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[bookmark: _Toc1489618800][bookmark: _Toc786957864][bookmark: _Toc79849486]Abstract
Diversity and inclusion in the police service are essential for maintaining public legitimacy and enhancing workforce effectiveness. This dissertation investigates the experiences of immigrant police officers in the United Kingdom, focussing on the impact of organisational culture, structural barriers, and leadership practices on their integration and career advancement. The study, utilising ten semi-structured interviews analysed through Braun and Clarke’s (2006) thematic framework, identifies four interrelated findings: conditional acceptance within teams, persistent barriers to advancement, limited recognition of cultural and linguistic competencies, and variable levels of leadership support. 

Formal policies indicate a commitment to equality; however, participants' experiences suggest that inclusion is contingent upon the attitudes of local leadership. Immigrant officers possess considerable cultural capital, such as multilingual abilities and community knowledge; however, these attributes are often underestimated in promotion and evaluation procedures. The study concludes that inclusion should be structural rather than merely symbolic, integrated into recruitment, performance management, and leadership development systems. 

Recommendations encompass enhanced transparency in promotion processes, formal acknowledgement of cultural competencies, and the expansion of mentoring networks to facilitate career advancement. This study emphasises the perspectives of immigrant officers, contributing qualitative insights to ongoing discussions about police diversity. It provides evidence-based recommendations for policymakers and senior leaders aiming to convert diversity objectives into authentic organisational inclusion.
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[bookmark: _Toc2058039360][bookmark: _Toc400660695][bookmark: _Toc13531574]Chapter 1 – Introduction 
[bookmark: _Toc1825858551][bookmark: _Toc801136843]1.1 Background
Policing in the United Kingdom has developed in response to increasing demographic diversity and the rising social expectations for fairness and legitimacy. A representative workforce serves as both a moral obligation and a practical necessity for fostering public confidence (Bradford & Jackson, 2011; Tyler 2011). Studies indicate that when law enforcement personnel mirror the demographics of the communities they serve, levels of cooperation and trust are enhanced (Sargeant, Murphy & Cherney, 2014). Despite national recruitment initiatives like the Police Uplift Programme and the Workforce Transformation Strategy (2018), immigrant officers—those born abroad or from first-generation migrant backgrounds—continue to be under-represented in the senior ranks (HMICFRS, 2021). 
This disparity highlights an ongoing implementation gap between policy aspirations and organisational culture. Although national plans express a dedication to equality, the daily realities of immigrant officers frequently demonstrate how informal norms can undermine these objectives. This study is built around the idea of investigating this tension.

Academic and policy discussions have increasingly acknowledged that representation by itself does not guarantee inclusion. The internal culture of policing, encompassing informal rules, attitudes, and networks that influence daily operations, frequently dictates the extent to which diversity results in equitable opportunities (Loftus, 2010; Reiner, 2019). Holdaway and O’Neill (2007) contend that subtle biases, accent discrimination, and opaque promotion systems continue to exist despite the implementation of formal equality legislation. This study focusses on immigrant police officers, examining their integration into UK policing, the utilisation of their cultural capital, and the barriers they face in career advancement.

This research contributes to the broader discourse on legitimacy and accountability within modern policing practices. This study analyses the interpretations of fairness and belonging by immigrant officers in their daily roles, connecting national policy objectives to practical implementation. The problem extends beyond representation to behaviour: attaining equality necessitates that the actual culture of policing embodies the values promoted in official strategies.
[bookmark: _Toc1235119808][bookmark: _Toc253618291]1.2 Research Problem
Current literature and official documents primarily highlight the external benefits of diversity, including improved communication, legitimacy, and collaboration. Nonetheless, there is a significant deficiency in attention to the internal experiences of individuals embodying that diversity (Jones & Williams, 2019). Consequently, immigrant officers are often viewed as symbols of inclusion rather than as professionals with distinct perspectives on organisational culture. Understanding individuals lived experiences is essential for converting diversity from a simple statistical goal into a sustainable organisational asset.
Despite the policy commitment to equality and the implementation of diversity strategies within UK policing, a significant gap remains between representational advancements and actual experiences of inclusion. National reviews indicate that minority and immigrant officers face slower promotion rates, reduced job satisfaction, and increased attrition (HMICFRS 2021; College of Policing 2022). This indicates that structural barriers persist within occupational culture. This gap signifies an under-explored intersection of migration studies, organisational behaviour, and police sociology. Existing literature examines ethnicity and gender; however, there is a notable lack of focus on the impact of immigrant identity on career development and a sense of belonging. Addressing this deficit enhances the comprehension of diversity by extending it beyond mere statistical representation to encompass cultural legitimacy and social capital. The research problem extends beyond the mere absence of immigrant officers in senior positions; it encompasses the systemic processes that perpetuate inequality within an organisation that publicly advocates for inclusion. Investigating these processes yields evidence for reform based on lived experience rather than policy rhetoric.

[bookmark: _Toc1922592690][bookmark: _Toc686749731]1.3 Aim and Objectives
The objective of this research is to investigate the lived experiences of immigrant police officers within UK policing and to identify the organisational and cultural factors that affect their integration, contributions, and career progression. 

The research aims to establish specific objectives:
This study aims to examine the experiences of immigrant officers regarding their integration into policing teams and the organisational culture. 
To identify barriers and discriminatory practices impacting professional development and access to specialist or leadership roles. 
To assess the recognition, utilisation, or neglect of cultural and linguistic competencies in performance appraisal and promotion processes. 
The objective is to develop evidence-based recommendations that promote equality, inclusion, and advancement for immigrant officers within UK police services. 
The objectives are structured to align with national diversity priorities and the College of Policing’s (2022) Leadership and Inclusion Guidance, thereby ensuring the research contributes to both academic and professional fields.
[bookmark: _Toc902276844][bookmark: _Toc1223588796]1.4 Purpose and Context of the Research
This research defines immigrant police officers as those currently serving in UK forces who were either born outside the United Kingdom or are first-generation descendants of immigrant parents. This definition recognises the distinct cultural and linguistic capital such officers often bring to policing. Their experiences offer a critical perspective for analysing the implementation of diversity and inclusion policies in daily practice. 
The research takes place within a context of ongoing examination of police legitimacy and internal culture, as highlighted by reports including HMICFRS (2021) on Diversity and Inclusion in the Police Service and the College of Policing (2020) Diversity and Inclusion Strategy. The documents highlight the importance of leadership accountability, transparency in promotion processes, and the necessity for inclusive supervision. Nevertheless, there is an absence of qualitative evidence that reflects the perspectives of immigrant officers. This study aims to go beyond policy statements by directly engaging with officers to examine the practical enactment of inclusion. 
This chapter establishes a context for inquiry instead of merely presenting a list of concepts. It positions immigrant officers not only as recruitment targets but also as contributors whose experiences illuminate the organisational realities underlying diversity initiatives. The aim is to produce findings that enhance leadership training, human resources policy, and workforce planning, thereby connecting academic insights with practical application.
[bookmark: _Toc484881582][bookmark: _Toc1732431204]1.5 Significance of the Study
This study contributes to current discussions regarding equality, legitimacy, and workforce reform. This study provides empirical evidence on how police services can transform demographic diversity into institutional capability. This study analyses integration, discrimination, and recognition within a unified framework, thereby endorsing initiatives aimed at fostering a culture that perceives difference as an asset rather than a barrier. The anticipated outcomes aim to aid decision-makers in developing mentoring, appraisal, and progression systems that accurately embody the principles of inclusion specified in Policing Vision 2025 and associated strategic documents.

[bookmark: _Toc853428823][bookmark: _Toc2133372343][bookmark: _Toc40824942]Chapter 2 – Review of Literature and Statistical Context
[bookmark: _Toc1581458284][bookmark: _Toc1174155879]2.1 Introduction and Statistical Benchmark
This chapter provides a critical examination of the academic and policy literature regarding diversity and inclusion in UK policing, focussing specifically on immigrant police officers. This study seeks to offer the statistical and theoretical framework essential for comprehending the current workforce landscape and for identifying the gaps it addresses. 

As of 31 March 2023, the Home Office (2023) reported approximately 147,400 full-time equivalent police officers in England and Wales. Among these individuals, 7.8 percent identified as part of an ethnic minority background, while fewer than 6 percent were foreign-born or from first-generation immigrant families. Representation in senior positions is significantly limited, with less than 2 percent of superintendent and chief officer roles occupied by individuals from immigrant backgrounds (HMICFRS, 2021). Although the Police Uplift Programme has led to recruitment growth, the data indicate that diversity in UK policing remains insufficient compared to the national population, which comprises 18 percent of individuals identifying as ethnic minority or foreign-born (ONS, 2022). 

The disparities underscore the persistent difficulty of converting recruitment policy into sustained inclusion and advancement. The statistics provide an empirical basis for the ensuing discussion: although demographic changes have enhanced representational diversity, the lived experiences of immigrant officers—especially concerning integration and promotion—are still inadequately understood in both academic and professional contexts.

[bookmark: _Toc1731853793][bookmark: _Toc2004083293]2.2 Diversity, Representation and Legitimacy
The relationship between diversity in policing and public trust and legitimacy is significant. The alignment of police forces with the demographics of the communities they serve enhances citizens' perceptions of representation and procedural fairness (Bradford & Jackson, 2011; Tyler (2011). Legitimacy is essential for effective policing, as it promotes voluntary compliance, cooperation, and intelligence-sharing (Sargeant et al., 2014). National strategies, including Policing Vision 2025 and the Workforce Transformation Strategy (2018), incorporate diversity as a strategic priority. 

Scholars emphasise that numerical representation by itself does not guarantee authentic legitimacy. Jones and Williams (2019) assert that diversity initiatives centred on recruitment may become merely symbolic if organisational cultures continue to be exclusionary. Hanway (2021) contend that the focus on recruitment in policy discussions has surpassed the essential matters of retention and career progression. These concerns indicate that legitimacy should be evaluated not solely based on community representation, but also through the actual workplace experiences of individuals recruited under the banner of diversity.

[bookmark: _Toc834035743][bookmark: _Toc1393887504]2.3 Occupational Culture and Assimilation Pressures
The occupational culture of policing continues to influence outcomes related to inclusion. This culture, grounded in camaraderie, risk, and control, promotes internal solidarity while frequently opposing external reform (Reiner, 2019; Chan, 1997). Cashmore (2002) identified that minority and immigrant officers often experience pressure to assimilate by concealing elements of their personal identity. This observation is supported by Loftus (2010), who characterised the "policing persona" as inherently White and British. 

Bourdieu’s (1986) concept of cultural capital clarifies this dynamic: immigrant officers hold significant linguistic and cross-cultural capital, yet institutional norms may not acknowledge it. The requirement to transform these assets into recognised professional behaviours may lead to identity conflict and fatigue. Phillips (2005) argues that effective inclusion necessitates leadership that actively legitimises difference instead of viewing it as a deviation from the norm.
UK policing policy documents consistently stress equality, diversity and inclusion as central to legitimacy and operational effectiveness. The Policing Vision 2025 (College of Policing, 2018) and the National Police Chiefs’ Council Equality, Diversity and Inclusion Strategy (NPCC 2018) articulate a definitive policy objective: to establish a workforce that "mirrors the communities it serves." These techniques establish diversity as a professional asset and a moral obligation, correlating representativeness with public trust (HMICFRS, 2021). Ideally, such promises should foster a climate where immigrant and minority officers can advance equitably. Nonetheless, sociological studies consistently demonstrate that the formal dedication to equality frequently does not manifest in actual inclusion.

 Loftus (2010) characterises occupational culture as a robust collection of informal norms and practices that resist administrative transformation. In her ethnography of front-line officers, she found that talk of diversity frequently co-existed with cynicism toward “political correctness.” Reiner (2019) contends that the police occupational culture perpetuates conservatism and internal cohesion via nuanced socialisation processes, hence complicating the implementation of policy measures. Bradford et al. (2014) adopt a more hopeful stance, proposing that procedural-justice training and community-oriented policing can progressively diminish exclusionary attitudes. The conflict between these viewpoints highlights the disparity between governmental intent—formal equality—and cultural outcome—informal resistance.

 Holdaway and O’Neill (2007) observe that minority executives frequently serve as symbols of organisational advancement rather than as complete participants in it. Their analysis of the Metropolitan Police Service revealed that promoting methods seemingly devoid of discrimination continued to provide inequitable outcomes due to the persistence of exclusive sponsorship networks and informal mentorship. Bourdieu’s (1986) notion of cultural capital clarifies this phenomenon: officers whose dispositions conform to prevailing institutional norms gain symbolic worth that immigrant officers must attain via extra effort. This explains why equality programs may coexist with persistent discrepancies in promotion and retention.

 The Workforce Transformation Strategy (College of Policing 2018) presupposes that enhancing representation will inherently lead to inclusion; however, studies on "diversity fatigue" (Kumar, 2020) and "symbolic compliance" (Parmar, 2019) indicate otherwise. These studies reveal how policy discourses of inclusion are often co-opted to demonstrate compliance to external oversight rather than to change day-to-day behaviours. When diversity is seen as an institutional performance metric instead of a genuine practice, immigrant officers may encounter what Parmar (2019) refer to as conditional belonging: acknowledged for their visibility yet excluded in their influence.

 An additional issue relates to the definition of success within policy papers. HMICFRS (2021) evaluates diversity mostly via recruiting statistics, with minimal focus on retention or advancement. Quantitative objectives impose urgency to attain numerical representation swiftly, often resulting in superficial inclusion tactics like focused recruitment initiatives devoid of structural implementation. Loftus (2010) and Holdaway (2017) caution that in the absence of cultural transformation inside the organisation, such strategies may perpetuate the perception of minority officers as "diversity hires," exacerbating rather than alleviating division.

 An analysis of Loftus (2010) and Bradford et al. (2014) elucidates this discourse. Loftus underscores the resilience of occupational culture and its capacity to assimilate managerial reforms, suggesting that top-down policy attempts are improbable to modify entrenched norms. Bradford, however, provides evidence that enduring procedural-justice practices, when coupled with authentic leadership commitment, can transform cultural norms over time. The distinction between the two works is partially attributed to the temporal scope and analytical depth. Loftus analyses quotidian micro-interactions, while Bradford evaluates prolonged institutional trajectories. Taken together, they indicate that cultural outcomes depend less on policy publication and more on consistent behavioural reinforcement.

Despite the fact that organisational methods place an emphasis on the language of equality, a significant portion of the research raises issues about whether or not this rhetoric achieves measurable results. By defining diversity policies as "ritual displays" that demonstrate virtue rather than transformation, Waddington (2015) argues that reforms frequently prioritise managerial compliance over behavioural change. He also describes diversity policies as "ritual displays." On the other hand, Rowe (2017) shows the incremental benefits that can be achieved through enhanced recruitment methods and peer mentoring. In light of the fact that different perspectives are in conflict with one another, the complexity of institutional culture is further highlighted: symbolic compliance and true micro-level advances can coexist. By gaining an understanding of this duality, one can have a better understanding of why development is not consistent and why cultural change requires not discrete policy launches but rather continual reinforcement.


Further evidence indicates that measurement frameworks may constrain advancement. HMICFRS (2021) evaluates diversity primarily via recruitment data, with insufficient focus on retention and promotion. Loftus (2010) and Holdaway (2017) warn that the absence of structural reinforcement may lead to tokenism and perpetuate the notion of “diversity hires.” Linking these critiques to Bourdieu’s (1986) concept of cultural capital elucidates that inclusion extends beyond mere demographics to encompass relational dynamics: power is determined by the values that the organisation prioritises. This perspective serves as a theoretical foundation for the subsequent section, which examines the role of intersectionality in influencing opportunities within policing.

 This corpus of literature indicates a consistent disparity between strategic purpose and actual experience. Policies define diversity as both a moral and operational necessity; nevertheless, institutional culture interprets these principles through entrenched hierarchies of value and belonging. For immigrant police, the outcome frequently represents symbolic inclusion—existence without complete engagement. Comprehending this gap is essential as it influences the analysis of interview data discussed later in this dissertation: participants' narratives regarding conditional acceptance, accent bias, and restricted advancement can be perceived not as anomalies but as foreseeable consequences of the conflict between reformist rhetoric and persistent occupational culture.

 The comparison between policy and practice ultimately demonstrates that authentic inclusion necessitates what this dissertation subsequently defines as structural rather than merely symbolic transformation. Equality initiatives must transcend representational measures to tackle informal networks, promotion criteria, and leadership practices. According to Bradford et al. (2014), procedural justice can only result in actual equality when leaders constantly exemplify cultural principles of fairness and respect.

[bookmark: _Toc1847323854][bookmark: _Toc1803020701]2.4 Recognition and Pigeonholing of Cultural Capital
Immigrant officers provide critical skills that enhance operational effectiveness. Parmar (2019) documented cases in which bilingual officers effectively de-escalated volatile situations by employing language and cultural sensitivity. Miller (2015) similarly identified that immigrant officers frequently facilitate communication between police and marginalised communities. Nonetheless, these officers are often assigned to community liaison or diversity-related roles, which restricts their access to specialised or leadership positions (Jones & Williams, 2019). 

This phenomenon, referred to as “cultural taxation,” is comparable to experiences in other public-sector institutions, where minority staff engage in unacknowledged emotional and relational labour Hanway (2021). In policing, this categorisation illustrates how diversity can be utilised without corresponding structural benefits or advancement.

[bookmark: _Toc1740714012][bookmark: _Toc552961232]2.5 Structural Barriers and Progression Inequalities
It has been found through empirical studies and inspection reports that there are systematic obstacles that prevent minority and immigrant police from furthering their careers. The study conducted by HMICFRS (2021) revealed that there has been inadequate progress made towards achieving fair promotion results. The review identified informal networks and unclear assessment standards as potential significant barriers. In their study from 2007, Holdaway and O'Neill investigate the continued practice of "cultural gatekeeping," focussing on the manner in which the ideas of "fit" and "confidence" impact the subjective evaluations that are made by promotion boards. 
According to Hanway (2021) the difficulties that are encountered in the early phases of a career, such as bias against accents, unequal mentoring, and limited access to significant tasks, have the potential to accrue over time. Despite the fact that the College of Policing (2022) recommends for the development of transparent competency frameworks and developmental feedback structures, the execution of these frameworks and mechanisms is frequently inconsistent. According to the findings, there is a consistent gap between the stated goals of the policy and the actual practices of the business.

[bookmark: _Toc2071991624][bookmark: _Toc126807896]2.6 Intersectionality and Compounded Inequality
The intersectionality framework (Crenshaw, 1991; McCall, 2005) elucidates how overlapping identities—such as migration status, ethnicity, gender, and religion—generate distinct configurations of advantage and disadvantage. Immigrant women face gendered stereotypes and cultural biases that affect perceptions of their authority and professionalism. Bowling and Phillips (2002) contend that neglecting intersecting identities results in incomplete interpretations of discrimination within policing contexts. The College of Policing (2022) recognises the concept of intersectionality; however, it does not provide a thorough assessment of its practical implications. Addressing these compounded inequalities is crucial for authentic inclusion.

[bookmark: _Toc33828040][bookmark: _Toc1798070831]2.7 Policy Responses and Organisational Change
Following the Macpherson Report (1999), UK policing has aimed to address institutional racism and improve accountability. Initiatives including leadership training, staff networks, and mentoring programs indicate advancement by the College of Policing (2020; 2022). HMICFRS (2021) highlights that in the absence of measurable outcomes or performance incentives, these programmes may remain merely symbolic. Loftus (2010) and Reiner (2019) contend that sustainable change necessitates structural levers, including promotion, appraisal, and reward systems that integrate inclusion into routine practices. 

Decentralisation hinders uniform progress, as organisations maintain autonomy over recruitment and promotion, leading to inconsistent standards. National oversight mechanisms are present; however, they lack enforcement authority, resulting in ongoing disparities. The literature indicates a distinct gap between policy intentions and their practical implementation.

[bookmark: _Toc1845523037][bookmark: _Toc566354353]2.8 Identified Research Gap
There is a notable deficiency in qualitative research examining the lived experiences of immigrant officers within both academic and policy literature. Current research frequently conflates race and migration or relies on quantitative data that excludes individual narratives. Hanway (2021) observe that immigrant identity intersects with, yet is distinct from, ethnic minority status. This study investigates the integration, recognition, and progression of immigrant officers through their personal accounts. This approach connects theoretical discussions of culture and capital with empirical evidence from the policing profession.



[bookmark: _Toc1436558767][bookmark: _Toc959802854][bookmark: _Toc1059245753]Chapter 3 - Methodology
[bookmark: _Toc821080508][bookmark: _Toc546488664]3.1 Research Philosophy and Design
This research employs an interpretivist qualitative methodology. Interpretivism posits that social reality is shaped by subjective experiences rather than determined by objective measurements (Creswell, 2014). This dissertation seeks to understand how immigrant police officers interpret and navigate their lived experiences; thus, qualitative research is the most suitable approach for achieving depth and context. Quantitative surveys can measure attitudes but fail to capture nuance or emotion. Lincoln and Guba (1985) contend that qualitative inquiry emphasises meaning rather than measurement, prioritising trustworthiness and authenticity. 

The research design focusses on semi-structured interviews that are analysed thematically. This design enables participants to articulate their viewpoints in their own terms while ensuring that essential themes—such as integration, discrimination, and career development—are systematically examined.

[bookmark: _Toc1675733881][bookmark: _Toc706566143]3.2 Recruitment of Participants
Recruitment was conducted through professional networks and snowball sampling methods. Contact was first established via internal police staff associations and diversity networks, which disseminated the research invitation email to prospective participants. Participants who met the inclusion criteria—having an immigrant background, being a serving police officer, and possessing a minimum of one year of service—were subsequently requested to extend the invitation to colleagues who may also be interested in participating. 

Snowball sampling was chosen due to the sensitivity of the topic and the challenges associated with accessing officers willing to openly discuss their workplace experiences. Bryman (2016) indicates that snowball sampling is especially effective for accessing "hard-to-reach" or closed professional groups where trust and confidentiality are critical. This method is widely acknowledged in policing research as an ethical and pragmatic means of engaging participants without institutional coercion (Loftus, 2010). 

Ten participants were recruited from three police forces in England and Wales, encompassing a range of ranks and lengths of service. The chosen size was deemed adequate for achieving thematic saturation, indicating that no new themes arise, while also being feasible within the project's parameters (Guest, Bunce & Johnson, 2006).
[bookmark: _Toc625354203][bookmark: _Toc1692523374]3.3 Data Collection: Semi-Structured Interviews
Semi-structured interviews were selected due to their flexibility and capacity to deeply explore individual meanings. Each interview adhered to a framework of open-ended questions based on the research objectives, while permitting participants to elaborate without restriction. This format is consistent with Kvale and Brinkmann’s (2015) assertion that qualitative interviews serve as “knowledge-producing conversations.” 

Interviews were conducted in private settings, either face-to-face or virtually. 
In-person interviews were conducted in secluded meeting rooms, separate from operational areas, to ensure confidentiality and minimise workplace influence. Interviews were conducted online utilising secure video-conferencing software that adheres to data protection standards. Participants were prompted to select the setting in which they felt most at ease. This flexibility enhanced participation and enabled the researcher to incorporate officers from various forces without travel limitations. 

Conducting interviews in private or online allowed participants to express themselves without concern for observation or repercussions. Seidman (2013) emphasises the importance of psychological safety in discussions of sensitive workplace issues, especially those related to discrimination or identity. Each session had a duration of 45 to 70 minutes and was audio-recorded with informed consent obtained. Notes were recorded to document non-verbal cues and contextual observations.

[bookmark: _Toc1731087392][bookmark: _Toc616636472]3.4 Ethical Considerations
Considering the sensitive nature of workplace culture discussions, ethical considerations were essential. Prior to data collection, ethical approval was secured through the university's research ethics process. Participants were provided with an information sheet detailing the research objectives, their rights, and the methods of data storage. Prior to the commencement of interviews, written consent was secured. 

Anonymity was ensured through the use of pseudonyms (e.g., Officer A, Officer B). Data were securely stored on password-protected devices, accessible solely to the researcher. No identifying information, including force name or rank, was present in the quotations. 

Participants were informed that their involvement was voluntary and that they could withdraw at any time without providing an explanation. Participants were given contact information for employee support services and the university's wellbeing team to promote wellbeing. This approach adhered to the principles of respect, safety, and informed consent as outlined by the British Society of Criminology (2021).

[bookmark: _Toc298872813][bookmark: _Toc138145744]3.5 Data Analysis
The interviews were transcribed exactly as recorded. The data analysis adhered to the six-phase thematic analysis model established by Braun and Clarke (2006): 

Acquaintance with the data via iterative reading. 

Development of preliminary codes; 

Identifying potential themes. 

Reviewing and refining those themes; 

Defining and labelling themes; 

Generating the conclusive report accompanied by corroborative evidence. 

This method was selected due to its transparency and systematic framework. Thematic analysis enables researchers to identify patterns independently of a pre-established theoretical framework, in contrast to grounded theory. Thematic analysis aligns with interpretivist philosophy, facilitating an exploration of meanings and experiences rather than mere frequencies. 

Coding was performed manually in Microsoft Word to identify and categorise recurring phrases. Themes including acceptance, barriers to progression, recognition of skills, and leadership support were identified inductively from the data. The process involved iteration, with themes being revisited as new insights developed. Reliability was enhanced via reflexive journaling, which ensured the researcher-maintained awareness of personal assumptions that could affect interpretation.

[bookmark: _Toc913054782][bookmark: _Toc286162924]3.6 Reflexivity and Limitations
Reflexivity acknowledges that researchers inherently integrate their personal experiences and perspectives into qualitative research. As a police officer from an immigrant background, I had relevant insights and common experiences with the participants. This positionality facilitated rapport and trust, yet it also posed the risk of unconscious bias. To address this issue, I maintained reflective notes following each interview to differentiate between observation and interpretation (Berger, 2015). Frequent consultations with my academic supervisor facilitated the preservation of analytic distance and promoted transparency in data interpretation.

This study's primary limitations stem from its small, non-random sample size and dependence on self-reported data. While the findings are not universally applicable to all immigrant officers, they offer significant insights into prevalent patterns and themes. A further limitation is the potential impact of online interview dynamics, as some participants may have adjusted their responses in virtual environments. The flexibility of online participation enhanced accessibility and diminished logistical barriers. 

Despite efforts to maintain rigour, certain limitations inevitably affected the study. My role as a police officer offered an insider perspective, yet it also posed the risk of unconscious bias in the interpretation of participants' narratives. To address this, I kept a reflective journal and reviewed initial coding decisions to evaluate the influence of personal assumptions on theme development. The limited sample size and qualitative design restrict statistical generalisation; however, they facilitate an in-depth exploration of subjective experiences. Moreover, time limitations precluded the incorporation of follow-up interviews that could have documented changes over time. The identified boundaries do not undermine the study's credibility; rather, they underscore the complexity inherent in conducting research within one's professional context. Recognising them enhances transparency and is consistent with Lincoln and Guba’s (1985) standards for trustworthiness in qualitative research.
Future research may utilise mixed methods or larger samples across various forces to evaluate the transferability of these findings. Within the constraints of this study, the selected methodology aligns with established qualitative practices in policing research and offers a credible basis for the analysis in Chapter 4.
[bookmark: _Toc180742542][bookmark: _Toc815590423]Chapter 4 – Findings and Analysis
[bookmark: _Toc52720002][bookmark: _Toc1471376673]4.1 Introduction
This chapter analyses the data obtained from ten semi-structured interviews conducted with immigrant police officers in England and Wales. The organisation is structured around four primary areas identified through thematic analysis: conditional acceptance and belonging, barriers to progression, recognition of cultural capital, and leadership and organisational support. Each area is presented with direct quotations from participants (pseudonyms A–J) and analysed in relation to the literature and the study objectives. The objective is to link individual experiences to broader organisational dynamics within UK policing.

[bookmark: _Toc870759406][bookmark: _Toc346511866]4.2 Conditional Acceptance and Belonging
Participants reported initial experiences of demonstrating their competence prior to achieving full acceptance by colleagues. Many have indicated that belonging seems to depend on the demonstration of exceptional competence. 

“People were friendly, but I felt like I had to be perfect before they saw me as one of them.” Officer A 

This aligns with Loftus (2010), who observed that occupational culture values conformity and performance as essential for legitimacy. Officers B and C employed the term “fitting in,” which corresponds with Reiner’s (2019) discussion of cultural assimilation pressures. Although overt discrimination was infrequently reported, subtle indicators of difference—such as accents, cultural references, and humor—signaled an outsider status. 

“They said my English was great, but I could tell they noticed my accent.” Officer C 

These comments illustrate how immigrant officers internalise the necessity to eliminate markers of difference, reflecting Bourdieu’s (1986) notion of transforming cultural capital into the dominant form recognised within the institution. Acceptance was thus conditional rather than automatic. 

Numerous officers identified humour and informal "banter" as nuanced indicators of belonging. Although frequently regarded as harmless, these exchanges defined insider boundaries and served as a reminder to immigrant officers of their outsider status. Loftus (2010) identifies humour as a mechanism that enforces conformity within police culture, rewarding those who adapt while isolating those who do not. These micro-interactions illustrate the ongoing nature of cultural assimilation in daily communication, rather than through explicit exclusion, consistent with Bourdieu’s (1986) notion of symbolic power.



[bookmark: _Toc422546136][bookmark: _Toc642161642]4.3 Obstacles to Advancement 

All participants recognised obstacles to career progression. The predominant issues identified included non-transparent promotion procedures, insufficient feedback, and the belief that informal networks significantly influence outcomes. 

“You need someone to put your name forward. The process looks fair on paper, but the same people keep moving up.” Officer E 

This view is consistent with the findings of Holdaway and O’Neill (2007), who contended that concealed sponsorship frameworks sustain inequality. Numerous officers noted accent bias and the presumption that communication difficulties could impede leadership positions. 

“A supervisor said my accent might confuse people on the radio. I’ve been on radio for ten years without a problem.” Officer G 

These experiences exemplify the concept of “subtle institutional discrimination” as articulated by Hanway (2021), referring to biases that are often implicit yet ingrained in evaluative criteria. Participants who applied for promotion multiple times reported receiving inconsistent feedback, which reinforced their feelings of exclusion from informal learning networks. 

Participants demonstrated motivation to persevere despite barriers, highlighting their commitment to professionalism over grievance. Their reflections indicate resilience while highlighting the need for structural reforms to achieve procedural justice in promotion systems (HMICFRS, 2021).

[bookmark: _Toc2139568432][bookmark: _Toc1877604632]4.4 Recognition of Cultural Capital
Many officers highlighted the operational benefits their linguistic or cultural background brought to policing, particularly in communication with diverse communities.
“They always call me when they need translation or to talk to the refugee families. I’m happy to help, but it’s never mentioned in my appraisal.” (Officer F)
“I can calm situations others can’t, because I understand the culture. It saves time and trouble, but it’s invisible work.” (Officer H)
These accounts confirm Parmar (2019) and Miller (2015), who observed that bilingual or bicultural officers contribute unique forms of social intelligence. Yet, as Officer F’s comment shows, such contributions are seldom formalised in recognition or reward structures. This corresponds with the idea of “cultural taxation,” where diversity labour benefits the organisation without corresponding career value.
The absence of recognition reinforces the limited translation of cultural capital into institutional capital (Bourdieu, 1986). Officers reported pride in their additional skills but also frustration that these were treated as optional extras rather than professional assets. The findings suggest that valuing these capabilities within performance and promotion frameworks could strengthen both inclusion and operational effectiveness.

[bookmark: _Toc1037914766][bookmark: _Toc1150153461]4.5 Leadership and Organisational Support
Leadership qualities and supervisory attitudes were recognised as critical factors influencing inclusion. Effective leaders promoted professional development and demonstrated a clear appreciation for diversity. 

“My sergeant told me, ‘Apply for that role—you bring something others don’t.’ That confidence made all the difference.” Officer I 

These experiences reflect the guidance provided by the College of Policing (2022), which emphasises the importance of inclusive supervision and sponsorship. In contrast, certain participants experienced silence or indifference when addressing diversity-related issues. 

“When I mentioned diversity training, they laughed and said, ‘That’s HR stuff.’” Officer D 

This indifference sustains what Loftus (2010) referred to as “cultural inertia.” Officers expressing feelings of lack of support reported a higher intention to resign or transfer to less demanding units. The findings are consistent with HMICFRS (2021), which established a connection between inclusive leadership and improved retention of minority officers. 
Participants identified leadership behaviour, rather than policy documents, as the primary indicator of an organization's commitment to equality. Active mentoring and transparent communication were identified as the most significant forms of support.
[bookmark: _Toc841039093][bookmark: _Toc2140888414]4.6 Synthesis of Findings
The analysis indicates progress alongside enduring obstacles across the four areas. Participants acknowledged the existence of formal diversity policies and a general sense of goodwill within policing; however, daily experiences indicated that structural and cultural challenges persist, hindering complete inclusion. Objective 1, which involves exploring integration, was accomplished through accounts of conditional belonging. Objective 2, focused on identifying barriers, is supported by accounts of opaque promotion and accent bias. Objective 3, which evaluates recognition of cultural and linguistic skills, is demonstrated by participants’ experiences of unacknowledged contributions. Finally, Objective 4, which recommends improvement, arises from officers’ emphasis on leadership and mentoring. 

The findings support the argument that diversity initiatives should progress beyond recruitment targets to encompass structural inclusion, ensuring that the cultural capital of immigrant officers is recognised and rewarded. The subsequent chapter synthesises these insights and presents recommendations for future policy and practice.
[bookmark: _Toc1680560101][bookmark: _Toc1928866592]Chapter 5 – Conclusion and Recommendations
[bookmark: _Toc384293609][bookmark: _Toc1065555761]5.1 Introduction
In this chapter, a summary of the most important findings from the research is presented, and a direct correlation is made between those findings and the aims and objectives of the study. These ideas are presented in the document with the intention of increasing the chances for promotion and inclusion that are available to immigrant police officers in the United Kingdom. This study aims to investigate the integration experiences of immigrant officers in policing, the barriers they encounter, the recognition of their cultural and linguistic competencies, and potential strategies to improve equality and advancement.

[bookmark: _Toc586726188][bookmark: _Toc769460238]5.2 Summary of Findings in Relation to Objectives
[bookmark: _Toc688592611][bookmark: _Toc1423503076]Objective 1: To explore how immigrant officers experience integration within policing teams and organisational culture.
The research indicated that immigrant officers typically view their peers as personally welcoming, yet they report an ongoing feeling of conditional acceptance. Officers perceived a need to exert greater effort than their peers to attain recognition as fully competent or trustworthy, reflecting the insights of Loftus (2010) and Reiner (2019) regarding the persistent influence of occupational culture. Subtle indicators, including accent, humour, or assumptions regarding differences, identified them as outsiders despite strong performance. Integration was thus conditional rather than organic, indicating that diversity initiatives must focus on underlying cultural norms in addition to recruitment statistics.
[bookmark: _Toc631071937][bookmark: _Toc2018509243]Objective 2: To identify barriers and discriminatory practices that affect professional development and access to promotion.
Participants identified barriers such as unclear promotion systems, dependence on informal networks, and variability in feedback. Numerous individuals exhibit accent bias or assumptions regarding their communication skills, thereby reinforcing the notion of “cultural gatekeeping” as articulated by Holdaway and O’Neill (2007). The findings indicate that equality policies have not been fully integrated into daily managerial practices. Procedural transparency, mentoring, and equitable access to developmental attachments are critical areas that necessitate immediate attention.
[bookmark: _Toc1706928960][bookmark: _Toc691842903]Objective 3: To evaluate how cultural and linguistic competencies are recognised, utilised, or overlooked within appraisal and promotion processes.
Officers often employed their multilingual and cross-cultural competencies to mitigate tense situations and to connect with communities that others found challenging to engage, yet these contributions were seldom recognised in formal evaluations. This aligns with the findings of Parmar (2019) and Miller (2015), who highlight the insufficient acknowledgement of diversity labour in policing. The research validates the concept of "cultural taxation," indicating that the extra labour of immigrant officers enhances operational outcomes, yet fails to result in institutional recognition. Formally recognising such competencies would enhance the value of diversity and improve service delivery.
[bookmark: _Toc299917673][bookmark: _Toc1722581450]Objective 4: To formulate recommendations that support equality, inclusion and progression for immigrant officers across UK police services.
Leadership was identified as the critical factor affecting inclusion. Officers receiving support from line managers or mentors demonstrated a higher likelihood of seeking advancement and reported greater job satisfaction. In contrast, the absence of visible support led to disengagement. This finding supports the reports by HMICFRS (2021) and the College of Policing (2022), which associate inclusive supervision with employee retention.
[bookmark: _Toc1443439452][bookmark: _Toc1564006980]5.3 Conclusions
The research indicates that, despite advancements in policy and positive intentions, immigrant officers continue to face cultural and structural obstacles that limit their complete engagement in UK policing. While representation targets have enhanced entry-level diversity, they have not yet yielded proportional outcomes at senior levels. The lived experience of immigrant officers is influenced by occupational culture, communication bias, and a limited acknowledgement of cultural capital. 
The results further support established theoretical perspectives. Bourdieu’s (1986) concept of cultural capital elucidates the mechanisms by which specific behaviours and communication styles are esteemed within occupational culture, whereas others are marginalised. Immigrant officers often exhibit various forms of capital, including multilingual skills and community knowledge, which enhance operational effectiveness but rarely receive formal acknowledgement. Utilising Crenshaw’s (1991) framework of intersectionality demonstrates that these experiences are influenced not solely by ethnicity, but by the interaction of various identities, including gender, age, and migration background. The integration of theoretical perspectives with empirical data reveals that inequality in policing is perpetuated by embedded institutional logics rather than by isolated acts of bias.

A primary conclusion is that inclusion should be structural instead of merely symbolic. Authentic advancement necessitates the integration of equality within promotion frameworks, performance evaluations, and leadership practices. The recognition of immigrant officers' language and cultural expertise as operational assets enhances the legitimacy and community trust of the police service. 

This research provides novel qualitative insights in a domain primarily characterised by quantitative or policy-oriented evaluations. Focussing on the perspectives of immigrant officers reveals the gap between institutional rhetoric and actual experiences. The limited sample size notwithstanding, the uniformity of experiences across forces suggests systemic patterns that warrant national consideration.
[bookmark: _Toc621097442][bookmark: _Toc345075332]5.4 Recommendations
1. Leadership Development and Accountability
a. Integrate quantifiable inclusion goals into supervisory performance evaluations..
b. Offer leadership training that focusses on sponsorship, mentoring, and the acknowledgement of diverse competencies.
2. Transparent Promotion Processes
a. Establish uniform feedback and scoring criteria among law enforcement agencies.
b. Written rationales for promotion outcomes should be required, and developmental feedback must be made mandatory.
3. Recognition of Cultural and Linguistic Skills
a. Implement mechanisms to document and incentivise cultural competence in appraisal systems.
b. Evaluate the implementation of specialist allowances or commendations for officers engaged in translation and community liaison activities.
4. Mentoring and Peer-Support Networks
a. Enhance current mentoring programs by pairing immigrant officers with senior mentors who are not part of their direct chain of command.
b. Assess network participation to guarantee equitable access irrespective of rank or position.
5. Future Research
a. Implement longitudinal studies to monitor the career progression of immigrant officers.
b. Examine intersectional experiences, including gender, religion, and migration history, to enhance comprehension of compounded barriers.

[bookmark: _Toc338689115][bookmark: _Toc1828452233]5.5 Reflective Summary
Participants' experiences illustrate resilience, commitment, and professional pride, while also underscoring the challenges associated with adapting to a culture in transition regarding diversity. The findings indicate that structural inclusion, characterised by the integration of immigrant officers' contributions into policy, appraisal, and promotion, is crucial for converting diversity from a mere aspiration into a tangible reality. The research highlights that sustainable inclusion depends on leadership example and continuous learning. Leaders must translate equality rhetoric into consistent daily practice, modelling the empathy and openness they expect from others. Reflective supervision and peer dialogue can normalise discussions about culture and belonging, turning abstract values into lived behaviours. Implementing the aforementioned recommendations would facilitate the transformation of representation into authentic belonging, thereby enabling immigrant officers to flourish and, consequently, enhancing the legitimacy and efficacy of UK policing.
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[bookmark: _Toc984985334][bookmark: _Toc932964105]Appendix A – Participant Information Sheet
Study title: Bridging the Gap: The Lived Experiences, Contributions, and Career Progression of Immigrant Police Officers in UK Policing

 Researcher: Krisztian Bojtok – University of Wales Trinity Saint David
Purpose:
 To explore how immigrant police officers experience integration, discrimination, and professional development within UK policing.
Participation:
 Participation is voluntary and confidential. Interviews last 45–70 minutes and can be held online or in person. Participants may withdraw at any time without penalty.
Confidentiality:
 All data are anonymised; pseudonyms replace real names. Recordings and transcripts are stored on password-protected devices.

[bookmark: _Toc889075012][bookmark: _Toc213476303]Appendix B – Consent Form
Participants were asked to confirm:
· I have read and understood the participant information sheet.
· I understand that my participation is voluntary and that I can withdraw at any time.
· I consent to audio recording of the interview.
· I consent to anonymised quotations being used in the dissertation.
Signature: ________________________
 Date: ____________________________

[bookmark: _Toc1458185151][bookmark: _Toc1116114376]Appendix C – Interview Guide
Section 1 – Background
1. How long have you served in policing?  
2. What motivated you to join the police service?
 
Section 2 – Integration and Culture
3. How would you describe your experience of joining a police team?  
4. Have you felt accepted by colleagues? In what ways?
Section 3: Development and Progression
 5. What opportunities have you had for training or promotion?
 6. Have you encountered any barriers or challenges?
Section 4: Diversity and Recognition
 7. Do you feel your cultural or linguistic background influences your work?
 8. How is that recognised, if at all?
Section 5: Leadership and Support
 9. What kind of leadership or mentoring have you experienced?
 10. What changes would make policing more inclusive for immigrant officers?

[bookmark: _Toc573250735][bookmark: _Toc155509682]Appendix D – Coding Framework
	Code
	Description
	Example Quote

	Integration
	Experiences of acceptance, belonging, and team culture.
	“They were polite but distant until they saw me perform.” (Officer A)


	Barriers
	Structural or cultural obstacles to promotion.
	“The process looks fair, but the same people move up.” (Officer E)


	Recognition
	Valuing of language or cultural knowledge.
	“I translate a lot, but it’s never in my appraisal.” (Officer F)

	Leadership
	Support, mentoring, or resistance from supervisors.
	“My sergeant told me to apply, that gave me confidence.” (Officer I)



[bookmark: _Toc370124986][bookmark: _Toc1437092991]Appendix E – Progression Bottleneck (Home Office, 2023)

 Rank Per cent of Minority Ethnic Officers Annotations
 Constable 9.2% Highest representation, indicative of focused recruitment throughout the increase.
 Sergeant: 6.3% - Notable decline in comparison to the constable position.
 Inspector 5.1% Decline persists in middle management.
 Chief Inspector 4.5 percent Representation in senior positions is constrained.
 Average total workforce: 8.3% Remains beneath the working-age demographic (~14% minority ethnic).

 This data illustrates the "progression bottleneck" evident in workforce statistics.  Representation is quite robust at the entry level but diminishes progressively with ascending rank.  This offers crucial background for the qualitative findings of this work, elucidating how immigrant officers encounter advancement obstacles due to ambiguous evaluations, informal gatekeeping, and insufficient acknowledgment of cultural contributions.

 Source: Home Office (2023) Police Workforce, England and Wales, as of 31 March 2023.  London: Home Office.
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