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Abstract
There is a dearth of women in leadership positions in higher education
institutions. Postsecondary institutions, such as public universities, shape and reinforce
socially acceptable roles for both men and women. The aim of this study was to examine
the gender performance of six female faculty members at a public university in Saudi
Arabia with a goal to better understand how their gender identities affected their
leadership opportunities, using a qualitative case study methodology that included
interviews, observation, and relevant documentation review.

Furthermore, this study investigated the impact of women's gender identity
performances and how these performances affected their opportunities to advance to
senior positions within the university. I answered three questions: (1) How do female
faculty members perform their gender at their workplace? (2) What are the implications
of women’s gender performance regarding their leadership opportunities? And, (3) what
are the challenges women have been facing that have hindered them from being in
leadership positions? I sought to answer these questions through the theoretical lens of
gender performativity.

This study utilized a gender performativity framework— which suggests that
gender is socially constructed through gendered performances— to examine how and
why women faculty members form and maintain gender roles within the context of
iv

higher educational institutions. Also, this study aimed to unveil the effect of such
performances on the job distribution and leadership opportunities available to women,
along with the challenges that hindered women from occupying those leadership
positions. The main findings were in the following areas: (1) identity; (2) agency; (3)
power; (4) resistance and change; (5) the effect of gender performativity in terms of
leadership opportunities and; (6) challenges to leadership. Findings indicate that the
female faculty members perform a variety of stereotypical feminine gender roles. These
gender roles lead to gender performance which has a significant influence with regard to
job opportunities for women and also play a part in maintaining gender performance
itself. Data also shed light on the challenges and barriers that delay and impede women
from opportunities to obtain decision making positions.
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Chapter 1: Introduction
Women continue to be underrepresented at universities globally, especially in
leadership positions, and face a variety of challenges and obstacles even though there
have been some changes to academic culture over the years (Hornsby, Morrow-Jones, &
Ballam, 2012, p. 2; Ward & Wolf-Wendel, 2012, p. 237). In Saudi Arabia, until recently
the academic sphere has been largely dominated by men. The culture and work ethic of
academia has led to gendered stereotypes that have defined the government’s stance on
higher education. In this chapter, I will discuss the background to my research with an
overview of the higher education system in Saudi Arabia. An overview of the literature
review is provided, research questions are stated, and descriptions of my theoretical
framework, methodology, and methods are included. I will also define keywords, and
justify any delimitations and limitations of this study.
Introduction
Recently, Saudi women have observed many changes to life in Saudi Arabia and
have been the subject of some important decisions in the country. For instance, on June
24, 2018, Saudi Arabia lifted the ban on women drivers and on August 1, 2019, the Saudi
government relaxed the strict male guardianship laws, allowing women to leave the
country without requiring permission from male relatives. These developments were part
of the government’s plan (Vision 2030) to reduce its reliance on oil by the diversification
of economic sources, and by developing its public service sectors; for example,
1

expanding infrastructure, health, education, recreation and tourism ("Saudi Vision 2030",
2020). These changes shed light on women's issues and gender inequality problems and
have been used to help policy makers understand women’s issues, and thus make
appropriate plans, decisions, and programs for women.
Over the last decade, there has been a gradual improvement in the number of
female Saudi faculty members in Saudi universities. King Abdulaziz University, King
Saud University, and Umm Al Qura University are examples of three public universities
that have experienced growth in the number of female faculty members. According to the
Ministry of Education, there was a tremendous increase in the number of female Saudi
faculty members between 2008 and 2018 (see figure 1).

The Growing Number of Saudi Female Faculty Members
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Figure 1. This figure demonstrates the growing number of Saudi female faculty members
(based on statistics from Education Statistics, 2020).
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Despite the increase of female faculty members in these three universities, this
growth has only occurred in faculty positions, while the number of women in leadership
positions has not increased. The under representation of women in Saudi higher
education decision-making roles remains the same: to date only one woman occupies the
position of university president. However, this woman is the president of a campus for
women only. The historical argument can no longer be made that the under representation
of women in senior roles in higher education is due to the absence of educational
qualifications required for professorial and decision-making roles in the university.
Therefore, researchers have indicated the explicit need for a gender perspective regarding
leadership in higher education institutions. For instance, Denker (2009) discussed the
importance of having women in leadership in higher education, contending that
“[e]xamining this issue through the concept of doing gender will give us the opportunity
to expose the problems that are established in organizations, and understand our
practicing of norms and policies inside those organization, and the chance that we would
have to make change” (p. 103). In other words, for change to take place so that we see
more women in decision-making positions, it is first necessary to unveil gender
performance issues and in relation to the common gender norms and roles within the
various institutions and organizations.

3
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Figure 2. This figure demonstrates the male and female percentage (based on statistics
from Education Statistics, 2020).
In 2018, King Abdulaziz University, King Saud University, and Umm Al Qura
University had similar ratios of female faculty members to male faculty members.
However, at King Abdualaziz University, the number of female faculty members was
greater than male faculty members (see figure 2). In Saudi Arabia, education is one of
the most prominent occupations available to women, and therefore it is assumed that
women will dominate educational decision-making positions. However, the reality is the
opposite; men dominate educational leadership positions. Nevertheless, in 2005, the
authorities allowed the election of women to local chambers of commerce. The ability to
vote and run in municipal elections was unprecedented and a major achievement for
Saudi women at the time and has allowed for more reviews in the field of women's rights.
4

It was also considered a remarkable move when, in 2009, King Abdullah bin Abdulaziz
appointed Ms. Noura al-Fayez as Deputy Minister of Education for Girls Affairs by royal
decree. She was the first woman to hold the post of Deputy Minister in the history of
Saudi Arabia. Moreover, Saudi women participate in municipal elections, which gives
women a greater role in Saudi public life. In 2013, King Abdullah appointed 30 women
to the Shura Council, Saudi's highest advisory authority (Hamdan, Alexander, & AlHattami, 2016, p. 37). A variety of research has been conducted on the topic of women
in higher education, and the challenges women face in higher education. However, the
existing research does not explain how women perform their gender identity in the
context of Saudi higher education. Also, it does not explain how gender identity
performance can affect women's participation in higher education, specifically in public
universities. This research reported here examined how female Saudi faculty members in
a public university perform their gender in their workplace. The research also explores
how these performances affect their opportunities to take on leadership positions in Saudi
universities.
Saudi Arabia Higher Education
This section provides an overview of the structure of the higher education
organization in Saudi Arabia, and presents a more detailed account of public universities.
Saudi higher education depends on government funding that is based on religious
principles, and prepares students for the labor market, while operating under a gender
5

segregation policy (AlKhazim, 2003, p. 482; Ministry of Education, 2020). There are
many institutions that provide higher education in Saudi Arabia, but all institutions are
run under the oversight of the Ministry of Higher Education, which is in charge of
planning, overseeing and accomplishing educational goals (AlKhazim, 2003, p. 482;
Alfawzan, 2017, p. 20; Ministry of Education, 2020). The first system of education
established in the Kingdom of Saudi Arabia was the Knowledge Directorate in 1925,
which laid the foundation for the male educational system. In 1925, the decision to form
the first knowledge council was made with an aim to establish an educational system that
oversees all regions of the Kingdom. Then, the powers of the Education Directorate were
expanded; its role was no longer to supervise all educational affairs in the Kingdom,
which consisted of 323 schools. In 1952, the Ministry of Knowledge was established
during the reign of King Saud bin Abdulaziz Al Saud, and it consisted of the expansion
and development of the Directorate of Knowledge with King Fahd as its first minister
(Ministry of Education, 2020). This expansion meant that the role of the Directorate of
Knowledge now consisted of the planning and supervision of public education over three
levels (primary - intermediate - secondary). In 2002, the name of the Ministry of
Knowledge was changed to the Ministry of Education. The Ministry of Education
supervises all levels and types of education, and this includes schools, colleges,
universities, whether they are public or private (Ministry of Education, 2020).

6

Public Universities in Saudi Arabia
There are more than forty public universities and colleges in Saudi Arabia
scattered throughout the Kingdom (Ministry of Education Statistics, 2020). Universities,
especially public universities, depend on the government for financial support through the
annual budgets allocated for each university, in addition to the funding provided by the
Ministry of Education for some university projects and research. This financial
dependence led to developments and achievements of universities being directly related
to the amount of money they were allocated each year. A boom in funding, which is
currently the case, contributes to the expansion of projects and activities of universities.
However, if there is a decrease in funding to universities as a result of a decline in oil
revenues and a reordering of priorities, then university activities and research halt. This is
true of earlier periods in Saudi history when spending on scientific research was reduced
or discontinued (Alfawzan, 2017, p. 20; Ministry of Education, 2020). However, by
2030 all public universities will implement the new university system described below.
The New Saudi University System
On October 29, 2019, the Saudi Council of Ministers approved the new university
system in order to develop better higher education institutions. This system introduced a
new mechanism that aids the development of universities and helps them manage their
resources. This university system is designed to enhance Saudi’s scientific, research and
community status at regional and international levels. Autonomy is the main feature of
7

this system, allowing universities to build their academic, financial and administrative
rules and regulations, according to public policies approved by the government through
the proposed University Affairs Council. The University Affairs Council will be granted
the authority to adjust and regulate the affairs of universities and formulate principles and
polices; it will consist of members of the Ministries of Finance, Civil Service, Economy,
and Labor, along with the representatives from the private sector. With regard to financial
resources, the new university system will reduce the operating costs of universities that
would help the university find new sources of funding, and reduce their dependence on
the government budget through endowment programs. It would also permit universities to
establish investment sectors to develop their financial resources (Ministry of Education,
2020).
Each university's budget will be confirmed through an innovative financing
system approved by its board of trustees, in addition to the university providing
additional funding sources. The General Auditing Bureau will have the obligation to
oversee public companies and institutions and the Council of University Affairs will
approve the general, financial and administrative regulations of the universities. The
board of trustees of the universities will then create executive regulations, which will
contribute to the university’s autonomy. The new system will give universities the
opportunity to build their specializations and programs depending on the development
needs and employment opportunities in the area they serve. Furthermore, since Saudi
8

Arabia has opened its doors to all the countries of the world, the new system will focus
on emphasizing the role of quality and performance in higher education requiring
universities to obtain institutional and program accreditation from the Education
Assessment Authority or one of the prestigious accreditation bodies, such as the ACCSC
(Accrediting Commission of Career Schools and Colleges), and the ACCET (Accrediting
Council for Continuing Education and Training). The accreditation process will be in
addition to selecting qualified personnel to participate throughout the various
mechanisms in the management of college and university departments (Ministry of
Education, 2020).
The first stage was implemented in three universities, six months after October
19, 2019. Then, the system will gradually apply to other universities by order of the
Prime Minister based on a proposal from the University Affairs Council. The Council
will report the results of implementation –including any advantages or difficulties— to
the High Commissioner every two years. In the meantime, the current laws and
regulations, including the system of the Higher Education Council, will continue to apply
to universities that are not included in the implementation of the new system. The new
law will apply to participating universities for a transitional period of one year after
implementation. This means that the current university regulations continue to apply to
all other universities until the University Affairs Council issues financial, administrative
and academic regulations to those universities. This is to comply with the provisions of
9

the new university law in a manner that does not violate the authority of the university
boards of trustees of those universities. The University Affairs Council may also increase
the transitional period of select participating universities, provided that the extension does
not exceed three years from the date of the end of the transitional period (Ministry of
Education, 2020).
Literature Review Overview
Although there have been examinations of women in leadership in higher
education, a review of the research failed to identify any qualitative work conducted on
how Saudi female faculty members’ gender identities are performed and constructed, and
how that affected their leadership opportunities. Although not the focus of the current
research, exploring the literature in these areas provided a basis for future research
regarding the issues facing Saudi female faculty members, and helped determine the
extent of the problem.
The purpose of this literature review was to establish a foundation for the history
of women in Saudi higher education and to review the current research using literature
written by Saudi women as much as possible. The topics examined include: Saudi female
faculty members, Saudi women in higher education, and gender issues related to
educational policy in Saudi Arabia. I evaluated publications that discussed discriminatory
policies, gender segregation, educational curriculum in higher education, Saudi women in
leadership, gender performativity in education, and the theory of gender performativity in
10

an educational context. There are very few studies that address gender identity
performativity in an educational and learning context addressed in the literature review.
Therefore, considering the lack of educational studies using the theory of gender
performativity in the Saudi context, I instead applied the concepts of gender
performativity. The first concept of gender performativity is identity, and the second is
the idea of regulatory power which includes challenges that Saudi women face in their
workplace. Current research is limited to topics concerning educational institutions, Saudi
female faculty members, and on qualitative research design. This lack of information
made it difficult to understand how gender identity is performed by female faculty
members.
Argument
My argument in this study is that female faculty members perform their gender
identity in a variety of ways in order to negotiate their identity in a patriarchal hegemony
and male dominated culture. In fact, my findings have shown that all the female faculty
members who participated in this study negotiated their identity with gender role
expectations. In some cases, the participants negotiate their performance to suit the
culturally assigned gendered expectations, and they have adopted a variety of strategies
to negotiate their identities; for example, by projecting a professional image, having a
sense of humor, choosing silence, and refusing to attend work events. At other times,
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female faculty members follow those norms as identities, thus constructing new gender
identities.
Significance of the Study
This study is significant because it addresses the gap in the literature related to the
gender disparity in Saudi higher education. It also provides an understanding of the
experiences of female faculty members in a public Saudi university. Lastly, it is
significant because it uses the theory of performativity as a way to gain insight into the
experiences and effects of gender identity on leadership. Previously, the theory of
performativity had not been used in research relating to female faculty members in Saudi
public universities, but it provides a useful lens through which to understand the role
gender plays in higher education.
Research Purpose and Research Questions
The purpose of this study was to examine, through interviews, observation, and
relevant documentation, how female faculty members at a public university in Saudi
Arabia perform gender in their workplace. Furthermore, this study investigated how the
perception of these performances affected their opportunities to participate in top senior
positions. This study examined the following research questions:
1. How do female faculty members perform their gender identity at their
workplace?
12

2. What are the implications of female gender performance as it relates to their
leadership opportunities?
3. What challenges have women faced that have hindered them from obtaining
leadership positions?
Theoretical Framework
Gender performativity, a theory proposed by Judith Butler, was used in this study.
This theory was first explained in her remarkable book Gender Trouble. It suggests that
gender norms are created and sustained through repeated performance and adoption of
these culturally constructed gender norms (Butler, 1990). In other words, gender
performance assumes that the gender identity of the individual is socially constructed
through gender performance, which is not considered here as an individual-dependent
performance, but instead, as Butler stated in (2004) “through practicing gender
performativity we not only understand mechanisms by which reality is produced and
changed in the course of reproduction but also see how the norms which govern reality
are cited” (p. 218). Gender performativity contributed to understand the social
construction of gender, and the role regulatory power, such as gender norms, plays in that
construction.
According to gender performativity theory, gender identity is socially constructed
through socialization and learned gender norms that are entrenched in cultural and social
practices in societies (Kelan, 2010; Martin, 2003). Therefore, how traditional gender
13

norms are replicated and reproduced by performing gender will have an effect on
institutions of higher learning. Thus, embracing the theory of gender performativity in
this study to understand why Saudi female faculty members continue to perform
culturally constructed gender roles is key to understanding how job positions and tasks
were distributed between female and male faculty members in universities and are
influenced by culture. For instance, when looking at job distribution, we find that female
faculty members are employed in jobs of a service nature such as social work, teaching,
and consulting. These jobs require performing the role of an emotional and caring
individual as expected from traditional gender roles (Gadassi and Gati, 2009, p.904). The
existence of these culturally accepted gender roles patriarchal hegemony play an essential
role in the continuing under representation of women at the top senior positions in
universities in Saudi Arabia. Therefore, gender performativity theory is an important tool
for this study. This theory helps explain how gender identity is socially constructed, how
the repetition of gender performances and acts emphasize and maintain social and gender
norms through the exploration of the ways in which female faculty members perform
their gender identity in their workplace and the emphasis they place on their language of
interaction and appearance.
Methodology
To explore gender performance among female faculty members at a public
university, the qualitative case study approach was used as a methodology. The case
14

study approach was “chosen precisely because researchers are interested in insight,
discovery, and interpretation rather than hypothesis testing” (Merriam, 1988, p. 10).
According to Baxter and Jack (2008), a case study approach "ensures that the issue is not
explored through one lens, but rather a variety of lenses which allows for multiple facets
of the phenomenon to be revealed and understood" (p. 545). That means using this
approach helped to explore the phenomenon within its context through the use of various
data collection methods.
Method
The data collection methods for this study were interviews, observations, and the
review of documentation.
Interview. I studied the gender performativity of six full-time women faculty
members at a Saudi public university by means of interviews. I interviewed each woman
twice at two different points during my data collection (see Appendix C); interviews were
in the Arabic language. Participants did not need to prepare for the interview; however,
some participants asked to review the questions and thought about their answers ahead of
time. The length of the interviews was approximately 50 to 60 minutes each or 120
minutes in total. The interviews were, as Yin (2009) stated, “guided conversations rather
than structured queries” (p. 106).

15

Observations. I began my research with general observations. However, these
observations did not include observing the participants; it focused more on workplace
construction and environment observation. The second phase included participant
observations in their natural work environment during a workday, paying particular
attention to interactions that the participants had with others such as observing their facial
and body language and expressions. I also paid close attention to their audience and the
context of their work environment. These other observations included: how the
participants used non-verbal communication during interactions, as well as other factors,
such as their clothing.
Documentation. During my observation days, I asked my female participants for
copies of different documents including emails, reports, or meeting minutes related to
their department, students, or administration. These documents were non-confidential and
public in nature. I also collected any other written information such as policies,
handbooks, human resources job ads, gendered awareness, or brochures that may have
been relevant to the study. I made sure to gather documents that were relevant to the
research questions.
Definitions of Key Words
Certain key words need to be explained and defined for improved clarity and
increased understanding of the thesis. The following is a list of key words that can be
found in the literature and the data:
16

Faculty member: For this study, faculty member is defined as an individual who holds a
term appointment at the rank of Professor, Associate Professor, or Assistant Professor.
Job ranking for faculty members is as follows: assistant professors, associate professors,
and professors.
Performativity: For this study is the performativity of gender which, according to
Butler, is a replication of male or female associated acts. Those acts are repetitively
iterated, constituting on individual’s gender identity (1990, p. 33).
Agency: For this study, agency is how female faculty members choose to perform their
identities in different contexts. Their choices change depending on the environment or
situation (Martin, 2003, p. 355). Agency is limited by regulatory power.
Regulatory power: For this study, regulatory power is the enforcement powers used by
others to limit the agency of female faculty members (e.g. social norms, hegemonic
practices, law, politics, customs, religious principles, etc.).
Hegemony: According to Gramsci (1971), hegemony is an authority of a group over
another group, reinforced by a spontaneous consent of the inequality, through cultural,
moral, economic, or political exercises (Bates, 1975, p. 353).
Hybrid identity: Is the result of the overlapping of different forms of identities, resulting
in new forms of performance.

17

Delimitations and Limitations
Delimitations, known as self-imposed limits, are decided upon by the researcher
as applied to the research (Rudestam & Newton, 2001, p. 73). First, this study was
delimited due to the data collected from six female faculty members at a Saudi public
university. Second, in my research I used a qualitative case study approach, which
provided a rich description by utilizing different types of data sources such as:
observations, interviews, and documentations (Yin, 2009, p. 100). Because of the subtle
and frequently complex nature of gender performances and gender expectations that can
impact female faculty members, conducting in-depth interviews and observations of my
participants from a variety of academic disciplines helped me to collect data relevant to
the research questions. Moreover, using the qualitative case study approach as my
methodology provided in-depth descriptions of the site that was studied, and allowed
female faculty members to tell their stories (Van Maanen, 1988, p. 50-51).
Third, gender performativity theory was my theoretical framework which gave an
important and valuable understanding of the role gender plays in higher education. It also
provided an understanding of the experiences of female faculty members. I believe I was
best able to explore and describe how Saudi women, who are faculty members at public
universities, perform their gender identity in their institution. Along with that, I observed
how these performances might affect the opportunities of women related to top senior
positions in Saudi universities.
18

According to gender performativity theory, gender is socially and culturally
constructed, and we perform gender because we want to be acknowledged as humans
(Butler, 1990, p. 36). It is important to clarify that, challenges and issues that are attached
to gender identity such as Lesbian, Gay, Bisexual, or Transsexual (LGBT) have not been
focused on in my study. Instead my research purposefully focused on how individual
female faculty members at one public Saudi university performed their gender identity,
along with how this performance affected their opportunity to occupy top senior positions
in Saudi public universities. I assumed that due to the strict Saudi culture, participants
did not share such stories. However, that was not to say that Saudi universities are devoid
of LGBT challenges and issues for female faculty members. For that I did attempt to
present the female faculty member’s stories and experiences from their perspective using
their own voices. However, there were no distinct variations that emerged among
participants regarding LGBT issues. Research limitations were “restrictions in the study
over which you have no control” (Rudestam & Newton, 2001, p. 90). Hence, ensuring
participant representations of identities from the LBGT population was something
beyond my control. Although data was collected by several methods (i.e., interviews,
observation, and document gathering) all data collection, analyses, and data result were
influenced by my own ontological perspectives or views of reality.
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Conclusion
This chapter introduced the research topic of women in higher education,
principally in Saudi public universities. The research literature overview, argument,
purpose, questions, and methodology were outlined. Explanations of key terms relating to
this study were provided. Also, within this chapter, the significance of the study was
stated, and the delimitations and limitations related to the research were identified. In the
final part of the chapter I introduced the concept of gender performativity theory and
explained why it is well aligned with my study. In chapter two, the review of the
literature, I provide more detailed accounts of the Saudi higher education system, gender
practices in education in Saudi Arabia, challenges and barriers to women’s leadership in
higher education, gender performativity in higher education, and Saudi women’s identity.
In chapter three, the research methodology, research design, and data collection methods
are provided, and data analyses as well as a description regarding how validity and
trustworthiness were ensured throughout the research process. In chapter four, I present
the data obtained from six participants and their 12 interviews, observation, and
documentations. In chapter five, I discuss my main research findings, discus implications
and recommendations, and suggest future research.
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Chapter 2: Literature Review
In the first chapter, I described the development of the modern higher education
system and public universities in Saudi Arabia, including the new Saudi higher education
system. In this chapter, I will provide more details about Saudi women’s situation in
higher education, and how gender operates within institutions in the Saudi context. To do
this, I will first discuss women’s access to higher education, then I will describe the
barriers that affect women in higher education and finally, I will examine gender
performativity.
Saudi Women and Higher Education
Formal government girls' education in Saudi Arabia began in 1960 and was
preceded by boys’ education by about 36 years (Almazer, 2017, p. 128). Before 1960,
there was no formal education for the Saudi girl, and it was confined since 1941 to a
specific number in private education schools which were not widespread in all Saudi
cities. In 1938, after the discovery of oil, Saudi social life transformed, and a new
comprehensive community culture was established. This cultural transformation
increased the demand for the education of girls and women, as fathers saw value in the
education of their daughters (Alkhader, 2011, p. 306).
The first opportunity for Saudi women to pursue higher education was through
King Saud University in 1961. However, the women were only allowed to enroll in the
university through the College of Arts and Administrative Sciences, and in a part-time
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enrollment status; therefore the enrollment for women was only five percent.
Nevertheless, after the King Saud University initiative many universities decided to open
the field for young women who wished to pursue higher education (Jamjoom & Kelly,
2013, p. 119-120). For example, in 1967, thirty female students were enrolled at King
Abdul Aziz University, and in 1968, two female students were enrolled at Imam
Mohammad Bin Saud Islamic University; all were enrolled as part-time students
(Jamjoom & Kelly, 2013, p. 119-120). Fourteen years later, in 1975, the enrollment of
women in higher education in Saudi Arabia increased to 14%, due to the high number of
female students graduating from high school at that time (Jamjoom & Kelly, 2013, p.
119-120). The expansion of school enrolment at the lower levels put pressure on the
university to expand enrolment for females. The change was dramatic.
According to the Ministry of Education, in 2018 about half of the 1,620,491 Saudi
university students were women; 52% of undergraduate students, 49% of the Master’s
degree students and approximately 38% of the PhD students were women ("Saudi
Education Statistics Center", 2020; Alfawzan, 2017, p. 22). Moreover, the higher
education statistics in 2018 also indicated that gender distribution of male and female
students in the fields of study were varied. There were more male students than female
students in the fields of engineering, manufacturing, construction, agriculture, forestry,
fisheries, veterinary medicine, business, and administration and law. Women
outnumbered men in the fields of education, natural sciences, mathematics and statistics,
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arts and humanities. This may be due to the increase in the number of colleges and
universities available in all regions of Saudi Arabia. Many of these colleges and
universities are not mixed gender, and have limited departmental options for female
students — colleges of education, social sciences and arts, natural sciences, languages,
and religious sciences which have increased in demand. Male students, on the other
hand, have these departments available to them as well as a variety of engineering,
health, geological, astronomical and environmental specializations. This separation of
gender and departments reduces pressure and demand for science, mathematics and
education. However, in the fields of communications and information technology the
number of female and male students were almost equal (Saudi Education Statistics
Center, 2020).
Gender Issues related to Educational Policy in Saudi Arabia
Discriminatory Policies. Women in Saudi Arabia are clearly faced with barriers
when it comes to higher education. These barriers include access to transportation and
limited independence (Alfawzan, 2017, p. 23). For example, a young woman would not
be able to continue her education due to the inability to drive; to overcome this limitation
a young woman would need to hire a driver, which would be an added expense
(Alqahtani, 2018, p. 400; Alfawzan, 2017, p. 23). Since June 24th 2018, women have
been allowed to drive, which would suggest that this barrier has been resolved. However,
the high demand for driving classes, and the lengthy wait times to obtain a driver's
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license require a time investment as a result of long delays, indicating that this issue has
not been settled (Alqahtani, 2018, p. 400). The change to allow women to drive is an
important development and part of the economic reforms and strategy of the Kingdom of
Saudi Arabia (Vision 2030) to end the Saudi dependence on oil. Lifting the ban on
women drivers would increase the number of women able to work, thereby raising the
size of the workforce in the Kingdom. The increase in the size of the workforce would
lead to a general increase in income and production for Saudi women and less
dependence on migrant workers.
In Saudi Arabia, public education is compulsory and free education is provided
through government schools. Through the Ministry of Education, the state provides the
appropriate educational resources for both men and women, such as, facilities and
textbooks, as well as free transportation for citizens and residents for all pre-tertiary
education levels (Ministry of Education, 2020). However, some gender biased policies
and practices still exist, such as gender segregation, and some educational curriculum
policies which I shall discuss.
Gender Segregation. Strict social norms control education policy. These social
norms generate gendered effects, such as, gender segregation through the levels of
education. Social norms, customs and cultural traditions drive the separation of the girls
and boys in an effort "to protect women from being subjected to sexual harassment"
(Abalkhail, 2017, p. 170), thus protecting the morals and honor of women. In the event
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that a woman works in a mixed gender work environment, the burden of wearing
acceptable clothes, being aware of word choice and behaviour falls on her; women
invariably will bear the blame in the event of sexual harassment. Thus, work
environments organized with this in mind will always try to provide women with an
isolated place/area to work in order to avoid any unnecessary interaction with men as
much as possible. Therefore, policies of gender segregation contribute to the isolation of
women, add pressures and burdens, as well as promote the idea of women's
subordination, and keep women from pursuing various career development opportunities
(Abalkhail, 2017, p. 173; Jamjoom & Kelly, 2013, p. 122). Imposing gender segregation
policies can be considered as a form of inequality as discussed by Abalkhail:
It is a form of inequality, because it views women as strangers and symbols of
purity. This will eliminate women from leadership opportunities, as this isolation
will hinder women's participation in professional networks, mentoring and access
to information, which are important skills for achieving top positions (2017, p.
178).
On the other hand, gender segregation policies may have a positive effect on women. For
example, if a workplace is made up of 100% women, there are no men in leadership or
subordinate roles. In this case, women would hold leadership positions and practice
decision-making without gender discrimination and without the possibility of sexual
harassment or misconceptions that stigmatized them. This would remove barriers to their
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decision-making process that men, who would prefer those roles, would impose. In
addition, a gender segregated workplace would give women the opportunity to be freer
and more comfortable in unleashing their management skills, feelings and creativity,
rhetoric, writing, movement and expression, away from the bullying, restrictions and
harassment by some males (Abalkhail 2017, p. 173; Almudarra, 2017, p. 43; Friedl, 1994,
p. 166). Moreover, it is very important to mention that the policy of gender segregation in
the Saudi educational system has contributed to an increased enrolment for women by
encouraging male parents to allow their daughters to enter public schools and complete
their education because all levels of education are separated by gender (Abalkhail 2017,
p. 173; Almudarra, 2017, p. 43; Friedl, 1994, p. 166). While gender segregation is the
root of inequality it has also enabled women in various ways. It reassured families, who
then allowed their daughters to attend school. It also enabled women to obtain more job
opportunities, since the administrative and teaching staff in these schools must be women
only.
Curriculum. In Saudi Arabia, like most societies, the prevalent political,
cultural, and social practices play a major part in shaping the representation and roles of
women and men. This representation of the roles of women takes different forms, the
most important being the idea of motherhood. For example, being a mother is considered
to be one of the most important roles in a woman’s life, and essential for the growth and
continuity of society (AlSudairy, 2017, p. 9). Another important role for women is that
26

of a supportive wife. A wife is required to support and encourage her husband, standing
with him in times of hardship and adversity. Her husband is considered the breadwinner
of the family, and should be the one to work outside of the home to provide the family
with all the necessities for living a decent life (Alshoaibi, 2018, p.20; Abalkhail, 2017, p.
173). Societal stereotypes regarding the role of women and men has, of course, been
reflected in the curricula of education, resulting in the strengthening and support of these
social and cultural roles for women and men. The idea that women working outside the
home is unnecessary and optional is promoted through the curriculum and educational
activities (Altamimi, 2011, p. 21). All of these practices contribute to the continuation
and support of gender differences and the persistence of the policy of gender segregation.
These gender differences are used to promote the separate education of women and men
in an effort to prepare them for the distinct roles required of them in the future (Bigler,
Hayes & Hamilton, 2013, p. 2). The separation of the genders in Saudi society is a very
thorny and controversial issue. While we find some families do not mind working and
studying in a mixed gender environment because there is no religious or moral conflict,
we find others strongly object to mixed gender environments for reasons that are also
religious and moral, from their point of view. It is because of this religious and moral
conflict that the government requires public schools and universities to implement a
gender segregation policy. It is worth noting that, the policy of gender segregation is
often intended to exclude and protect women from men, and in doing so, it enforces
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gender norms by having women perform and follow these norms, and repeat this
performance of compliance within the community, which contributes to the continuation
of these gender norms. So, gender segregation within the society tends to be reproduced.
Gender bias and higher education curriculum. The educational curriculum in the
Saudi school system shapes the trajectory of education in particular ways and ensures its
spread, while also contributing to the educational goals of society (Ministry of Education,
2020; Altamimi, 2011, p. 21). For this reason, it is designed to meet the needs of society,
while also reflecting society. This reflection is observed in the contrast between the
curriculum for girls and boys. The educational curriculum for girls focuses on preparing
them for motherhood and domestic life; mastering cooking and housekeeping skills
(Alfawzan, 2017, p. 5); the curriculum for boys focuses on physical and professional
skills (Ministry of Education, 2020). However, when the opportunity opened for young
women to enroll in higher education institutions the numbers of women in science and
math departments increased, as we noted earlier, which suggests that Saudi women are
eager to pursue varied educational opportunities.
In 2018, the secondary system in the general school system was abolished and a
decision was made to follow a curriculum system. In doing so, the administrative track
was cancelled, which included administrative subjects, such as, administration,
accounting, economics, and materials on work culture and regulations (Ministry of
Education, 2020). However, scientific and literary tracks are still available. The former
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Administrative Sciences stream (Ministry of Education, 2016, p. 22) was only available
to boys and consisted of a staff qualification, followed by vocational schooling known as
commercial high school, a separate development section, and a stream within high school
that consisted of basic high school courses (Ministry of Education , 2016, p. 24).
According to the Ministry of Education statistics, in 2018 about 800,700 women in Saudi
Arabia were enrolled in higher education institutions. Of this group, roughly 212,000
were enrolled in arts and humanities schools, 195,780 were enrolled in business
administration and law schools (El-Sanabary, 1994, p.7; Saudi Education Statistics
Center, 2020) and 92,000 were enrolled in education schools. Nevertheless, there were a
significant number of women in medical and health studies schools, especially in nursing
(El-Sanabary, 1994; "Saudi Education Statistics Center", 2020). According to statistics,
medical and nursing schools are 56% female. Medical and health care studies, especially
nursing, have been seen as an ideal field for women, due to the traditional view of
nursing as a woman's role. For example, nursing includes both caring for patients and
ensuring the cleanliness of wards and equipment; therefore, nursing courses are seen as
more suitable for women and enrolments are consistently high (El-Sanabary, 1994, p.7;
"Saudi Education Statistics Center", 2020). On the other hand, only about 5% of women
enrolled in higher education were able to join engineering schools, which is expected
because few public engineering schools are open to women ("Saudi Education Statistics
Center", 2020). The statistical evidence shows that the barring of women from some
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colleges and the limitation of some specializations in other colleges skews the
representation of women in regard to specific educational fields.
Saudi Women in Leadership Positions
To date, men hold most of the top senior positions within the Ministry of
Education and make all noteworthy and important decisions related to education. There
are few women in leadership positions and only one public university has a female
president: Princess Nourah Bint Abdulrahman University, a women-only university.
Founded in 1970, Princess Nourah Bint Abdulrahman University in Riyadh city, also
known as Riyadh University for Women, was the first women-only university in Saudi
Arabia and is the largest female-only university in the world. In 2011, it moved to a large,
new campus designed to fit over 60,000 students (Almansour, 2015, p.3; "Princess
Nourah Bint Abdulrahman University", 2020). The university includes a library,
conference center, laboratories, and a university hospital focusing on all medical
specialties with a capacity of 700 beds (Almansour, 2015, p.3; "Princess Nourah Bint
Abdulrahman University", 2020). The university provides facilities for research
collaboration by sharing a research area with King Abdulaziz City for Science and
Technology (KACST), where three specialized scientific research centers were
established, one for nanotechnology, the second for information technology, and the third
for biological sciences (Almansour, 2015, p.3; "Princess Nourah Bint Abdulrahman
University", 2020). The University City also includes housing units for families of
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university employees and faculty and a residence for female students. The area also
includes a mosque and schools of general education, a kindergarten, and integrated
recreational facilities, and a modern and convenient train system that operates around the
clock to provide train transportation to all of the university’s facilities (Almansour, 2015,
p.3; "Princess Nourah Bint Abdulrahman University", 2020). This is a progressive set up
for women which suggests that the government is investing in women’s education. The
availability of childcare and transportation within the university grounds increases
educational opportunities for women. Also, since Princess Nourah University does not
have a section for men, it has its own women-only organizational structure. Thus, the
university is a unique model and does not yield to the centralization of power and
marginalization of women’s departments in other public universities.
The lack of the representation of women in leadership roles is a global challenge
that affects most countries. Even organizations that have an interest in reforming
education have a lack of women in senior positions (UNESCO, 2017, p.1). For example,
in the United Kingdom, out of 55% of the Department for International Development
employees only 43% of senior civil service positions are held by women (UNESCO,
2017, p.1). In Australia, women hold 34% of the executive service senior positions and
27% of the missions' and posts' presidents (UNESCO, 2017, p.1). In Canada, at
postsecondary institutions, only 25% of vice-presidents and 15 % of CEO positions were
occupied by women (Devillard et al., 2017, p.6). In the United States, there are fewer
31

female professors and university staff than men (Parker, 2015, p.3). Moreover, only 26 %
of higher education institutions had female presidents, compared to 74% males in the
same role in the USA (Tunheim, McLean & Goldschmidt, 2015, p.31).
There has been some increase in representation of women in state leadership roles
throughout the Middle East, specifically in the Gulf Cooperation Council (GCC)
countries: Bahrain, Kuwait, Oman, Qatar, Saudi Arabia, and the United Arab Emirates. In
2011, Saudi Arabia increased the number of women in the Saudi Shura Council by 20%
by royal decree, this decree was made to target economic issues and help with social
reforms. The Saudi Shura Council consists of a president and 150 members, chosen by
the King from the people with knowledge, experience and specialization. (Alsubaie &
Jones, 2017, p.5; Saudi Shura Council, 2020). According to a statistic provided by the
Center for Arabian Gulf Research and Studies (CSRGULF) in 2019, United Arab
Emirates has raised the ceiling of female representation in the Federal National Council
(an advisory council) to 50 %, thereby increasing the number of women in the Federal
National Council from nine to twenty women (CSRGULF, 2019, p. 2). Also, according to
the percentages of female representation in the first legislative institutions in Gulf
Cooperation Council (GCC) countries in 2019, the United Arab Emirates ranked first,
with approximately twelve members between the House of Representatives and the Shura
Council [the consultative council]; Saudi Arabia ranked second, followed by Bahrain.
Qatar ranked fourth with approximately 9% female representation with four women in
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the Shura Council by appointment. Kuwait and Oman had a meagre 2 %, and 1%
representation respectively, with only one woman in either of their Parliament and Shura
Councils (CSRGULF, 2019, p. 2-3). The overall situation of the representation of
women in parliamentary and political participation in the Gulf region countries is
improving because the GCC countries' governments have undertaken unprecedented
economic reforms in the past few years in order to diversify the sources of income and
reduce dependence on oil revenues. Consequently, it was necessary to involve all
members of society in this project in order to implement the plans successfully.
However, women’s participation is still considered very low, and women need more
participation in all sectors.
There are several studies that have suggested the leadership qualities and abilities
that women should have in order to override male dominance in the workplace. However,
there has been limited research regarding methods to improve leadership opportunities
and career options for women. AlHajj and AlNasser (2018) acknowledged the glass
ceiling challenges that Saudi women encounter while employed in government agencies.
The opinions of 321 women were surveyed from female administrative staff in the
government apparatus (p. 174). The study reached a number of conclusions, the most
prominent of which were that female employees realized that organizational factors such
as inadequate guidance, biased male attitudes about women, the salary gap, and
ineffectual support from head management were the aspects of work that contributed the
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most to problems related to the glass ceiling. These factors created difficulties for women
and prevented them from developing and progressing in leadership and administration
roles in Saudi Arabia (AlHajj & AlNasser, 2018, p. 191). These organizational or
institutional impediments are structural characteristics that have contributed to the
dominance of men in leadership positions. This influence has had an impact on the
policies and regulatory practices of recruitment, job evaluation and promotion.
Institutional constraints may also stem from the organization's culture of shared values
and beliefs among employees within the organization and as an important reference in
determining and controlling organized behaviour that undoubtedly eliminates the
principle of equal opportunities for men and women in terms of training, qualification
and promotion, thereby reducing the likelihood of reaching advanced administrative
levels. These shared values and beliefs may also influence the prevailing understanding
among some presidents that women are not qualified to assume significant
responsibilities. For example, these beliefs may reinforce the idea that women are less
capable in their jobs compared to men, and that women lack the courage and willingness
required to make decisions at the higher management levels.
Research by AlShammari's (2014) discussed the reality of educational
administrative work and the difficulties faced by 40 women at the University of Hail in
Saudi Arabia (p. 82). This research also sought to identify the obstacles that women faced
in leadership positions that hindered them from achieving their ambition and continuing
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their work successfully, as well as discussed ways to improve their performance level (p.
84). AlShammari (2014, p. 92) found that female educational administrative employees
dealt with various difficulties, including those related to family, customs and traditions,
raising children and fulfilling domestic and marital obligations, and issues related to the
location and surroundings of work. There are specific factors that impede women’s
progress and opportunities for advancement in the workplace related to work commutes,
marriage, relationships and childcare. AlShammari found that women continue to be
discriminated against by their managers in the workplace. The AlShammari study (2014,
p. 95) also suggested that training programs for women were necessary to provide women
with the important technical skills needed to improve their leadership capabilities and to
receive up-to-date training related to management and administration practices.
Many studies have been conducted to understand the poor representation of
women in leadership positions, as well as the obstacles women face in obtaining these
positions. Any change in women's rights in Saudi Arabia are restricted by social norms,
which serve to limit their opportunities for employment in politics and in education
(Doumato, 2003, p.256). Therefore, any attempts to improve the status of women in
Saudi Arabia, such as the recent government strategies in Vision 2030, must take into
account societal beliefs, norms and values in order to succeed.
In 2013, Alghamdi conducted a study at King Abdulaziz University in Jeddah to
examine the obstacles that block Saudi women from reaching leadership positions in the
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public sector. Alghamdi (2013, p.48) selected a proportionate stratified random sample of
111 female employees and asked them the following two questions (p.20):
What are the cultural obstacles that prevent Saudi women from reaching
leadership positions in the public sector?
What are the personal obstacles that prevent Saudi woman from reaching the
leadership positions in the public sector?
The study reached the following conclusion: Cultural obstacles have a minimal effect on
preventing Saudi women from obtaining leadership positions, as the majority of the
sample responses indicated that the woman had the rights and the abilities for
employment in leadership positions (Alghamdi, 2013, p.76). Moreover, the study
revealed that the women might receive support from their husbands, and fathers to take
these positions. In addition, Alghamdi (2013, p.76) showed that the strict norms that
derived from religious views regarding the woman who work in senior positions were not
considered an obstacle to women when pursuing these positions. The study suggested
that, personal obstacles have the biggest impact in preventing Saudi women from
reaching leadership positions. A woman may have limited ambition and less desire to
reach a leadership position due to the burden on her for her preoccupation with family
obligations, even though she has committed to her field of study and her job (Alghamdi,
2013, p.77). It is important to mention that Alghamdi's (2013) research results places the
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blame on individual women for not reaching decision-making positions, are completely
inconsistent with the findings of my current study. On the contrary, the current study
concluded that women do possess ambition and the desire to occupy leadership positions,
despite the work environment that is governed by a patriarchal system. More details will
be discussed later in chapter five of the current study (Alghamdi, 2013, p.76).
AlDakhil & AlAnzan conducted a study (2016) on women leaders in the Central
Agency in government ministries in Saudi Arabia (p. 7). The study examined how the
culture of organizations, including the values, customs, ideas, beliefs, traditions, methods
of thinking, action, and patterns, could be a reason for limiting the levels of
administrative empowerment for some women leaders in case they resist this culture. It
also examined how organizational culture could also be supportive to other women
leaders who agreed, adhered to, and did not resist or critique this organizational culture
(p. 4). Therefore, this study tries to answer a key question: What is the reality of
organizational culture and its relationship to the administrative empowerment of women
leaders in government ministries in the Kingdom of Saudi Arabia? The study concluded
that the rigidity of organizational culture in government ministries, which does not
sufficiently encourage the adoption of new ideas, works as a barrier to empowering
women leaders in government ministries. That barrier could be due to male managers
and their concern that their positions could be transferred to women if women become
increasingly empowered (AlDakhil & AlAnzan, 2016, p. 57).
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Although progress has been made in education in Saudi Arabia, evidence shows
that efforts to achieve gender equality continue to result in struggles. These struggles are
evident in various studies (AlDakhil & AlAnzan, 2016; AlHajj & AlNasser, 2018;
AlShammari, 2014). Therefore, despite the unique organizational and societal barriers,
women continue to strive for and have the desire to occupy leadership positions, however
women need the encouragement of their organization —a university, for example—to
pursue decision-making roles. The various literature on the subject affirms the need to
examine the barriers to women’s participation in leadership positions in universities with
a focus on the personal, organizational, physical, and societal factors that are unique to
Saudi Arabia. However, they have come to different conclusions.
The literature examined the barriers to women’s participation in leadership roles
in universities with a focus on the personal, organizational, societal, and professional
factors. Some researchers concluded that women themselves are to blame for the lack of
women's leadership representation. They suggest that the lack of representation is due to
personal and subjective factors such as the lack of ambition, lack of desire, and
preoccupation with the family and giving priority to the home. They also conclude that
religious and social norms have no impact on women's administrative and professional
growth (Alghamdi, 2010, p. 75-76). Therefore, the study that I have undertaken is unique
because it asks why these professional obstacles persist, and seeks to find their causes by
focusing on the gender performance of women within their workplace and its effects and
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impact on their leadership opportunities at a Saudi public university.
Gender Performativity in Education
Some studies addressed concepts relating to gender identity performativity in an
educational context. The following studies used Judith Butler's notion of gender
performativity in educational institutions. Kelly-Ware (2016) explored gender and
sexuality through the lens of gender performativity theory. The study pursued the
construction and performance of gender and sexuality of New Zealand children in an
early childhood setting (p. 147). Kelly-Ware employed data explicitly to understand the
gender identity performance of children in relation to their diverse characteristics by
using gender performativity theory. For six months, Kelly-Ware focused on an early
childhood education center in New Zealand, and a group of forty children, twenty girls
and twenty boys, and four female teachers and one female administrator (Kelly-Ware,
2016, p. 148).
Kelly-Ware (2016) based her theoretical framework on Butler’s gender
performativity theory. Gender performativity theory describes how children demonstrate
gender as a socially constructed performance influenced by the community. This theory
suggests that children may draw on multiple factors that influence their actions (p. 153).
For example, children may learn from popular culture, which perpetuates the norms of
society. Kelly-Ware (2016) also employed case studies to understand the working
theories of children concerning gender and sexuality. After a critical review of the
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gender-related discourse in the area of study, Kelly-Ware (2016, p. 153) concluded that
children at early educational centers embodied partial, multiple, and performed gender
identities. The results also indicated that adult interaction with the children’s
performances served as reinforcement for desirable and acceptable traits (Kelly-Ware,
2016, p. 153).
Silfver (2016) examined the performance of gender by schoolchildren through
research that required them to program Lego cars at a science center. This study aimed to
explore the nature of stereotypically gendered power relationships during the
programming of Lego cars (Silfver, 2016, p. 5). The researcher devised a methodology
to enable effective responses for the research questions. The first research question
sought responses on how students engaged in tasks, while the second research question
sought to understand how students described the tasks and was concerned with their
engagement with the science center (Silfver, 2016, p. 3). The researcher conducted semistructured interviews with seven students during science lessons at the place of study.
The interview was guided with recorded video material, and only students who consented
to the interviews participated in the research process. The interview was structured to
capture the interests of students, through questions about their perceptions about school,
the science center and technology, as well as their future career prospects. The researcher
recruited an additional twenty students to work together in pairs during the programming
visits to the science center (Silfver, 2016, p. 5); six of the students were of the same sex.
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Silfver (2016) utilized a video of twenty students for data collection. The
preliminary findings suggested the existence of culturally gendered patterns. Boys
seemed more confident and familiar with programming tasks, while girls exhibited
extreme anxiety when faced with the same tasks. Moreover, the teachers at the science
center promoted and normalized stereotypical gender norms through congratulatory
messages that only applauded the performance of male students. Silfver (2016, p. 15)
concluded by recommending the collaboration of researchers and educators to develop
learning environments that enhance the creation of subject positions that support
performance of all genders in problem-solving situations. This approach may help
teachers and students to develop an opportunity to understand, explore, and resist the
cultural and gendered performances (Silfver, 2016, p. 15).
Masuchika Boldt (2004) used Butler’s gender performativity theory as the basis
for research that looked at teacher interventions in an elementary school setting in
relation to student gender-related language and behaviour (p. 8). Boldt found that in
classrooms, there is no way to avoid talking about gender without sexism. However, the
researcher introduced teachers to two methods to help them decide when and how to
intervene during a student’s gender-related interaction. First, teachers must work wholeheartedly to avoid treating students differently based on gender because numerous studies
and research explain that children are less aware and practice less gender discrimination
than adults. The second method involved using many stories and examples in the
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classroom setting that work to normalize gender equality and help students practice their
gender without any gender discriminatory norms. For example, show that drawing pets
and flowers is acceptable for both girls and boys by showing examples of men or male
artists who love animals and flowers (p. 16).
Tyler and Cohen (2010) sought “to extend Butler’s analysis of gender
performativity, focusing on the evocation and materialization of these norms through the
gendered inhabitation of organizational space” (p. 177). Until recently, the idea that
gender roles influence the organizational space had not been adequately investigated.
Tyler and Cohen were inspired by artwork by Sofia Hultén known as Grey Area
[http://www.sofiahulten.de/daten/greyarea.html]. In turn, Sofia was inspired by Butler’s
assumptions about gender performativity, which is usually driven by the desire for the
gendered self (p. 176). Butler’s conceptualization of gender has helped to identify the
reason why women are referred to as “others” in the organizational world, with the
results revealing that women discuss their own, as well as other people’s thoughts,
through the context of organizational life.
The current study data revealed that Saudi public universities continue to be maledominated institutions. Thus, educational contexts such as schools, classrooms, and
teachers are reinforcing stereotyped gender norms (Kelly-Ware, 2016, p. 150; Silfver,
2016, p. 10). However, according to Masuchika Boldt, educational institutions could be a
site for resisting and subverting gender norms (2004, p. 14). Boldt suggested two
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techniques to help teachers navigate how and when to intervene the gender-related
classroom communication of children. These two suggestions act as a tool of resistance
and could contribute to the subversion of gender norms.
Butler stressed that gender construction does not occur solely as an individual act;
it is formed also through cultural intersections (1999, p. 7). For example, Tyler & Cohen
(2010, p. 177) examined organizational space using gender performativity theory. They
explored the ways in which women’s gender performances were embodied inside
organizational space at a university. Tyler & Cohen (2010, p. 191) concluded that at the
university organizational norms regulated gender relations. As a result, women located in
constrained spaces ensured that their gender performance was compatible with the
culturally learned norms. By reviewing the educational context through field studies,
Tayor and Cohen (2010) conclude that educational institutions could be a patriarchal
mechanism used to reproduce and to maintain gender norms. I use this conclusion in my
study as evidence of how educational institutions are agents of socialization that work to
normalize, enforce, and maintain hegemonic patriarchy.
Gender Performativity in Saudi Literature
Since leadership studies of gender performativity do not exist in the Saudi context, I will
elaborate on the exploration of gender performativity concepts in Saudi literature. The
first section will discuss the concept of gender performativity as identity. In the second
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section, power and its role in gender performativity will be explored, specifically the
regulatory power that is a challenge to Saudi women in the workplace.
Saudi Women and Identity
In 2012, Alqahtani conducted a study in a southern Saudi city concerning social
change and women's work across three generations. She adopted a qualitative methods
approach consisting of structured questions and in-depth interviews (Alqahtani, 2012, p.
88). Research questions were formulated to analyze how work experiences (paid or
unpaid) have caused social change or changes in identity for women. The questions were
aimed to determine how three generations of women react to factors of social change,
with regard to their backgrounds and socio-economic standing (Alqahtani, 2012, p. 87).
The researcher used snowball sampling to recruit the informants which uses initial
informants who then introduce the researcher to new informants who were ready to share
their experiences. The findings of this study described the transformation of the Saudi
women's opportunities and their position in the labor market over three generations of
women. Women’s work experience, either paid or unpaid, has changed significantly
throughout the history of the Saudi regime. The increase in women's employment
opportunities has increased the economic status of women and increased their agency and
choices. However, the "Saudi women's national identity, has been integrated with
religious identity and the reproduction of the image of Saudi women as (the ideal Muslim
woman)" (Alqahtani, 2012, p. 208).
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In 2011, the King of Saudi Arabia, King Abduallah bin Abdualaziz, had
established a royal decree —implemented by the Ministry of Labour— that allowed
women to work in sales as cashier or retail sellers in department stores, shops,
supermarkets, pharmacies, etc. (p. 30). The initial royal decree was followed with another
in 2013 that stated that one-fifth of the AlShura council (consultative council) seats
would go to women, and that women would be able to participate and vote in the local
elections that would be held in 2015 (Alshoaibi, 2018, p. 31). In 2018, Alshoaibi (2018,
p. 9) conducted a study to investigate the impact of the Royal Decree of 2011 for Saudi
women related to job opportunities, visibility in the “public sphere” and identity. The
study focused on the role of the political system and the royal decrees that have been
adopted and their role in creating social change for Saudi women (Alshoaibi, 2018, p.
107). The methodology used in the study involved a comprehensive analysis of
Habermas's view on the public sphere and Identity Negotiation Theory (INT) in regard to
Saudi women and their identity development. Alshoaibi looked at the religious, cultural,
and societal shifts within the public eye. The findings suggested that through the Royal
Decrees of 2011 and 2013, Saudi women have begun to enjoy a range of positions in
politics, education, and professional fields. Also, social developments and technology
integration have strengthened women's rights and scaled up the economic presence of
Saudi women (Alshoaibi, 2018, p. 104).
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According to Guta and Karolak (2015), social media has been a powerful tool in
giving women a voice in a society that is oppressive and patriarchal in nature. However,
even with the use of technology and social media, some female activists prefer to use
nicknames or their first names in order to protect themselves (p. 21). The research
centered on social media usage, online identity negotiations, and the societal rules and
boundaries set by Saudi society. The researchers also discussed how societal change has
been impacted by the use of social media. Using qualitative methodology to conduct indepth interviews with seven Saudi women, Guta and Karolak tried to understand the
issues using more than observation. Their seven participants, all female undergraduate
students, volunteered for the study and were active internet users (2015, p. 119). They
found that women used many strategies for anonymization, such as having a private
account, using only their first names and refraining from posting personal images. All of
these activities were used to protect themselves and their real identities (Guta and
Karolak, 2015, p. 121).
In 2014, Journiette interviewed five Saudi women to understand how women
negotiate their identity through shared experiences in the quest for social and workplace
inclusion in Saudi society (Journiette, 2014, p. 3). The conversations between the
researcher and participants were filtered to prevent harm and protect their real identities
from the government and the topics discussed were guided by the researcher’s previous
interviews with other young women. The research methods used were based on an
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inductive research approach and observations revealed the position of the women in
society (Journiette, 2014, p. 10). These observations were then compared with women in
Western countries who are considered to be judged less harshly in their society than
Saudi women. Journiette (2014, p. 11) moderated the questions with an in-depth analysis
of the participant’s perceptions of self-importance and their future aspirations. For
example, the women’s future aspirations were surveyed using the Ego Identity Process
Questionnaire (EIPQ) with questions ranging from either “I strongly agree” to “strongly
disagree” (p. 12). Journiette found that the five Saudi women interviewed constructed
their ego identity through negotiation of both a collective identity and a personal identity.
The influence of other international countries was evident in the Saudi women’s
responses, but the women also placed importance on their religious and traditional values
that they wished to maintain (Journiette, 2014, p. 53).
There is a gap in research relating to Saudi women and their identity changing in
regard to Saudi Arabian society. Research of this kind would help situate the selfperception of Saudi women in a historical context. In addition, there are some important
events that have contributed to the changing position of Saudi women and their identity.
For example, the royal decree improved the economic and social position of women and
contributed to new opportunities for them and, in turn, their identity (Alshoaibi, 2018, p.
30). Social media has given Saudi women a very powerful platform to express their
identity freely, and through social media Saudi women can protect themselves through
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the use of nicknames (Guta & Karolak, 2015, p. 21). Also, given the Kingdom of Saudi
Arabia's Muslim focus and its status worldwide, the identity of Saudi women has been
closely linked to the ideal model for Muslim women in other countries (Alqahtani, 2012,
p. 208). Therefore, the Islamic world considers Saudi women responsible for preserving
the identity of the Islamic community which constitutes an additional burden for Saudi
women, and certainly contributes to the construction of their identity and is partly
responsible in the formation of societal norms the affect them. Journiette’s study found
that Saudi women constructed their identity through negotiation of both a collective
identity and a personal identity (2014, p. 53). However, my study found that women
negotiate their identity with multiple strategies and in many forms. Understanding what
has been written about Saudi women and identity, and what drives the process of identity
formation is crucial because the way in which Saudi women determine themselves and
how they feel is shaped by various political, economic and social factors.
Saudi Women: Challenges and Barriers in Workplace
AlAhmadi (2011) looked at the unique experiences and challenges that women
face in leadership roles and as leaders within Saudi universities (p. 151). Saudi Arabia
has experienced significant transformations over the last decades for women, due to the
availability of more employment opportunities in the public sphere, as well as senior
positions in different sectors (p. 150). The study sought to show the challenges that
female leaders face in Saudi Arabia and hoped to find solutions to these challenges.
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AlAhmadi (2011, p. 155) found that structural challenges specifically concerned with
decision-making, lack of power and lack of participation in development plans are the
most difficult to overcome in Saudi universities.
Finally, AlAhmadi (2011) concluded that it is necessary to prepare women before
their appointment to leadership positions, as the absence of female cohorts and the lack of
empowerment is considered a major obstacle and challenge for women leaders in Saudi
Arabia (p. 5). AlAhmadi (2011) also suggested that the development of a strategic plan
to prepare and empower female leaders would be helpful, as it would give access to
women-driven social networks to obtain information that would enable future female
leaders to face the challenges that come with any important leadership role (p. 162).
Alfawzan (2017) investigated the attitudes towards women in leadership positions
relative to age, gender, education, incomes, religiosity, as well as region within Middle
Eastern higher educational systems (p. 7). The study showed that regardless of a positive
perspective, when it came to women who occupied leadership positions, we should not
take the view that Saudi society has suddenly changed its patriarchal conventional nature
so quickly (p. 71). Alfawzan (2017, p. 7) believes that positive perspectives were
constructed due to unintended behavior. Leadership by women is not an entirely new
concept when it comes to the Islamic world (p. 75). The role and position of women
within an Islamic culture varies, and is also affected by the level of education, religion, as
well as economic situation. Within Islamic societies, issues related to gender are very
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common and range from the percentage of women’s level of employment, education, and
the role these issues play within the wider family. The patriarchal hegemony of Islamic
society has a meaningful role treatment of women and their position as insignificant
participants in society (Alfawzan, 2017, p. 70).
Alfawzan (2017, p. 27) states that Islamic feminism is a theory of the
interpretation of Islam in a female-friendly way. In this research, the relationship that
exists between religiosity and women who are in leadership roles was closely examined.
The study showed that many barriers to women have been linked to the restriction of
women’s empowerment in various parts of the cultural and organizational sphere
(Alfawzan, 2017, p. 69).
Hodges (2017) discussed the challenges that professional women encounter
within Saudi Arabia. There are many aspects that impact women’s leadership experiences
in Saudi Arabia, including the social, religious, organizational and cultural (Hodges,
2017, p. 10). The article determined that in Saudi society, a woman’s leadership chances
were significantly hampered by society’s misconceptions about women and their
perceived lower capabilities due to their lack of leadership skills (Hodges, 2017, p. 2).
The study also showed that one of the reasons for the widespread and rooted
misconceptions about the competence of women in managerial positions had religious
roots (p. 12). In a religious context, women are considered subordinate to men and the
man is forced to protect and carry out her affairs, which leads to an inferior view of the
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woman. Consequently, this has affected women's opportunities to occupy leadership and
decision-making positions (Hodges, 2017, p. 10).
This conservative religious view has turned into an ideology that has affected
educational policies and job distribution. The various cultural and social constraints that
influence this outlook has also reinforced perceptions of women and their experiences in
leadership positions (Hodges, 2017, p. 11). Most of the women who participated in the
study admitted that they did not yet consider themselves leaders. Gender segregation also
affected the leadership opportunities of these women because women who work in an
environment separated by gender have a lack of access to communication and
information which would be available to and benefit men, giving men more
opportunities.
AlKayed (2015, p. 35) argued that women across the globe are not represented
enough within decision making roles; 7% of universities globally had women as their
president in 2004. This study highlighted the many challenges that women face in
reaching leadership positions in public universities in Saudi Arabia. AlKayed (2015, p.
40) concluded that most of the 19 women who participated believed that Saudi society
considered men to be better managers than women because they lived in a patriarchal
society. The participants in the study also mentioned that in educational institutions, the
female managers in women's departments did not have sufficient authority to make
decisions due to the centralization of power and control by male departments.
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AlKayed (2015) stated that women’s empowerment programs must be offered to
Saudi women by their educational institutions so that they may receive the training and
monitoring necessary for employment in leadership and senior positions (AlKayed, 2015,
p. 42). These programs would also help and encourage Saudi women to manage the
obstacles and barriers safely and with confidence. The study explored the challenges that
these women face in public universities concerning their leadership positions; it also
suggests solutions (p. 35). AlKayed (2015) found that Saudi Arabian female leaders deal
with numerous challenges, including long working hours, and:
dealing with the different natures of subordinates and lack of authorization.
Balancing work-family obligations is not the major challenge for Saudi female
managers due to dependency on servants at home to take care of house duties.
Other challenges female managers in public universities face are continuous
change of university forms and teaching staff, interference of higher management
in the work of lower level managers, conflicting decisions, conflicting demands at
the same time and lack of coordination between decision makers in high
management levels, lack of available facilities especially of teaching staff, lack of
motivation in subordinates, bureaucracy and having to combine teaching with
managerial work at the same time (p. 43).
Abalkhail (2017) examined the perception that Saudi women leaders had
regarding the factors that affect their employment advancement to leadership positions
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within the Saudi higher education institution (p. 165). Abalkhail (2017) argued that when
examining employment development, it is crucial to fully internalize and perceive the
socially cultured contexts in order to better develop comprehensive human resource
policies. The issue of the poor representation of women within critical leadership
positions has been described with the help of numerous concepts and terms (p. 167).
Abalkhail (2017) argued that one of the main barriers women face is the “glass ceiling”
concept. This glass ceiling, in addition to being invisible, plays an important role in
limiting the career opportunities of women, and negatively affects ambition because it
hampers the ability to climb the career ladder (p. 176).
Women have to face significant barriers to leadership during their career. The
modest representation of women in various sectors, such as education, has negative
effects on their developing career compared with men at the same career stage (Parker,
2015, p. 4-9). Organizational and macro-level factors are the key elements that hinder
career development for women. For example, women living in Saudi Arabia have been
exposed to technological, organizational, cultural empowerment, and self-imposed
challenges that make it difficult for women to engage in decision making (Abalkhail,
2017, p. 178; Alkayed, 2015, p. 43; Alahmadi, 2011). Without self-confidence,
assertiveness, and determination, women are too intimidated to engage effectively in
decision-making (Alkayed, 2015; Alahmadi, 2011). However, the problem is: How do
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women acquire these attributes when they do not have the opportunities to develop their
leadership capacities?
Conclusion
The purpose of this literature review is to establish a foundation for the current
research on women in higher education in Saudi Arabia, gender issues related to
education in Saudi Arabia, gender performativity in higher education, and the challenges
and barriers to women’s leadership in higher education. The themes that emerged through
this literature review bring to light areas for consideration and inclusion in the design of
methodology for my research. For example, it highlights research questions, relativist
methodology and qualitative data collection tools. However, the literature review and
previous studies were limited in many areas. To address the limitations regarding gender
performativity, I have focused on the studies that utilized gender performativity theory as
a theoretical framework in the field of education. To address the second limitation
regarding Saudi literature, I made sure to reference researchers and authors from Saudi
Arabia as much as possible, especially those written by Saudi women. I believe that this
review is an important space for their findings, for hearing their voices, and confronting
the perceived bias and prejudice that gives Saudi women researchers a passive role in
most literature reviews about Saudi women that have been written by "some" non-Saudi
researchers. Finally, I also tried to include publications regarding women’s identity, and
faculty member’s identity in Saudi Arabia.
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The findings from some of these literature reviews will be used later in the
discussion chapter for comparison and in discussing my own findings. The next chapter
will provide an in-depth overview of the theoretical and methodological frameworks that
were used in this research project. It also discusses methodological considerations and
describes the data collection tools and the steps used for the data analysis of this research.

55

Chapter 3: Methodology
In this chapter, I review my research questions, present my theoretical framework,
and explain how I selected my research participants. I also explain the chosen data
collection methods, as well as the procedures for data analysis. Finally, I analyze issues
surrounding validity and trustworthiness, research delimitations and limitations, and
authenticity of the research.
The researcher is influenced by their ontological and epistemological
understanding of knowledge. I embraced a relativistic ontology approach to examine how
female faculty members at a public university in Saudi Arabia perform gender in their
workplace, and how their performances affected their opportunities to participate in top
senior positions. According to Haslanger (1995), relativism is the belief that reality is not
absolute, and that what individuals believe is the truth; is only the result of socially
constructed norms.
Epistemology impacts the way a researcher frames their research in order to
explore, describe, and interpret knowledge. According to Yin (2018), “by pursuing a
relativist perspective, you might pursue a constructivist approach in designing and
conducting your case study” (p. 47). Merriam (1998) also explains that “the key
philosophical assumption upon which all types of qualitative research are based is the
view that reality is constructed by individuals interacting with their social worlds” (p. 6).
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Therefore, I employed a qualitative constructivist approach through the use of case study
in designing my research.
Merriam's (1998, 2009) qualitative case studies approach is an inductive
methodology to explore, describe, and interpret knowledge. However, triangulation is
also essential to the research process because, as Yin (2018) explains, when "adopt[ing] a
relativist orientation to appreciate the possibility of multiple realities, triangulation would
still be important, to ensure that the case study had rendered the participant’s perspective
accurately" (p. 174). Thus, in this research I adopted three methods to collect my data:
interviews, observations, and documentation.
Research Questions
The purpose of this study was to examine how female faculty members at public
universities perceive and perform gender in their workplace. Furthermore, this study
investigated how the perception of these performances affected their opportunities for
advancement and promotion to top senior faculty positions.
This study examined the following research questions:
1. How do female faculty members perform their gender identity in their workplace?
2. What are the implications of women’s gender identity performance regarding
their leadership opportunities?
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3. What challenges have women faced and how have those challenges blocked them
from leadership positions?
Theoretical Framework
Gender Performativity theory
Gender performativity theory is the theoretical framework that I used in my
research. This theory assumes that gender is socially constructed through gendered
performance. Performativity is not a singular act but instead is a reiterative practice
through discourse production (Butler, 1993, p. 4).
In her 1990 book Gender Trouble, Judith Butler coined the term “gender
performativity.” Performativity theory argues that gender is socially constructed; it is
created by the society through learned gender roles and socialization. Gender roles and
socialization patterns are deeply embedded in the social and cultural practices of a society
(Martin, 2003, p. 343). Society uses repeated gender norms and practices to create its
culturally constructed roles of gender. According to Butler (1993) "performativity cannot
be understood outside of a process of iterability, a regularized and constrained repetition
of norms" (p. 95). The emphasis on the need for repetition relates to the importance of the
performance of gender. Gender performativity theory is used to understand how gender
norms are constructed and maintained, Butler (2004) explains, “through the practice of
gender performativity, we not only see how the norms that govern reality are cited but
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grasp one of the mechanisms by which reality is reproduced and altered in the course of
that reproduction” (p. 218).
In the following section, I discuss the theory of gender performativity directly
related to notions of an individual’s identity, agency, and regulatory power. I also
explain important concepts linked to gender performativity, such as, hegemony and
hybrid identity which help to gain a better understanding of the theory of gender
performativity.
Agency. Agency is the ability of acting freely and differently. (Eteläpelto et al.,
2013, p. 49). Foucault (1979, p. 84) argued that the individual is subject to social
pressure to follow social norms, and these social norms limit and regulate the individual’s
agency. Therefore, agency and gender performance exist as a paradox: gender
performance is perpetuated through following socially constructed norms, while agency
represents choice and allows flexibility, there is also compliance and resistance.
When performing gender identity, an individual may resist or follow cultural
norms or perform a combination of accommodation and resistance. The more an
individual can exercise agency freely, the more the opportunity for societal change.
However, this can only occur with consequences, including counter-resistance from
authority. Foucault (1978) explains: "Where there is power, there is resistance, and yet, or
rather consequently, this resistance is never in a position of exteriority in relation to
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power” (p. 95). According to Butler (1990) there are many ways to resist, including
silence: “silence can also be a type of resistance against the social norms or dominant or
prevailing discourses of a circumstance. Silence also could be evidence of regulatory
powers at work that restrict and penalize their expressions” (p. 31).
Regulatory power. Power "is not a thing, an institution, an aptitude or an object"
(Foucault, 1979, p. 93). Foucault (1978, p. 93) asserted that power flows among all
members of an institution, and not only used by those in senior positions. In his view,
power has the capacity to oppress and to reward, depending on its application. All
members of an institutional system have power. However, power changes depending on
circumstance and environment (Foucault, Martin, Gutman & Hutton, 1988, p. 38). Thus,
the direction of power changes depending on the individuals in different roles within the
system.
When societal norms line up with authority, they form a formidable force that
limits individual’s choice, which is called regulatory power (Butler, 2004, p. 41). This
force compels the individual’s agency to conform to expected behavior patterns. In
gender performativity, regulatory power restricts women to the performance of societal
gender roles; it sets their standard of behaviour. Failure to follow these norms, standards,
and behaviors could lead them to be considered unproductive and society would
discriminate against them and deny them opportunities to experience social, career,
economic, and professional growth. Gender regulations effectively limit individual
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agency and force conformity with a set of behavioural standards and expected gender
roles (Butler, 2004, p. 52).
Although, regulatory power governs gender performances by limiting a person’s
choices, it could change due to the persisting of resistance. Butler explains "when gender
regulations work to paralyze gendered agency at various levels. Until those social
conditions are radically changed, freedom will require unfreedom, and autonomy is
implicated in subjection" (Butler, 2004, p. 101). Regulatory power limitation of the
person's agency is changeable.
Gender identity. Gender identity is how an individual's “own view of oneself”
manifests in relation to other people (Price & Skolnik, 2017, p. 3) and is:
neither binary (i.e., one fits into the category of either a man or a woman) nor a
spectrum wherein men and women are on opposite poles. Rather, gender identity
can be considered a multiverse wherein there are infinite ways by which one can
identify (Price & Skolnik, 2017, p. 3).
According to Butler (2004, p. 10), gender identity is socially constructed and changeable
through reiteration due to its dynamic nature. Regulatory power limits a person’s agency
by forcing their identities to naturalize social norms. Thus, when an individual resists
restrictive norms, society finds it acceptable to suppress individual choices with power
(Butler, 2004, p. 88).
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To create a balance between an individual's agency and gender norms, the
individual may adopt multiple identities to help adapt and negotiate their external
environment (regulatory power); Butler (2004) stated that "regulatory power not only acts
upon a pre-existing subject but also shapes and forms that subject" (p. 41). Negotiations
are made using the body to form multiple identities. Butler (2004) explains:
the physical body is that which can occupy the norm in plenty of ways, exceed the
norm, rework the norm, and expose realities to which we thought we were limited
as open to transformation (p. 217).
Consequently, according to Butler, the gender performance of identity depends on the
gender norms of society and the regulatory power that limit and regulate the agency of
individuals. Thus, at times an individual is forced to adopt discriminatory gender norms
and negotiate them by constructing new identities, this way certain identities are aligned
with the dominant authority and considered suitable for the workplace. In this case, the
performance of other identities may limit the individual’s agency.
However, if the gender performance process does not proceed coherently, this
means that there is always an opportunity for subversion and deconstruction of these
socially constructed gender norms. Butler (1997) emphasized, “gender is not an inner
core or static essence, but a reiterated enactment of norms, ones that produce,
retroactively, the appearance of gender as an abiding interior depth” (p. 14). While it
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looks as though gender is a completely stable and essentialized category, Butler argues
that this is not the case and thus performance is continuously required to make it seem so.
Butler explicitly claimed that gender is socially constructed through the reiteration
of the performance of gender norms, and not only a binary sex based on biological and
cultural tenets. As a matter of fact, Butler argued that sex and gender are both socially
constructed, suggesting:
If the immutable character of sex is contested, perhaps this construct called ‘sex’
is as culturally constructed as gender; indeed, perhaps it was always already
gender, with the consequence that the distinction between sex and gender turns
out to be no distinction at all. (1999, p. 10-11)
However, Judith Butler was not the only one who claimed that gender is socially
constructed; there are many scholars who also made this claim. For example, Candace
West and Don Zimmerman coined the term "doing gender" in their 1987 article of the
same name. "Doing gender" was defined by West and Zimmerman (1987) as the
everyday performance of:
a complex of socially guided perceptual, interactional, and micropolitical
activities that cast particular pursuits as expressions of masculine and feminine
‘natures.’ When we view gender as an accomplishment, an achieved property of
situated conduct, our attention shifts from matters internal to the individual and
focuses on interactional and, ultimately, institutional arenas (p. 126).
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West and Zimmerman focused on exploring how individuals created gender differences.
Unlike West and Zimmerman, Butler's work was concerned with ways to subvert
gender norms, and ways to understand how gender could be undone by stressing the
“paradox of autonomy, a paradox that is heightened when gender regulations work to
paralyze gendered agency at various levels” (Butler, 2004, p. 101). Bulter’s theory is
unique because of its emphasis on opportunities to resist both the subordination of power
and socially constructed norms; however, this resistance is a form of agency that is itself
created by the same norms and power. Butler elaborated:
The paradox of subjectivation is precisely that the subject who would resist such
norms is itself enabled, if not produced, by such norms. Although this constitutive
constraint does not foreclose the possibility of agency, it does locate agency as a
reiterative or rearticulatory practice, immanent to power, and not a relation of
external opposition to power. (1993, p. 15)
Butler (2004) continued:
What this means is that through the practice of gender performativity, we not only
see how the norms that govern reality are cited but grasp one of the mechanisms
by which reality is reproduced and altered in the course of that reproduction (p.
218).
Thus, the replication of performance of the socially constructed gender roles affects
social institutions. Gender performativity theory is used to explain why female Saudi
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faculty members continue performing these traditional gender roles. By continuously
practicing traditional gender roles, women determine the distribution pattern of their
employment opportunities. For example, when female faculty members portray the image
of compassionate and caring personnel, policy makers understand this performance to
mean that women are more suited for service roles. The repeated pattern of socially
constructed gender roles is a main factor in the low representation of women in senior
positions in Saudi universities. Patriarchal society relegates women to roles which appear
less engaging and demanding; however, while some women choose to conform, others
reject and resist the regulatory power. The power of hegemony as an example of a
regulatory power that works as a mechanism for the maintenance of this reality.
Hegemony. Gramsci defined hegemony as a form of control of moral and
intellectual authority through which a dominant group in society rules over the other
subordinate groups (Bates, 1975, p. 353; Hawley, 1980, p. 589). Gramsci further divided
the kind of power into two types, the first is coercive control, and the second type is
consensual control (Bates, 1975, p. 353). According to Gramsci, civil society is an
expression of hegemony, and considered intellectual domination or consensual control
(Bates, 1975, p. 353). For Gramsci, the concept of hegemony is linked to the prominent
role of the dominant societal class (Hawley, 1980, p. 589).
Patriarchal Hegemony. Patriarchy is a structure of society related to male
supremacy. It is a male-centered approach to societal structure that involves the rule of
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men, male domination, or patriarchal hegemony. Patriarchal hegemony, referred to as
"hegemonic masculinity," has a significant impact on the social pattern or hierarchy and
women's status (Adisa, Abdulraheem & Isiaka, 2019, p. 6). Patriarchal hegemony
provides the opportunity to interlink the existence of plural masculinities to produce
hierarchical domination; not only among opposite genders, but also between men (Adisa,
Abdulraheem & Isiaka, 2019, p. 6).
Therefore, there is a strong need to increase insight into the issue of patriarchy
and women’s work-life balance, as these issues have already created concerns and
difficulty when it comes to the work-life balance of women in society (Adisa,
Abdulraheem & Isiaka, 2019, p. 18). Patriarchal hegemony has negatively impacted the
work-life of women and has demotivated them and impacted their organizational
effectiveness, productivity, performance, and punctuality as employees.
Hegemony and Naturalness. Hegemony is a concept that exposes power as
normal and without risk or threat (Doorewaard, 2008, p. 28). It is presented as a natural
phenomenon that is influential kind of authority without violence. "It is the sheer takenfor-grantedness of hegemony that yields its full effects - the 'naturalness' of a way of
thinking about social, economic, political, and ethical issues". In some cultures,
hegemonic power is taken as a daily routine activity; this is also true of some
organizations (Doorewaard, 2008, p. 28).
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Hegemony is manifested in the ability of a dominant social group to act as
representatives of the public interest and to establish their ethical, economic, and political
values, norms, and interests, with subordinate groups treating their values as acceptable
and normal standards (Mantzari & Georgiou, 2019, p. 73). These dominant values are
ruling class penetrated and normalized into society and developed to what Gramsci called
the common sense (Mantzari & Georgiou, 2019, p. 73).
Hybridity. Hybrid identity is another concept that emerged during the
examination and interpretation of participant gender performance and resistance as
strategy of negotiation in a patriarchal hegemony. Hybridity can be defined as a cross
between two separate things such as cultures and races; in other words, hybridity means
mixture, something that is combined; for example, diverse races or cultures
(Stockhammer, 2012, p. 2). However, in Homi Bhabha (1990), hybridity is more
complex. He writes hybridity is “The process of cultural hybridity that gives rise to
something different, something new and unrecognisable, a new area of negotiation of
meaning and representation” (as cited in Butz, 2002, p. 23). Hybridity helps construct
new cultures by combining different discurses and forming newculture, thus creating a
new identity (Ghasemi, Sasani & Nemati, 2017, p. 25). Hybridity has been used
frequently in post-colonial contexts as a means of a cross-cultural exchange (Butz, 2002,
p. 22). However, the notion of hybridity is also criticized as a way to negate and neglect
the issues of hegemony that are inherent in society.
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Resistance as Third Space. According to Bhabha (as cited in Butz, 2002, p. 23)
the concept of third space emerges when “the process of cultural hybridity gives rise to
something different, something new and unrecognisable, a new area of negotiation of
meaning and representation”, thus “that productive space of the construction of culture as
difference, in the spirit of alterity or otherness” is what Bhabha calls the third space.
Third space become a space for resistance when the oppressed become aware of their
oppression (Butz, 2002, p. 19). For example, when one culture recognizes that another is
oppressing them they will start to fight for their rights. Oppression is the issue most
addressed by third space resistance. As the oppressed become aware that their
counterparts are using them for their own personal gain, they can identify the issue and
begin to fight for their rights (Butz, 2002, p. 24). The third space concept is also useful
because it considers the cultural balance processes and adoption within a society. Butz
adds that hybridity recognizes the individual as different but also urges equality within
individual difference and does not suggest cultural superiority regarding differences of
race and culture (Butz, 2002, p. 24).
Research Design
To explore gender performances among female faculty members, I conducted a
qualitative case study. A qualitative case study was “chosen precisely because researchers
are interested in insight, discovery, and interpretation rather than hypothesis testing”
(Merriam, 1988, p. 10). This case study provided an in-depth description of the culture
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and environment being studied –a Saudi public university– and allowed faculty members
to tell their stories (Creswell, 2002, p. 61).
Since gender norms are indicated and defined culturally, the case study
methodology allowed an understanding of the female faculty members’ ways of
performing and negotiating their gender identities. It also allowed me to observe my
participants' gender performances in different contexts throughout their workplace; for
example, in meetings, in classrooms and offices. However, there are three elements that
must be present to make the case study approach the most appropriate method (Yin,
2014, p. 9). First, the research should ask questions related to how and why; second, the
research should not require control of participant behaviors; and finally, the case study
approach should focus on contemporary and current issues, not historical issues or past
events.
Study Sample and Participants Recruitment
This study relied on participation of women who were full-time faculty members
at a Saudi public university. The participants were chosen from different disciplines and
facilities, and all participants were from faculties other than the faculty of education, to
which I belong. In order to find women who met the selected criteria of being full-time
faculty members at a Saudi public university, I went online through each department,
taking note of women who were full-time female faculty members. I, then, compiled a
spreadsheet with their names and contact information.
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My list consisted of over 80 female faculty members. I sent each potential
participant a personal email where I briefly described my study and included the
information and invitation letter (see Appendix A). After emailing each woman
personally, four women declined to participate, nine women agreed to participate, and the
other women did not respond to the initial email. Using email, I discussed the research
process and time commitment with the interested individuals. After discussions regarding
time, scheduling, and commitment, I had a total of six participants. The consent form (see
Appendix B) was sought and signed by each participant prior to the interview.
Data Collection
This study relied on interviews with and observations of six women who were
full-time faculty members at a Saudi public university (see table 1). These participants
were chosen from different disciplines and faculties. The interviews and observations
were conducted over a three-month period. All participants were interviewed twice, and
each interview lasted approximately 50 to 60 minutes. The interviews focused on
perceptions of cultural norms of gender, and particularly how women performed cultural
norms of gender, and gender identity (see Appendix C).
I conducted semi-structured interviews using mix of open-ended and structured
questions that were developed with a focus on my initial research questions and the
chosen theory. The interview protocol included a variety of questions about the
participants' experiences and behaviors, opinions, feelings, as well as hypothetical
70

questions (Merriam, 2009, p. 96). I chose to avoid any leading questions and instead
used open-ended questions that included terms and concepts from my research questions
and theoretical approaches. To put the participants at ease, I began the interview and
discussion with demographic questions. However, not all the questions were asked, but
most questions allowed participants to tell their stories without interruption, and their
stories were usually substantial enough to make up for any unanswered questions.
I began my research with general observations. However, these observations did
not include observing the participants; but focused more on the observation of the work
environment and the construction of the “workplace” as a concept. One day of
observation was conducted with each participant and all observations took place while
the participant was teaching and/or in meetings. Observation helped to understand the
experiences of the women and provided an opportunity to see their gender performances,
which opened way for questions when meeting for interviews (Reinharz, 1992, p. 263).
Field observation notes were taken with attention to the ways in which participants
interacted with students and colleagues, how participants understood the symbols and
narratives encountered throughout the university, their perception of the power dynamics
within the organization, and the variations of their gender performance through dress,
mannerisms, and language.
All audio recordings, and transcripts files were uploaded to a password-protected
laptop. The hard copy transcripts, and observation notes were filed in a locked cabinet in
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my home in Saudi Arabia and will be there for no more than five years. Research ethics
was approved from University of Prince Edward Island on September 07, 2018 (see
Appendix D), and from King Abdulaziz University in Saudi Arabia on January 17, 2019
(see Appendix E), along with a Mission Facilitation Letter (see Appendix F), to validate
the researcher navigation between different university’s departments and sections
(especially to enter different research centers, and the women’s campus). The approval
from the Saudi Cultural Bureau to stay in Saudi on a Scientific Trip was accepted on
Feburary18, 2019 (see Appendix G), In addition, I completed the Tri-Council Statement:
Ethical Conduct for Research Involving Humans Course on Research Ethics (TCPS 2:
CORE) on November 19, 2015 (see Appendix H).
Table 1: Description of participants
Participant
Rank

Married(Y/N) Children (Y/N)

Pseudonym
Aisha

Professor

Yes

Yes

Amal

Assistant Professor

Yes

Yes

Hana

Associate Professor

Yes

Yes

Malak

Associate Professor

Yes

Yes

Nour

Associate Professor

Yes

Yes

Sarah

Assistant Professor

Yes

Yes
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Data collection process took place in five phases: general observation, participant
observations, initial interview, documentation, and second interviews. Observation days
and interview days took approximately three months. First, each woman who agreed to
participate in the study was contacted to schedule an appropriate date at the university for
the interview, observations, and the collection of relevant documents. Each participant
was observed separately and agreed to allow me to accompany them during a normal day
of work and allow me to observe them in social and professional interactions. Therefore,
with their permission I was able to observe their reactions and emotions throughout the
day. The observation was not limited to the actions, reactions and feelings, but also
included other behaviours such as silence, and how they decided to dress, as well as
anything else that might be considered a gender performance; this helped to answer my
research questions. Moreover, during my general observation and participant
observation, I paid attention to my responses and interactions with participants, so as to
be aware of my own biases.
Second phase: I had approximately one hour during the day to interview each
participant. I used a qualitative, semi-structured interview method with each participant.
This method is described as a mix of less structured and structured questions (Merriam,
2009, p.98), the questions were guided by the chosen theoretical framework and initial
research questions. The interview conducted in a semi-structured manner and
harmonized through the use of a flexible interview protocol. Before the interview, I
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requested that the participants provide a meeting setting of their choice, in their
workplace that was quiet, comfortable, and free from distractions. Conducting the
interview at the participants’ workplace allowed me to simultaneously inquire about their
workspace and environment while also observing their gender performances. The
interviews were audio-recorded for transcription and analysis.
The next phase was documentation. I examined my participants' department at
websites for added information and this information was used to supply an understanding
of faculty members and was also beneficial for triangulation. During my observation days
I requested that all participants provide me with copies of different non-confidential
documents and reports, these including CVs, copies of meeting minutes, and human
resource job advertisements. In order to look for evidence of any sort of gender
inequality, including discrimination against women within the human resource policies,
or through job distribution at the institution, the examination of workplace documentation
was essential.
After the observation days and the initial interviews days, I transcribed the
interviews in Arabic, and sent a copy of the transcription to the participants for
confirmation and clarification, at that point, the follow-up interviews were scheduled.
Then, I conducted a preliminary analysis of the data to identify key ideas. The second, or
follow-up, interviews lasted approximately 50 to 60 minutes. The aim of the second
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interviews was to explore all other feelings, notions, or events that the participants had
after our previous interview meeting.
I interviewed each participant twice, at two different points, during data
collection. Individual interviews were conducted at a time and location convenient to the
participant. I gave the participants the option of reviewing the interview questions ahead
of time, and some of the participants did so. The interviews were each approximately 50
to 60 minutes in length or 120 minutes, total. Participants were also observed working
normally. Altogether, there were two interviews, and 14 hours of observations,
constituting approximately 33 hours of interaction with all participants.
The second interviews were transcribed. On March 2019, the transcripts were sent
to the participants for clarification and additional comments; four of the six participants
provided edits. The final data used for analysis included: interview transcripts,
observation notes, and documentation (352 pages).
All of the data was loaded into MAXQDA qualitative data analysis software.
MAXQDA was used as an organizational tool to assist in the preparation of the data and
the work of analysis and to increase the transparency and visibility of the coding process
(Ryan, 2009). I choose MAXQDA because it supported the Arabic language, which I
needed for my transcripts. Finally, I translated the chosen quotes and observation notes
that I needed in my research, from Arabic to English. Then I was ready to start analyzing
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the data which is “the process of making sense out of the data. And making sense out of
data involves consolidating, reducing, and interpreting what people have said and what
the researcher has seen and read – it is the process of making meaning” (Merriam, 1998,
p. 178). I used my initial theoretical framework as the favoured method of analysis (Yin,
2009, p. 18). Therefore, the framework used in analysis was gender performativity
theory.
Data Analysis
I used thematic data analysis to analyze my data. The first step in a thematic
analysis of data is familiarization (Braun & Clarke, 2006, p. 16). I started the first two
steps of the data analysis process while I transcribed the interviews. In order to
familiarize myself with the data, I listened to the interview audio files, and transcribed
them myself (See Table 2 for a summary of the steps of data analysis).
Once transcribed, I read the transcripts through twice and wrote down any initial
thoughts or impressions, I also took note of emerging potential codes. Then, I gave each
participant a pseudonym to ensure anonymity when reporting the findings. For the
purpose of this study, MAXQDA was used in the analysis of the qualitative data and each
interview document was imported into the MAXQDA program, then codes were created,
and a codebook was developed.
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Once the codebook was developed, I was able to search for potential themes and
organize the codes according to these themes. This step was not straightforward, and I
needed to decide which codes worked with which themes. This included moving codes
back and forth between themes repeatedly, in an attempt to create coherence. In steps 2
and 3, I reviewed, identified, and named themes that revealed themselves throughout the
process of analysis. Finally, I started analysis, discussion, and writing.
Table 2: Summary of the steps of data analysis
Phase
Step 1

Description
Familiarization

Action
Create participant’s interview documents in
Microsoft word (transcribe audio files)

Step 2

Reviewing

Imported data into MAXQDA, codes created,
and developing a codebook.

Step 3

Step 4

Identifying & naming

Providing a name and full description for each

themes

theme.

Analysis, discussion, and

After themes were named; analysis, discussion,

writing

and writing were started.

Codebook Development
Prior to beginning the analysis, I created approximately 41 codes related to the
central concepts of performativity, gender identity, agency, and power in addition to
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emergent codes. I read through all of the data and coded phrases, statements, and other
pieces of information and placed them in the related category or categories while also
considering how codes might be related to one another. Then, I started creating a
codebook of a combination of codes derived from the theoretical framework and
emergent codes (see appendix I).
Delimitations and limitations
Delimitations, known as self-imposed limits, are created by the researcher in
regard to their research (Smith, 2016, p. 114). First, this study was delimited to the data
collected from six female faculty members, at a Saudi public university. Second, in my
research I used a qualitative case study method, which provided a rich description by
utilizing different types of data sources such as: observations, interviews, and
documentations (Yin, 2014, p. 10). Because of the subtle and frequently complex nature
of gender performances and gender expectations that can impact female faculty members,
conducting in-depth interviews and observations of my participants from a variety of
academic disciplines, helped me to collect a data set relevant to the research questions.
Moreover, using qualitative case study approach as my methodology provided in-depth
descriptions of the site that was studied, and allowed female faculty members to tell their
stories (Creswell, 2002, p. 61).
Finally, gender performativity theory was my theoretical framework, and this
gave important and valuable understanding regarding the role that gender plays in higher
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education. It also provided an understanding of the experiences of female faculty
members. I believe I was best able to describe and explore how Saudi women, who are
faculty members at public universities, perform their gender identity in their institution.
Along with that, I observed how these performances might affect opportunities for
women regarding top senior positions in Saudi universities.
According to gender performativity theory, gender is socially and culturally
constructed, and we perform gender because we want to be acknowledged as humans
(Butler, 1990, p.38). For my research, I did not delve into the many issues that are
attached with gender issues. For instance, I did not focus into Lesbian, Gay, Bisexual, or
Transsexual (LGBT) issues. Instead my research purposefully focused on how individual
female faculty members at one public Saudi university performed their gender identity,
along with how this performance affected their opportunity to occupy top senior positions
in Saudi public universities. While the challenges affiliated with LGBT issues were not
issues that I directly asked my participants about, the interview open-ended questions
allowed the participants to tell their personal stories and experiences if they wanted to.
Research limitations were “restrictions in the study over which you have no
control” (Rudestam & Newton, 2001, p. 90). Using this definition, my research did have
limitations. For example, although data was collected by several methods (i.e.,
interviews, observation, and document gathering) all data collection, analysis, and data
result were influenced by my perspective on reality.
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Validity and Trustworthiness
Member checking, triangulation, and reflexive subjectivity are the guidelines that
Lather (1986, p. 66) re-conceptualized to validate open research, which is consistent with
more equitable social order.
Member checking. In the current study, member checking was used to enhance
credibility and trustworthiness. According to Lincoln and Guba (1985), “member check,
whereby data, analytic categories, interpretations, and conclusions are tested with
members of those stakeholding groups from whom the data were originally collected, is
the most crucial technique for establishing credibility” (p. 314). There are two means
through which completion of member checks were undertaken. The first involved
sending interview transcripts to respondents after each interview. After the initial
interviews were transcribed, a preliminary analysis and evaluation of initial interview
data and general observations were conducted; then the transcripts and the outcome of
analysis were sent to the participants to confirm, clarify, or refute my understanding.
After the second interviews were conducted and transcribed, a copy was sent to
participants for confirmation. All faculty members involved in the study had the
opportunity to read their interview transcript and confirm that the dialogue was consistent
with what they had intended to say during the interviews.
Triangulation. Triangulation has been used in this study by conducting
participant interviews, observations, and documentations. Using these different data
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collecting methods to gather and analyze data sources is called methodological
triangulation (Guion, 2002, p. 2).
If the researcher relies on one method of collection, the research may become
validly weak. Patton (1999) stated "studies that use only one method are more vulnerable
to errors linked to that particular method (e.g., loaded interview questions, biased or
untrue responses) than are studies that use multiple methods in which different types of
data provide cross-data validity checks" (p. 1192).
Reflexive subjectivity. Simon and Dippo (1986) stated "we need to recognize our
own implication in the production of data and thus must begin to include ourselves (our
own practices and their social and historical basis) in our analyses of the situations we
study" (p. 200). Reflexive subjectivity was achieved by comparing and considering the
study documentation, the literature review, data from previous studies, the theoretical
lens used in this research, and data analysis. Even though this research has a methodology
and theoretical framework, I was open to change in order to create meaning from the
data. For example, as a female PhD student researching in gender bias issues, I
anticipated that all female faculty members would be against the mandatory gender
segregation policy. However, my assumption was wrong, thus I considered new
questions.
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Authenticity
The authenticity of this study was found in the comparison of multiple sources of
data. Therefore, the authenticity of the data was established by conducting thorough
observations and by questioning the behaviours and beliefs of the participants during the
interviews. Furthermore, I looked for counter-narratives that would potentially reject the
framework and I conducted member checks (the process of sharing written interpretations
of the data with research participants) to verify interpretations.
Conclusion
In this chapter, research questions, and methodology were outlined, and
delimitations, and limitations related to the research were identified. In the final part of
the chapter, I introduced the concept of gender performativity theory and explained why
it was well aligned with my study. In chapter four, I present the data themes that
emerged from the six female faculty member participants.
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Chapter 4: Findings
The data collected from the interviews was rich and extensive. It was collected
from six active female faculty members, who work for five different faculties at a public
university in Saudi Arabia. Themes were identified through a coding process that was
used to merge the theoretical framework of gender performativity with the data collected
for this research.
In Judith Butler's work, gender performativity is a basic principle based on the
idea that an individual’s gender identity is constructed through the continuous and
repeated practice of words and actions "to produce the phenomena that it regulates and
constrains" (Butler, 1990, p. 2). Thus, gender is a performance-driven process and this
performance is influenced by pre-existing and prevailing norms.
A workplace is a social site, and much like all social sites, it is where gender is
performed. This is where societal stereotypes are extended and inequalities are
reproduced and normalized. For women in the male-dominated sectors, gender
performance is much more apparent, and as a result, women in these workplaces will
negotiate and adjust their gender identity performance to ensure compatibility and
survival (Butler, 2004, p. 27).
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Findings Themes
The following themes were identified in my research: 1) faculty members’
performance of their gender; 2) gender performance of the faculty member
impacted by their work performance and opportunities for leadership roles; and,
3) challenges and barriers that hindered women from occupying decision-making
positions. All of these themes and sub-themes combined to shape the answers to
the research questions.
Theme 1: The Gender Performance of Faculty Members
Negotiating Gender Identity. The first overarching subtheme identified in the data was
the negotiation of gender identity. The construction and negotiation of gender identity of
the female faculty members was revealed through the stories and experiences of the
participants.
One of the participants, Sarah, when asked what her job expected from her as a
female faculty member explained, “Well, that changes depending on what I’m doing and
with whom. Usually, I do my best to meet or even to exceed their expectations, and to do
so, I like to use multiple personalities, and usually alternate between masculine and
feminine performances.” When I asked her if she resisted and negotiated their
assumptions, she said, “Why? I think I agree with what they expect from me.” Sarah did
not feel that she had to negotiate her identity with what was being expected of her
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because she believed that her identity conformed to the assumptions of her colleagues
and students.
Another participant, Nour, when asked if her male colleagues treat her differently
only because she is a female faculty member, she said: “Men treat us as if we are their
wives, and they expect us to be submissive and agree with everything they say, which is
not the case, we are equal here.” Hana, another participant, explained that she often
found that her male colleagues expect their female colleagues to be agreeable all the time,
which includes smiling and projecting a caring personality: a typical women’s role. Hana
said, “they will, for example, during meetings ask their females colleagues to collect
money for charity events, gifts, arrange and plan the events, and they expect us to say
ok.” I then asked her whether she said “ok” in these situations. She answered, “I used to.
They expect you to not regret that because our society makes us think that that kind of
work is compatible with the nature of role of women…[now] I refuse by using humour
sometimes or by just ignoring their request.” Therefore, in her workplace, Hana was
expected to perform the traditional woman’s role, and would sometimes use humour to
refuse and resist such requests.
According to Butler (1999, p. 179), identity is not stable; it is an incoherently
constructed performance. Through continuously repeated actions, some of these identities
have consequences, especially if the performance was an act of resistance against
prevailing norms. For instance, one participant named Amal shared:
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Sometimes I found myself aware and cautious of my behaviour and words just to
avoid conflicts and criticisms because I have been told that I have a male way of
negotiating, but I can’t. It is obvious to me that this causes my colleagues
discomfort, especially men … [A]s a woman and a female faculty member there
are gender roles that everyone at the university is expecting me to follow,
otherwise you will be considered as a rebel. I try to stay calm and quiet as much
as I can, but that is rare.
Although Amal knows that her way of negotiation may occasionally causes her problems,
she cannot stop being straightforward. However, while she did prefer to remain silent to
avoid conflict, she refused to consider that her silence was an acceptance of social gender
norms: "I did not accept discriminatory gender roles but I just want to avoid trouble.”
To negotiate social norms and her gender identity performance, Malak mentioned
that the multiple identities or personalities she used make it easier for her to balance her
work and home lives. She explained:
At home I am more feminine, you know, women like to look beautiful and
feminine. Also I’m a mother so I have to watch my children … At work I’m very
tough, sometimes my behavior is described as a masculine. People who work with
me would say ‘you act as a man,’ even though I don’t think there is a difference
between men or women regarding behaviour.
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Malak’s masculine act reflected her cultural gender norms, she performed a certain way
at work, but when she was home, she would act in a feminine way.
Time plays an important role in identity negotiation and construction. I asked the women
I interviewed to explain things that helped them with negotiating social norms, especially
at work. Interestingly, Aisha explained:
I used to be a very calm and quiet girl, and hated arguing with people even if I
knew I was right. But then, I found that I had to have and build a stronger, more
masculine identity at work in order to continue, confront, and make the proper
decisions in the difficult situations that I face with my students and colleagues.
[T]hen when I came home, I would be the calm and nice Aisha [laughs].
She continued: “[H]owever, after [her years of service] I have developed a different
identity. I am now stronger than before; I speak loudly, I argue and discuss everything
that concerns me or my children and family with confidence and rigor.” Regarding
gender performativity, Aisha’s masculine performance was an act that she used
intentionally while working. However, over time Aisha’s performance turned into her
identity; her performances could not be kept divided as if they were different hats that
were switched when needed. In contrast, Nour performed multiple identities that worked
independently. Her gender performances remained distinct from each other, and she did
not consider them masculine.
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Almost all participants in this study negotiated their identity with gender norms in
the workplace. In some cases, the participants negotiated their gender performance to
adhere to gender norms; they would perform gender norms and construct unique
performances of new identities.
Gender Identity in Workplace. Most of the participants were not aware of
whether their gender had an impact in their workplace. Sarah, for example, had never
thought of how her gender would influence her at work, she explained:
I didn't believe that my gender had any impact on my job decisions. But, now
when you asked if I were a man would my position be different, I think I'd be in a
better position for sure. [I] might be the president of the university (laughs), I
mean, I see men working far less than we do and have doors open for them. Men
are the first choice at all times.
Hana also did not see the impact of gender on her workplace. However, this was due to
her environment: “There are all women here. I work at the girls’ campus and I think that
is why I’m not aware of gender issues that much.” Hana’s working environment at the
girls’ campus made her unconcerned about gender and its effects in the workplace.
Gender in Public and Private Spheres. I asked the participants if their gender
identity performance differed inside and outside their workplace, and whether they
change their performance depending on where they are.
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Five of the participants (Aisha, Amal, Hana, Malak, and Nour) said that they
perform their gender identity in a different way outside the university. Aisha, Nour, and
Malak explained how their job obligations as faculty members took a lot of their time and
required them to be professional and independent. Also, they described how being a
mother and a wife outside of the university give them different obligations and required
them to have other types of personalities. For instance, Aisha explained, “I have two jobs,
one at the university as a faculty member, and the other is at home as a mother and wife;
both require different personalities. In our society, they look at women’s work as
optional, not necessary.” When I asked her for examples of her different personalities,
she said:
… because whether or not the woman chooses to work, she is the one who bears
the burden of work, the house, the children and the husband, and remains required
to not fail in anything, especially in terms of aesthetics and external appearance.
All of this is a difficult equation that working women try to balance, and in the
event of any problems at home or for children, it is always the mother’s fault.
Nour explained that the reason she was performing her gender differently at work and
home was because of the fact that, “[B]eing a mother, wife, and a faculty member
required me to keep my job and home obligations separate.”
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Amal and Hana both mentioned how they like to dress for work. Amal said, “I really like
getting ready for my job and to wear what makes me feel beautiful. I believe that can
improve and uplift your mood and then [benefit] your performance."
Hana also emphasized clothing:
Although there is no dress code at my work, I like to be dressed up in a
professional and a formal way, I think most of our female faculty members do.
At home, I don’t dress like that, of course.
Both Amal and Hana were the only participants who mentioned what they prefer to wear
to their work. On the other hand, one faculty member, Sarah, felt that her gender identity
was the same in her public or private spheres:
Our job as a faculty member is very demanding. No matter how much you’ve
tried to not let your personal life overlap with your work life, they will overlap
anyway. Whether you are in your job or at home you will need positivity and
encouragement.
Interestingly, all of the participants meant ‘feminine’ and ‘being a female’ when they
referred to their gender identity. Also, when I asked them if they had gained any benefits
from being empowered or excluded due to their gender, they all answered “No.” For
example, Hana replied, "Of course no. I would never use femininity to gain
empowerment or for any benefit.” Amal also shared:
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No, I don’t remember an experience where I felt empowered just because of my
gender; actually the opposite. We have been excluded as women from many
positions just because of our gender.
However, although her answer was “No”, Malak was very proud of being a woman. She
was also proud of her experiences in leading and managing. She believed that everyone
has had experiences of empowerment or exclusion, whether they were men or women.
All of the participants negotiated multiple identities, and most of them expressed their
gender identity differently in a number of ways when at work, compared to their private
lives.
Agency. Another subtheme of gender performance is agency. Agency is the way female
faculty members use power in order to decide for themselves how to perform their gender
identity. When Amal was asked whether she would express her gender identity
differently if she had the opportunity, she answered:
I don’t like to think of gender at work. I don’t like to think whether I am a woman
or man; I like to act professionally and this is what workplace should look like for
me. However, this can sometimes work with other female colleagues – I mean
using their femininity mechanisms to benefit from the patrarichy system who
prefers women acting in such way– because, let's face it, whether we like or not,
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power is in men’s hands. The male branch in our department has all of the
authority.
Amal then started talking about the consequences of being herself and expressing her
objection and anger, she stated:
This is very tough, and not always a good thing. Because when you are in such a
patriarchal society and you work with them professionally [you] deal with them as
a rival. [You are] not using women’s coping mechanisms that they are
accustomed to and in these situations. You will be fought and excluded from
candidacy chances for important committees or positions; [which] will affect your
work. I have tried to reduce and control the way I communicate [to not be] so
edgy and uptight, which most of the time upset my colleagues, especially men,
but I couldn't [keep it up] [Amal laughs].
Although there were no written regulations that restricted the agency of faculty members,
what did limit it was mainly their cultural gender role expectations, and their resistance to
these common norms; however, this resistance did not occur without consequences.
Regulatory power. Female faculty members face many forms of regulatory powers,
which in turn limits their range of how to perform gender. For example, social norms
often define and control the gender performance of female faculty members, that is, their
agency is reduced. Using many examples from the study participants, Hana said that the
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prevailing societal view of the image of the leader and decision-maker made it difficult
for women "to find a job to take on as a leader due to high performance expectations and
misconceptions associated with women and leadership." Women are often seen as
people-pleasers who are afraid of risk-taking, or as individuals who are sensitive to
criticism and who take things personally. Participants stated that such stereotypes about
women put pressure on women, which would then limit and negatively affect women's
leadership opportunities.
Aisha said:
There is nothing in the university's regulations or rules that limits women from
expressing themselves, such as clothes or hairstyle or anything else. But there are
expectations and norms if their appearance is contrary to those expectations and
general standards of such a place like the university. Whether she is a student or
university staff, I expect she will get questioned. I did not witness it personally,
but [it is] just anticipated.
Then I asked Aisha why she had not witnessed anyone get questioned for expressing
gender identity the way they wished, considering there is no university rule banning this
behavior. She answered:
I think, as a faculty member, there is what I consider a self-control, and there is no
legal or regulatory law to the best of my knowledge, especially since we as
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faculty members set an example and a role model to others. The controls are
always internal, and I do not expect a normal person to not be within the social
and cultural expectations. But if she has a disordered personality she will, for
example, be exotic in her apparel as an excuse to express herself just to be
different. You can do it, but not in a place like the university.
In the same fashion, Amal found that the university had no regulations stipulating
conditions or determining specific roles for women at work, “There is no mention of a
particular gender in the job description or anything else, even our salaries are equal.”
However, she did explain that “between the lines, you’ll see in reality the male
privileges. No one can deny that we are in a patriarchal society, and the university system
and its structure is dominated by men.” She also emphasized that male privileges were
somewhat less apparent in mixed colleges: “For example, this year's 2019 Medical
School has two female department chairs,” Amal attributed this to “Vision 2030, one of
its most important goals is women's empowerment.” And she added:
By the way, the female department chairs have been designated to those positions
and not nominated, because if we wait for the nomination and the initiative of the
university women wouldn’t reach those positions; because there is resistance to
this. Men, of course, do not want women to be their boss, but thank God we did
it.
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Sarah was very careful not to let her personal issues affect her work. She remarked:
Days are not the same, sometimes you feel up and others down. And the fact that
my job requires a direct dealing and interaction with people and depends mostly
on that; is not easy to carry out all the time. However, I take great care not to
make my personal issues like family problems affect my job, because in the end,
others may also face such or perhaps worse.
Sarah's professional obligations and sense of responsibility prevent her from letting her
personal problems affect her work, as much as possible.
Malak was very conservative regarding appearance and rules. She believed that the
university campus was a place where one should be very aware of themselves and act
with respect. She stated:
I don’t think university is a place to show your gender or be very comfortable to
do so. You should watch your appearance and behavior, and respect the diversity
and be respectful. Don’t wait for rules or law that will stop you from that
behavior, which I’ll agree with if there is any.
On the contrary, Nour was always an example for her students because of how she
dressed inside the university, and often her students were encouraged to challenge
appearance in part due to her actions. She explained:
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Often students see me dress in certain clothes, of course still modest clothes but
they were bolder than what we used to wear. And the students imitated me
afterwards because they had thought it wasn’t allowed for them to wear such
clothes inside the university.
The participants, for the most part, reported that they expressed their identities in a
different way in their professional and personal lives. Also, it was clear for the
participants that how they choose to perform those identities at the university was limited
by gender norms.
Campus Observations. In Judith Butler's theory of performativity “the regulatory
norms of sex work in a performative fashion to constitute the materiality of bodies and,
more specifically, to materialize the body's sex..."(1993, p. 13). The materialization of
our bodies to the essentialized gender norms happen through the process of subjugating
and normalizing body practices which are represented through the appearance, activities
and communication style of the individual and it is transformed into gender roles that are
specific and socially accepted.
Therefore, the communication style that participants use when texting or writing
an email reveal more about their gender identity than what we would expect (Colley &
Todd, 2002, p. 382), In order to get a better understanding of the written style of my
participants, I observed our written correspondence, which included emails, and
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WhatsApp [mobile application] messages that were used to communicate with
participants during the data collection phase. Most of the women who participated in the
study communicated in a friendly, motivating and flexible way. For instance, Hana would
write: “What about that ...? I think it's quite and appropriate, don't you think?” And also:
“If you don’t mind, could we change the meeting time to …”. However, Aisha’s written
style was more practical and direct, yet still flexible. Her WhatsApp message
demonstrated this: “I am free tomorrow at this time, if that works for you, please arrive
on time.” Most of the messages included a component that expressed the idea of societal
gender conformity, which was normalized as a female attribute and style.
Moreover, and since "clothing has social and political implications" (Lunceford,
2010, p. 67), I observed the appearance of participants, which was an important step in
order to understand their gender performance. When I observed the participant’s
appearance they were generally dressed casually and comfortably and followed a “smart
casual” dress code, which included relaxed clothes, such as, comfortable skirt, pants,
shirts, t-shirts, jackets and cardigans. Also, none of the participants were counterculture
in their appearance; they did not have radical haircuts, face piercings, or visible tattoos.
Participants who worked in mixed gender workplaces wore head scarves and any
required professional items.
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Resistance. Another unique subtheme of the gender performance was that of resistance.
At times, the way in which female faculty members performed in relation to the
contextual and cultural gender roles indicated forms of resistance.
Amal noted how she sometimes struggled with her department chair and how she
dealt with it:
I do resist a lot actually. I am the head of the resistance party in my department
(laughs). For me, I always prefer to have a conversation first; and that did work
when the other person that I discuss it with is a rational person. But when I feel
that what they had rejected was just for rejection or based on personal issues I
move to the one above him/her to complain. I mean, I now have many complaints;
almost every semester I have one, until I get a fair schedule. I just want a fair
schedule from my department, every semester I don’t get my schedule as I want it
until I complain, which is exhausting.
Another form of resistance used by Amal was teaching her female students feminist
theories. Amal thought that feminist theories were very rich and included them in the
curriculum to teach them to female students. It was necessary to study women's issues to
understand the causes and implications and to encourage more feminist theoretical
research. However, Amal stated:
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Unfortunately, in our society, if you mentioned that you are teaching feminist
theories immediately there is a look of doubt and worry toward your thoughts.
Feminist theories are very important and girls interact very much with them, but
even the girl students. I found some of them sometimes have that look of
anticipation and caution– and to ease that, I like to emphasize the religious aspect
that embraces the feminists principals and show the girls that feminism is not
incompatible with Islam. Also, I say to them that every group of feminists are
seeking their rights according to the ideology of their society: American feminists
are seeking to have their missing rights based on their society, and Saudi feminists
also seeking to have their missing rights based on Saudi society.
Along with teaching feminist theories, Amal also tried to bring examples from Islamic
history. For example, she emphasized “the right of being financially independent and
how Khadijah bint Khuwaylid (the prophet Muhammad's wife) was a very successful
merchant and financially independent before her marriage to the Prophet and she
continued to trade after her marriage.” In addition, with her students she discussed the
fact that “traditional cultural norms are what hold our rights back and not religion.”
In short, Amal thought that teaching feminist theories to the female students was a
necessity, especially since there was no contradiction between feminist theories and
religion. Also, she thought that knowledge of feminist theories would help her students
understand and resist patriarchy.
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However, Nour believed that women could not resist gender-bias all the time:
“You really can't resist gender-bias, it’s here. We experience it everyday. All that we can
do is just to prove our work.” Nour was a consultant of the vice deanship for one of the
university sectors and she worked with many gender-mixed teams. She gave an example
of how she proved herself at work in order to resist the opinion her male colleagues
regarding female incompetence:
So, they gave me a really big faculty, and he contacted me and said we need
papers for tomorrow. I said, ‘Wait a minute, you never told me the time I'm going
to give it to you. When I'm done with it you will see how professional it is.’ When
the day came, I sent the papers, and he said he would take a look at them. I think
it was a few hours later [that] he had the chance to look at them, and he
immediately sent me a little message: ‘You are very professional.’ He has since
kept saying ‘I don't know why, but the women’s section usually [does very
professional work], so structured, so organized, in comparison to the men’s
work.’ So, I am happy.
Nour then explained that the reason that there continue to be gender issues is that “men
think since their women are submissive at home we [female colleagues] should be the
same, but we are not; we are equal.” She added that this idea need to be uprooted through
rejection and resistance:

100

So, we have to always fight for what we want and I'm just talking about it from a
departmental level. From a department level, men are beginning to realize, but
we put up a really, really, really tough fight for them, so they can't do anything
without our permission. For example, before if we had a meeting with a vote,
some of us would say ‘Yes’ and some ‘No’; now we decide together before the
meeting and go in and we all make one decision. Therefore, in front of the men
we have one decision, even if some of us are not really one hundred percent for
that decision. But because we are a group we lobby together.
Nour believed that the best method of resistance was by proving herself through her work
and doing it in the best way she could, and also by lobbying together as a group.
Resistance, the opposite of acceptance of tight-knit culturally performed gender roles,
was a very important subtheme. Without resistance, change would not happen.
Power. This subtheme was related to a direct question posed about how the participants
understood power. When asked to describe power, Nour explained it from her
perspective, “[It is] to respect people, to show respect, to show loyalty to the place I'm
in, and not to use power in the wrong way." When asked to elaborate on the wrong ways
to use power, Nour replied:
I mean, in Saudi Arabia things are a little bit fluid and flexible, and if you know
somebody you can get away with talking to them and they can, for example,
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[forward] your papers over other people's work and do such things. But for me, I
really think being in a powerful position is a really tough thing to stop that. For
me, when I was the head of the accreditation unit, and also here in the department,
we had the entrance exams. We always had people come in and try like: ‘I know
your sister, who knows my cousin, who knows I don't know who, so please give
me the results before.’ Or ‘Can you please put my daughter's papers before
everybody else papers?’ I would never agree and they would get upset. But I
think it's my obligation to treat everybody equally. Maybe that also goes into the
definition of power–to treat everybody equally– and it is hard, especially as I said
in our country, where everything is flexible; so maybe this is one of the problems.
Malak believed that the influence that she had on people around her gave her power,
because “What you are doing, saying…etc. will work as role model for the influencers. I
cannot arrive late to a meeting and ask others to be on time.”
For Amal, power was knowledge. She believed that “knowledge is a great
power.” Amal described an experience that happened to her when the head of her
department suddenly told her that she couldn’t teach in the master’s degree program
anymore, due to the rules:
… So, then I went and reviewed the regulation of graduate studies and found that
the assistant professor has the right to teach master's and doctoral degrees as well,
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and what he mentioned about the condition that I had to have [two published
papers] applies only to supervising thesis and dissertation, so I argued and now
I’m teaching master’s in our graduate program.
Amal also added another aspect of power, which was mastering your discipline. She
explained:
The more you become knowledgeable in your field, especially in academia, the
more you become stronger. No matter how much they will try to marginalize you,
eventually your work will show your excellence. It is real that knowledge is
power. When you know the regulations that protect you and help you to achieve
your goals, you have power by the level of your students, the level of your
lectures, and your participation in the events, and your published papers. All these
are undeniable truths.
Having the knowledge of institutional regulations and the regulations related to your
discipline is the legitimate power according to Amal. However, she then described what
she called illegitimate power:
…the power of having knowledge is what I consider as legitimate power.
However, there is an illegitimate type of power that take place in such classic
patriarchy as our middle eastern society, as what Deniz Kandiyoti called it: the
status of a woman is determined by her relationship with men, they do not look at
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your competence or qualifications, they do just ask who is her husband? Or who
is her father? Is she a relative of a well-known figure at the university…Oh, she is
related to the vice-president.
Moreover, Amal suggested that, at the university some prominent positions were
exclusive to certain surnames, which she called elite power. “It is like a game of chairs
that does not go beyond the scope of certain family names, except when they are
obliged.” Then she mentioned examples of situations in which they had to choose a
woman from outside that circle: “[when it was] a very distinguished female faculty
member, so they can’t ignore her, or a woman with a particular specialty that the position
required and she was the only one fit for this position, so there are some exceptions.”
Legitimate, illegitimate, and elite powers were the types of power that Amal experienced
at the university.
For Aisha, power was “the ability to achieve justice, knowing and adherence to
the university regulations, with flexibility at the same time.” She believed that it was a
difficult situation but not an impossible one.
Hana and Sarah responded that they believed power was a position, and it should
be a legitimate authority. Hana was the most certain, and said, “If power is to be able to
to influence people, that won't happen without a legitimate authority, at least for me.”
When I asked her to describe how she would avoid being influenced by power, she
104

added, "Well, I don’t see myself following someone's rules without them having
legitimate power, and I won’t do that either.” Sarah's description of power was to have
an assigned position. She said, “To have an impact on people, you need to be occupying a
position that gives you a legitimate authority; otherwise you have no right to be
supervising others’ work or modifying it.” Power was a familiar concept to the
participants but their definitions of power were personal and varied.
Change. The final subtheme of gender performance was change. Participants spoke about
the importance of change within the society and how it needed to be properly managed.
For example, Aisha suggested that women and men could work together in a more
egalitarian way by having a clear criteria for the selection of the top senior positions:
Frankly, I do not care about the gender of who is occupying the higher levels of
leadership or whether he/she is a man or a woman. I care about having clear and
well-defined criteria for the selection of leaders, because this is what matter the
most. Leaders affect the job process and its stability and prosperity. I do not want
to have change so that women will be preferred for top positions only because
they are women, or men preferred, only because they are men. This is very
dangerous.
When I asked Aisha how these clear criteria could be created to achieve an equitable
dynamic between women and men, she answered:
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To get to this stage, where the criteria is fair and clear to choose the appropriate
leader, regardless of being a man or woman, we should help by changing people's
perceptions of gender stereotypes and what women roles in our society. Also by
improving life quality and facilities for women. This is very important, because
women really bear a heavier burden when it comes to balancing work and family.
That could make her more prone to mistakes; for example, they may be absent or
delayed to work. Women must be provided facilities in order to have a fair
chance. Men have all the cultural facilities and expectations that would help them
brainlessly occupy a decision- making position. And that is exactly what I want to
change.
Similarly, Sarah suggested, “…providing child-care facilities, that will make it possible
for women to maintain a good work-life balance.” This kind of change at the workplace,
such as providing services such as child-care would help women who are overburdened
with family obligations. Malak explained that she was already seeing some change and to
her it seemed like it was going to continue:
Change is already happening and it is an ongoing process, based on a long-term
strategic plan that the government has been embracing a long time ago.
Empowering women has begun to appear clearly recently and I would not be
surprised if we have a female university president. Nothing actually hinders it.
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I then asked Malak what she thought was delaying women from taking on decisionmaking positions at the university, considering that change, in her opinion, was already
happening. She replied:
The delays are sometimes the nature of the university president position. The
university president serves a four-year term and spends most of the term planning
and preparing and starting programs. So, what is happening often is that they
would prefer to extend him to serve a second term to make sure he achieves most
of his program goals.
In other words, Malak did not see anything that would constrain women from reaching
the top senior positions, especially now with the changes happening because of the crown
prince Mohammed bin Salman. She wouldn't rule out seeing a female university
president soon. In the same fashion, Nour said:
We are already changing, that’s the way the country is going. The best thing about
Prince Mohammed is that he's all for women. So, this is like giving us so much
power he does not even know how much power he is giving us. I mean, every
single time he says something or does something we get more power and I think
it's because of him we have the courage to do SO MUCH. He is assigning women
everywhere in government positions so you see it is happening. So, we are not
afraid.
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Amal was a big believer in change, because changing and reforming some rules and
regulations would ensure a better work environment. She was constantly seeking change,
not only for her good, but also for others. She explained:
I really believe in change. As a matter of fact, even when I send a formal
complaint; part of it isn't just for myself. I always think of the future, and how
can we get rid of the root of the problem so it won't happen again for someone
else. In all of my complaints I always mention that I do not want the problem to
be amicably resolved, or [that I am not] looking for issuing temporary solutions,
but rather finding permanent ones.
When Amal complained, she always requested a radical solution to the problem and
offered a set of suggestions. For example, she would request the formation of a
committee to discuss and reform, or issue a new unified rule that would apply to
everyone. All the rules and regulations were then gathered in papers and entered into the
board of the department to be discussed by everyone and signed. She said “…for
example, our teaching schedules were not revealed by the beginning of each semester, so
you don't know your colleagues’ schedule. There were lots of issues due to that and it
was all depending on your personal relationships.” However, after she complained about
that, and it was found that this practice ran counter to the departmental integrity and
transparency policy, the department’s teaching schedules were opened and available for
all to see from the beginning of the semester.
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Hana was very optimistic about the current Saudi government, and she described
what historically blocked change in the past. She explained:
Saudi Arabia now is in a new phase … with our Vision 2030, which is a
revolutionary vision in every aspect. However, our extremists want us to be
isolated from the entire world. The problem with extremists is historical, since of
the first monarch (King Abdualaziz Al Saud) era, when he had the brotherhoods
close to him. They were refusing everything new, even the army’s formal clothes.
The army was supposed to wear a certain uniform. They were saying; NO this is
haram (prohibited), these are the clothes of infidels. Also, the government back
then wanted to introduce telegrams and again they said NO, this is haram
(prohibited) … The government is currently keeping up with times and the world
and that is a necessity. Thank God we see many changes have occurred and most
of them from the top and not from the bottom, which for sure from my opinion
will escalate change.
Extremists, who were a religious group that was close to the king at the time, and their
supporters were in almost each governmental facility and had blocked change for
decades.
The change in women's opportunities in the university was driven by both
government pressures and by women who refused to deal with this patriarchal system.
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Theme 2: Implications of Faculty’s Gender Performance on Their Workplace
Another key theme identified in the data was the effect of faculty’s gender
performance on their workplace and leadership opportunities. Understanding the methods
in which common gender norms are reproduced and normalized helps to unveil their
many implications for educational institutions; the use of gender performativity theory
has contributed to this. Examples of some of the effects shown by the data were: the
questioning of the leadership capabilities of women, the absence of women in leadership
positions, and gender segregation in the workplace.
Questioning the Capabilities of Women. Even in academia the leadership capabilities of
female faculty members are still considered up for debate and open to question. Four
participants (Amal, Malak, Nour, and Sarah) strongly agreed with “women's capacity to
lead.” Hana and Aisha both explained that they believed women had the qualities to be in
a top senior position, but they did not have the desire to be in such positions, due to many
reasons. Hana stated:
Men, and unfortunately some women too, think that women are incapable of
leadership, while we have several very eligible women. But speaking of myself, I
really have no time. As a wife and a mother of many kids who need me and are
dependent on me right now, it is hard. [T]his is not the case when the leader is a
man; men are socially privileged.

110

In other words, women are capable, but family obligations would always be at the top of
Hana’s priorities. However, she thought that decision makers would then doubt woman’s
abilities for leadership.
Aisha mentioned that, “We have very capable and amazing women.” However,
Aisha thought women’s ambition and desire to lead may be affected by several factors,
which were mistakenly interpreted as lack of capability. One factor that Aisha mentioned
was, “No facilities for women. Simply, this is why some women, including myself will
have no desire or interest to be involved with other responsibilities while there is no
childcare and nursing facilities at the workplace.” Another reason mentioned by Aisha
was lack of experience. She thought that women’s lack of experience could cause
decision makers to question women’s capabilities. She explained:
In our university, women are relatively new to the decision-making positions and
the number of experienced men are greater than the number of experienced
women. Therefore men’s opportunities to occupy leadership positions is greater.
We have wonderful experienced women who are qualified and inspiring and I
hope to see them in decision-making positions. But, there are fewer women than
men, so there is less opportunity for women to be in leadership roles.
In other words, the number of experienced women in leadership positions compared to
men could be a reason why men are preferred for the top senior positions.
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Amal believed that women had “the capacity and the ambition, but men, since
they have the power, want someone they know or at least know her husband or her father.
They're looking for someone [who will agree with them], not argue with them”. Another
participant, Nour, was very straightforward. She confidently said:
We never compare ourselves with men, there's no comparison, we're better, 100%
we are better. …. I told you, our dean is trying to separate the two branches. She
wants us to be on our own, and men on their own. And she said only when that
happens will people really see who is working harder at the university, because
we do so much of the work.
Interestingly, Nour added an example of her daily struggle regarding the perceived lack
of capabilities attributed to women. She stated:
I remember once in a meeting I got very upset with the men when they thought
they were doing everything right. They take it for granted sometimes that women
cannot know just as well or more than they do. During the meeting, I was pretty
tough. I told them I was head of the accreditation for the faculty in three
branches: the male branch (all male faculty and all male students) and two female
branches (all female faculty and all female students). Officially I was head of a
female branch but I was still the head of the other two unofficially, because they
were not working. So, I was doing everything, all the work at all branches (male
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and female ones). We met with the dean and a number of other men and I gave
them a really interesting talk they would never forget. Because of it, believe it or
not, because of that talk they have changed their attitudes totally. They start with
‘oh my gosh’ they know more (laughs), and afterwards we got, mashallah [knock
on wood], the international accreditation.
Nour was very much conscious of the gender stereotypes that portray women as lacking
leadership qualities. And she had no doubt of women's capacity for leadership roles.
Sarah asked a question, “Why should we lead as men?... [W]e could have our own
style of leadership. By the end, the point is to get the work done properly. How many
men have failed in their leadership positions? But no one cares, men’s mistakes are
forgivable.” Unlike men, women’s capabilities are always examined. Sarah added, “But
if you're a woman, you're going to be examined under a microscope, let alone your
mistakes. What we are lacking is the equal access to opportunity, not the capacity.”
Sarah believes that what hinders women to be in top leadership positions is that women
are not giving "equal access opportunities" as men to occupy these positions.
Despite the variances of the participant's interpretations of the reasons why
capacity is open to question, all of the six participants had no doubt that women had the
capacity and capabilities for leadership.
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The Absence of Women. The next subtheme is the absence of women. Data from
multiple participants revealed that women were absent from leadership positions and that
women sometimes preferred to be invisible rather than being exposed in an important
leadership position.
Sarah acknowledged that she had considered stepping down from a leadership
position because of male resistance. She said, “Men think we are here to take their place.
Men think only men deserve to be leaders.” She continued:
In one of the important positions I occupied, I faced intense resistance from some
of my male colleagues, because I did better than them and because I am a woman.
Male colleagues expected you to ask them for their advice and opinions on
everything; and if you didn't do that, they would consider you a competitor and a
negative peer. But my devoted and determined work helped me to win and to
perform outstandingly. However, when I remember the difficulty of that time, I
would hesitate to accept a new important position.
By contrast, Aisha’s absence was her choice. She explained how there are now many
individuals that have been appointed without considering the criteria of recruitment.
Therefore, she would be managing and dealing with personalities rather than managing
regulations and responsibilities. She explained:
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Here, in some places, favoritism beats legitimate power. As well, personal
patterns beat the system in some places. This will bring me many challenges. It
will be draining and it will take a lot of time and effort to deal with, rather than
spending time in development and achievement. That is why I chose not to take
important leadership positions.
Hana received many leadership opportunities, but declined them since they required her
to work in a mixed-gender workplace, to travel, and to working outside of regular hours
for meetings or invitations. She declined because her husband would not approve: “I
know my husband will hate that.”
Unfortunately, the experiences of these women could also impact other aspects of
their work, such as their desire to attend meetings or events. Malak’s explained:
“…because of negative experience with some colleagues (men and women) I didn’t
attend an event.” Malak preferred to avoid events and her co-workers due to unfortunate
experiences. She sometimes thought of skipping even unimportant meetings for the same
reason.
Women’s experiences with male resistance, favouritism, and conflicts with
colleagues not only caused their absence from senior positions, but also impacted their
desire to attend some work-related events.
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Gender Segregation. Public universities in Saudi Arabia are gender-segregated, which
means women have their own independent buildings. However, there are some faculties
and departments that are mixed-gender, such as most of the faculty of medicine
departments, laboratories, research centers, training and development centers, conference
centers, and public events and exhibitions spaces. Sarah explained how gendersegregated environments isolate women:
...For me, I work in a gender-mixed [workplace]… Since the power, the decision
making, and the recruitment are from the men’s sections, women are isolated in
the gender-segregated buildings. Literally, some female faculty members, their
male colleagues or other employers from the men’s section are just known by
their names and voice when they call or participate via video conference.
Sarah then spoke about how things have started to change. She explained, “Since we had
women occupying important positions at the university, we see them on the university
council and the scientific council, which is very delightful, and we are looking for more.”
Despite Sarah's belief that the policy of gender-segregation in the work environment
negatively affects women, especially since decision-making is usually carried out from
male sections, but she is optimistic about the change that currently taking place with
Vision 2030. Also, she expecting to see more women in top decision-making positions in
the near future
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Interestingly, Amal described the issues that women have been facing since they
started to engage in education and labour markets:
Gender segregation has always been inherent to our culture, especially in
education. Throughout our working lives, we as women did not only face a glass
ceiling– no–we have been facing a concrete ceiling for decades, ever since the
entry of Saudi women to the labour market. It has always been known that as a
woman these are your limits. Inside the girl’s section your highest limit is the
vice-president of the girl’s section, and in the faculty level the vice-dean of the
faculty. Yes, in other Saudi universities there is a female faculty dean, for both
sections, but in our university, there is no one, so far.
Amal then described how things have changed, and why things are now changing in a
more favourable way:
In 2017, after the announcement of the Saudi government’s ‘Vision of 2030’, with
one of its most important goals being women's empowerment, we saw women
becoming faculty deans, and heads of academic departments. These opportunities
and rights came from the King and the Crown Prince, and if we wait for those
opportunities to be coming from the Consultative Assembly, believe me they
would vote against them as they always did.
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Amal then explained why women's rights shouldn't be a matter of referendum but rather
should be imposed:
Sometimes, rights which come as an order from the King are applied directly and
quickly. Even in the university, if they held a referendum on women's rights,
many citizens, including women, would reject it. But, if the decision were
imposed on them they would accept it eventually. Sometimes, when you are about
to publish new laws in society through parliament, especially in regard to rights,
you would need to impose them with the gender quota system.
Amal was delighted for the government’s recent decisions regarding the empowerment of
women and the way these decisions were enforced in universities.
In contrast, Malak suggested positive aspects of a gender segregated system. She
suggested:
Sometimes gender segregated universities provide more employment
opportunities for women compared to mixed universities. For example, because
we are in independent buildings this created job positions, such as vice faculty
dean, which would not exist if we were in a mixed building. However, the
highest position held by a woman in the women's sections would be the university
vice presidency for the women's campus.
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Malak then explained how some families would not allow their daughters to attend a
mixed campus. So, girls would have to pursue their education on a segregated campus.
She stated,"...some girls have an extreme family [and] gender segregation has helped
them to continue their educational path.” This suggests that gender segregation has
helped many women, with very conservative families, continue their education.
Female faculty members consciously and unconsciously performed many
traditional gender roles that impacted the way that faculty work was distributed.
Campus Observations:
Part of my general observation was observing workspace and buildings, their division
and size on different campuses, and observing any evidence of gender bias in the work
environment.
1. The size of the buildings and squares on the women’s campus were substantially
smaller in comparison to the men’s campus. In addition, scientific laboratories,
technical laboratories, theaters, halls and other service facilities such as parking
lots, restaurants, cafes, and gymnasiums were all smaller than the same facilities
on the men’s campus.
2. The Saudi university women’s campus was not permitted to install video
surveillance for the safety and security of students. This may be because that
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women on the women's campus once entered, they take out their headscarves, so
they do not want surveillance cameras recording them without covering their hair.
3. There were still faculties and departments that were open exclusively to male
students, such as the faculty of environmental design, the faculty of earth
sciences, the faculty of marine sciences, the faculty of meteorology, the faculty of
environment, and the faculty of arid land agriculture. Access to these faculties
allowed male students access to many more job opportunities that were not
available to female students. However, there were departments available to
female students only, including the faculty of nursing and the faculty of home
economics. Although the other faculties were supposed to be available for both
men and women, the men’s section had more variety and a higher number of
departments than the women’s section. For example, the faculty of tourism had
three departments for men and just one for women. The faculty of engineering
had eight departments for men and just two available for women. The community
college had seven departments for men versus three for women, and the law
school had three departments available for men and two for women.
Observing and documenting the women’s and men’s campus’ was important in
describing how gender segregation operated within a public university. It also contributed
to understanding the gender roles within the university, such as how the work was
distributed, the physical space of the women’s building (at the gender-segregated
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faculties), office and laboratory space, the easy access to the decision making, and the
proportion of job opportunities for men to women in a faculty. All these factors served to
divide work based on gender and socially constructed gender norms within the university.
Each of the previous categories were connected and worked together to build a
patriarchal system that repeatedly emphasized the link between gender and power within
the university.
Theme 3: Challenges and Barriers Hindering Women from Occupying Decisionmaking Positions
Challenges and barriers were the final theme identified in the data. Throughout
the interviews, participants reflected on the challenges and barriers they had experienced
as female faculty members. Numerous subthemes became apparent in the stories women
shared.
Male Guardianship. The male guardianship system was a key subtheme of the
challenges and barriers theme. I had asked my participants about the effects of the male
guardianship law on their job choice decisions. Half of the participants (Aisha, Amal, and
Malak) explained that the male guardianship law had not impacted their work decisions,
According to Aisha:
My husband has always been supportive and does not interfere with my work
decisions. In fact, when I decide something I always make sure that I choose a
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position at work in accordance with my situation as a mother and wife. I know my
limits and abilities.
In similar fashion, the male guardianship law did not affect Malak. She travelled for
meetings and conferences, and made her job decisions by herself. She stated, “Male
guardianship law is there, but it has no impact on me. I decide and choose by myself.
However, I'm sure it will be lifted, because it obviously contradicts the core goal of
empowering women.” Although Amal has not been impacted by the male guardianship
law, she has mentioned how a law like this could deprive girls of their most basic rights.
She remarked:
For me, male guardianship has nothing to do with my work decisions. Maybe
because I got married after I finished my master’s degree, and I was at an age that
I could impose my will when it comes to my own business. But, I don't know if I
had gotten married earlier how I would have been affected!! Because when a
woman gets married at a young age her decisions most of the time are in the
choices stage. For me, I was at that time a lecturer, and my work was a priority; it
might be not for someone else.
Explaining the impact of such law on other women, Amal continued:
However, this law impacts many women. There is a saying that I think could
describe the situation perfectly. In conservative and patriarchal societies the
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success of women is a thermometer that reflects the extent of the tolerance of her
male guardian. Successful women often came from an open-minded family; they
are lucky. There are unlucky girls whose only fault is coming from a family that
does not believe in women's rights or even the right to education.
When Amal would ask her students about female barriers to education, she would
become deeply distressed with the responses she received. When she would ask her
students: “How many of you had a female friend who did not go to college and complete
her education, because her father does not believe in women's right to education?” She
would have at least three students who would raise their hands and answer: “Yes, I
remember my friend, or yes there is my cousin who was very smart and talented but her
father did not want her to attend college and asked her to stay home and told her
eventually you’ll get married.” Family and male guardians could stand between a woman
and her dreams and rights, such as pursuing further education.
Sarah was impacted by the law of male guardianship. She was hoping to study in
a university outside her hometown but her father strongly rejected that idea. She believed
strongly that “our male guardianship could simply prevent girls from following their
dreams, and it all depends on your luck of having an open-minded family or not. In our
society, male guardianship law protects males from accountability, especially if girls
have complained.” Unfortunately, the lack of having an open-minded family would play
a significant role of the woman’s opportunity to exercise her rights.
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Hana got her current job after her husband helped her. He wanted to be sure she
would be working at the women section, so she would be interacting with women most of
the time. She stated:
In fact, I had never thought of getting a job, especially an academic job, but after I
got my Ph.D., my husband convinced me to work. He helped me get a job at the
women’s section. [However], if he told me to leave it–especially if there was a
reason for that–I would leave it.
Hana was clear that she would quit her job at her husband’s request, but she emphasized
that there should be a reason for such a request.
Nour insisted that her family came first, and when I asked her if her husband’s
opinion would have any effect on her employment decisions, she answered:
Yes, it does for me; my family comes first. For example, when I had the position
to become the vice head of accreditation for the faculty, my husband agreed, but
on one condition. He said, ‘You don't go meet with men, you can have a
videoconference,’ and so I did. The good thing is that they (the university)
respected my wishes, and everything worked for five years. I was doing it this
way and it did work perfectly. My husband’s wishes had nothing to do with
religion, he is just a jealous guy; I love him and he loves me so that's it. It’s not
submissive – no– and it's not that I don't like to discuss this with my husband; I
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do. Actually he has never stopped me from being whatever I want to be. He’s not
jealous of me, he's just jealous of men.
All of the six female faculty members were aware of the restrictive impact of the male
guardianship system, whether they were directly affected by it or not.
Misconceptions. In a male-dominated work environment, such as the work environment
of higher education institutions, traditional gender roles and expectations usually ran
rampant. In such settings, misconceptions about women in workplace prevailed. The
participants (Amal, Nour, Hana, and Sarah) spoke about their experiences with
misconceptions that they faced at the university.
During her two interviews, Nour addressed how men took for granted –on many
occasions–the idea that they knew how to do things better and had more knowledge than
women, and men also expected women to accept that reality. She explained:
They think– and of course they are wrong– they think we are their wives. They've
tried a number of times to impose their will but they cannot, thinking that we are
their wives, and that we are supposed to be submissive. But we are not, we’re
equal, and they still cannot accept that fact.
Another problem that Malak and Amal faced was the misconception that woman lacked
independence and self-confidence. Malak felt surprised when a junior administrator
offered his help when she had just started a senior position. She stated:
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I remember I had just taken a senior position, and a junior administrator–a man of
course–and someone I was supervising, came up to me and said, ‘Don’t worry,
we’ll be available for help and standing by you’ (she laughed). He confidently
expected that I would be lost and weak and that I would rely on him completely. I
was surprised and speechless. I just said thank you!
Amal shared a different experience. In contrast to Malak, Amal felt angry when a staff
member who was under her supervision treated her as if she were weak and lacking
confidence:
I was the deputy director of one of the university centers. We had a big event that
was going to be attended by the vice president and a bunch of important
individuals. There was a presentation I had prepared what I was going to present
during the event. Before the event I received a call from an employee [a man]
who asked me to send him my presentation to be evaluated! When I asked him,
‘who would evaluate my work?’ He said, ‘I will.’ You can imagine how I felt; he
was an employee at the center under my supervision and he wanted to judge my
work? Then he added, ‘Doctor, I can present it on your behalf!’ I said ‘No thanks,
I will present my work by myself,’ and he insisted, ‘No, no, I'll present it!’ At
first, I tried to keep calm. But then I told him, ‘Why is that? Am I not able to
speak? And do you dare to ask the center's director [who was a man] to evaluate
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and judge his work, and to also present it on his behalf? Or since I am a woman
you want to take my place and present my work?’
Malak and Amal’s stories and experiences with their male employees were clear
examples of the misconceptions regarding women in the workplace.
In her workplace, Sarah interacted with men every day. She said, “I hear those
myths and misconceptions about women’s ability a lot,” but she was bothered the most
when people, including highly educated colleagues, took these misconceptions as facts.
She stated:
You know what? Each time we complain about something, a job-related issue, we
hear it often from men that women are emotional, insecure, and can't take
responsibilities. They do it in a way to stop us from complaining! And do you
know what's funny? They say, look at us we rarely complain. My answer is,
Really! What do you have to complain about?
Women's experience with misconceptions, which were mostly about gender roles and
expectations, was another big challenge that the women dealt with in their daily lives.
Family and Work Obligations. For women who work in academia, having children is
something they consider seriously. All of the six women interviewed had children, and all
had experienced challenges regarding their motherhood, family and work obligations in
different ways. Amal described how the burden on women is greater than men. Her male
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colleagues did not work as much as the women did in the women’s section. For example
she said:
I have to mentor students, and at the end of each term I have to submit a course
file, which consists of test forms and a report on my evaluation of the course,
syllabus and curriculum. I teach five courses and for each course I prepare an
independent file!! Men are not required to do this and do not prepare it. When an
external examiner comes for academic accreditation, they show them the
women’s files. And that silly administrative work takes my time. You have seen
yourself how I couldn't meet with you this week except for at this hour.
Amal then explained how family obligations differ from men and women due to social
standards and gender expectations:
A male colleague once was reproaching me (in a friendly way) for not being
promoted yet. I said to him, Doctor, you enter your house like a prince, heading to
your office room, locking yourself in, and asking for quietness and to not be
interrupted; I can't do that, I can't do it. If I locked myself in my office, everything
outside would turn upside down. When I'm at home, I act as a nanny, a tutor, a
cook, and a maid, and that is not to mention my social obligations. Men are not
asked or expected to do all of these obligations in the first place. All of these
duties are draining my energy.
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Amal compared women’s and men’s roles at home and how those roles helped men
progress further at their jobs.
Hana stated, “…as you know woman in our society are responsible for taking care
of the home and the children. Otherwise a woman will be socially stigmatized and would
feel guilty all the time. So my family is my number one priority.” This priority would
then restrict a woman from taking a decision-making role, “at least in the short run,”
according to Hana.
Malak believed that balancing work and family was a real challenge, since caring
for her young children would take years since they still depended on her while she was
working as a faculty member. Although she did not want to give anything up, she felt
sometimes that she should make a choice between the two.
Aisha described how culturally the responsibilities of men and women were
different:
The fact is that women are still considered responsible for the children. In our
culture, women are committed to these family role things. Women's family role is
putting cultural and mandatory pressures on them, unlike men whose family role
is optional in our culture.
In other words, Aisha explained how the culture of our society puts a greater pressure on
women than on men.
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In general, Sarah thought she was doing well in managing between family and job
obligations. She stated, “...but sometimes I feel overwhelmed by the feeling of pressure
and distraction between roles when I try to be a good mother, a good [her profession],
and a good faculty member.” Sarah continued: “I really have no time because of that, let
alone being in a senior position? Maybe in the future when my kids get older.” Although
Sarah believed that she was balancing her family and work obligations, she did not want
a higher workload that would come with a senior position. By contrast, Nour considered
herself as a workaholic:
Sometimes I stay at the university until late. Sometimes the security pass by and
they find me in my office and they say what are you still doing here? And I say
working, even though I have a husband and kids waiting at home. I am a
workaholic. That is my problem, but I enjoy it.
At some point, all of the six female faculty members had struggled with balancing their
family and work obligations.
Conclusion
The research interview data provided by the female faculty members was
powerful. All of the participants negotiated social gender roles and common norms with
their gender identity. However, the experience of gender identity performance was
inconsistent. The implications of gender performance on workplace of the female faculty
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members was implicit and complicit. Numerous challenges and obstacles were
mentioned by the participants and took the form of personal, professional, and
misconceptions about their abilities. In addition to these, all women shared stories and
opinions about gender segregations, questioned the capabilities of women, and
considered the idea of women's absence as impacts of gender performances. In the next
chapter, I will interpret the research results through the lens of Judith Butler's gender
performance theory, then I will discuss the implications of the research, and finally, I will
suggest recommendations for the future.
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Chapter 5: Analysis and Interpretation of Main Findings
To answer the research questions, my main research findings were analyzed and
interpreted using Judith Butler’s theoretical framework of gender performativity. The
first research question I posed was, “How do female faculty members perform their
gender at their workplace?” The second research question was, “What are the
implications of women’s gender performance in the context of their opportunities for
leadership?” The third research question was, “What are the challenges women have been
facing that have hindered them from being in leadership positions?”. In this chapter, I
use gender performativity theory as a lens to analyze the research findings and discuss
my findings in relation to the literature review. Then, I offer recommendations, policy
considerations, and practical implications based on the results of the study. Finally, I
make suggestions for future research and studies based on my findings and conclusions.
Gender Identity
According to Butler (2004, p. 10), an individual’s gender identity is socially
constructed, and subject to change through repetition due to its dynamic nature; gender
identity exists only when it is performed. Regulatory power limits an individual’s agency
by forcing their identities to naturalize within social norms. Thus, when an individual
resists restrictive norms, society finds it acceptable to suppress that individual’s choices
using authority (Butler, 2004, p. 88). Therefore, we could say that an individual’s gender
identity lies between the limits of the regulatory power and their resistance to that power.
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In my research in Saudi Arabia, all of the female faculty members who
participated in this study negotiated their identity within culturally constructed norms.
Women tended to perform in a masculine way for example being boldness, confidence,
assertiveness, or less emotional, in order to occupy decision-making roles, especially in
male-dominated sectors, such as engineering (Newman et al., 2017, p. 5). Although the
academic field and universities are a male-dominated arena, the current study data
revealed that professional identity and gender performances are more complicated than
simply describing them as a masculine or feminine performance. Men dominate the
universities in Saudi Arabia at the levels of the senior administration, professorship and
governance (Education Statistics Center, 2020). Thus, male dominance of leadership
positions contributes to the normalization of men's success and strengthens their
entitlement to these important positions in universities. As a result, women working in
the academic sectors face a male-oriented culture that is reproduced daily through gender
performances. Men perform in a way that emphasizes their hegemony, whereas women’s
gender performance follows the norms of that male hegemony. Therefore, many women
felt that the “undoing of gender and doing gender differently, to fit in and to survive”
(Butler, 2004, p. 27) was urgently needed. Most of the women participating in this study
moved from the performance of femininity to a performance that included masculine
attributes such as boldness, confidence, and assertiveness, in order to fit in within a male
dominated sector.
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In some cases, the participants negotiate their gender identity and perform it in a
manner that is compatible with social gender norms. At other times, the participants
resisted these gender norms and the masculine hegemony through several strategies.
These strategies included: uniting with other female colleagues; projecting a professional
image; having a sense of humor; choosing silence; and avoiding work events. These
strategies helped the women build new and more complex identities. Data from this
study helped explore the intersection of gender performance and social norms.
When female faculty members negotiate their gender identities within societal norms,
they do so to avoid reactions and accusations— for example they would be labeled as
rebellious, emotional, uncooperative, or uncompetitive— as well as using these
negotiations to protect their reputations and their professional lives, which led to
constructing new identities over time. However, when some participants resisted norms
and masculine hegemony they were excluded from important opportunities, and their
professional growth suffered.
In my research, Malak’s performance in class was "less feminine" and more
formal resulting in a more complex identity. Aisha, another professor, explained to me
that her gender performance, or as she called it her "masculine performance" was just "an
act" that she used while working. In another example from my data: Amal referred to the
way some of her female colleagues decided to "[use] their femininity mechanisms" to
take advantage of the "patriarchal system that prefers women acting in such a way,
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because let's face it, whether we like or not, power is in men's hands; the men’s branch in
our department has all of the authority." Almost all of the participants negotiate their
gender identities in their workplaces in order to ensure their progress and success in work
or to simply maintain their jobs. This is done by adapting their gender performance to
conform to the social gender image adopted by the university; these roles include being
encouraging, caring, smiling, and avoiding conflicts. Thus, we find that women often
accept and even prefer to occupy service and executive positions. The preference for
service and executive positions then contributes to the perception that women are less
capable than men in decision-making positions. The situation is exacerbated by the fact
that there are areas of higher education that are not open to women for study and work
opportunities.
In this study, the female faculty members appeared somewhat confused when
discussing their gender. When asked whether they thought their gender played a role in
their leadership opportunities their answers varied. For example, Aisha, Hana, Nour, and
Malak acknowledged that they had never thought about how being a woman affected
their leadership opportunities. Some of them, notably Aisha, had attributed the low
number of women in leadership positions to the lack of women with the appropriate
experience for the job.
All of the participants were aware of the fact that they are working in a university
with a patriarchal system. However, some of them believed that gender and inequality
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issues were not important enough to be discussed or raised. This benefits the university’s
decision-makers, who are men, because they would not be interested or would not risk
having these gender issues brought out into the open. However, it might simply be as
Martin (2006, p. 271) claims: in cultures such as Saudi Arabia, men have “gender
blindness” to the patriarchal system norms and behaviors that dominate the university, or
may consider gender inequality an unimportant issue, or a combination of both. It is
within a dominant system that patriarchy is normalized and gender inequality is
overlooked. The effect of the acceptance of patriarchal hegemony on women has many
forms, for example, it can hinder their career growth (Martin, 2001, p. 606). The
university’s organizational structure and the communication channels that
disproportionately benefit men are performed through gendered norms that most often
exclude the participation of women. Therefore, within this context women are
represented as the “other.”
Abiding by these socially constructed gender norms affects the agency of women
in many ways. When women continue to perform gender in relation to culturally defined
gender norms, they are constantly negotiating their identity. For example, at times
women may behave in feminine or masculine ways that are influenced by socially
constructed norms, but at other times they may choose silence or absence as a form of
resistance to the standards and rules set by university officials. For example, Hana uses a
hybrid identity, which she called "an intentional identity" that helped her negotiate a
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male-dominated culture at university. However, based on the theory of gender
performativity, the repetition of this continuous hybrid identity has reconfigured her
gender identity. Butler’s concept of gender identity clearly explains that "there is no
gender identity behind the experiences of gender in their acting as gendered" (1990, p.
25). In other words, there is no intended or unintended gender identity, and we become
gendered by doing and re-doing and repeating the performances of gender.
Interestingly, according to Bhabha (1990), hybrid identity, or hybridity, as he
named it, is constructed “when a new situation, a new alliance formulates itself, it may
demand that you should translate your principles, rethink them, extend them” (p. 216).
Thus, the significance of hybridity “is not to be able to trace two original moments from
which the third emerges, rather, hybridity is the in-between space, that carries the burden
and meaning of culture, and this is what makes the idea of hybridity so important”
(Bhabha, 1994, p. 211). That “third space” provided by hybridity, is a space of resistance
and negotiation in the face of ambivalence, normalization, and hegemony. The women
create a hybrid identity in order to negotiate, resist, and challenge the established and
normalized hegemonic practices. The idea of hybrid identities aligns with Butler’s
concept of resistance that can be found in performance as a form of resistance used to
deal with regulatory power and hegemonic practices.
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Agency
In gender performance theory, agency is the freedom to choose how individuals
exercise their gender identity, either intentionally or unintentionally (Eteläpelto et al.,
2013, p. 49). However, this freedom is curtailed and limited by regulatory power — for
example, guardianship law, gender norms, patriarchal hegemony, women’s capacity
misconceptions, among others. This type of power works by labeling actions and
behaviors as appropriate or inappropriate and individuals resist or accept regulatory
power when they exercise their agency (Butler, 2004, p. 52). In my research with female
Saudi professors, data revealed that most of the participants performed their gender
identities by creating separate identities at work and in their home. The participants
expressed themselves in a different manner at work than in their personal lives, as their
work as faculty members required a different persona than that required in their homes
and personal lives. The different identities that all participants embrace are a clear
evidence of how job requirements, obligations and other regulatory forms of power limit
the agency of women. The findings related to agency showed that the agency of each
participant was limited by regulatory power, which includes gender roles, norms, male
hegemony, gender segregation, and other rules that inform behaviour. As mentioned,
there are a number of examples of silence and absence in the findings. In one example,
Amal’s friends advised her to remain silent at meetings, like they do, as a way to open
doors and advance her career, and also to avoid conflicts with male colleagues. Amal
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stated, “I can’t remain silent, but I’m more cautious now, and I am trying to avoid
arguing about everything.” The performance of gender through silence and absence were
different for each individual and may have been consciously or unconsciously performed
or may have be a combination of both.
There are several interpretations of the female faculty members’ performance of
silence and absence. First of all, the existence of such performances is an indication of
the existence of regulatory power that restricts women's agency and freedom, and which
can sometimes lead to punishment (Butler, 1990, p. 31). Women preferred to perform
silence and absence instead of facing the consequences of a direct collision with norms,
such as being blamed, excluded or made to face gender discrimination. Similarly, when
Amal chose to remain silent instead of arguing in her department’s meetings, she was
avoiding conflict. Silence and absence, according to the theory of gender performativity,
is a form of resistance against the prevailing norms and organizational authority.
Hegemony works as a mechanism for maintaining male power, and for maintaining a
hierarchical gender order in which men dominate. It became clear that women’s agency
was limited by hegemony.
The good news, according to the theory of gender performativity, is that an
individual's agency cannot be completely obstructed by either societal gender norms or
any form of regulatory power, because it is possible to continuously resist the influence
of those standards and cause their effect to be mitigated, transformed, dismantled, or even
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rebuilt (Butler, 1999, p. 12). Perhaps this is why all the participants in this study continue
to resist despite the limited and slow changes they have witnessed and despite the
challenges and consequences they face.
Power
Power is the primary element of gender performance. In gender performativity,
regulatory power restricts women to the performance of societal gender roles; it sets their
standard of performance. Regulatory power —for example, male guardianship law,
compulsory separation of the gender, gender norms, and masculine hegemony— works to
limit and restrict female agency, to make women’s gender performance consistent with
societal gender roles. When women resist this power, they will be labeled rebellious, and
may face discrimination, exclusion, and bullying.
According to Foucault (1978, p. 93), power is not only used by those at the top of
the institutional systems, but also it is used by people at every level of an institution. This
means that the power cannot be fully monopolized by a group or individuals, but rather
power flows and is constantly transformed depending on the context and situation. For
example, Aisha experienced “workplace cliques” which influenced her decision to avoid
important positions because, she explained, “favoritism beats legitimate power. As well,
personal patterns beat the system.” Therefore, Aisha’s absence from those positions was,
as she said, her “choice”. However, this "choice" was happening within a patriarchal
system, which means her performance was limited by the exercise of power and
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resistance together, making her "choice" actually not fully hers. Amal’s encounters with a
male employee who was under her supervision revealed that his behavior was enacted
through a lens of hegemonic masculinity that exists at the university because it is a maledominated profession operating within a patriarchal structure. Even a male employee
under female supervision feels that he can avoid the authority of a female.
Consequently, in order to remain professional in this university environment,
women choose, intentionally or unintentionally, or probably a combination of both in
varying strengths, to accept and follow these norms, which maintain male hegemony. In
such environments, these discriminatory practices against women are covered and
validated by promoting ideas about the lack of leadership and management capabilities of
women. It means promoting men as leaders, which is what happened with Amal and her
male subordinate.
To understand the reason that certain concepts and beliefs dominate a particular
society, Foucault explains that power consists of particular forms of knowledge,
discourses and accepted facts (Foucault, 1998, p. 63). This knowledge and facts are
produced in several ways to ensure that it is considered acceptable; every community has
some form of accepted knowledge or truth to ensure the unified ideology of its
people. This knowledge and facts affect the form of discourse prevalent in each society.
According to Foucault (1991), one of the forms of systematic restrictions that produce
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this power or knowledge and ensure its continuity are the community’s educational,
media, economic, and political institutions.
Language: As Butler (1997) stated, "We do things with language [...] we do
things to language, but language is also the thing that we do. Language is a name for our
doing" (p. 7). Language also "works in a material way to construct the social world"
(Butler,1990, p. 119). In other words, Judith Butler highlighted the fact that language not
only reproduces and formulates objects that already exist as reality, but that speaking and
texting itself is a performance. Aisha gave example of the importance of language in
leadership. She noted that when some of her female colleagues interacted with men in
powerful positions, the woman would give the appearance that she was less
knowledgeable and in need of constant advice from the men. Also, some women would
offer to do all the shared work when working with men, which would then allow the men
to take advantage by leaving all their work to their female colleagues. However, Aisha
was sure that if there was a fair and clear recruitment system at the university, these sorts
of interactions would disappear.
Similarly, Amal had witnessed women who participated in the ways she described
and felt sorry when she saw her intelligent female colleagues purposefully belittling
themselves and their knowledge in front of powerful men. The women performed in these
ways for the sake of securing important positions. At the university, men occupy top
senior positions; therefore, they make all the decisions, including the recruitment of
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women for the women’s section. When men decided to hire a woman to be in a senior
position at the women’s campus, they preferred women who were always agreeable and
able to do all the work (including the work of male colleagues) on their behalf, and
women who had never previously argued or criticized their decisions. Thus, women who
had a history of argument and criticism would be on their blacklist. This was
demonstrated by Amal’s situation; she was excluded from being nominated for senior
positions for this reason. Even the senior positions given to women were still lower in
rank than positions for men. The highest position that women could reach in this
university was the University Vice Presidency for the Women's Campus. University
president, vice president of the university, and direct dean of the university deanships, are
all positions that are only available to men.
Because of the masculine hegemony of the university system, decision-makers
did not choose women with strong personalities, or women who criticized decisions and
work, or those who resisted gender role expectations at the workplace. They preferred to
nominate and choose women who followed societal gender norms and who valued and
held traditional or normative traits associated with women. This finding was confirmed
by almost all of the participants in my study. Men dominate all decision-making positions
in Saudi public universities, and those positions create the regulations and policies, and
the selection, approval and distribution of job opportunities. My study also highlights that
the greatest teaching burden falls mostly on women, while men occupy leadership
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positions. If a woman is appointed to a leadership administrative position, it is often a
secondary position (such as a vice-dean or a deputy administration,), which is an
unwritten and informal policy but is an accepted and expected norm.
As a result of these patterns, regulations and interactions, women faculty
members are placed in the role of traditional women. Some women continue to
normalize and reproduce culturally assigned gendered norms through the continued use
of traditional language. Thus, female faculty member’ positions at the university will, in
many cases, continue to be aligned with these norms. However, I am not suggesting that
the fault lies with these women; they all are affected by the male hegemony which shapes
women’s performance. At the same time, I have pointed out that women enact gender in
different ways that may also play a part in resisting the given gender roles.
Hegemony implies consent, and that is what makes women stand at a paradox of
consenting, as well as resisting, the regulatory power of male-domination and genderbias. For example, Hana and Nour resisted the male-dominated structure and the daily
interactions that were saturated with gendered norms, but at the same time, they were
consenting and accepting of other norms as if those norms were natural. Hana, for
example, was clear about her decision to quit her job at her husband’s request, but she felt
that there needed to be a reason for such a request. Nour was following her husband's
"condition" of not meeting with men. She explains the husband’s conditional acceptance
of her job and his insistence that "you can have a videoconference, and so I did." Despite
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all of women's resisting and their "tough fight" against gender discriminations in their
workplace, they also consented and accepted other dominant norms as if they were
natural and acceptable. Political theorist Gramsci’s insight about class is helpful (as cited
in Woolcock, A. Joseph, 1985, p. 205):
The dominant class is able to diffuse throughout society a conception of the
world, which obscures the nature, and character of class domination. Other classes
accept and consent to it as a natural view of the world, thus engendering a new
type of social integration.
The natural and determinist appearance of society is what characterizes dominant
discourse. This normalization makes it very difficult to resist, or even criticize it
(Richard J.F. Day, 2005, p. 45). However, these dominant thoughts and ideas or
“discourse” as Foucault calls them, have a history. Therefore, it is possible to analyze the
history of the hegemony. Hegemony can be analyzed critically to uncover, dismantle, and
understand the way it works to obstruct and impede the understanding of the past and
present, and the effect of its continuation on the future. In other words, it is important to
understand the mechanisms at work within hegemony to be able to reject, resist, and
destroy them. That disintegration and resistance to these dominate thoughts and existing
discourses results in the creation of different and new types of political, economic and
social discourses (Mantzari & Georgiou, 2019, p. 73).

145

Therefore, the need to uncover, dismantle, and disable these dominant ideas and
thoughts is an imperative for change. Analysis using gender performativity theory
contributes to the understanding and clarification regarding the relationship between
gender identity and regulatory powers (such as social norms related to gender), and how
social norms are legitimized within an organizational framework (Butler, 1993, p. 15).
According to the gender performance theory (Butler, 2004, p. 218), these norms
reproduce themselves by repeating and continuing gender performances through practice,
acceptance, and justification. According to Foucault (as cited in Philp, 1983), we are
stuck in the prevailing discourse, and it cannot be escaped without the act of resistance:
"Resistance as the only way out of the hermetically sealed discursive world" (p. 42).
Resistance is our only way to change our reality. However, resistance tends to be more
successful when it shifts from an individual focus to a collective one (Friedl, 1994, p.
153). That is exactly what Nour believed when she thought that the best method to reject
their male colleagues' department decision’s monopoly was by lobbying together as a
group, and it worked.
Resistance and Change
Resistance to tightly-knit culturally performed gender norms, as I have shown,
was present in the data. Women in this study had resisted the dominant hegemonic
system, which worked as a form of regulatory power that restricts the agency of women.
Foucault explained the relation between power and resistance: “Where there is power,
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there is resistance, and yet, or rather consequently, this resistance is never in a position of
exteriority in relation to power” (Foucault, 1978, p. 95). In other words, there will never
be power without some form of resistance.
The forms of resistance were demonstrated in the many ways that participants
performed in relation to contextually and culturally produced norms. Aisha and Nour
used resistance when they performed in order to counter male dominance in the context
of work. They believed that the best strategy of resistance was by proving themselves
through the quality of their work. Amal’s resistance varied and was both direct and
indirect. First, if she wanted to complain about an issue, she began by being direct and
would seek to discuss the issue; this tactic would work as long as the other person was a
rational person. If not, and if Amal felt that the rejection was personal and not
professional, she would seek out a colleague in a more prominent position and lodge a
complaint. Amal’s semester schedule struggle was an example of her negotiation results.
She added feminist theories to her curriculum to address feminist concerns with her
female students and chose to teach at the women's campus as a form of resistance. She
believed that teaching feminist theories to the female students was a necessity, especially
since there was no contradiction between feminist theories and religion. Also, she
thought that knowledge of feminist theories would help her students understand and resist
the patriarchal system.
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According to Butler, “Regulatory power not only acts upon a pre-existing subject
but also shapes and forms that subject” (2004, p. 41). When women decide to perform
their gender, they should think about the implications of such decisions. Social norms,
which work as type of regulatory power, govern the gender performances of individuals.
Butler states “a norm operates within social practice as the implicit standard of
normalization” (2004, p. 50). This means that these socially constructed gender norms
are normalized and govern the performance of women. Although the participants in this
study experienced and performed many examples of resistance it was not without
consequence. All participants who resisted faced condemnation from those around them,
which undoubtedly affected their professional progress, such as Amal whose experience
lead to her resistance and rejection of certain regulations and expectations. As a result,
she had been excluded from important positions, nominations and career advancement
opportunities, as well as added to what she called a “blacklist.” Butler explained that
when she said, “to veer from the gender norm is to produce the aberrant example that
regulatory powers (medical, psychiatric, and legal, to name a few) may quickly exploit to
shore up the rational for their continuing regulatory zeal” (2004, p. 52), Butler meant that
when women resist dominant social norms, gender norms and policies, their behaviour
will be labeled as unacceptable and questionable. This is what happened to Amal, when
her colleague advised her to stop arguing and to avoid criticizing the system during
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meetings it was because she believed that Amal’s behavior was rebellious and could
negatively affect Amal’s career advancement.
In another example from my research, Aisha described resistant behavior as
“unnatural” suggesting that the women may “suffer from some sort of disorders” because
they veered from gendered norms. Aisha also suggested that these women could get
bothered, or worse punished. Those negative reactions and consequences may constrain
women's performances, because they may be worried about encountering difficulty in
their career development and delay change by stabilizing the current norms. Without
resistance, there would be no change. However, it is important to consider the extent and
direction of resistance. For example, when Aisha scored higher than her male colleagues,
she began facing resistance and exclusion from them; however, men also resist in various
ways through their gender performances, often resisting women’s resistance. Amal
experienced male resistance due to her resistance and her arguments about discrimination
and gender bias in the workplace, as a result she has been excluded from important
positions or opportunities for career growth.
Without resistance, change will not be achieved. Therefore, resistance is closely
related to change, in gender performativity theory. The effectiveness of gender means
that we shape ourselves through our agency, but we are exposed to gendered social norms
that govern reality; its mission is to maintain society which is gendered in particular
ways. An individual’s gender identity is performed in the context of regulatory power
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evident in gender norms. My research shows that there is both resistance and acceptance
of that regulatory power. The individual has the opportunity to make change through the
process of negotiating and\or challenging gender norms.
The persistence of gender norms, and the way they shape reality, are affected by
repeated gender performances. If an individual change their performance of these norms,
the norms gain a new meaning. This change in meaning can happen over time or through
a difference in context, thus leading to a change in the governing gender norms (Butler,
1997, p. 14). Butler (2004) states, “through the practice of gender performativity, we not
only see how the norms that govern reality are cited but grasp one of the mechanisms by
which reality is reproduced and altered in the course of that reproduction” (p. 218). In
other words, according to gender performativity theory, the constant but imperfect
repetitive performance of resistance, whether purposeful or not, could alter the situation
and lead to eventual change. The concept of change in gender performativity was one of
the main reasons I chose to focus on gender performativity theory and use it as my
theoretical framework. The theory focuses on process (doing) rather than on a
predetermined and stable essence.
Consciously directing change can be difficult at times and gender bias can
sometimes be seen as irresistible, as in Nour’s example. Nour believed that women could
not resist gender bias all of the time, “You really can't resist gender-bias, it’s here. We
experience it every day.” However, as Butler argues, gender norms are not as stable as
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they may appear and there are many different ways in which gender performances can
affect such norms:
That being a man and this being a woman are internally unstable affairs. The
forcible approximation of a norm one never chooses, a norm that chooses us, but
which we occupy, reverse, resignify to the extent that the norm fails to determine
us completely (1993, p. 127).
Therefore, according to Butler, we may be occupying, reversing or resignifying norms
and some of these actions lead to transforming norms. Butler explained, “the physical
body is that which can occupy the norm in myriad ways, exceed the norm, rework the
norm, and expose realities to which we thought we were confined” (Butler, 2004, p. 217).
And that is exactly what happened with Nour when her male colleagues could no longer
exclusively make a departmental decision without consulting and gaining the approval of
their female colleagues. This change happened after what Nour described as a very
“tough fight” and by women lobbying together. Butler has also explained that gender is
both historical and intersectional. She writes "Gender is not always constituted coherently
or consistently in different historical contexts, and […] gender intersects with racial,
class, ethnic, sexual and regional modalities of discursively constituted identities"
(Butler, 1990: 3). As a result, there is always a space for resistance. Power (e.g.,
hegemony, and norms) will always battle to close that space, but “where there is power,
there is resistance” (Foucault, 1978, 95).
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Implications of Gender Performativity
The continued reproduction and normalization of societal gender norms in
institutions of higher education undoubtedly have negative effects on these
institutions. The patriarchal system, and its cause of the acceptance of traditional gender
norms, has a major impact on how jobs are distributed among women and men in higher
education institutions.
All the women in my study experienced and/or witnessed discriminatory attitudes,
which promoted misleading ideas about women’s capacity for leadership and their lack of
ambition. However, the women I interviewed all reported that they had the desire and
ambition to take on leadership positions, but they still encountered those misconceptions
even if they occupied a senior position. An example of this sentiment is seen in Amal’s
and Nour’s encounters with their junior male administrators who were not faculty
members.
Despite studies and research (Alfawzan, 2017; Hodges,2017; AlDakhil &
AlAnzan, 2016) that have been presented during the past years and growing evidence that
gender patterns in work environments are a form of gender discrimination, the practice
has not ended. The dominance of men in decision-making positions in educational
institutions has undoubtedly contributed to the spread of concepts of gender
discrimination and its standards, as their position allowed them to set standards and
policies that maintain their control and keep women in their place. In contrast, many
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researchers have put forward the idea that women have no aspirations and are
less ambitious than men about their career advancement and are, therefore, not interested
in leadership positions, or promotions. For example, Alghamdi's study (2013), discussed
the obstacles facing the advancement and growth of Saudi women regarding their climb
up the career ladder, and the cultural and personal factors that prevent that advancement,
despite the presence of qualified women who have made advancements up that ladder. A
social descriptive approach was used in this study in the form of a survey that was
distributed to a proportionate stratified random sample with size of (111) female
employees. The underrepresentation of women in leadership positions according to
Alghamdi (2013), blames women, since women are not ambitious, have no desire to hold
these positions, and do not focus on their career growth. In addition, the dominant gender
roles, social norms and the organizational system were exonerated from being the
contributing factor in women’s lack of representation. The study ignored the reasons that
led women to reach this stage, as the researcher used the results of working and dealing
with a patriarchal system as a cause.
Many female faculty members who participated in my study were convinced that
they were not being taken seriously by their male colleagues. Hana had reported being
asked to do work that's undervalued; for example, “taking notes at meetings or planning
events” because she is a woman. The forces of discrimination could also take other
forms, such as, questioning women’s capabilities, which is what happened to Nour when
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her male colleagues took for granted that they knew more and were better than women.
She thought that because she was a woman, people in the workplace “pre-judge you until
you say something intelligent.” This standard was not applied to men. Another form of
discrimination is the lack of facilities for women on campus; women had fewer facilities
and they were smaller in size. For example, the library on the men’s campus was
significantly bigger than the library on the women’s campus and the women’s campus
had no parking lots. The quality and availability of buildings and services significantly
favoured the men’s campus.
Numerous issues related to gender and sexism were brought up by the
participants. The six female participants agreed that gender equality had yet to be
achieved at their university, and they agreed that the academy was “gendered.”
It is worth noting that, based on the theory of gender performativity, the continued
acceptance of gendered social roles by female faculty members that characterize women
as affectionate mothers who smile and avoid arguments, encourages and extends the
continuation of these social roles. This will result in the continued exclusion of women
from important and influential leadership positions, because women are directed to jobs
that require direct interaction with clients, such as service jobs, which may be one of the
reasons why there is a continued lack of representation, and often an outright absence, of
women in leadership positions.
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Many of the study participants felt optimistic about the future of women’s rights
in Saudi Arabia. Optimistic perceptions stemmed from the extraordinary recent changes
in Saudi society that affect women. Examples include: ending the ban on women drivers,
nominating a female ambassador to the United States, and the appointment of women to
important government positions. As the participants in this study mentioned, these were
changes that women had never dreamt of seeing. These changes, granted by men,
suggest that gender identity "is not always constituted coherently or consistently" and “it
becomes impossible to separate out gender from the political and cultural intersections in
which it is invariably produced and maintained" (Butler, 1990, p. 3). However, these
changes and the easing of restrictions on women by the patriarchy is an incomplete
abandonment of patriarchal relations. These changes may have occurred because of the
constant resistance against patriarchy by women, or because of the patriarchal system’s
desire to strengthen the economy by benefiting from work and production of women —
or a combination of both. However, the patriarchal system did not concede to domination,
and will shift patriarchal tactics to develop strategies to regain control. These new
strategies will be normalized over time and dominate the discourse according to the ways
and extent of women’s resistance through their gender performances. There is a high
probability that the female performance of gender will evolve and will never become
stable and fixed because the effects of these changes can never be controlled (Butler,
1990, p.3).
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Gender segregation: Gender segregation in Saudi Arabia’s education policies was
established in order to avoid clashes with culture, traditions, and social beliefs that
underpin society and the belief that women should be kept separate from men (Baki,
2004). The participants also tried to avoid clashing with social norms. The Ministry of
Education mandated gender segregation which can only be eliminated by a mandate from
the Ministry of Education; this is now happening gradually. The university president
cannot make any changes regarding gender segregation. Some of the participants had
mentioned the privileges and advantages that women who studied and worked at a gender
segregated campus enjoyed. For example, Malak described the increase of female job
opportunities, and how gender segregation policies worked as a solution for girls who had
strict male guardians and did not want their daughters to attend a mixed gender campus.
Some of the participants had refused to work in mixed gender sites, because that was the
condition given to them by their husbands and allowed them to remain at their jobs,
which was the case with Hana and Nour.
However, some of the women I interviewed thought that gender segregation
policies had negatively affected women’s opportunities in leadership positions. The
isolation of women in independent buildings could be a factor in their lack of
representation. Men with power in the male-dominated departments and management had
not met with most of their female colleagues in person. These men “just knew the
women’s names and voices,” said Amal. Therefore, men in decision-making positions
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would prefer to work with other men that they had met face-to-face. This keeps women in
their segregated places.
The university administration building, which houses the university president’s
office and all of the deanship offices, is located on the men’s campus. In each faculty, the
dean is aided by female administrative staff in the women's section, and male staff in the
men's section. This has contributed to the waste of resources and the amplification of the
size of the system. This segregation has isolated women who worked at the women’s
campus from the vital sites, the heart of the university, the decision-makers and powerful
individuals. Gender segregation, especially since it is imposed and not optional, is an
extreme form of gender bias, and still exists because it allowed men “to protect their
privileged status and keep women in their place” (Jakobsh, 2004, p. 4).
In contrast, some researchers believed that gender segregation helped to increase
female enrollment in the education system. Moreover, they thought that empowering the
women’s section and giving women the independent decision-making roles in their own
departments would be the solution to gender inequality issues (Alfaauzan, 2017;
Alsuwaida, 2016; Baki, 2004; El-Sanabary, 1994). However, these researchers were
reinforcing and promoting the culturally ascribed gendered norms, and produced a social
atmosphere that created an environment that legitimized essentialized gender roles and
differences, and dictated what was appropriate and inappropriate for women and
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men. This approach, of course, completely limits and prevents the extension of women’s
leadership across universities in Saudi Arabia, which is the focus of my research.
Gender practices that continue to marginalize and isolate women within the
university and society should be dismantled. The continued imposition of gender bias
through the segregation of women from men, in separate buildings throughout
educational institutions, places women in a dependent and subordinate position. The
imposition of gender segregation increases the tension about the social status of women
in Saudi Arabia, and this reinforces the idea that women should be isolated from
economic and political life. It would also contribute to increasing material and economic
burdens in the current and future Saudi Arabian society (Jamjoom & Kelly, 2013, p. 122).
Challenges and Barriers
The male guardianship law, family and job obligations were the main challenges
and barriers that participants had encountered.
Male guardianship law: The participants interviewed had similar negative
opinions of male guardianship laws and their negative role in hindering women from
reaching their dreams, with most of the participants affected directly or indirectly by this
law. The desires and demands of male guardians affected the choices and decisions of
women related to their jobs, and dictated where, when, and how their job was to be
performed. Sarah’s father, for example, prevented her from attending a particular
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university because it was located in a different city. However, women in this research
had studied their job offers carefully, and thought them over so as not to conflict with the
wishes of their male guardians. Many women had given up on their dreams because their
dreams were against their male guardians’ wishes. Most women I interviewed had
support from their husbands who allowed them to work [until April 2017 male guardians
could force women to step down from their jobs with the force of law if they wished] as
long as they could balance their family and their job. The concept of a healthy work-life
balance, juggling family and work obligations, represented a further challenge for
women, since women are still considered the sole caregiver of children.
Family and work obligations. All of the participants described the challenge of
balancing work and family responsibilities, except for Sarah who instead spoke of her
ability to manage her many responsibilities. However, it was a costly decision as she
could not accept a senior position due to her responsibilities at home.
The participants vented about the greater number of responsibilities at their work
in comparison with their male colleagues, especially female faculty members who
worked on the women's campus. Women all over the world suffer from gender bias and
discrimination, and thus far, solutions to this problem have not been addressed
(AlShammari, 2014). On the contrary, the additional difficulties and challenges increase
and persist as barriers to women and their career advancement. Examples of these
challenges include: a lack of training and development programs, a lack of service
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facilities at work, and a difficult balance between work and personal life. As a result,
women turn their backs on leadership opportunities due to the fear of increased burdens,
which is what Sarah, Aisha, and Hana mentioned. The lack of services and facilities
available to ensure adequate care for children, and the lack of training programs and
preparation for managerial work, had prevented them from accepting leadership
positions. They simply could not add to their burden.
Lamphere (1993, p. 81) explained the division in societies within the domestic
sphere of women and the public sphere of men. According to this author, women are
responsible for maintaining life at home, which included cleaning, caring for children,
cooking, and the emotional work of family and extended family. It was believed that men
are more suited to the outside realm, politics, economics and the military. According to
Lamphere, men “have no single commitment as enduring, time consuming, and
emotionally compelling as close as the relation of a woman to her infant child; and so
men are free to form those broader associations that we call society" (1993, p. 81). An
example that confirms what was discussed by Lamphere was shown by the data from my
current study: Amal was asked by a male colleague why she had failed to obtain a
promotion so far into her career, she responded by comparing the obligations that society
imposes on women versus men, and how men in society often does not expect other men
to participate in the burdens associated with the household. This gives men a great deal of
time to pay attention to matters of promotion and career development, unlike the woman
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who works both outside and inside the home. The idea that women are best suited to
domestic life is a social construction that has spread globally. The promotion of domestic,
maternal and household roles as the real work of women limits women’s ability to get
into and to succeed in institutions such as the universities in Saudi Arabia
(Lamphere,1993). This social construction of the public and domestic realms relates to
gender performance theory and its concept of building gender dominant norms in
societies through social interaction. Previous literature highlighted most of these same
challenges and difficulties faced by working women, especially mothers, including the
balance between family and work, and the lack of preparation and management training
programs for leadership roles (AlAhmadi, 2011; Alkayed, 2015; Tunheim &
Goldschmidt, 2015). The research also includes challenges and difficulties, such as
negative attitudes and discrimination due to their gender in the workplace, and the
unrealistic expectations of certain gender-roles that were imposed on them, all of which
appeared in previous literature (e.g. Hodges, 2017). These difficulties often become
overwhelming and sometimes unmanageable due to insufficient administrative support,
in addition to professional conflicts in the work environment (Abaalkhail, 2017; Alkayed,
2015). All of the participants did not have sufficient or helpful administrative support. In
the end, most of the women I interviewed believed that because of family and job
obligations they would have to think twice before they accepted a senior position.
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Implications and Recommendations
Gender performativity concepts provided a helpful framework to create meaning
of the findings from this study. In the following section, I examine the implications and
recommendations that result from the findings.
Education Policies and Practices
This research demonstrates evidence of a male-dominated society in Saudi
Arabian universities that are propelled by the need to conform to culturally managed
gender norms, and thus negatively affecting women’s leadership opportunities. These
alarming results show that policymakers should begin to promote equity and transparency
when shaping guidelines. There must be awareness and a strategy to address the genderbased norms that perpetuate male dominance, and privilege male leadership and decisionmaking roles, within the society and working environments. Saudi education
policymakers should become conscious of how the effects of gender norms penetrate the
everyday practices of the academy. Awareness of gender identities and how gender
inequality is promoted is necessary. A holistic and multifaceted approach would be useful
in addressing issues created through the culture of gender, the normalization of
hegemony and the link of privilege between men and their ability to attain decisionmaking positions. As a way to curb male dominance, universities should outline a fair
and equal appointment system that includes a database linked to the Higher Education's
ministry.
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The findings point to the influential role of women's gender performance in
maintaining male domination within the upper echelons of the university. For example,
accepting and obeying norms and the repetition of acts associated with women, was noted
as having a role in job allocation and recruitment. Women were associated more with
care-related responsibilities due to their consistent adherence and submission to
perceptual emotional roles in society. Similar ideas accelerate male dominance and slow
female representation at organizational leadership and full professorship roles. Hence,
universities and colleges should restructure their job distributions and recruit additional
women to more senior positions, replacing men.
Most women I have interviewed suggested that men were rewarded more with
less effort when compared to female counterparts in the university. At the same time, the
wider society also limits women and their achievements. Notably, the participants
claimed that notwithstanding their effort in balancing the family and work, they received
very limited recognition and appreciation. As a result, they experience daily challenges in
work-family responsibilities and other daily obstacles that prevent their ability to
contribute to society.
In his annual speech to the Shura Council, Saudi Arabia's King Salman bin
Abdulaziz stated:
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We will continue our efforts to empower Saudi women and raise their
participation rates in the public and private sectors, noting with great pride the
high rate of economic participation of women from 19.4% at the end of 2017 to
23.2% at the end of the second half of 2019 ("The text of the speech of the
Custodian of the Two Holy Mosques at the Shura Council", 2019).
Mandating public and private sectors to appoint more women in leadership positions, in
order to provide an equal opportunity for everyone, seems to be the current government's
direction to overcome gender inequality in workplace. However, I want to emphasise that
the goal of Saudi policymakers' should not only include numerical parity, but more
importantly, must also highlight the long history of struggles, fights, and disadvantages
that women have faced and continue to face at home and at the universities. These
complex issues cannot simply be solved by having equal numbers of men and women in
top senior positions and setting aside the past. Women need justice as well as equality
and women need more support, mentoring and training in order to overcome historical
disadvantages. The strict gender norms must change, and in Saudi Arabia the difficulty of
affecting these changes has been discussed throughout my dissertation.
Statistics from the census in Saudi Arabia (2017) revealed that the percentage of
Saudis under the age of 30 is the highest, with 58.5% of the total Saudi population under
30 years of age and there is roughly the same proportion of men to women. Perhaps the
most important characteristic of the Saudi structure is the high proportion of youth
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groups, which indicates that Saudi society is extremely young. Education and
government policies should take into consideration the high demand on education and
labour markets, especially from female students, due to the earlier limitation of female
faculties and academic departments, as compared to male students and departments. All
university faculties and academic departments need to be available for both female and
male students and faculty members.
Public universities should reconfigure their organizational structures, merge all
university administration departments into one building, and gradually do the same with
the segregated faculties and classrooms. An administrative building that brings together
all female and male administrators and university leaders will enable female employees
or faculty member to carry out their duties, attend meetings and participate in decisionmaking.
On August 1, 2019, the Saudi government had relaxed the strict male
guardianship laws by allowing women to leave the country without the permission of
their male guardian and have promised to end guardianship entirely by the end of 2019,
and it did happen. However, women need to be aware of and acknowledge their new
rights and opportunities to be able to act on them. Women should also be fully supported
with any programs and facilities that would help them to reach their dreams. Moreover,
women should be assured that they will be safe and protected in case they face resistance
from their male relatives.
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Future Research
The research and its findings revealed various gaps in knowledge that require
additional future research and investigation. It would be essential to explore the leaders’
views on leadership presumptions at higher education institutions. Female faculty
members, and decision-makers, would benefit from an investigation into female leaders'
understanding of their gender identity performances. This understanding would help
clarify significant structural issues for women, whether at home or in the institutional
system; these issues hold women back in their career and prevent them from having the
confidence they need to succeed.
An investigation and exploration of the frequently observed myths and
misconceptions about female leaders would be essential for the appropriate policymaking and establishment of codes of conduct. Essentially, understanding the
misconceptions and their manifestations demand examination and evaluation to
understand the interaction between the misconceptions and masculine hegemony. The
investigation would be professionally beneficial to women and their opportunities within
the patriarchal hegemony and would subsequently reveal ways to manage these
opportunities.
Additionally, further studies should extensively investigate how female and male
employees at higher education institutions resent and resist the culturally and
contingently established gender norms within their institutions. Future researchers would
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also benefit from an investigation into the faculty's mutual consensus and support options
in Saudi higher education institutions and how these programs, strategies, and plans
support women faculty members. There is also a greater need for research that delves into
the effective mentorship opportunities for female employees and the effect that a mentor
has on professional and personal growth.
Finally, additional studies should be conducted regarding the link between gender
performativity and political and economic transformations, especially in regard to how
faculty members express their gender identity in light of these great changes. For
example, how does a faculty member perform their gender after the application of the
new university law? An in-depth examination of the new forms of regulatory powers that
emerge and affect faculty members would provide an understanding regarding the
constraints that faculty members encounter.
Higher education institutions need to understand how gender norms affect
identities and academic personas of the faculty members and how gender inequity is
propelled. These institutions should unravel the strong gender perceptions of women
through social and establishment practices. Universities need to establish a fair and clear
recruitment system at universities and establish databases connected to the Ministry of
Education and this database should include all members of faculty.
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Conclusion
This study aimed to examine how female faculty members at a Saudi public
university perform their gender identity in their workplace. The research methodology
was qualitative, based on a case study approach using methods that included interviews,
observation, and reviews of departmental documentation. The study also investigated the
effects of gender identity performance and how these performances affected the
opportunity of women to participate in senior management positions. The six female
faculty members who participated in the study performed a variety of stereotypical
feminine gender norms and negotiated their gender identity within these norms in order
to fit into Saudi society. Along with resisting these gender norms, women used different
levels and multiple mechanisms of resistance. The gender performances of these women
had implications for their careers and for the maintenance of the hegemonic system. Data
also showed that the challenges and barriers that delayed and hindered women from
being in decision-making positions were present. Policy and decision-makers in the
Ministry of Education, and Saudi universities must take responsibility to rebuild and
reshape a better future discourse that will be both supportive and helpful for women.
Through this research I learned the effects of segregation and exclusion on female faculty
members under a patriarchal system. These processes affected their gender performances
and brought to light the need for change. The effect of these processes was also apparent
in my own personal experience. I want a place where women’s voices are heard, and their
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intellectual contributions are recognized and extended and expanded into management.
This would make Saudi Universities flourish in new and exciting ways and it would have
a positive effect on Saudi society as a whole.
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Appendix A: Information and Invitation Letter to Participate in a Study
You are being asked to take part in a research project called, “Female faculty members at King
Abdulaziz University: The effect of gender performativity on opportunities for leadership.” In
order to make an informed decision about whether you wish to be a part of this research study,
please read this letter carefully. This letter is a part of the process of informed consent.
The Purpose of the Study
The purpose of this study is to examine how female faculty members at King Abdulaziz
University perceive and perform their gender in their workplace. Further, this study will
investigate how these perceptions and performances will affect their opportunity to participate in
top senior positions. The questions I want to answer are: (a) How do female faculty members
perform their gender identity in their workplace? (b)What are the implications of women’s gender
identity performance regarding their leadership opportunities? and (c)What challenges have
women faced and how have those challenges blocked them from leadership positions?
To answer these questions, I intend to invite approximately 6 individuals to participant in the
study, all who hold positions of full-time faculty member at King Abdualaziz University. I hope
to conduct two interviews per participant or 12 interviews, in total. In addition, I will observe
each participant during the course of her normal work. This will include observation her teach
and meet with students, attending faculty meetings, engaging in conversations with colleagues,
and so forth.
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The Study Design
The interviews and observations will take approximately three months. All participant will be
interviewed 2 times, and each interview will last approximately 1 hour. In addition, each
participant will be observed on her normal working day. All observations will be conducted either
while the participant is teaching or attending meetings. Altogether, there are 2 interviews, and 14
hours of observations, constituting approximately 16 hours and 45 minutes of interaction with
each participant.
Benefits and Risks
There are no known benefits or risks to participating in this study. Although it is possible that
women who participate in this study may be subjected to negative commentary from some male
members of the university, this is unlikely to have any adverse effect on their employment status
or career prospects.
Confidentiality, Anonymity, and Storage of Data
Participants will be able to review their transcribed interviews. Audio-recorded interview data
collected during the study will not be available to anyone other than me, Suha Alhothali, and my
dissertation supervisor, Dr. Tim Goddard. I will keep all data in a locked cabinet. After 5 years,
all data will be destroyed – paper data will be shredded and e-data will be permanently erased. In
the transcripts of the audio-recordings, I will delete the real names of the participants and give
them false names (pseudonyms). In all reports, presentations, and publications the participants’
names and personal information that might identify them will not be used. In other words,
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specific details that might enable a reader to deduce the participants’ identities will not be used in
the reporting of the data. In all reports, presentations, and publications I will use a false name for
the participant. It is important to note that the information you provide for this study will be
confidential, with the exception of the limits of the law.
For Further Information:
I, Suha Alhothali, will be glad to answer your questions about this study at any time. The UPEI
Research Ethics Board has approved this study. You understand that you can contact the UPEI
Research Ethics Board at (902) 620–5104 or by email at reb@upei.ca if you have any concerns
about the ethical conduct of this study.
Sincerely,
Suha Alhothali
Doctoral of Education Candidate, Faculty of Education, University of Prince Edward Island. 550
University Avenue. Charlottetown, PE :C1A 4P3
+1(780)716–XXXX (Canadian mobile)
+966 56-511-XXXX (Saudi mobile), e-mail: salhothali@upei.ca
Dr. Tim Goddard
Professor, Faculty of Education,
University of Prince Edward Island
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550 University Ave. Charlottetown, PE: C1A 4P3
+1(902) 894-2843 (office), e-mail: tgoddard@upei.ca
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Appendix B: Consent Form
Dear Participant,
I invite you to participate in a research study called, “Female faculty members at King Abdulaziz
University: The effect of gender performativity on opportunities for leadership.” Please read
this form carefully and ask any questions you might have.
Your signature on this form means that:
• You have read the information about the research. And you understand what this study is about
and what you will be asked to do.
• I understand the interview will be audio recorded and that any of my quotes used in the write-up
of the findings will be given a pseudonym to ensure my anonymity and the female participant will
receive multiple pseudonyms should she be cited numerous times.
• You have had adequate time to think about whether or not you want to participant in the study.
• You have the right to have your questions about the procedures answered.
• You understand that the information you provide will be confidential within the limits of the
law. However, the confidentiality of information shared during the focus group cannot be
guaranteed, in addition, at the beginning of the focus group I will advise participants that
information must remain confidential and must not be shared outside the focus group forum.
• You understand that there are no known risks associated with the study. Although it is possible
that women who participate in this study may be subjected to negative commentary from some
male members of the university, this is unlikely to have any adverse effect on their employment
status or career prospects.
• You understand that you are free to withdraw from the study within one month (30 days) after
the second interview. Up until then, you can withdraw from the study with no consequences and
all of the data you have contributed will be destroyed.
• You understand you will be provided with a copy of this signed consent form.
• You understand that you can contact the UPEI Research Ethics Board at (902) 620-5104 or by
email at reb@upei.ca if you have any concerns about the ethical conduct of this study.
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_____________________________________________ ________________________
Signature of Participant

Date

Signature of Researcher: I have explained this study to the best of my ability. I invited questions
and gave answers. I believe the participant fully understands what is involved in being in the
study, any potential risks of the study, and that she has freely chosen to be in the study.

_____________________________________________ ________________________
Signature of Researcher

Date

*If you would like to be informed of the results of this study, please include your email address:

________________________________________________________________________
Suha Alhothali
Doctoral of Education Candidate, Faculty of Education
University of Prince Edward Island
550 University Avenue
Charlottetown, PE
C1A 4P3
+1(780)716–XXXX (Canadian mobile)
+966 56-511-XXXX (Saudi mobile), e-mail: salhothali@upei.ca
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Dr. Tim Goddard
Professor, Faculty of Education,
University of Prince Edward Island
550 University Ave.
Charlottetown, PE
C1A 4P3
+1(902) 894-2843 (office), e-mail: tgoddard@upei.ca
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Appendix C: Questions for Individual Interviews #1 & #2

1. What is your name and provide a bit of background about yourself.
2. Do you think your gender constrains your professional growth?
3. In your professional life, do you feel that you are expressing a different identity when
compared to your personal life? If yes, why?
4. Why did you choose to work in academia? And how long you have been a faculty
member?
5. What is your current position at the university?
6. Have you ever occupied a leadership position at the university? If yes, what was it?
7. Do you work in a mixed-gender work environment or do you work on the women's
campus?
8. Do you think your academic department/faculty treats you differently from your male
colleagues? For example, do you have an unequal schedule or fewer training
opportunities and supports, or less flexibility?
9. Do you think your academic department/faculty expect different results from you because
you are a woman?
10. What governs interactions between the genders in workplace?
11. From your experience, have you ever felt that the university work environment restricts
your expression of your gender?
12. Have you ever had an experience in which you felt that being a woman deprived you of a
work opportunity? Or vice versa?
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13. Do you think there is a shortage of women in decision-making positions at the
university? If yes, why?
14. Do you think if you were a man, would you be in different position than yours currently?
why?
15. In your opinion, is there equal opportunity for women and men to occupy decisionmaking positions at the university?
16. What limits women from obtaining decision-making positions at the university?
17. In your academic and administrative work at the university, do you think that you have
work twice as much in order to be noticed and appreciated for your work because you are
a woman?
18. In your opinion, what is power?
19. Who has the greatest influence on decision-making at the university?
20. Do you think that the dominant organizational culture in your workplace is one that
promotes gender discrimination? Do you think that men have most of the power and the
decision-making roles? If yes, how?
21. Do you want change?
22. Have you ever changed your behaviour to control interactions because you felt
discriminated because you were a woman?

23. Is there anything else that you would like to add?

Questions for Individual Interview #2
1. What is delaying women’s access to decision-making positions at the university?
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2. Do you think that there are leadership traits that are unique to women? If yes, explain?
3. Do you think that there are leadership traits that women don’t have? If yes, explain?
4. Have you ever experienced —with your male colleagues, administrative staff, or decision
makers—an incidence of gender discrimination in the workplace?
5. How do you overcome gender discrimination situations at work? Have you ever resisted
them? How?
6. Do you think that your husband / father has a role in your decisions with regard to your
work?
7. Do you think that if you were not married, you will be in a different job or different
position at the university?
8. How do you see your career advancing? What is next for you career-wise?
9. Do you think about taking on a leadership position at your university? Why/why not?
10. What are the leadership opportunities available for faculty member in the university? Do
you feel that your gender affects those opportunities? If yes, how?
11. Why do you think that some women succeed in leadership positions and others do not?
What are the obstacles that some women face, and others do not?

12. Is there anything else that you would like to add?
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Appendix I: Codebook

Code (word/phrase)

Description

Example /Quote/Observation

Agency

How individuals choose to perform
their identities (Butler, 2004).

Agency limitations

In work place, Agency is limited by
accepted norms of gendered
behavior, and by regulatory power

Identity

How individuals understand
themselves in relation to others and
the world. Individuals have multiple
identities that can shift over time,
depending upon the situation

Sex-segregation / Occupational
segregation

The distribution of workers across
and within occupations, based on
gender
Gender is socially constructed this
means that gender is created and
developed by society and
constructed through socialization
and learned gender roles and deeply
embedded in society through
cultural or social practice

“ Of course you cannot express
yourself as a female in your job, this
is not the right place to do so, even
some opinions and thoughts you
should be caution of not saying what
in your mind freely, especially in
controversial issues”
"Although, there is no dress code
guidelines for faculty members at
the university; I believe that faculty
members should present a
professional image in the course of
their work and learning that reflect
the values of the University, and
fosters an environment of mutual
respect among staff, Faculty
members, students and the public.
However, I can see if a faculty
member wears something
considered inappropriate, they will
get questioned about it for sure"
“ ..in my work I am totally different
than at my home, here I am a faculty
member who teach, mentor students,
participate on my department and
my university meetings and events,
while at home I am a mother and
wife”
Observation and documentations

Gender
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“Gender is femininity, for that I
don’t see my gender has any effect
on my profession.”

Gender identity

Power

An individual's perception of having
a particular gender, which may or
may not correspond with their birth
sex. There is no coherent and stable
gender identity, is not a fixed trait;
rather, it is socially constructed and
may vary over time for an individual
(Diamond, 2008)
Power is not owned or held by
individuals, but moves through and
is exercised by individuals at all
levels of systems

Regulatory power

The power that works to paralyze
individual’s agency

Challenges

All barriers that hindering Saudi
female faculty members from
decision making positions
The way of selecting and choosing a
faculty member for a decisionmaking position at the university

Recruitment and selection method

Sex-typed expectations

Gender reflexively

Resistance

A social role encompassing a range
of behaviours and attitudes that are
generally considered acceptable,
appropriate, or desirable for people
based on their actual or perceived
sex
Being thoughtful and careful about
the intent, content, and impact of
actions, behaviours, and context.

Resisting Regulatory power

203

As a women and a faculty member,
I try to not show my femininity in
my job , I practice my gender
identity with my family outside the
university”

“For me knowledge is the power, by
having the knowledge (eg,
knowledge in your discipline,
understanding the university system
…etc) you will have the real power”
“Many things prevent you from
express yourself and questioning
this gendered system, one of them
you will me stigmatized as a
troublemaker, and you will excluded
from any senior position
opportunity each time as in my case
”
“women face more challenges (way
more challenges) than what men
counter to
“In male-dominant profession like
university, to occupy decision
making position will depends on a
group of men who for sure are going
to nominate and select a man they
know and interact with before”
“..Because our society still
considering that working (having a
job) for women is a choice but for
men is a must”

"Sometimes I found myself aware
and cautious of my behaviour and
words just to avoid conflicts
because of what they call it my
masculine way of negotiation,
which obviously discomfort my
colleagues as a female faculty
member"
‘…we ( as a female members)
always make sure to be united and
have the same opinion as much as
we can before any departments’

Patriarchy

A society system which men hold
the power and women are largely
excluded from it

Misconceptions

Discriminatory attitudes which often
veiled in inaccurate fact about
women’s capacity for leadership

Androcentric views of what it
means to be a leader

Placing masculine point of view at
the center of one's view of leader
traits

Male-biases/gender-biases

Discrimination against women.
Sexism

Inner/work conflicts

State of discord caused by the
perceived opposition of needs,
values and interests between faculty
members

Promotion

Raising the faculty member to a
higher position or rank

Family obligations

The values, assistance, support, and
respect to their family members

Work environments

Work environment involves the
physical location as well as the
surroundings of the workplace, such
as a construction site or office
building, lights, air circulations..etc

Mobility

Being able to move freely and easily
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meeting to have a one solid voice,
otherwise male members will treat
us as if we are their wife’s not a
colleagues ”
“All the real effective decision
comes from the male section, some
time we feel paralyzed and have
nothing to do rather than wait..”
“Some people (Men and women)
think that women are not able to
occupy senior position because of
their lack of self-confidence and
independence, which is definitely
wrong”
“To be a leader you should not lead
as women; rather, women leaders
should talk like men, hide emotions,
and act tough”
Observation “Male section has more
verity of departments and
disciplines, and nicer, bigger
buildings” OBSERVATION
“ some colleagues don’t like to see
you doing better than them so they
instead of competing with you,
starting attacking you by hindering
your progress using their power and
networking”
“Men get their promotion faster
because they have more time to
travel to attend conferences, write
papers, books, so they meet all
requirements faster than women”
“I have children that need to take
care of and that take a lot of my
energy and of my day time”
“Some department female faculty
members sharing the same office
and have no pc on their desks, some
buildings are too old and not in
great conditions of air circulation”
OBSERVATION
“Yes women can drive now, but
someone in my age the last thing I
want to do is driving to my work
every day, I’m just not used to it, I
will continue depending on my
personal driver ”

Motivations

Feeling energized to perform at my
best

Job satisfactions

Faculty member's contentedness
with their workplace, and its
leadership

Networking

The action or process of interacting
with others to help to develop your
professional status

Change

Reformation

Awareness

Consciousness about women
empowerment

Preparation for leadership/training

Leader preparation programs

Job obligations

All mandatory tasks that you are
should do as a faculty member

Government reforms

A change to the university system
done by the government to make an
improvement
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“ I am not interested on accepting a
senior positions at the university, I
really have no desire to be ready or
skilled for a leadership position, I
have no time for extra obligations”
“.. In my department I feel I am at a
war battle just to build my teaching
schedule or to apply for a
conference attendance.. the
environment is not uplifting and I
really don’t enjoy departments'
meeting because of that..”
“ One they chose women for a n
important position, they (the men
section of the department)
sometimes prefer to choose a faculty
member who they know her
husband or father who were at the
same field and department, thinking
that will prevent trouble and
conflicts”
“ I am with a change to better
environment opportunities and
status, but I believe that Gradual
Change is Better”
“ No one talk about empowering
female faculty members that much,
actually I think they avoid to talk
about it [laughter]to make sure they
will select the one who share with
them the same views”
“.. the university adopted a new
strategies by choosing some very
good female members and involved
them in a leader preparation
programs to have them ready for a
senior positions at the university or
outside the campus at any
government positons”
“ as a faculty member, you really
have a lot to do starting from
teaching, researching, and
mentoring students, and that really
took all of my energy and time”
“If we just relay on the university
system I don’t believe there will be
a positive change regards women
positions, I think to see number of

Marginalizing

To be treated as insignificant at
work

Privilege

Advantages granted only to men

Flexibility

Being less strict with men than
women when it comes to following
the rules

Family support

Any kind of physical or/and
emotional help and comfort from a
family member

Male-guardianship

In Saudi Arabia, every Saudi
woman must have a male guardian,
normally a father or husband, but in
some cases a brother or even a son,
who has the power to make a range
of critical decisions on her behalf
Being able to plan and control how
much time to spend on specific tasks

women in decision making position,
that will need a government
intervention something like quota”
“Sometimes in my department;
women’ section receives new
administrative circulars from the
men’ section without going back to
us..”
“Driving, parking lots near their
offices and classes, larger buildings
and more equipped and have more,
facilities, laboratories, theaters,
libraries” Observations
“ Our department are more flexible
with men more than women, for
example, the department chair
(man) in our meetings will greeting
the male colleagues with their
“ .. I think I could not be able to
achieve my PhD without the help of
my mother and my mother of low,
they took care of my kids while my
traveling to collect data from
different cities and when I need time
to work on my dissertation”
“ ..I had many leadership job
opportunities but I rejected them
because of my husband’s refusal”

Independence

Being independent here means,
women support themselves entirely
on their own

Women’s capacity for leadership

The qualities required to woman to
be a leader

“ Also, I really don’t think I have
time to be in such position,
decision-making position needs
more effort and time control which I
am not ready for”
“Women now are independent way
more than before, they can for sure
to be in a leadership position, it is
just time but I am sure we will see
more women in top positions soon
..”
“.. I think women still not ready to
top senior positions

Women’s capacity

The qualities required to woman to
do her job

“...In our department the female
faculty members are much better in

Time management
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their discipline and profession than
the male members “
Consequences of being in an
important position

Results of occupying senior
positions

“ .. to be in such position will
requires many things such as
traveling a lot, taking important and
sensitive responsibilities and
creating your won shell to protect
yourself from things that may lead
to feelings of stigmatization, such as
leaving your kids behinds .. those
are really lots of effort”

Male resistance

How male colleagues accept and
react to empowering female
members: e.g. silence, not
supportive in meeting..etc

“I really noticed the university's
strategies lately enhancing women's
empowerment, and some of men are
not happy about it, they swallowed
their pride [Laughter] and have to
accepting it”
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