI Director. Despite headway in the diversification of other
government branches, the FBI has thus far refrained from appointing a female or minority
director, casting a pall over its diversity and inclusivity endeavors. This vacancy begets
vital questions about the organization's commitment to ensuring that its upper echelons
echo the diversity of the nation it is solemnly pledged to serve. The underrepresentation

in such a high-profile role is a stark reminder of the extensive labor that persists to rectify
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these imbalances and nurture a more inclusive and equitable prospect for law
enforcement.

2. How do social roles influence the promotion of law enforcement Agents/Officers
into senior leadership positions?

Drawing from my personal experience while collaborating with the Tampa Police
Department on a Special task force for sex trafficking, it is imperative to underscore the
following similarities between Local and Federal Law Enforcement Agencies concerning
barriers that female Officers face. At the same time, it is widely held that the custodians
of leadership evaluate an aspirant's capacity to harmonize with superiors and peers as a
pivotal factor in the context of advancements, irrespective of gender. Attributes such as
adept organizational skills, intellectual understanding, a penchant for tangible results, an
authoritative demeanor, innovative inclinations, and unwavering support for subordinates
are embraced as laudable traits that significantly influence promotions.

Nevertheless, the progression process within the confines of the Tampa Police
Department unveils a conspicuous undercurrent of subjectivity and partiality. While
objective criteria, exemplified by the successful completion of a written examination and
the absence of ongoing internal affairs inquiries, do exist, these criteria frequently find
themselves overshadowed by considerations of a more subjective nature. It is noteworthy
that even in cases where an individual excels in these objective benchmarks, there

remains a palpable risk of being disregarded when it comes to promotional opportunities.
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The pivotal determinants in this narrative revolve around the degree of alignment, or
conversely, the lack thereof, with the preferences of the leadership echelon and the
prevalent culture and ideologies encapsulated within the department.

This pronounced subjectivity inherent in decision-making gives rise to
apprehensions regarding the transparency and impartiality that should ideally characterize
the promotional proceedings. It intimates that decisions concerning promotions are not
invariably predicated on an individual's qualifications, performance, or merits but rather
hinge upon less objective and, at times, predisposed factors.

Furthermore, the interviewees accentuate the influence of societal roles and
affiliations in this intricate web of progression. Membership in associations such as the
National Organization of Black Law Enforcement Executives (NOBLE) or the Fraternal
Order of Police (FOP) wields a particular degree of sway over the probability of an
individual's elevation in rank. These associations appear to operate as influential
networks for the advancement of careers, further entangling the ostensibly meritocratic
ideal. In essence, individuals affiliated with these organizations appear to luxuriate in
advantages regarding promotions that extend beyond their qualifications and
accomplishments, thereby contributing to the overarching theme of subjectivity and
partiality in the promotion process.

It is not just subjectivity and partiality that the promotion process within the

Tampa Police Department encapsulates; it also engenders substantial concerns relating to



93

the ethical integrity prevailing within the organization. The text unearths a disconcerting
practice wherein individuals submit unfounded complaints against their colleagues to
enhance their prospects for advancement. This unethical conduct reflects a willingness to
compromise the professional integrity of the department for personal aggrandizement
and, without question, erodes the trust and morale intrinsic to the department's
constituents.

Furthermore, personal favors and romantic affiliations in the calculus of
promotions raise disquieting alarms. This favoritism in promotions, grounded in personal
connections or romantic entanglements as opposed to the merits or performance of the
individual, is deeply unsettling. It precipitates inquiries into the department's dedication
to upholding ethical standards and equity in career progression. The promotion process
should ideally derive its foundations from objective criteria that accurately reflect an
individual's competencies, skills, and unwavering commitment to their duties rather than
being unduly influenced by personal relationships or unethical undertakings.

This scenario is exacerbated by the department's apparent preference for personal
relationships and social networks over merits or qualifications. When individuals ascend
the professional ladder based on the people they are associated with, as opposed to their
knowledge and accomplishments, it engenders a perception of systemic bias in the

promotion process. Such a perception can significantly undermine the morale and trust
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vested in the officers within the department. It might have far-reaching implications for
the public's faith in law enforcement.

3. Within your organization/agency, what strategies have been identified to address
the stated barriers that cause a lack of inclusion and increase diversity in senior
executive positions within federal law enforcement agencies?

The unveiled revelations draw attention to a longstanding historical omission in
prioritizing diversity, equity, and inclusion within law enforcement institutions, with a
particular focus on two organizations: the Tampa Police Department and the Federal
Bureau of Investigation (FBI). This enduring deficiency in addressing diversity and
inclusion has created a web of interconnected quandaries, chiefly centered on the
underrepresentation of minority personnel within these establishments. This lack of
representation has, in turn, spawned unfavorable repercussions for their professional
trajectories and opportunities for progression.

At the core of this predicament lie biased customs and societal impediments that
have been intricately interwoven into the very fabric of these law enforcement entities.
With time, these discriminatory practices and cultural conventions have nurtured an
environment that places minority individuals at a conspicuous disadvantage, impeding
their ascent within the organizational hierarchies and their potential to make substantial

contributions to the overall efficacy of these organizations. These hindrances not only
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perpetuate inequality but also undermine the foundational tenets of law enforcement,
which revolve around serving and safeguarding the entire community.

The consequences of this underrepresentation and the associated challenges are
extensive. For minority officers and personnel, the scarcity of diversity and inclusion
often translates into encountering formidable obstacles in their professional odysseys
(Nalla & Nam, 2020). Opportunities for career advancement and vocational development
may be hindered, resulting in personal disenchantment and a perception of inequity. This,
in turn, can send reverberations through the morale and commitment of these individuals
within the institution, potentially impacting their capacity to execute their duties with
efficacy.

Beyond the individual sphere, the repercussions reverberate through the
interaction between law enforcement institutions and the diverse communities they serve.
The underrepresentation of minority officers and personnel can cultivate a deficit of trust,
as community members may discern that the police do not fully comprehend or represent
their concerns. This can yield strained interactions, misinterpretations, and even
escalations in tense situations, ultimately obstructing the institutions' ability to preserve
public safety and foster positive community relations.

The historical approach of the Tampa Police Department in addressing matters of
diversity, equity, and inclusion has been characterized by an absence of substantial

endeavors and a deficiency of proactive measures. Although they have undertaken
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specific initiatives in this realm, their endeavors thus far have been relatively modest and
predominantly circumscribed in scope. The central focus of these undertakings has
centered on obligatory law enforcement training programs. These programs have
primarily been crafted to augment interactions between law enforcement officers and the
communities they serve. While this is an integral facet of law enforcement training, they
have fallen short of tackling the more profound, systemic issues entwined with diversity
and inclusion within the department.

Consequently, these fragmented endeavors have not extirpated the fundamental
issues linked to diversity and inclusion within the Tampa Police Department. The
organization persists in grappling with dilemmas such as the underrepresentation of
minority personnel, which endure and impede the institution's capacity to adapt and
evolve in response to the shifting demographics and needs of the community it serves.
This absence of internal diversity and inclusion reform ultimately enfeebles the
department's efficacy and ability to cultivate community trust, particularly among
minority demographics.

In marked contradiction, the Federal Bureau of Investigation (FBI) has recently
advanced in addressing concerns regarding perplexity and business. The pivotal evolution
is establishing the Office of Diversity and Inclusion, marking a significant stride towards

recognizing the imperative need for proactive measures to foster diversity within federal
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law enforcement entities. This institutional recognition signifies a seminal shift in the
FBI's stance.

The inauguration of the FBI Office of Diversity and Inclusion symbolizes an
unwavering dedication to rectifying the longstanding absence of diversity and inclusion
within the organization. Furthermore, the FBI has instituted many initiatives tailored to
augment recruitment and cultivate a more inclusive operational milieu. These endeavors
denote a tangible commitment to change and signify a resolute intention to prioritize
diversity and inclusion across every echelon within the agency.

The juxtaposition between the Tampa Police Department's constrained,
reactionary measures and the FBI's more forward-thinking, all-encompassing approach
underscores the significance of recognizing and addressing diversity and inclusion as an
imperative facet of contemporary law enforcement. It serves as a poignant reminder of
the necessity for law enforcement bodies to engage effectively with the communities they
serve and mirror those within their ranks, nurturing trust, comprehension, and overall
efficacy in fulfilling their pivotal obligations.

Recommendations

The inception of the Office of Diversity and Inclusion within the FBI undeniably
constitutes a positive stride in confronting quandaries regarding diversity and inclusion
within the agency. Nevertheless, it is imperative to acknowledge that the mere

establishment of such an office does not guarantee substantial and enduring
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transformation. The efficacy of these initiatives in effecting meaningful diversity and
inclusion within the FBI remains nebulous, with numerous pivotal considerations.
Commencing, the attainment of substantial diversity and inclusion necessitates more
than the mere presence of a specific bureau or division responsible for such endeavors. It
mandates a protracted and variegated commitment across all strata of the organization.
The perpetual scrutiny and adaptation of policies, methodologies, and mindsets must
buttress this unwavering allegiance. It calls for a fluid and progressive approach, one
attuned to the ever-evolving needs and demographic makeup of both the agency and the
communities it serves.

In the quest for enduring transformation, it becomes imperative to dismantle
deeply entrenched cultural barriers and prejudicial methodologies perpetuating inequity
within law enforcement institutions over an extended period. This calls for a
comprehensive undertaking that encompasses the Office of Diversity and Inclusion and
the active engagement of every FBI employee. It necessitates a paradigm shift,
recognizing that diversity and inclusion transcend mere checkboxes to be marked off;
instead, they constitute indispensable components of an equitable and effective
organization.

Furthermore, the enduring triumph of these diversity and inclusion initiatives
hinges upon the unwavering commitment of the agency's leadership. Leaders play a

pivotal role in shaping the organizational ethos. Their dedication to fostering diversity
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and inclusion, willingness to allocate resources, and ability to expound upon the
significance of these programs can wield substantial influence on their efficacy. Equally
paramount is the agency's openness to heed the perspectives of minority personnel. These
individuals often possess unique insights into the challenges and impediments they
confront and can offer invaluable counsel on cultivating a more inclusive milieu. Their
experiences and viewpoints should be factored into the evolution of diversity and
inclusion endeavors.
Conclusion

The conspicuous absence of women in upper echelons of authority within
establishments, particularly in domains such as law enforcement, typified by the FBI,
remains a substantial and enduring quandary, notwithstanding advancements in recent
decades. Though there has been an uptick in the number of women in intermediate
managerial roles, the metaphorical "glass ceiling," representing concealed yet substantial
impediments, persists in obstructing the progression of women. These impediments are
rooted in diverse elements, including nuanced sexism, adverse stereotypes, and gender-
centric prejudices that obstruct women's advancement. This investigation sought to unveil
the precise obstructions influencing the ascension of women to top leadership roles
within the FBI, employing a feminist theoretical paradigm to scrutinize the lived

encounters of women in their quest for leadership positions. Through a qualitative
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research structure, the inquiry proffered insights into the pragmatic experiences of a
select cohort of participants in Washington, D.C.

While this exploration may bear constraints, such as diminutive sample size and
restricted geographical purview, its discoveries yield invaluable discernment for
policymakers, stakeholders, and the FBI. These revelations can inform tactics that
advocate gender diversity and extirpate impediments to women's progression into top
leadership roles, ultimately contributing to broader societal transformation by
championing expanded workplace diversity and social equity. The exploration
encompassed a comprehensive examination of the literature about the experiences of
female law enforcement officers, shedding illumination on the adversities and hindrances
they confront within a traditionally male-dominated vocation. It also plumbed the
historical context, gender roles, and organizational dynamics that have sculpted women's
experiences in policing, underscoring the momentousness of feminist viewpoints in
challenging gender imbalance and advocating for egalitarian prospects.

The scrutiny of pivotal variables and ideas unearthed an intricate nexus of
impediments confronted by female officers across history. Though strides have been
made to broaden women's roles in policing, the enduring underrepresentation of women
in upper leadership positions spotlights the enduring presence of the glass ceiling. Gender
roles and societal anticipations hold substantial sway in the workplace, generating

opportunities and adversities for female law enforcement officers. Cultural norms and
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clichés affiliated with femininity and masculinity have erected barricades, circumscribing
women's progression within the police force.

The notion of intersectionality was scrutinized, spotlighting the multifaceted bias
encountered by female officers as gender intersects with other classifications of
divergence, such as race and societal status. These intersecting elements intensify the
challenges women confront in their law enforcement careers. The document also
ventured into organizational obstructions, encompassing discrimination, sexual
harassment, and opposition from male colleagues, which not only obstruct career
progression but also spawn an inhospitable work milieu for women in law enforcement.
Intra-gender obstacles, such as gender partiality, imbalanced gender representation, and
gender typecasting, were deliberated, exhibiting the manifold reactions of female officers
to these hindrances.

Gender clichés and predilections bear a meaningful impact on vocational
progression, with women grappling with stereotypes that portray them as ill-suited for
upper-tier positions. The absence of mentorship and training prospects further intensifies
these hindrances, rendering it arduous for women to access the counsel and backing
essential for career advancement. Notwithstanding these adversities, optimism exists for
transformation. Upper management's commitment to diversity and equal prospects,
mentoring initiatives, and training programs can empower female officers, endowing

them with the expertise and intelligence requisite to transcend the glass ceiling.
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Endeavors to grapple with predicaments like peer encouragement, sexual harassment, and
discrimination are indispensable for engendering an all-encompassing and supportive
milieu within law enforcement.

The adversities policewomen face in their vocations are multifaceted and
profoundly entwined with societal attitudes and organizational structures. Personal
hindrances, such as family discord and self-assurance dilemmas, augment female officers'
burden. The perseverance of the "police personality" stereotype perpetuates obstructions
for women in law enforcement, with male officers at times opposing the inclusion of their
female counterparts due to perceived corporeal discrepancies and challenges to their
status. Comprehending these multifaceted impediments is paramount in striving for a
more all-inclusive and equitable future for women in policing, benefitting law
enforcement organizations and society.

The researcher's role in this exploration encompassed constructing robust
affiliations with participants, curbing personal predispositions, and upholding ethical
tenets. Trustworthiness in the inquiry was secured through diverse methodologies, such
as member authentication, peer deliberation, specialist panel assessment, and an
investigative trace. Ethical proceedings synchronized with institutional directives,
observing the principles of justice, reverence for individuals, and benevolence.

Participants were comprehensively apprised of the inquiry, and their anonymity was
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preserved through pseudonyms, guaranteeing the ethical handling of participants and
data.

Endeavors to amplify diversity should commence with proactive recruitment from
marginalized backgrounds to ensure a comprehensive reservoir of potential Special
Agents. The FBI must consciously exert itself to enlist diverse aspirants and redress the
reputation that may dishearten candidates from underrepresented backgrounds. Diverse
selection committees, non-discriminatory recruitment practices, and an all-encompassing
ethos are imperative for ensuring equitable prospects for all candidates. Addressing the
compensation chasm and inherent biases in decision-making procedures is likewise vital.

The advantages of realizing gender and ethnic diversity among FBI Special
Agents are manifold, benefiting the institution internally and favorably impacting its
communities by nurturing trust, augmenting communal relationships, and enhancing the
agency's public image. Adversities in instituting diversity programs for Special Agents
necessitate redress to ensure their triumph and sustainability. Surmounting ingrained
prejudices and opposition to transformation within the organization is pivotal. Indicators
of openness to gender and ethnic diversity underscore the importance of fostering a
culture of respect, comprehension, and parity within the FBI. Recognizing and addressing
biases and predispositions are pivotal strides toward constructing a comprehensive and
diverse organization. To elevate gender and ethnic diversity among FBI Special Agents,

proactive recruitment, equity in prospects, mentorship initiatives, and the assimilation of
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diversity strategies into every facet of the organization are central approaches. With
unwavering dedication from leadership and commitment to impartiality and
inclusiveness, the FBI can erect a more diverse and efficient workforce that better serves
its agents and the communities they safeguard.

The research inquiries of this study scrutinized the influence of diversity on the
advancement of law enforcement officers, the repercussions of social functions and
subjective components on advancement, and tactics to combat hindrances to inclusion
and diversity in senior executive positions within federal law enforcement agencies.
These inquiries underscore women's multifaceted hindrances in law enforcement, the
necessity for a more objective and merit-based promotion system, and an enduring pledge
to diversity and inclusion. Inaugurating an office is insufficient; attaining authentic
diversity and inclusion demands dismantling entrenched cultural obstructions, leadership
commitment, and heeding the viewpoints of minority personnel. Ultimately, tackling
these quandaries is indispensable for shaping a more all-encompassing and equitable

future in law enforcement, benefiting organizations and society.
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Appendix: Interview Guide
How are women perceived within the field of law enforcement?
What barriers to career advancement exist for females in their department?
What can women do to overcome these barriers?
Is the success of women in law enforcement a combination of several of these
barriers?
What have women done thus far to break down some of these barriers?
How do your job advancement opportunities compare with other male officers?
What leadership characteristics do minority female FBI officers possess?
What strategies have female police leaders used to achieve success within their
department?
Take me through your journey from a patrol officer to your current position.
Tell me about the struggles of obtaining your ranking positions and maintaining
them.
Describe your overall experiences with departmental administration and how it

has affected you.
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