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Abstract

Despite significant progress under Vision 2030 to enhance women's status in Saudi Arabia, the rise
of mid-level female nurse managers to senior positions has remained slow. While women dominated
the nursing field, male nurses often ascended to top pos#tiorore quickly. This study addressed

the gap in understanding why midvel female nurses faced delays in reachimge senior roles in

Saudi ArabiaMy thesis explored the lived experiences of Aégel female nurse managers, focusing

on the challenges #y encountered and strategies they used within a rédeninated healthcare
environment. It aimed to understand the underrepresentation of women in semi@mnagerial

positions and the impact of the Vision 2030 reforms. Using Interpretative Phenomenological Analysis
(IPA), qualitative data were gathered throughdapth, semistructured interviews with six mitevel

female nurse managers in major hospitals in Hail, Gaudi Arabia. The data were translated and
analysed, with each interview individuadpalysed and crossase comparisons made. A feminist

lens was used to interpret the findings and provide deeper insights into women's lived experiences.
¢tKS aidzReé NBGSIFHtSR aA3ayAFAOLYyG OKFffSyasSa F2NJ FS
dominated healthcag sector. Despite socipolitical reforms under Vision 2030, cultural norms and
societal expectations continue to impact their professional lives. These factors often lead to
internalised oppressive views, perpetuating marginalisation, and reinfosgisigmic barriers. This

study enhances the understanding of the specific challenges faced by female nurse managers in
Saudi Arabia. By delving into their lived experiences, it highlights invisible but impactful barriers to
their progression, underscorin@pé need for targeted interventions to support women's

advancement in managerial roles, beginning with women addressing these internalised views

themselves.
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Chapter 1: Introduction

1.1 Introduction to the Thesis

This thesis explores the lived experiences of-feictl female nurse managers in Saudi Arabia, a

topic of significant importance given the sweeping semionomic reforms and push towards

gender equality undeil K S 3 2 @ S\Ksi6ry2D30§681di Vision 2030016). As Saudi Arabia
undergoes these transformative changes, it is crucial to understand how these shifts have impacted
women nurses in managerial positions within the healthcare sector, which is essential for national
development and public health. Daspprogress in various areas, the experiences and contributions
of female nurse managers are often overlooked in scholarly research, with existing literature largely

focusing on fields such as education, business, and tourism.

In Saudi Arabia, managerial roles have historically beele-dominated,with women only recently
making significant inroads, partly because of progressive policies aimed at enhancing women's roles
in the economy and society. Despite these advancements, women continue to encounter significant
challenges that hinder their careprogression to seniamanageriapositions, particularly in the
healthcare sector. The current body of literature fails to adequately address the lived experiences
and professionalrgjectories of midevel female nurse managers, neglecting a crucial group that

directly influences health care delivery and policy implementation.

This study aimed to address this gap by investigating the experiences-tévaldemale nurse
managers, focusing on how they navigate their professional roles within the cultural, social, and
organizational contexts of Saudi Arabia. Through adfejpth examination of their perspectives,
challenges, and coping strategies, this study seeks to provide a deeper understanding of female

management dynamics within Saudi healthcare.

Female nurse managers play a critical role in shaping healthcare practices and policies by working at
the intersection of strategic decisiemaking and patient care. Their contributions are vital to the

daily functioning of healthcare facilities and haw®ad implications for public health outcomes. By
highlighting their experiences, this study aims to inform policymakers, healthcare administrators,

and academic scholars about the unique challenges and potential strategies to support and advance
women's nanagement in healthcare. This, in turn, could lead to more effective implementation of

Vision 203@ objectives, fostering a more inclusive and equitable healthcare system.



1.2 Justification of the Study

This study is driven by the need to understand the lived experiences of female nurse managers in
Saudi Arabia, a group essential to the healthcare sector that is underrepresented in existing
research. Saudi Arabia is undergoing significant socioeconofoicn®under Vision 2030, which

aims to enhance gender equality and integrate women more fully into various professional sectors,
including healthcare. Despite these progressive policies, women in managerial positions continue to
face significant challengelat hinder their career advancement, particularly in traditionally male

dominated,andculturally conservative environments.

The «isting literature has primarily focused on women in sectors such as education and business,
overlooking the healthcare sector, where female nurse managers are crucial in influencing both
patient care and policy implementation. This lack of focus represarsignificant gap in our
understanding of how these women navigate their roles and the unique barriers that they face.
Moreover, the sociocultural context of Saudi Arabia, with its specific norms and institutional biases,
presents unique challengélsat are not adequately addressed by existing feminist theories, which
are often developed in different cultural settings. By contextualising feminist perspectives within the
Saudi healthcare sector, this study aimed to enrich the theoretical discourf@rnism in

conservative settings and provide a deeper understanding of the interplay between gender, culture,

and professional roles.

This study is important for several reasons. Academically, it addresses a gap in the existing literature
by providing a detailed exploration of midvel female nurse managers in the Saudi healthcare

sector, an area that has been largely overlooked indawsd other sectors, such as education and
business. Practically, the findings of this study offer policymakers and healthcare administrators
evidencebased recommendations to support and enhance women's management in healthcare.
Societally, understandintipe barriers and enablers for women managers in healthcare supports the
ongoing cultural shift towards greater gender equality in Saudi Arabia, aligning with the national

goals of Vision 2030.



1.3 The Research Question, Aim, And Obijectives

1.3.1 Research Aim
To examine how mitevel female nurse managers in the Saudi healthcare system understand and

make sense of their experiences as they ascend senior roles.

1.3.2 Research Question

What are the unique experiences that define the professional journey ofieniel female nurse

managesin Saudi Arabia as they ascend to senior roles?

1.3.3 Research Obijectives

1 To conduct irdepth interviews with midevel female nurse managers in Saudi Arabia to

identify and understand their unique experiences and challenges in professional growth.

1 To perform crossase analyses to explore the key factors that facilitate or impede career

advancement within the Saudi healthcare system.

1 To analyseualitative data to understand the role of societal, cultural, and institutional
influences, including the impact of Vision 2030, on the career trajectories and development

of these women.

1 To develop recommendations based on the findings to propose potential strategies and
support systems that could enhance the career progression and development of female

nurse managers in Saudi Arabia.

1.4 Researcher Involvement: Reflexivity

Reflexivity is an integral part of qualitative research, particularly in studies employing methodologies
like (IPA). Reflexivity in research is about embracing the researcher's role as an active participant in
the research process and being mindful of twmplex interplay between researcher and research
subject, which is critical for maintaining the integrity and depth of qualitative inquiry (Finlay 2002;
Smith et al. 2009) It is the process through which researchers acknowledge and critically examine

their own contributions to the research process, recognizing the potential influence of their personal



preconceptions, cultural background, and assumptions (Finlay 2002). In the context of research,
reflexivity involves a continual inner dialogue and criticaleeHluation of the researcher's position
and impact on the research, rather than striving dorillusory researcher neutrality (Berger 2015). A
reflexive researcher actively engages with the question of how their interactions with the research
and participants shape the interpretation of the data. This includes recognizing how their own
experiencea and identity "interact with, influence, intrude upon, or even potentially skew" the

process of research (Ortlip 2008, p. 673).

In practice, reflexivity involved the use of a research journal, where the researcher documents their
reflections on the research process. This helps in identifying any preconceptions that may affect the
research and in striving for transparency in howsh preconceptions are managed (Etherington

2004). Reflexivity is not only about selvareness but is also an ethical imperative; it ensures that

the research process is respectful and inclusive of the participants' experiences and the meanings
they asciibe to them (Guillemin and Gillam 2004). For instance, in a study exploring the experiences
of female nurse managers, a reflexive researcher would be mindful of how their own gender, career
experiences, and cultural understanding of managerial roles migdllaeince their interactions with
participants and their interpretations of the stories shared by these nurse managers (Smith and
Osborn 2003). They would constantly question their own reading of the data and remain open to the
participants' voices and pguectives, thus enriching the research with a midifered understanding
(Smith et al. 2009). Since IPA involves an interaction between the researcher's understanding of the
AYRADGARAZ £ 4Q fABSR SELISNASYy OSa -nmakhB pracésS(Smitf & A G A R dzl
al. 2009), researchers are called upon to reflect on and become aware of their own assumptions
(Smith et al. 2009).

This seHawareness is crucial for researchers to critically evaluate their interpretative role during the
research process. In this study, | adopted an active interpretative stance and utilize a research diary
to document my thoughts and feelings. Thisyided clarity on how these reflections influenced my
actions and contribute to the overall research findings. In my research, | approach reflexivity with a
deep awareness of my own role and potential preconceptions in the process of data collection,
analysis, and interpretation. Reflexivity, for me, is not just a methodological tool but a continuous,
critical introspection about my interaction with the research and the participants. My background,
experiences, and beliefs inherently influence my reseamsgectives. Being reflexive means

actively acknowledging and scrutinizing these influences. For instance, in interpreting data, | am

mindful of how my preconceptions could shape my understanding of the participants' narratives.



This seHawareness extends to every aspect of the research process from formulating questions to
analysing responses. Engaging in reflexivity also involves recognizing the power dynamics at play
between myself as the researcher and the participants. tanstantly aware of the impact my
guestions and presence may have on the participants and how this, in turn, influences the data

gathered.

Furthermore, reflexivity in my research includes an ongoing dialogue with my supervisors and peers.
Their external perspectives help me identify potential blind spots and preconceptions, ensuring a
more balanced and critical approach to my work. My reflexjournal is a key tool in this process. It

is a space where | record my thoughts, feelings, and observations, both about the research process
and my reactions to it (See Appendix I). This journal serves as a critical record, helping me trace the
evolution of my thinking and ensuring that my interpretations remain grounded in the participants'
experiences rather than my own assumptions. As a nurse with one year of experience in a hospital
setting, | found myself in a unique position, working closely withtwo sisters, who are also nurses,
and a team of colleague nurses. This environment offered alfast perspective on the dynamics

and challenges faced by rrlielvel female nurse managers as they navigate their path to senior
managerial roles. My relate role in that setting provided a fresh and perhaps more observational
perspective. | could see the managerial journey from the vantage point of anczager

professional, noting the skills, attitudes, and challenges that manager encountered. Thigasew
enriched by the insights and experiences shared by my sisters and colleagues, adding depth to my
understanding of the management journey in nursing. Being surrounded by senior nurses, including
my sisters, colleagues and friends allowed me to witrileegpsychesocial aspects of management

in nursing. Their discussions about professional growth, balancing responsibilities, and overcoming
barriers in a predominantly femaled field highlighted the nuanced experiences of female nurse
managers. field higlighted the nuanced experiences of female nurse managers. This proximity
provided me with a closely informed perspective, enabling me to relate to and understand the views

and experiences of those aspiring to or currently in managerial roles.

Even though | previously had insider connections, | now embrace a fully outsider perspective. This
allows me to objectively observe the organizational culture and systemic factors influencing nursing
management. No longer being a member of the nursing telacan recognize the importance of
mentorship, professional development opportunities, and the systemic challenges from an external
point of view. Practicing reflexivity, | acknowledge how my past experience as a nurse and current

detachment from the rolenight influence my perceptions and interpretations of nursing



management. This shift is critical for understanding the complex interplay of personal and
professional experiences that shape the management journey of female nurse managers, providing a

comprehensive understanding from outside the immediate nursing enwient.
1.5 Structure of the thesis

1 Chapter 1: IntroductionThis chapter introduces the thesis by outlining its aims, research
guestions, objectives, and justification for the study as well as the researcher Involvement.

1 Chapter 2: Setting the Scen&his chapter sets the stage by providing essential background
information on the Kingdom of Saudi Arabia, detailing its cultural, religious, and regional
dynamics relating to women's roles in society and leadership. It highlights women before
andafterVia 2y Hnond® LG F20dzaSa 2y GKS AYLI OG 2F G
opportunities in the healthcare sector.

1 Chapter 3: Literature Reviewfhis chapter systematically reviews the literature on women
in managerial positions in Saulliabia, focusing on the barriers and opportunities within the
healthcare sector, and drawing insights from local contexts to outline the challenges and
status of female nurse managers.

1 Chapter 4: Theoretical Considerationshis chapter outlines the philosophical and
theoretical underpinnings of the study.

1 Chapter 5: Research Desigrhis chapter justifies using a qualitative research design and
selecting Interpretative Phenomenological Analysis (IPA), detailing why IPA is suited for
exploring theexperiences of female nurse managers in Saudi Arabia.

1 Chapter 6: Study Methods and Data Managemeihhis chapter describes the study
methods and data management strategies used in the research, including sampling, data
collection and analysis, and ethical considerations, emphasizing the rigorous process to
ensure credibility and integrity in the rese&rc
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experiences.

1 Chapter 9: Discussion Chaptdrhis Chapter links the findings from women's experiences to
the current study by comparing the results with the existing literature and emphasising the

unique contributions of this research.



1 Chapter 10: Conclusiohis chapteconcludes by summarising the study's contributions,

acknowledging its limitations, and proposing avenues for subsequent enquiries.



Chapter2: Setting the Scene

2.1 Introduction

This chapter provides a detailed examination of the Kingdom of Saudi Arabia, setting the stage for
subsequent discussion. It begins by exploring the Kingdom's fundamental elements, including its
Islamic beliefs and tribal customs, the provinces of Sawahiay and their varying levels of openness

in terms of women's liberty and opportunities. Next, the narrative transitions to compare the
situation of women before and after their transformative journey, emphasising the substantial
changes ushered in by ¥6a 2030. The chapter further explores Saudi Arabia's legal and
sociocultural frameworks and provides ardapth look into the Saudi healthcare system, the

nursing profession, and its importance in leadership. While the chapter touches upon past egents, i

primary focus is on the recent challenges and the current status of Saudi women.

2.2The Kingdom of Saudi Arabia

Saudi Arabia is considered to be one of the largest countries in the Middle East and commands
approximately 80 percent of its total geographical expansion (General Authority for Ste2R2its
(Figure 1); General Authority for StatistR&15). It became an official country in 1932 when King
Abdulaziz Al Saud united it (Alkura3@l4). The country is known for its rich culture and strong ties
with Islamic beliefs (The Embassy of the Kingdom of Saudi Arabia Washingtah)DQver time,

many tribes have layed a major role in Saudi Arabia's history and still have a big influence today,
especially in places where some people have more power than others (CR2&tayl The

confluence of historical significance and spiritual reverence has led Muslims worldwide to venerate
Saudi Arabia as sacred land (Alothaim@2605). Saudi Arabia has long been classified as one of the
wealthiest countries in the Middle East, a status cemented after the discovery of oil in 1936
(Nurunnabi2017). Boasting a population exceegli®2 million, Saudi Arabia comprises around 18.8
million Saudis, whilaon-Saudis constitute 41.6% of the total populace, underscoring a substantial
reliance on foreign labour. (General Authority for StatisB@22). This dependence has spurred
initiatives to modernise the workforce, with a specific focus on incorporating more Saudi nationals,
notably women. In response to the heavy reliance on foreign labour, Saudi Arabia has launched
initiatives aimed at modenising its workforce, striving to cultivate a more salfficient labour

market (Vision 203@016). The primary obgtive of these initiatives is to enhance the

representation of Saudi nationals with a notable emphasis on promoting increased female



participation (Vision 203R2016). This shift in focus signifies a profound transformation in the
country's economy and workforce, aspiring to empower women by enabling them to assume roles
that are traditionally dominated by men (Tog2019). Concurrently, Saudi women have undergone
remarkable transformations. A clear trend towards women's empowerment is emerging, as Saudi
women are achieving advanced educational qualifications, gaining financial autonomy, and making
strides in diverse gblic sectors (Varstey 2019). This progress can largely be attributed to the

crucial legal reforms outlined in Vision 2030, which, as discussed in depth in this chapter, have
provided women with expanded rights, enhanced mobility, and a multitude of economic
opportunities (Rizvand Hussaiiz021). Over the past decade, rapid reforms have been observed,
accompanied by a rising acceptance among men towards the evolving roles of women. While there
have been progressive changes, some traditional attitudes towards working wonnsistpe

(Almathami et al. 2022).
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Figure 1. The geography of Saudi Arabia (Encyclopaedia Britannica [n.d]).
2.3 The religion of Islam in Saudi Arabia

Saudi Arabia is an Islamic state where adherence to Islam is obligatory for its citizens, as per legal
mandates. The impact of Islam on societal norms in Saudi Arabia is substantial, encompassing its

RSSLI AYyGSANI A2y Ayilz2 (aKddsdapeyldadmzen@sias thifindaMdntld
basis of Saudi Arabian legislation, operating within the framework oSteidaw. The country's

Constitution, established in 1992, upholds the principles of fairness and parity in accordance with



Sharidaw, regardless of gender (The Constitution of Saudi AtE#82). Nonetheless, it is crucial to
recognise that the complete enforcement of these laws has faced obstacles, resulting in various

challenges for women, particularly in the domains of education, employment, and leadership.

2.4 Cultural Roots and Tribal Traditions in Saudi Arabia

Before discussing the current situation of women in Saudi Arabia, it is essential to examine its history
and cultural roots. The Saudi people originated from nomadic Bedouin tribes who lived in harmony
with the environment. This attachment to nature aneh¢hremains an important part of Saudi

culture (AAhmadi 2011). Saudi Arabia is home to numerous tribes, each boasting its own unique
tradition, customs, and social structure. These tribes have significantly contributed to the cultural
diversity and socidhbric of Saudi Arabia, enriching the nation's heritageA#thadi2011).

Historically, Saudi Arabian tribes, organised around extended family networks, have fostered strong
affiliations, offering members a sense of belonging, protection, and mutual assistance (Charrad
2011). Over time, local customs and religious principles derived from Sharia law have merged with
the tribal system, leading to a fusion of religious and cultural elements that are deeply interwoven in
the Saudi context (Mhmadi2011). Tody, as Nieva (2015) outlines, the tribal system remains
integral to the country's social structure, with family and tribes having powerful influences on
societal structures. This tribal influence extends to all aspects of social interaction where @ifliati
especially tribal connections, play a significant role in shaping individual lives (Pauistiardahl et
al.2014). Organizational loyalties and traditions often reflect tribal zones, with tribal reputation
potentially significantly impacting individl freedom, as noted by LaPierre and Zimmerman (2012).
The formation of Saudi Arabia resulted from the consolidation of various Arabian Penrimgllang

tribes under the leadership of King Abdulaziz. During this crucial juncture, an important condition
was agreed upon to ensure that the tribes could maintaigir customs and cultural practices, a

factor that has allowed many tribal traditions to endure over time because of limited state
intervention (Charad@011). In recent decades, however, Saudi Arabian society has undergone rapid
social transformation,ransitioning from a nomadic and tribal society to one that is primarily
characterised by urbanisation. This transition, while contributing to modernisation, has also posed
challenges for the educational system, as it seeks to evolve while staying grauaritedeep

seated cultural and tribal traditions Ahmadi 2011; Kattan et é2016).
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2.5 RegionaPerspectives: Women in Saudi Arabian Provinces

The levels of openness and development across these regions are influenced by a combination of
historical, geographical, and economic factors. In this context, "openness" refers to the degree of
receptiveness to external influences, cultural exchangesgtralationships, modernisation efforts,

and the level of flexibility in adapting to global trends and values, while balancing them with
traditional norms and practices. The Eastern Region, with its legacy in trade and abundant olil
reserves, has cultivategiktensive international ties (Salaghal. 2014. It is also more receptive to
foreign businesses and expatriates, which contributes to its relative openness. The Western Region,
with its historical prominence as the hub for the Hajj pilgrimage and its role as a port, has been
exposed to a myriad of tural influences, such as interactions with pilgrims from around the world,
international trade, and maritime activities. This created a combination of traditions and practices,
with an undertone of cosmopitanism. The Central Region, which houses the capital city of Riyadh,
leverages its position as the administrative and economic heart of the country. This centrality aids in
driving modernisation and fostering connections on a global scale. ConverseNottern and

Southern Regions, which are bound by geographical constraints and are anchored in strong tribal
identities, have retained a more traditional culture. Rugged terrains and-deefed tribal

affiliations have led these regions to maintain theistinct cultural identities, with limited

intermingling with external cultures (Alyar2016).

Regions of
Saudi Arabia

Central Region
Eastern Region

Figure 2. Regions of Saudi Arabia. (Aabed et al. 2021).
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2.6. Situating women in the context of Saudi Arabia Presion 2030

This section outlines the status of women in Saudi Arabia prior to Vision 2030. It didooasthe
legal system based on Sharia law and sociocultural norms shaped their lives and impeded their

involvement in senior leadership.

2.6.1 Historical Trajectory and Contemporary Landscape

Throughout Saudi Arabia's history, the status of women has undergone significant changes due to
various political, economic, and social developments (VarsBogg). Over the years, several

significant political events have played a crucial role in shaping the position of women in Saudi
society, ranging from the discovery of oil in Saudi Arabian land in 1930 to the recent development of
Vision 2030 (NahshaD20). Rapid economic growth and wealth generated from oil exports present
new opportunities and chilnges for Saudi society. With the influx of wealth, modernisation efforts
were initiated, which had varying effects on the status of women. While some women gained access
to education and employment opportunities, others faced increased conservatismspomee to

societal changeLgRenard2014).

In the 1970s and the 1980s, Saudi Arabia experienced a conservative turn due to the influence of the
Islamic revival movement (the Sahwa Movement). This era witnessed the enforcement of strict
interpretations of Islamic laws and customs, leading to thelémgntation of gender separation

policies and restrictions on women's participation in public life (La@@14). However, the

situation for women began to evolve in the 21st century, with gradual reforms and growing
emphasis on women's empowerment. Kiigdullah bin Abdulaziz, who ruled from 2005 to 2015,
played a pivotal role in advancing women's rights. In 2011, King Abdullah announced that women
would be granted the right to vote and run for office in municipal elections, marking a significant
milestore in women's political participation in the country. Saudi Arabia is renowned for its deeply
conservative nature, with intricately intertwined religions and gender politics (H203&). Before

the implementation of Saudi Arabia's Vision 2030 initiativeicly aimed to bring about

comprehensive social and economic reforms, the status of women in the country was characterised
by a combination of traditional societal norms and legal restrictidhgfollowing sectioraimsto

provide an overview of the circumstances faced by women in Saudi Arabia before 2030.
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2.6.2 The Legal system in Saudi Arabia

The legal framework in Saudi Arabia finds its roothénation's Islamic identity, deeply intertwined
with the principles of Sharia (Islamic law), emphasising the paramount role of Islam in shaping its
legal system (Alanz2020). This framework operates firmly within the contours of Sharia Law,
forming the foundation upon which legislation and governance are built. The Constitution of Saudi
Arabia, established in 1992, draws explicitly from Sharia law, with the distincogeiqf upholding
justice and equitable rights for all genders (The ConstitutioraafiBArabial 992).

The fabric of gender roles in Saudi society is intricately woven with the conservative interpretations
of Islam. Aligned with Islamic principles, women are granted freedom to work, provided they do not
impinge upon their domestic responsibilities (Vidyamaand Rea2004). These interpretations,
NE2GSR Ay O2yaSNBlIGAaYY 2FGSy KAIKEAIKEG 62YSyQa
on the paradox that, despite Islam's intrinsic principle of gender equality, these conservative
interpretations, lagely influenced by male perspectives, have unintentionally amplified male
empowerment. Charrad coins these interpretations'amlltiple legal systems on the one hand and a
history of active legal interpretation on the otheffi. 421). This entrenched perspective not only
solidified Saudi Arabia’s religious identity within its borders but also resonated across the broader
Islamic spectrum. Consequently, numerous religious practices stemming from Islamic interpretations
have scydted women's status in Saudrabia, effectively limiting their career trajectories through
practices such as gender segregation and the male guardian system. It is essential to recognise that
while these laws were intended to be fully enforced, there were significant challengesiin th
execution. These challenges have led to disadvantages for women in areas such as education,
employment and management. This highlights the major legal obstacles that women confronted in
Saudi Arabia prior to the recent reform plaall of whichundersores the critical legal barriers faced

by women in Saudi Arabia before the recent reform plan.

2.6.2.1 The Male Guardianship System

The concept of guardianship, in which women require male permission for certain activittesy
constrains their autonomy and decisiomaking capabilities. The male guardianship system has been
a part of Saudi Arabia's social and legal structure for many years (Alshabi&niEnso2019).
Traditionally, under this system, women were legally required to have a male guardian, typically a

father, husband, or other male relative who would have significant authority over various aspects of
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their lives. This system has been closely linked to the country's interpretation of Islamic law and
societal norms as it reflects the belief that women require male protection and supervision
(AlshahranR018; Alhajr2020; AlharbR015). The male guardianship system has significant
implications for women's autonomy and decisioraking capabilities (Alharbi 28}l Under this
aeaidasSyz 42YSy 2FGSy NBIdzZANB GKSANI Tdzr NRAFYyaQ LISN
travel, obtaining education, and eneccessing healthcare (Alshahrani 2018). Women faced

significant limitations in their mobility. They were unable to travel without the consent of their male
guardians and often required a male relative to accompany them in public (AR@1S). This

system has created a significant level of dependence on male relatives, limiting women's freedom
and restricting opportunities for personal growth and development (All2480). For example,

women were not allowed to travel without the consent of their maleagdians, even for essential
reasons such as seeking medical treatment or pursuing educational opportunities abroad (Alshahrani
2018).

2.6.2.2 Gender Segregation System

Dating back to the early months of 1990, Saudi Arabia introduced comprehensive gender

segregation, a deeply ingrained tradition (Meig10). Gender segregation in Saudi Arabia is

influenced by a combination of legal systems and cultural norms. The legal system, heavily shaped

by Islamic Sharia law, mandates gender segregation in various public domains, such as schools,
workplaces, and pholic spaces, aligning with specific interpretations of Islamic teachings that

emphasise modesty and separation betweatmrelated men and women (Meij&010). Additionally,

women were required to adhere to a strict dress code, including wearing an abaya and head

covering in public spaces. One vital explanation for the enduring prevalence of gender segregation in

Saudi Arabia can be traced to the counttyistorical trajectory, marked by deliberate avoidance of

Western colonisation (Kattan et &016). This unique historical narrative has significantly

contributed to the emergence of gender segregation as a defining hallofé8kudi Arabian society.
According to ADabbagh (2008f Ay (G KS OFaS 2F { I dzZRA ! N} 6Al X GKS =
L2t AGAOLFE Odz GdZNB ARSI f AT S&a 62YSyQa R2YSaidraoOraGex
ARS2t23A8a GKFG £8S3IAdAYIGS GKS Y2ybenNddKeé O6LID o0 d
segregation across all facets of life, resulting in specific expectations for men and women (Alharbi

2015). For instance, in Saudi Arabia, occupations such as military roledeb@managment, and

engineering are reserved almost exclusively for men, while women have traditionally found roles in

sectors such as education and healthcare more accessible (Sye@@t&). As ADabbagh (2008)
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noted, there is a minimal, if any, overlap in the roles and responsibilities assigned to men and

women within this framework.

2.6.2.3 Other Legal Restrictions

The legal framework in Saudi Arabia is characterised by miggadations that limit women's rights.

The constraints women faced before the initiation of Vision 2030 emerged from the complex

interplay between traditional interpretations of Islamic law and societal norms. These restrictions

have significantly influered various aspects of women's lives by impinging on their rights and
2LIR2 NI dzyAGASa AYy RAGSNRES gl e&ad b2Grofesz GKS tS3l

autonomy.

These limitations encompassed constraints on driving, access to certain professions, and divorce
proceedingsWhile the main text of this report outlines the broader impacts of these reforms, it also
provides a detailed examination of specific legal changes before and after Vision 2030. For a detailed
comparative overview of the legal rights and social standirig&udi women before the Vision 2030
reforms and the subsequent advancements made in securing greater legal autonomy and social
freedom for womerwithin the Kingdom, please refer to Appendix A. This appendix enhances the
discussion by offering additional context and depth (Embassy of the Kingdom of Saudi Arabia in
Washington DQ019).Consequently, women in Saudi Arabian society have encountered numerous
challenges in achieving gender parity and equitable opportunities (Har2d20). Additionally,

women's participation in political arenas was notably limited, with their involvement in voting or
running for public office in municipal elections not peited until 2015 (Quamar 2016). The

depiction of women in the media has often perpetuated constraining and stereotypical portrayals,
mirroring the entrenched societal constructs of gender roles. The mix of legal structures and cultural
norms within the Sadi legal framework significantly impacted women's lives prior to the

transformative Vision 2030 initiative.

2.6.2.4 Sociecultural Constraints

Sociocultural norms and practices play a significant role in shaping everyday life and gender roles in
Saudi Arabia. These norms and practices are deeply rooted in Islamic traditions and historical

customs, and influence various aspects of social intesastifamily dynamics, and women's roles in

the community. In the past, the situation of women in Saudi Arabia was marked by numerous
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challenges and limitations rooted in deeply ingrained sociocultural norms and traditional practices
influenced by Islamic principles (Mobarakid S6derfeldt2010). As noted by Adhmadi (2011), the

tribal customs and cultures prevalent in the Arabian Peninsula before Islam played a significant role
in shaping the conservative approach towards women in Islam, particularly regarding their decision
making capabhities. In 20%, Alharbi highlighted that Saudi Arabia had long been perceived as one of
the most estrictive countries in the world for women. Despite constitutional provisions, societal
norms and religious practices have hindered the realisation of women's rights and their engagement

across various sectors of society.

Throughout the past years, women have contended with noticeable discrepancies spanning various
domains, including education, employment, and leadership responsibilities (Aletaib2017; Syed

et al.2018; Alsubhiet al.2018). Frequently, women find themselves confined to conventional roles
primarily as wives and mothers, with their engagement in public affairs relegated to a secondary
position (Marinakolw2014). The contours of societal norms perpetuated the limitations of women's
active involvement irpublic life. Moreover, these entrenched norms cast obstacles on the path of
women seeking engagement in leisure activities, sports, and recreational pursuits (SyezDéBJal.

and the conservative interpretation of Sharia law, along with societal norms, imposed restrictions on
women's autonomy and their ability to participate fully in public and private spheres (Le Renard
2014).

2.6.2.5 Impact of Constraints on Women's Employment

The impact of gender segregation on women's participation in the workforce was substantial,
influenced by a combination of cultural norms and legal barriers. For example, women were
requiredto useseparate entranceandrooms causin@rganisations to avoid hiring women to

eliminate associated costs (Syetdal. 2018). While certain women were able to find employment in
sectors such as education, healthcare, and specific government positions, their opportunities were
markedly constrained by the practice génder segregation (Katte2016). This arrangement

resulted in distinct limitations on the range of occupations that women could pursue, perpetuating a
hierarchical division of roles based on gender. Moreover, the imposition of gender segregation often
necessitates that woman seeleinission from male guardians to engage in formal employment
(Kattan2016). The requirement for male approval represents a significant impediment to women's
autonomy and professional aspirations. The dependency on male consgehéered a system

wherein women's access to the workforce was not solely contingent upon their skills and
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qualifications but also on the consent of their male counterparts (®yedl 2018). Consequently,

the interplay of gender segregation, cultural norms, and legal barriers culminated in a scenario in
which women's participation in the workforce was circumscribed and subject to stringent
constraints. While certain sectors offered lied opportunities for women, their capacity to explore
diverse career paths and assert their professional agency remained substantially curtailed by these

overarching factorsSyedet al.2018).

2.7 TheStuation Today (The New Era) Promulgationgsion 2030

2.7.1 Vision 2030

Vision 2030, launched by Crown Prince Mohammed bin Salman in 2016, outlines a comprehensive
plan for the transformation of Saudi Arabia's economy and society. Saudi Arabia announced the
adoption of Vision 2030 to improve its economic status and reduaiependence on oil (AHanawi

et al.2019; Albejaidand Nair2019). Vision 2030 is a longrm transformational program that aims

G2 NBO2yaidNHzOG {F dzRA ! Nlréliant e@anom$ © & povivekodomy, i I (i dza
thereby placing the countrynia more favourable, solid, and sustainable economic position. The

reform plan is motivated, in part, by the global overproduction of oil and the expansion of solar

power (ElIneeind AIMulhim2022).

C dzNJi K S NJY 2 NB Zfasfgrodmitypopuldidn dids btr@isied its budget and ability to sustain

high living standards and high wages for its citizens. The Saudi population is expected to grow to 45

TN
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ensure the best future for Saudi citizens. The plan aims to build the best future for the Saudi Arabian

A g

community, whereby developmentof$h O2 dzy 1@ Qa SO2y2YASa Aa (KS Ayo

on the oil source (Elneel and AIMulh2822; Moshashai et al. 2020). In this context, the plan seeks

to minimise government spending and emphasise facilitating the participation of the private sector.
Briefly, its ambitions include enhancing pulpdvate partnerships and improving the busises
environment (AlbejaidandNair2019; Thompso2019). Vision 2030 has highlighted many strategies
to improve the quality of healthcare, education systemmsg empowerment of women in Saudi

Arabia. Such improvements can ultimately be accomplished through encouraging the private sector

to offer various job opportunities to Saudi citizens (Elreeed AIMulhim 2022).
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2.7.2 KeyHements ofVision 2030

A key piece of the Vision 2030 program is to improve unemployment by revitalising the private

sector and reducing reliance on foreign workers. Notably, statistics esthavgharp rise of 11.5% in

Saudi unemployment from 2016 to 2017 (General Authority for Statistics 2017). The Vision 2030

plan was formulated to ensure an optimal future for Saudi citizens, especially women. The plan pays

LJ- NJi A Odzt I NJ I G ( S igipatios 3hd empowsr@eritShroQghout dll I&dEls and sectors

and aims to improve gender equality through major changes in legislation @048). The goal is

02 SYyKIyOS GKS FSYItS 62N)] F2NOS adlkiddza o0& AyONBI
8% by 2030 (Moshashai et al.2020).

HOTOPHOM 22YSYyQa 9YLRGSNNYSY

Women's empowerment has been identified as a key pillar of Vision 2030 in Saudi Arabia with the
aim of increasing women's participation in the workforce and promoting tteitusacross various
sectors. Efforts include easing restrictions on women's mobility and expanding opportunities for
education and professional development. There has been a notable shift in attention to women's
issues in Saudi Arabia under the leadershipiof ISalman Bin Abdulaziz. Since ascending to the
throne in 2015, King Salméas engaged significantly in addressing the needs and rights of Saudi
women, acknowledging their pivotal and historic role in the Kingdom's progress and advancement.
This marked change has drawn observers' attention, who note the unprecedented focus anisom

rights in the country over the past five years (Alnufaie and Begk@i).

According to the Global Gender Gap Report for 2023, Saudi Arabia holds the 131st position,
illustrating the nation's endeavours and obstacles in bridging its gender disparity. This challenge
primarily manifests in economic participation and opportunitiedycational achievements, health

and survival, and political empowerment (Figure 3) (World Economic F20@8). The report

released by the World Economic Forum provides insights into the global status of gender parity and
Saudi Arabia's progress. Over thast five years, Saudi Arabia's rankings have fluctuated: 141st in
2018 and 131st in 2023 (World Economic Forum 2028e Figure 4). Significant improvements
include increased female workforce participation and educational reform. However, challenges

persist in achieving full gender parity.
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2.7.2.2 Legal and Legislative Reform for Women

Legal and legislative reforms for women refer to efforts to change and improve laws and regulations
to promote gender equality and protect the rights and wellbeing of women. This encompasses a
wide range of legal and policy changes aimed at addressingugasgsues affecting women's rights

and empowerment (Oppenheim 2019; Alhussein20The following are some key aspects of legal
and legislative reform for women. The implementation of Vision 2030 in Saudi Arabia has been a
steadfast, longerm effort, epecially evident in significant advancements in women's rights. These
advancements include the ability to drive, hold managerial positions, travel without male

permission, participate actively in sports, live independently, and serve in the military.oh maj
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reform was the modification of the guardianship system in 2019, now allowing women over the age

of 21 to travel abroad without male consent and enabling increased access to government services

and legal rights without approval from the guardian (RimdHussairR021; Alghamdiet al. 2022).

The Saudi government, aligned with the Vision 2030 program, has taken substantial steps to address
g2YSyQa LINRPFSaaraz2ylt aiddza adArAzya o0& StAYAylLFGAy3a C
guardianship system (litit 2018). This system, which formerly gave male relatives full authority over
OSNIFAYy aLsSota 2F ¢g2YSyQa tA0Sa yR NBaUNROUGSR
rights andsustainable development in Saudi Arabia (Human Rights Watch 2016). Legislative reforms

KI #8 088y SaitlofAaKSR (12 SyKryOS s2YSyQa dzi2y2y
children and the right to seek divorcede! LILISY RAE ! 0®d ¢KS 32FSNYYSyid | f:
driving ban, facilitating their mobility, which is crucial for the Vision 2030 plan. This has led to more

women entering the labour force and increasing workplace productivity (I2@ti8). The Saudi

Ministry of Labour and Social Ddgpment reported a decrease in reliance on private drivers,

correlating with more women obtaining driving licences following these policy changes (Moshas Hai

et al.2018). Additionally, the inclusion of women in sports has increased dramatically, with a

reported increase in female sports participation of approximately 149% (Alghamd&ral).

2.7.2.3 Expanded Educational and Career Opportunities for Women

The Saudization Program, officially known as Nitaqgat, is a policy implemented by the Ministry of
Labor and Social Development in Saudi Arabia. This policy mandates that companies and enterprises
employ Saudi nationals up to certain levels, aiming to redusamployment among native Saudis,
improve gender equality, and decrease the country's reliance on expatriate workers. The private
sector in Saudi Arabia was predominantly occupied by expatriate workers from countries like India,
Pakistan, the Philippineand Arab countries such as Lebanon and Egypt before the implementation

of SaudizationAl Abdulkarim2018). This policy mandates private firms to adhere to certain quotas

for Saudi employment, with the aim of enhancing Saudi participation in the private sector. Notably,
the program has influenced both Saudi and foreign worker employment and has impéaeted t
sustainability and productivity of private firms. While it has fostered Saudization, it has come at a
significant cost to companies, resulting in higlegit rates and diminished employment in surviving

firms (Al Abdulkarim2018). Furthermore, the Nitagat policy has specific repercussions on female
employment in Saudi Arabia, revealing significant obstacles to their participation in the workforce,
especially in multinational contexts (Alfarran et2018). Hence, the primary goal of Vision 2030 is

G2 o022al0 2OSNIfft 2Ny F2NOS LI NIAOALI GA2YS SAGK |
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This goal aligns with the 'Saudization' initiative, which aims to secure job opportunities for Saudi
nationals, and the ' Feminisation ' of the labour market, a movement dedicated to creating and
enhancing job roles for women at various levels, includiagagerial roles (EBakr2022).

According to official statistics, Saudi Arabia's total population is approximately 32 million, with 11
million employed. Of these, approximately five million are Saudi nationals and the remainder are
non-Saudis (General Authority for Statist322). In the labour force, women's participation rate
was 27.8%, in contrast to 80% for men (The Worlck2822). The latest Women's Labour Force
Survey report reveals significant progress, with the unemployment rate for Saudi women dropping
to 15.4% in the fourtlguarter of 2022. This indicates a decrease in the rates in the previous years.
Along with the reduction in unemployment, there has been an increase in women's economic
participation and employment across various sectors. The employment to populatiorfaatio

women rose from 30.4% to 27.6% in the fourth quarter of 2021, indicating a growing involvement in

the workforce (see Figure 5) (General Authority for Stati23).

Figure 1. Historically, the female labor force participation rate for Saudi

women was low, but increased substantially in the last three years
Famale labar force partcipation rate by negion and oouriry

BROOKIMNGS

Figure 5(Female LabouForce Participation Rat023)

2.7.2.4 Promoting the Work Environment for Women

Several important legislative changes have been implemented recently by the government to
demonstrate its commitment to increasing female participation in the workforce, bringing the
Kingdom closer to reaching Vision 2030, promoting equality, fairnessnaddrnising the
employment sector. Vision 2030 recognises that women are an essential part of any successful

modern nation (Vision 2030 2016). With increasing work opportunities for women, there is growing
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policy concern to prevent cultural norms from being eroded and to avoid conflict in the workplace.
One noteworthy development is the issuance of Resolution No. 684 by the Council of Ministers on 4
August 2019 which introduced enhanced protection and righitdemale employees under the KSA
Labor Law. One of the key provisions is the inclusion of a comprehensixdisanimination clause

that prohibits any form of discrimination based on gender or other protected characteristics.
Moreover, employers are @xessly forbidden from terminating female employees or serving them
with notice during their pregnancy, the maternity period, or any legally allowed period of sickness

arising from pregnancy or maternity.

The AntiHarassment Law in Saudi Arabia was introduced in May 2018 to address the issue of
harassment and protect individuals, particularly women, from various forms of abuse and
harassment in public and workplace spaces. This law aims to create a shfeoesrespectful
environment for everyone in the country. Under the provisions of this law, individuals who commit
acts of harassment can face penalties including imprisonment and fines. Article 6 of the law

concerning the crime of harassment outlines tenalties for those found guilty of such offences.

OSubject to paragraph 2 of this article and without prejudice to any penalty prescribed by
Sharia or any harsher penalty provided for by any other law, any person who commits a
crime of harassment shall be subject to imprisonment for a period not exceawadirygars

and a fine not exceeding 100,000 riyals, or to either penalty; the crime of harassment shall be
punishable by imprisonment for a period not exceeding five years and a fine not exceeding
300,000 riyals, or by either pendt{Bureau of Expert Cauail of Ministers Resolutic2018).

The severity of punishment depends on the nature of the offence and whether it is a repeated or a
persistent act. The law covers a wide range of behaviours that cafabsified as harassment,

including verbal, nonverbal, physical, or digital harassment. It applies to public places, workplaces,
educational institutions, and other settings in which people interact. In addition, the reform plan
places strong emphasis orahsparency, accountability, and agrruption measures in Saudi

Arabia's governance and economy. This aspect aims to establish a fair business environment, while
promoting sustainable economic growth. Equally significant is the commitment to combat

corruption through strict measures that hold individuals and entities responsible for unethical
behaviour. These measures include increased transparency in public procurement, financial
transactions, and government deals. The goal is to eliminate corruptipeactebuild trust,

enhance credibility, and ensure that resource utilisation benefits the nation.
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In addition, the reform plan under Saudi Arabia's Vision 2030 directly addresses the social practice of
wastar the use of personal connections to attain gaaishich significantly impacts women's career
growth and sustains male dominance across various sectors, thereby impeding women's
professional development (AbalkhaihdAllan 2016 Syed et al.2018). The National Ar€orruption
Commission, also known as thNezaha embodies the principles of integrity, honesty, and

transparency in governance and pubife. Its commitment to antcorruption efforts and promotion

of ethical conduct are essential in fostering a culture of accountability and ethical behaviour, which

is crucial for the effective operation of institutions and societal welfare. At the vadgfa

challenging practices lik&/astathe Nazahaattemptsto dismantle inequalities and foster equal
opportunities for all, effectively decoupling professional success from personal affiliations (Vision

20302018).

2.8. HealthcareSystem in Saudi Arabia

At this stage, it is important for the reader to gain insight into the context of this study and the
setting in which it was conducted. Tlsisction offers details regarding Saudi Arabia's health care

system, the organizational framework of the nation's health system, and its nursing profession.

2.8.1 Overview of Saudi Health System

The healthcare setting of the Kingdom of Saudi Arabia (KSA) has undergone significant changes,
marked by advancements in its medical infrastructure. In recent decades, substantial improvements
have been made in both the quantity and quality of health agedltincare services. Gallagher (2002)
highlighted the noteworthy progress achieved by Saudi Arabia on a national scale, an achievement
that stands out even among countries experiencing remarkable expansion of the healthcare system.
Notably, Saudi Arabia hasicceeded in providing a relatively high level of accessible care to various

segments of the population.

The evolution of Saudi Arabia's healthcare journey can be traced back to the establishment of its
first public health department in 1925 through a royal decree followed by the establishment of the
Ministry of Health (MOH) in 1950. This growth is refledtethe current count of 487 hospitals with
72,981 beds, signifying approximately 2.2 beds per 1000 population (Ministry of I204lfH.

Historical developments include the renaming of the Health Directorate in Jeddah as the Directorate
of General Healthrad Ambulances in 1927 ¢Rabeeal2003). Subsequently, in 1951, the
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Directorate of General Health and Ambulances was transformed into the Ministry of Health,

overseeing 11 hospitals nationwide (Al Yousuf et al. 2002).

Recently, there has been substantial growth in the Saudi Arabian healthcare sector, as evidenced by
a 2017 Ministry of Health report, which reported 423,940 health employees (Albejaidiair

2019). Saudi Arabia's commitment to bolster its healthcare sector is exemplified by a significant
budget increase of 4.8% allocated to the Ministry of Health (MoH) from 1970 to 2017, which has
facilitated rapid progress in the healthcare delivery systemmating in notable improvements in

the population's healthindicators, approaching levels observed in developed nations (Ministry of
Health2018). For instance, Saudi life expectancy has surged from 66 to 74.9 years, accompanied by
declines in maternal, infant, and child mortality rates (Ministry of He2tth8). However, despite

these achievements, challenges persist for the Saudi government in delivering quality healthcare,
owing to the rapidly growing population. Projections indicate that, by 2050, the Saudi population
could reach 45 million, further stising healthcare delivery. This challenge is compounded by the
increasing prevalence of chronic and lifestyddated diseases, including cancer, diabetes, obesity,

and depression (Mansuei al.2015), which increases the burden on healthcare systems (United
Nations2013). To address this, Saudi Arabia is shifting towards a healthcare model that prioritises
patient outcomes, coseffectiveness, and quality of care as part of its Vision 2030 reforms (Albejaidi
andNair 2019). As the principal healthcare providaddinancier, the Ministry of Health (MOH)
manages 244 hospitals with 33,277 beds and 2037 primary healthcare centres (PHCs). This
systematic approach has positioned Saudi Arabia favourably in 26th out of 191 countries in the
World Health Organization's maings (World Health Organization 2000). Despite these significant
achievements, the healthcare system faces ongoing challenges that call for creative strategies and

enhanced cooperation between the MOH and other sectors (World Health R2p00).

2.8.2 Organisational Structure of the Health System in Saudi Arabia

Operating within a framework composed of three principal sectors, Saudi Arabia's healthcare system
is comprised of the Ministry of Health (MOH) sector; the Other Government Healthcare (OGH)

sector, which includes military, university, and royal hospitaig} the Private Healthcare Sector

(PHS) (MOH, 201 see figure 6). The MOH, in accordance with regulatory guidelines, shoulders the
responsibility of providing medical services across hospitals and secondary and specialised treatment
centres. It also speheads the development of comprehensive health strategies and plans that

encompass the entire Kingdom. Both public and private entities provide healthcare services in the
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country. However, the MOH sector stands out, offering the bulk (60%) of these services, whereas the
OGH and PHS sectors each cater to approximately 20%. Between 2003 and 2015, the government
allocated 6.49%7.25% of its GDP to the healthcare budget, emjdiag a significant reliance on

public financing, which accounts for more than 75% of the country's healthcare spending. The MOH
data emphasise a significant reliance on public financing, which accounts for more than 75% of the
country's healthcare spendin As of 2020, the nation's health facilities included 78,596 hospital

beds spread across 504 institutions, equating to roughly 22.4 beds for every 10,000 people. During
the same period, the complete healthcare budget rose to 82 billion Saudi Riyalsseapng nearly

8.1% of the national government's budget (MQ623).
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2.8.3 Healthcare system in Saudi Arabia and Vision 2030

While Saudi Arabia's Vision 2030 focuses on achieving transformation in all economic sectors, the
healthcare sector is one of the important sectadressed in the vision anawi et al. 2019;
AlbejaidiandNair2019). As noted above, one strategy is to increase the private sector to offer more
healthcarerelated jobs to Saudi citizens. The total number of Saudi healthcare providers
represented only 44% of all healthcare professionals, and only 30% of all physicigked in the

healthcare field in 201 Ministry of Health2018). A large number of Saudi individuals are required
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in the healthcare sector to achieve Vision 2030 (AlbepndiNair2019). In addition, the

government recently launched the Model of Care program (MOC) to revamp the health sector and

foster publigprivate partnerships. This initiative addresses issues such as poor pathway

management, inadequate referrals, and communicatgaps between healthcare providers and

patients. To align with global healthcare enhancement frameworks, the MOC concept is drawn from

the WHO, World Bank Group, Institute of Healthcar¥ LINE gSYSy (4> |yR 9y 3afl yRQaA
Service modeldinistry of Health2017). Consequently, health clusters have been established

nationwide, each serving approximately one million people, allowing seamless movement for

medical professionals and enhancing patient access and care transionist(y of Health2017;

Kingdom of Saudi Arab2021).

2.8.4 Nursing Profession in Saudi Arabia

Globally, nurses have been instrumental in advancing essential health priorities, including universal
health coverage, mental and community health services, emergpreparedness, patient safety,

and holistic patientcentred care (WHQ020). Comprising an estimated 27 million nurses and
midwives, the global nursing workforce constitutes nearly half the total health workforce. The World
Health Organization (WHO) has underscored a significant shortage, particularly in nursing and
midwifery, estimating that an additional 9 million professionals will be needed by 2030 to meet

Sustainable Development Goal 3 on health and-tveihg.

In an Islamic historical context, RufaidaA&klmiya is acknowledged as a pioneering figure in
nursing, comparable to Florence Nightingale's impact on the Wesgtsdlimiya was celebrated for
her caregiving during the early Islamic period and for estaibiiga clinic that served as both an
educational and community care centre (Almalki e2fl11). The nursing profession in Saudi Arabia
was officially recognised in 1954 by the Ministry of Health (MOH), which launched the Health
Institute Program in 1958 collaboration with the WHO in Riyadh. This marked a significant
milestone in the country's professional nursing education program (Almalki 20&1). Prior to

1960, the Saudi healthcare system largely depended on traditional healing methods without
established medical or nursing institutions and saw limited local engagement in nursiBangdtary
1993; Mufti 2000). The first official public nurg school was established in Riyadh in 1959 (Tumulty
2001). However, the nursing workforce is primarilyngmsed of expatriates from diverse countries

and cultural backgrounds (Alma#dtial.2011; Littlewoodand Yousuf, 2000; Mufti, 2000).
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In Saudi Arabia, the health sector faces challenges, such as limited capacity in nursing education and
high reliance on expatriate nurses, with only 38% of nurses being Saudi citizens as of 2018 (MOH
2020). Modernising the nursing sector is crucial for creating aralkidit healthcare system capable

of meeting the needs of the Kingdom's growing and aging population (Alluhidan2€24)).

Globally, the nursing workforce is predominantly female, with women making up 70% of the health
and social workforcegompared to 41% across all employment sectors (VZBED). In 2018, 62% of

Saudi nurses were female, in contrast 98 of female nurses among foreign staff members.

International nursing professionals in the Kingdom are mainly from India, the Philippines, and
Malaysia (Figure 7) (MQO2018). These statistics emphasise the gender imbalance within the
profession and highlight the potential for Saudi Arabia to transform its nursing sector into a global
exemplar, offering a rewarding career path that ensures efficient and-dugtiity healh care.

The nursing sector in Saudi Arabia is currently undergoing significant changes, driven by economic
progress, societal shifts, and the expansion of the local nursing workforce, adding complexity to the
profession Although the nursing profession in Saudbfxr#s relatively nascent compared to

Western nations, it has seen substantial growth and development. Previously heavily reliant on
SELI GNRFGS ydaNES&X {FdzZRA ! N} oAl Q& KSIHEGKOINB aea
increasingly representignthe largest group of healthcare workers and becoming integral to
healthcare delivery (Almutairi and McCarthy 2012; MOH 2018). The continuous evolution of the
nursing sector is essential for the comprehensive transformation of the healthcare system (Al
Hanawi et al. 2019). As of 2020, the healthcare workforce in Saudi Arabia, mainly nurses, stood at

approximately 196,701, with 42.9% being Saudi nationals, predominantly women 20Z2H
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Figure 7: Saudi and ne®audi nursing workforce based on gender (MOH 2018).
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Chapter 3Literature review

3.1. Introduction

This chapter reviews available literature on womemianagerial positions1 Saudi Arabia. It

presents a narrative review conducted systematically. The literature reviewed explores the contexts
of womennursemanagers in Saudi Arabia. It aims to explore the distinct womesein
managementand the challenges, complexities, and barriers, they encounter to provide a
comprehensive understanding of the status of womemi@nagemenwvithin the broader Saudi
Arabian contextHowever, it is worth noting thathe available literature specifically focused on the
experiences of female nurse managers within healthcare systems is limited, with very few studies
capturing the perspective of female nurse managers themsek@shermore, there were

challenges in reviewing the existing evidence in either Eastern and Western countries due to
different contexts in terms of culture, religion, and education and economic growth. Due to these
limitations, | have drawn from literatunelated to women's experiences in management within
Saudi Arabia, where studies are more contextually relevant. While this review primarily focuses on
women in management within the Saudi Arabian context, insights gained from reviewing literature
across warious fields can offer valuable perspectives on femadaagersn the healthcare system.
These fields share the same cultural context, which may illuminate the unique experiences and
challenges encountered by female nursanagerswithin the healthcare system. This chapter

concludes with a summary of the articles reviewed.

3.2 Keywords and Search Strategy

This approach aimed to capture articles that specifically discussed women's career advancement
into manageriapositions in Saudi Arabia, while addressing critical themes related to women's
experiences imanageriapositions. The literature review aimed to explore women's situation in
manageriapositions in Saudi Arabia, to identify the gap in the body of knowledge, investigate

further and possibly fill the identified gaphe initial research was conducted in January 2020, with

an updated search executeon October 3, 2023. The literature review chapter was based on the

final search, which was finalized in August 20B#e search focused on the following three concepts:
Women, career advancement, gender equality, underrepresentation, bullying, challenges,
management The concepts and the associated search terms can be seen in Table 1. The search was

supported by the help of a School of Healthcare subject library technician
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Table 1: Concepts for the stutiterature search

| employed a comprehensive search strategy to maximize the retrieval of relevant literature. To
systematically gather relevant literature, we conducted searches across multiple databases,
including CINHAL via EBSCO, Scopus, Web of Science, ASSIA, @id/edice via Ovid, APA
PsycINFO via Ovid. (Table2 Search terms for databases). The search was limited to papers written in
English with a geographic scope of Saudi Arabia. The research topic exploring wvomen
managemenwithin the context of Saudi Arad presented a multifaceted challenge in terms of
literature search. Traditional search techniques, such as the application of Boolean operators, were
initially employed. These methods, rooted in combining specific terms and phrases, are a
foundational appoach to database searchingi{dreth 1997).However, when applied to this

complex topic, they exposed their limitations. Specifically, while many articles might include terms
like "women," 'managers' and "Arabs;'they did not necessarily address the umigintersection of

these terms in the desired context. The result was a limited dataset that inadequately addressed the

essence of the research.
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To enhance the literature search's depth and relevance, | incorporated proximity operators to
boolean operators. This approach aimed to cast a wider net, while ensuring precision in the captured
articles (King's College Lond2®23). It dictates how close multiple search terms should be in search
results, ensuring that the terms appear near each other in relevant documents. This nuance is
especially helpful for topics where search terms might be related but not necessarilgad{King's
College Londo023). It's important to understand that database platforms vary in their support for
and implementation of proximity operators. For instance, Ovid employs the syntax "adj5" to indicate
two terms should appear within five words of one another, while EBS&fonphs use "N5". Each

database has its own syntax, which can introduce complexities to the research process."

My primary objective was to identify literature discussing womemgagemenin Saudi Arabia,
emphasizing themes like career advancement, gender equalitymmamigementhallenges. By
incorporating proximity operators like "N5", | ensured terms appeared closely in the documents. This
approach, allowing flexibility in terms' arrangement, is vital to understand the subtle connections
between them. The use of proximity seaing was crucial to navigate the limitations of standard
Boolean searches. By integiray these search techniques, | achieved a more thorough exploration of

the literature on the topic.
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Later, the titles and abstracts of the articles obtained were first examined. Based on this preliminary
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Table 2 Search terms for databases

assessment, the full texts of pertinent articles were sourced. Their relevance to the study's

objectives then determined their inclusion. All identifigrature was considered, regardless of the

research methodologies they employed. Refinement of the search was achieved using specific

inclusion and exclusion criteria to Table 3 The review encompassed articles from 2003 to 2023,

sourced from peereviewed journals and grey literature, including dissertations and theses. To

guarantee the selection of the most relevant andtapdate studies, the abstracts of these articles

were crossreferenced with the inclusion criteria.
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3.3 Rational for Selection Criteria

Although women around the world face challenges in reaching-tdgking positions, Saudi women
encounter significantly greater obstacles. Until recently, Seuatinen were not even allowed to

drive, a stark example of the social and legal restrictions that limit their freedom of movement and
access to equal professional opportunities-ifour et al., 2017). In light of these unique secio
economic and cultural egexts, | have chosen to exclude studies not specifically focused on Saudi
Arabia or other developing countries from my literature review. This decision is based on the
understanding that the dynamics of womennranagerial positionsan be significantlynfluenced

by these regional contexts. Including studies from developed or irrelevant contexts may lead to
conclusions and recommendations that are not applicable or effective within the targeted regions,
thus necessitating a focused approach to truly addréhe specific challenges faced by Saudi women

in manageriaroles.

Additionally, | am focusing on articles published in English. English is widely recognized as the lingua
franca of international academic discourse, making research accessible to a broader scholarly
community. This inclusion criterion ensures that the firgb are accessible to and can be scrutinized

by researchers worldwide, which is particularly important in fields that benefit from diverse cultural
perspectives. Furthermore, focusing on Englafiguage publications helps maintain a certain

standard of ger review and publication quality, as many leading journals publish in this language.

My review also omits literature reviews or megéamalyses that do not provide primary research

insights specific to Saudi Arabia. My goal is to gather direct evidence and original research findings
specific to this context. While literature reviews and metaalyses are valuable, they do not offer

the novel research data | need to draw specific, actionable conclusions for Saudi Arabia. | have
decided to exclude studies on genenadnagementhat do not specifically focus on women. The
managementhallenges ad opportunities for women can significantly differ from those faced by
men, especially in culturally unique or conservative settings like Saudi Arabia. Focusing on gender
specific studies is essential to effectively address these unique factors. Furtteednaon excluding
research focusing exclusively on womemanagementn sectors or domains not relevant to my
study. This ensures that the insights | derive are practical and actionable within the specific context |
am examining, maintaining the relevamand applicability of my findings. Research on women in
managemenin countries other than Saudi Arabia is also excluded. While comparative studies can
provide insights, the unique cultural, legal, and social context of Saudi Arabia may make external

findings less applicable. Focusing solely on Saudi Arabia ensurekdhastilts are directly relevant
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and tailored to the local context. Lastly, | am not including research that does not relate to women in
management As my study aims to explore this specific phenomenon, including studies not directly
examining this topic would dilute the focus and relevance of my literature review. This criterion
helps streamline my research process, ensuring that the studies tdaake both relevant and

capable of informing my specific research questions effectively.

9 Studies focusing on women in I Studies not focused on Saudi Arabia
managerialoles in Saudi Arabia and a developmental countries.
developmental countries in all fields. 1 Articles not published in English.

9 Primary research studies conducted ir 9 Literature reviews or metanalyses
the context of Saudi Arabia. that don't offer primary research

1 Articles published in English between insights specific to Saudi Arabia.
2003 to 2024. i Studies on generahanagement

9 Grey literature, including theses and without a specific focus on women.
dissertations, focusing on women 1 Research focusing exclusively on
leaders in Saudi Arabia. women inmanagemenin sectors or

9 Studies that provide insights into the domains not relevant tany study
challenges and opportunities faced by (unless specified).

Saudi women imanagement 1 Articles focusing on women in

91 Policies, laws, or official reports relate managemenin countries other than
to women inmanagemenin Saudi Saudi Arabia.

Arabia. 1 Research not related to women in

I Research articles that examine the management

cultural, social, and economic factors
influencing women'snanagemenin
Saudi Arabia.

1 References that specifically address
women's career deployment in Saudi
Arabia.

Table 3 Inclusion and exclusion criteria.

3.4 Quality assessment of the studies

CKS AYAGALIE aSFNDODK @8AStRSR onn LI LISNE FRRNBaaAys3
fields in Saudi Arabia. Abstracts were screened to identify studies most aligned with the review

objectives, resulting in the exclusion of 232 papers deenreteivant to the primary review

question. This left 61 articles for further examination to assess their suitability based on inclusion

and quality criteria. Papers were selected for their relevance to the study's aim, objectives, and

research question. Theodified online version of the Critical Appraisal Skills Programme (CASP),

originally developed by the Public Health Research Unit at the University of Oxford, was used to

evaluate qualitative studies (see Appendix J). This appraisal tool provided dadeaklised to

various research designs, including those specific to qualitative studies. For quantitative studies, the
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Critical Appraisal Checklist for Crg&sctional Studies (Survey) was used (see Appendix K), adapted
from the Center for EvideneBased Management (July 2014). Each paper was thoroughly reviewed
using these tools. This process resulted in a total of 26last categorized by main themes and

briefly summarized in Table 4. For further details, see the PRISMA diagram in Figure 9.

[ Identification of studies via databases and registers ]
)
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Figure 8 PRISMA chart for the literature review.

3.5Barriers to Women Management

The increasing presence of women in senior management and deaisikimg roles signifies

progress in providing leadership opportunities for women in Saudi Arabia. However, they encounter
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a distinct set of challenges shaped by the unique cultural context (Alotaibi2@B1; Syed et al.,
2017; Alsubhi et al. 2018). A key theme emerging from several studies is the variety of barriers faced
by women managers in Saudi Arabia. These barriers can be categorized into four main challenges:

sociccultural, organizational, econal) and individual psychological barriers.

3.5.1 SocieQultural Barriers

Numerous studies have emphasised the profound impact of cultural and religious norms on the
professional advancement of women in Saudi Arabia. The male guardianship system and entrenched
gender roles are identified as significant obstacles. Cultural noypisally assigmanagementoles

to men, significantly affecting women's participation and acceptance of such positions. This societal
structure is furthersupported by religious interpretations that restrict women's public involvement
(AlsubaieandJones 2017; Syed et al. 2018; Alhussein 2014; Sabdihbu ElnasR024; Akbar et al.

2023).

Traditional gender roles and societal expectations significantly limit professional opportunities for
women in Saudi Arabia. The deeply ingrained cultural belief that men are the primary breadwinners
and that women are primarily responsible for home anohifgt duties perpetuates gender inequality.
Although women often have higher qualifications and more experience, men are preferred for
manageriakoles because of entrenched cultural biases (Alsubaie and 20169. Societal norms
restrict women's mobilityand reinforce male dominance, further limiting professional opportunities
(Syed et al2018). Strict interpretations of Islamic doctrines, particularly those aligned with Wahhabi
teachings, restrict women's participation in the workforce and limit their management aspirations
(Hodgeg2017). The male guardianship system allows men to control many aspects of their lives,
including employment opportunities (Syed et2018). This system grants men control over various
aspects of women's lives, including thability to work, travel, and make personal decisions,
significantly limiting their autonomy and mobility (Alh&020). Many women view the guardianship
system as outdated and restrictive, questioning its relevance in the context of the recent policy
reforms aimed at improving women's rights. The concept of social acceptability influences the type
of job deemed suitale for women. Jobs involving public interaction or those in ruaiminated

fields are often considered inappropriate for women becauseoofetal norms and family

expectations (Syed et al., 2018). This perception restricts women to traditionally femeiged

fields, thus limiting their career advancement opportunitiesA&four et al. 2017).
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Gender segregation in educational and professional settings further compounded these barriers.
Gender segregation limits women's participation in strategic meetings and access to resources,
restricting professional interactions and networking opportuniéesl reinforcing the cultural norms
of keeping men and women in separate spheres (Alsubaie and 20h&s Syed et al. 2018; Sobaih
and Abu Elnasz2024).

Family and community influence plays a significant role in shaping women's career choices and
opportunities. Negative societal attitudes towards working women, especially in sectors like tourism,
can discourage women from pursuing or advancing their caréeobaitand Abu Elnas024). Lack

of family support, particularly from male family members, can also be a critical barrier. Many women
rely on their families, especially male relatives, for career guidance and support because of societal
expectations (Balkhail and Alla2015).

bS3IFIAGS LISNOSLIIAZ2Y A | Yy RmahdySided aré delSasive NIgaditiomaR A y 3
gender roles and cultural norms in partially segregated universities limit women's career progression
through management (Akbar et al. 2023). Women often face scepticism about their ability to handle
management demands, ftiver perpetuating gender inequality in professional settings (Hodges

2017).

Cultural and religious factors significantly influence the role and expectations of women in Saudi
Arabia (AlKhater2016; Syed et aR017; Alsubhi et aR018). Saudi women, who are immersed in an
intricate blend of religion and culture, face multifaceted challenges (Al Alhareth et al. 2015). These
unique regional challenges have enhanced our understanding of women's management roles in
Saudi Arabia. Yet,@onounced cultural perspective remains a primary barrier to female
employment, firmly rooted in stetal norms and steered by Islamic principles. Within this cultural
milieu, men are predominantly seen as providers, which directly shapes the perceived roles and
responsibilities of both sexes. Gender segregation, stemming from religious commitment to

maintaining a moral work environment, restricts women's employment opportunities.

Akbar et al. (2023) provide an illuminating exploration of the variegated landscape of women's
management across different institutional models within Saudi Arabian higher education. This study
highlights how the structural configurations of universitiesgregated (womersonly),

unsegregated (ceducational), and partially segregatediifferentially impact women's

management efficacy and opportunities. Partially segregated universities, where women's campuses
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exist within maledominated universities, pose significant challenges for female leaders, creating a

sense of marginalisation and ineffectiveness in management roles. This setting contrasts with

national reforms aimed at enhancing gender equality, sugggstimisalignment between policy

intentions and orground realities. In contrast, womemnly universities have emerged as

empowering environments where female management flourishes, challenging prevailing

assumptions, and underscoring the potential ofde#id educational environments to promote

effective female management. Akbar et al. (2023) critically assess the current dominance of the

LI NGAFEfe &aS3aINBIFGSR Y2RSt | a 2dziRIFIGSR FYR AYySTT¥
for a revaluation of myanizational structures within Saudi Arabian higher education to better align

with modern gender equality goals.

Many private sector entities hesitate to hire women because of societal norms and the anticipated
costs of gendesegregated facilitiedMobility restrictions within the country compound these
challenges, limiting women's participation across diverse labour market facets€Bsed017).

Local cultural traditions rather than religion propagate negative stereotypes about women, making it
difficult to distinguish religious practices from culture. The conflation of gebiesed

interpretations of Islamic sharia with legalities intdies the opposition to female employment.

A vast array of research has emphasised the influence of traditional gender roles and societal
expectations on women's management in Saudi Arabidvi@l 2017; AIRasheed 2013). Such roles
often confine women to domestic responsibilities, thus limiting their management opportunities
(Ahmedand Al-Dosari2015). Stereotypes questioning women's management competencies persist,
further challenging women's attempts to break these moulds and increase management (El
MaghrabyandRao2019). Societal pressure togti with deepseated gender norms compounds

this, often resulting in resistance and scrutiny when women pursue management (Khalifa and

Elkelani 2018).

Empowerment and freedom to make decisions are critical for women leaders, as active involvement
in decisionmaking processes is paramount. Several studies have highlighted the lack of
empowerment that hinders womenimianageriaroles (Sabbagh and-Elasri 2014). Women leaders

in Saudi Arabia grapple with balancing professional and personal lives, primarily because of societal
gender expectations and family roles-@hamdi2020; Alsubhet al.2018). This struggle intensifies

with minimal support from mal@eers and superiors who might dismiss or actively undermine

female leaders. Feedback from Saudi women highlights numerous professional obstaglsf® (Al

et al. 2017)

37



3.5.2 Organizational Barriers

Organizational barriers present significant challenges to the career progression and management
opportunities of women in Saudi Arabia. These barriers are multifaceted, encompassing
discriminatory practices, structural impediments, limited organizationppsrt, and inadequate
policies and resources (Abalkh20l17; Alsubai@ndJones2017; Almalki et aR024; Akbar et al.

2023; Sobailand Abu ElnasR024; Syed et aP017). For instance, discriminatory practices within
organisations are prevalent barrrAbalkhail (2017) revealed a prevalent bias towards male
members, who were often given precedence over their female counterparts despite women holding
superior qualifications and more extensive experience. Participants attributed this discrimination to
religious and cultural factors that significantly influenced organizational culture in Saudi Arabia.
Similarly, Alsubaie and Jones (2017) highlighted that, despite women having higher qualifications
and more experience, men are often preferred for managetmweles because of entrenched

cultural and organizational biases. FurthermoreA&four et al. (2017) noted that women face

gender discrimination and favouritism towards their male colleagues, which hinders their career
advancement. These discriminatoryaptices are exacerbated by gender segregation in the
workplace, which limits women's access to strategic meetings, resources, and networking

opportunities (Abalkhail 2017; Alsubaie and Jones 2017; Syed et al. 2018).

In addition to discriminatory practices, structural barriers within organisations further complicate
women's career progress. Almalki et al. (2024) and Syed et al. (2017) identify issues such as the
centralization of decisiomaking, lack of clarity in magement qualification criteria, and numerous
administrative units as significant impediments. These structural issues hinder transparency and
efficiency, making it difficult for women to ascend to management positions. Moreover,
organizational policies angractices, including the male guardianship system, limit women's

autonomy and professional mobility (Syed et al. 2017).

Another critical barrier is limited organizational support. Studies by Akbar et al. (2023) and Sobaih
and Abu Elnasr (2024) indicate that women often lack sufficient support from university
administrations and other organizational structures. This incliadiesk of flexible work

arrangements and insufficient policies to support wdif& balance, contributing to the glass ceiling
effect. Furthermore, women in Saudi Arabia often have restricted access to professional mentoring
and networking opportunities décause of cultural and religious norms that limit interactions

between men and women (Abalkhaihd Allan 2015).
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Additionally, the absence of comprehensive policies and resources to support women's career
advancement is a significant organizational barfgsearcheraote the lack of specific work quotas
for women and insufficient ariliscrimination regulationgAkbar et al.2023Sobaih and Abu Elnasr
2024 Alhussein 2014)This inadequate policy support limits women's career progression and
representation irmanageriakoles. Historical gender segregation and recent royal decrees opening
up job opportunities have not been sufficient to address deemed organizational barriers
(Alhussein 2014).

Networking and professional development are crucial to career advancement. However, women in
Saudi Arabia face several significant barriers. Abalkhail and Allan (2016) highlight thena$teof
(social connections) in career progression. Whitsstacan facilitate career advancement, it often
reinforces gender inequalities and dependency on male relatives, limiting women's access to
resources and top organizational positions. Women without strong family networks face greater
challenges in advancing senor positions because of their limited access to promotions, training,
and other careerelated support (AbalkhadndAllan 2015). Similarly, Syed et al. (2017) conducted a
comprehensive study of gender employment equality in Saudi Arabia, revealing the multifaceted
challenges faced by women. These challenges were categorised into-nraes®s, and micre

levels. At thanacro level, systems likgasta (personal connections) and male guardianship were
identified as barriers. At the meso level, workplace dmmsegregation has been highlighted,

resulting in women occupying inferior ranks despite equivalent qualifications and professional

experience (AlDoubi 2014).

Moreover, Abalkhail (2020) provides noteworthy insight into hierarchical dynamics, emphasising
that these exist not only among men but also among women in professional settings. The study
elucidates the "Queen Bee" phenomenon, where senior women oftengiagpe patriarchal
structures, consequently obstructing the career growth trajectories of their female subordinates.
Drawing from semstructured interviews with 30 women from public organizations, the research
reveals that senior women's support, thougiesningly unified and encouraging, often comes with
strings attached, resulting in fragile professional affiliations. This dynamic deters women's climb to
apex managerial positions, mirroring entrenched patriarchal norms and impeding women's
management asad (AbalkhaiR020). For example, Abalkhail (2017) conducted interviews with 22
women from two Saudi higher education institutions (HEIS), revealing a bias favouring male

professionals. This bias often overshadowed female colleagues, even when womerdbafaste
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superior credentials and broader experiential spectra. This was attributed to the religious and
cultural elements ingrained in Saudi Arabia's organizational culture. Additionally, women's exclusion
from pivotal board meetings curtailed their access to edisé information and restricted their
contribution to crucial matters related to female personnel. Alyami (2016) examined the
ramifications of gender inequality on women's professional opportunities and earnings in Saudi
Arabia. This study analysed thepatt of societal narratives, religious beliefs, culture, and traditions
on women's workplace roles, highlighting the primary sources of gebdsed discrimination.
Moreover, Abalkhail (2017) emphasised gender disparities in training opportunities, with women
being offered fewer opportunities to enhance their management skills. This disparity further limits
women's career progressions and management potential. Fumbeg, Almaki et al. (2016)

explored the connection between motherhood and career progression, suggesting that stress factors
affect women both at home and at work. These factors include limited career opportunities,
challenges juggling family and work, greancy and mobility issues, and gender inequality in the
workplace. Organizational culture in Saudi Arabia often fails to adequately support women, making
it difficult for them to balance their professional and familial responsibilities. Similarly, Syéd et
(2017) adopt a relational perspective to probe gender inequality in Saudi Arabia. This perspective
examines how social discourses, religion, culture, and traditions influence women's roles at work
and identifies the root causes of discrimination. HinaAbalkhail and Allan (2016) discussed
traditional gender hierarchies and patriarchal organizational structures in Saudi Arabia, noting that
these benefit men by providing access to important individual and family networks. Women often
face significanthallenges due to these entrenched structures that limit their career progression and

management opportunities.

In brief, organizational culture in Saudi Arabia presents significant barriers to women's career
progression and management opportunities. These barriers are deeply rooted in the cultural,
religious, and structural elements that perpetuate gender inequaliddressing these challenges
requires comprehensive policy reforms, enhanced organizational support, and a cultural shift
towards greater gender equality in the workplace (AbalkB@il7; Almalki et al. 2024; Akbar et al.
2023; Sobailmnd Abu Elnas2024 Syed et al2017).

3.5.3 EconomidBarriers

In Saudi Arabia, economic dependence on male family members limits women's career choices and

financial independence. This dependence is perpetuated by societal norms that emphasise men as
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the primary breadwinners, restricting women's economic opportunities and autonomy (Hakem
2017). Economic barriers include pay disparities and limited job opportunities in diverse sectors,
which are critical issues affecting women's ability to achieve financial independence and career
growth (Nieva, 2015). Hakem (2017) emphasised that womesndfave to exceed normal
performance expectations considerably more than their male colleagues to gain similar recognition
and opportunities for advancement. This eoonic pressure is compounded by the lack of
acceptance from male counterparts and supervisors, which requires women to continually prove

their worth.

3.5.4Personal and Psychological Barriers

Societal expectations significantly impact women's-selffidence and sekfficacy, which are

crucial fortheir professional development. The lack of sadhfidence among Saudi women hinders
their ability to secure senior positions, often resulting from limited training, education, and societal
norms (Sobaih and Abu EIn&§24). Additionally, cultural norms that restrict women's interactions
with male colleagues negatively impact their interpersonal skills, which are essential for top
management (Alghamd014).Access to healthcare services and the impact of workplace conditions
on women's physical and mertaealth are vital aspects of their professional lives. Alghamdi (2014)
noted that societal norms and institutional practices maintaining women's disempowerment in the
healthcare sector include rigid gender roles and a lack of supportive structures foem®m
advancement. Similarly, Alboliteeh et al. (2017) emphasised that dissatisfaction with working hours,
lack of promotion opportunities, and desire to pursue further education are significant factors

contributing to the high turnover rate among Saudi ses.

Furthermore, balancing professional and personal responsibilities remains a significant challenge for
female leaders. Societal expectations often place the burden of family and home responsibilities
primarily on women, complicating their professional cortments and growth (AGhamdi 2020).

Women leaders express the need for continuous support and reforms to facilitate their economic
participation and career advancement{Asfour et al. 2017). Additionally, multiple studies have
connected motherhood to caer progression, suggesting a tangled web of stress factors affecting
Saudi women both at home and at work. These include limited career opportunities, challenges
juggling family and work, pregnancy and mobility issues, and gender inequality in the werkpla
(Almaki et al2016). Consequently, the pressure of job demands, and the pursuit of advancement

can disturb women from their families. Saudi female leaders often grapple with organizational
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challenges, from handling diverse personalities to managing heavy workloads and internal
disagreements. The acceptance of womemianageriakoles remains contentious, and their limited
experience can pose challenges to adapting to certain situations, making it difficult for them to

execute their responsibilities in evolving settings (Almaki et al. 2016).

Lack of Emotional Intelligence (EI) is a significant personal barrier to women in Saudi Arabia,
impeding their professional and personal development. Emotional Intelligence is crucial for
enhancing selfeadership, selefficacy, and interpersonal skillsat are essential for success in
professional settings. Researchers have highlighted that high EI among female leaders correlates
positively with seHeadership and effective management of responsibilities. For instance, Almadani
and Alamri (2024) discoved a strong positive relationship between El and-kfiership among
female nursingnanagersespecially those with extensive management experience. Their study
showed that higher selieadership scores and prolongethnageriatoles were predictors of higher

El levels. This finding implies that enhancing EI can enable women to transcend traditional norms

and aspire to leadership positions.

3.6 Changes and Solutions to Women Empowerment

The need fosignificant legal reforms is paramount for enhancing women's autonomy and
professional opportunities in Saudi Arabia. Researchers have emphasised the importance of
abolishing the male guardianship system, which currently restricts women's autonomy in ousner
aspects of life, including education, work, and personal freedom. Studies indicate that
comprehensive amdliscrimination laws that protect women's rights in education, employment, and
personal freedom must be implemented consistently and thoroughlyet@ffective (Alhussein

2014; Alhajri 2020)Additionally, research has shown that economic independence for women can
be promoted through measures that ensure equal pay for equal work and that provide financial
incentives for women entrepreneurs. Studies suggest that supporting wemagred businesse

with grants, loans, and training programs can help bridge the economic gap and reduce financial

dependence on male family members (Hakem 2017; Nieva 2015).

Ensuring equal access to quality education is crucial for women. This involves promoting mixed
gender academic environments and offering scholarships and support tailored specifically to women
in higher education. Researchers have noted that reducing gesetgregation in educational

settings provides women with better networking opportunities and access to resources (Atdtaibi
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al. 2017; Akbar et aR023).Moreover, developing Emotional Intelligence (EI) equips women with
better handling of the pressures of balancing their professional and personal responsibilities. Studies
have found that women with high EI are more adept at havigating complex social gemizational
environments with resilience and confidence, which significantly aids their career progression and
management effectiveness. Therefore, integrating El development programs into training and
professional developmdrinitiatives is proposed as a strategic measure to foster women's
management growth in Saudi Arabia (Almadani and Al2624). Research indicates that addressing
the gap in El can empower women to manage both professional and personal challenges more
effectively, leading to improved career advancement opportunities and stronger presence in
manageriafoles.Furthermore, promoting digital literacy and providing access to technological tools
are essential steps toward empowering women in the workforce. &ebers recommend
incorporating technology training into educational and professional development programs to help
women compete in a modern technologlyiven job market (Almansour and Kemprarl5; Nieva
2015).

Studies have also highlighted the necessity of ensuring access to comprehensive healthcare services
and promoting a supportive workplace environment to address the physical and mental health
barriers faced by women. Policies that promote wif& balanceand reduce stress and burnout

among working women are crucial (Alghamdi 2014; Alboliteeh €04dl7).Establishing formal

mentoring programs and encouraging networking opportunities can significantly enhance women's
career progress. Studies have highlgghthe importance of creating womerentric professional

groups to provide support and resources, helping women navigate the professional landscape more
effectively (Abalkhail and Alla&2015; Abalkhail and Allan 2016 A y I ft f @8 X F OGA @St & LINBY
manageriakoles and supporting female leadership styles are essential to achieving gender equality

in manageriabositions. Researchers stress the need to challenge stereotypes and cultural biases
regarding women's capabilities to create a more inclusive supportive environment for female

leaders (Alotaibi et aR017; Hodge2017).

3.7 Summary

In conclusion, the previous studies highlight the extensive barriers Saudi women face in their
professional lives, including cultural, social, religious, and organizational obstacles. These challenges

are deeply rooted and multifaceted, impacting womenganomy, economic independence, access

to education, development of emotional intelligence, andnagerial rolepportunities. Various
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studies have proposed solutions, such as legal reforms, economic incentives, educational
enhancements, and El development. Achieving gender equality in Saudi Arabia requires a holistic
approach that integrates policy reforms, cultural shifts, and orgaitimat changes to address these

barriers
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2.

3.

Challenges

Challenges

Challenges

Author/ Year/
Country

Title of the study

Study Design/ Method Findings

Alsubaie & Jones. =~ AnOverview of the

(2017) Current State of and propose future

KSA Women's Leadership in  research directions for
Higher Education in Sauc women's leadership in
Arabia and a Proposal for higher education in
Future Research Saudi Arabia.
Directions

Highlight current state ~ Synthesis of existing

literature.

-Women have made progress in higher
education leadership despite social, religious
cultural, and organizational barriers.

Syed et al (2018) Gender equality in Examines gender Qualitative study using Identified multilevel factors affecting women'

KSA employment in Saudi inequality in Saudi thematic analysis based opportunities, such as cultural norms, social
Arabia: a relational Arabia using a relational on 21 inrdepth power, gender segregation, and
perspective perspective of multilevel interviews with female = discrimination. Experiences vary by social cli

influencing factors. employees in various

sectors.

and identity, emphasizing intersectionality ar
male guardianship's role.

Al-Asfour et al. Saudi women's work Explore work challenges Phenomenological

(2017) challenges and barriers t¢ and barriers faced by qualitative approach

KSA career advancement Saudi women and using 12 irdepth semi
understand their career  structured interviews
development with Saudi women.
experiences.

Saudi women face limited job opportunities,
excessive workloadpregnancyrelated
issues, restricted mobility, and gender
discrimination. Despite challenges, many
women see themselves as successful.

Methodological quality

-Lack of transparency in the selection
process for included studies; may not
capture all relevant research.

-No specific criteria or tools were
provided for assessing the quality of
studies.

-Attempts to generalize results across
different regions without accounting for
specific socieultural dynamics.

- Most of the participants were 11 single
women, which may influence the results
and limit their relevance to the general
population.

- The study did not fully explore the
perspectives of male counterparts or
other stakeholders, which could provide :
more comprehensive understanding of
the gender dynamics at play.

-The study did not mention the criteria fo
recruitment such as age, and education
level.

- The study does not provide insights intc
how the interview questions were
formulated.

-The study mentions convenience
sampling and personal connections but
lacks detail on how participants were
selected beyond that.

-While there is mention of ensuring
confidentiality, the study lacks-depth
reflection on potential biases or
influences the researchers may have ha
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Challenges

Challenges

Barriers

obstacles

Alhussein(2014)
KSA

Sobaih & Abu Elnas
(2024)
KSA

Akbar et al. (2023)
KSA

Alotaibiet al. (2017)
KSA

Triangle of change: the
situation of women in
Saudi Arabia

Challenges to Cracking
the Glass Ceiling among
Saudi Women in the
Tourism Industry

Women's leadership
gamut in Saudhrabia's
higher education sector

A critical analysis of the
literature in women's
leadership in Saudi Arabii

To explain the complex
interactions between
social, legal, and
economic factors
influencing the situation
of women in Saudi
Arabia.

Explore barriers faced by
Saudi women in
reaching top managerial
positions in the tourism
industry and how to
overcome these
obstacles.

Explore women's
leadership in three types
of university settings in
Saudi Arabia: gender
segregated,
unsegregated, and
partially segregated

Explore women's
leadership opportunities
in Saudi Arabia amid
increasing participation
in senior management
and decisiormaking
roles.

Analysis of the interplay Saudi women face significant legal, social, ai

between legal, social, economicchallenges that restrict their rights
and economic factors, = and opportunities

informed by recent Recent reforms, including royal decrees, hav
developments in the improved job opportunities and visibility for
country. women, but substantial obstacles remain.
Phenomenological Findings identified four main barriers to caree
qualitative approach progression: Social and cultural, regulatory,
using indepth organizational, and personal Barriers

interviews with Saudi
women in senior
management in tourism.
Analyzed thematically.

Feminist institutional Barriers to women's leadership are most
theory perspective with = significant in partially segregated universities
a feminist qualitative making women leaders powerless. Women's
approach. Conducted 14 leadership thrives in womennly settings,
semistructured indicating the partial segregation model is
interviews in three ineffective

university settings

Critical analysis of Significant progress in women's leadership
f Al SNI (dzNB  despite obstacles. Women joined the
leadership in Saudi consultative assembly, becandeputy

Arabia across various
fields of employment
and public life.

-Limited by the reliance on qualitative
analysis and specific sogimlitical
context.

- The study does not provide insights intc
how the interview questions were
formulated

- While ethical considerations are
mentioned, there is insufficient
information on how ethical approval was
obtained and any challenges
encountered. This transparency is
essential for assessing the ethical rigor c
the research.

- Findings of this study align with the
research by Alhussein, (2014)

KSA

-Interesting use of feminist theory.

-The research question and aims are not
explicitly stated in a clear and concise
manner, which can leave readers
uncertain about the specific focus of the
study.

-While thestudy acknowledges the
complexities of Saudi culture, it may not
fully account for regional differences
within Saudi Arabia, as attitudes and
barriers can vary significantly across
provinces and institutions.

- There are no explicit recommendations
for future research.

-Comprehensive overview of progress ar
challenges.

-Relies on existing literature and
secondary data.

- Did not provide sufficient detail on how
they assessed the quality of the includec
studies,
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10.

11.

12.

Networking

Social change

Acceptance
women leader

22yYSyQa
managers
mentoring and
networking

Challenges

Abalkhail, & Allan
(2016).
KSA& Gulf counties

Alhajri(2020).
KSA

Dahlan 2023
KSA

Abalkhail, & Allan
(2015).
KSA, UK

Al-Ghamdi, N., 2020

KSA .

Wastal Y R 6 2 Y Sy The aim of the study is

careers in the Arab Gulf
States.

Women's Perspectives o
Social Change in Saudi
Arabia

Current state of female
leadership in higher
education institutions in
Saudi Arabia

w2 2yYSyoa OF
advancement: Mentoring
and networking in Saudi
I N} 6AF FyR

The challenges and
opportunities faced by
Saudi Arabian women
leaders in education
during a period of rapid

to explore the
phenomenon ofvasta
and its impact on
women's career
advancement in public
sector organisations in
the Arab Gulf States

The aim of this study is
to uncover the impact of
the male guardianship
system on the lives of
Saudi women.

The aim of this study is
to explore the current
state of female
leadership in higher
education in Saudi
Arabia and understand
women's perceptions
and experiences in these
role

To understand women
YEylF3aSNARQ L
of mentoring and
networking for career
development in Saudi
Arabia (SA) and the UK.
The study aimed to
understand the
professional and
personal challenges and
opportunities faced by

The study used a
qualitative approach,
interpretive
phenomenological
approach conducting
semistructured, in
depth interviews with 18
female managers in
Saudi Arabia, Kuwait,
and the UAE to
understand the role of
wastain their career
progression

This exploratory
(Narrativeanalysis)
qualitative study utilized
semistructured
interviews to collect in
depth narratives from 16
Saudi women.

This qualitative study
conducted semi
structured interviews
with 23 male and female
academic professionals
from various Saudi
higher education
institutions. Data were
analyzed using a
thematic approach with
NVivo 12 software
Qualitative study with
in-depth interviews of
44 womenmanagers (28
from SA and 16 from the
UK).

The study employed a
qualitative research
design, using semi
structured interviews to
gather data.

The study found thaivasta, an informal
network of family and friend connections,
significantly influences women's career
progression in the Arab Gu#tates, often
leading to both career advancement and
emotional frustration due to reliance on these
networks

The study found that most Saudi women do
not view the male guardianship system as
beneficial or protective. They question its
purpose and relevance, especially given rece
policy reforms that have not been
implemented.

The study found that acceptance of female
leaders in Saudi higher education is influenct
by factors such as age, educational
background, and leader proficiency.

SA women rely on family members due to la
of formal programs/ SA women depend on
family networks Wasta) due to cultural
restrictions

The findings highlighted the complex interpla
of cultural, social, and professional dynamics
affecting women leaders. Key themes includ:
the influence of cultural and religious norms

2y 62YSyQa tSIRSNBEKA

-Provides comprehensive insights into
wastawithin a nonWestern context.
-Highlights the socioultural factors
influencing women's careers.

-Lacks male perspectives for comparativ
analysis.

-There is a limited use of direct quotatior
from participants' interviews.

-Does not mention the transcription and
translation processes.

-Findings are consistent with research
conducted by Syed et al. (2018).

-The use of noracademic articles
undermines the study's rigor and require
careful evaluation.

-Participants avoid discussing issues like
religion and women's rights, which limits
the depth of the findings.

-The absence of recordings hinders the
capture of emotional cues and body
language, affecting data richness.

-Includes perspectives from both male
and female academic professionals.

- The study does not mention obtaining
ethical approval, raising questions about
the ethical considerations in the researct
process.

-Cultural sensitivities influenced
participants' openness and data depth.

-Provides comparative insights into two
different cultural contexts.

- The study does not mention obtaining
ethical approval.

-The hesitation of women to discuss thei
views affected the depth of the data
collected.
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13.

14.

15.

16.

Barriers

Social and
cultural barriers

Obstacles

Emotional
Intelligence

Almalki et al.,
(2024)

KSA

Hakem, (2017)

KSA

Hodges (2017)

KSA

Almadani & Alamri
(2024)

KSA

change in the Eastern
Region of Saudi Arabia

Current situation and
ok NNASNE (2
leadership in health care
education in Saudi
Arabia: A crossectional
study.

Women and the Vision
2030: Opportunities and
Challenges in Saudi
Arabia.

Cracking the walls of
leadership: women in
Saudi Arabia

Emotional Intelligence
among Female Nursing
Leadersin a
Transformational Era

women leaders in
education in Saudi
Arabia.

To explore the
representation of female
academic staff in
leadership roles within
Saudi health academic
institutions and identify
barriers to their
advancement.

The study investigates
the challenges and
barriers Saudi women
face in the workforce,
particularly focusing on
social,cultural, and
governmental
influences.

To understand the
obstacles faced by
professional Saudi
women in organizations
and their experiences in
leadership roles.

To assess Emotional
Intelligence (EI) among
female nursing leaders
in Saudi hospitals and its
impact onleadership
during a
transformational period.

Quantitativestudy, a
acrosssectional study
using an adapted self
reported online
questionnaire

This qualitative study
uses a
phenomenological
approach with
interviews from Saudi
women to understand
their experiences and
perspectives.

The study utilized
qualitative research with
interviews of 25
professional women in
Saudi Arabia, exploring
their perceptions and
experiences.

A correlational study
involving 232 female
nursing leaders using an
online survey.

challenges they face in navigating these
influences within their professional
environments

Significant structural, cultural, and personalit - The reliance on social media and email

related barriers were identified, affecting
female leadership in academia, including
centralized decisioimaking, lack of clear
organizational bylaws, and challenges in
balancing professional and family
responsibilities.

Saudi women encounter significant social an
cultural barriers, including gender segregatio
and patriarchal traditions, which affect their

participation in the workforce. However,

changes in government policies have begun

provide more opportunities fowomen.

The study found that professional women in
Saudi Arabia face social, religious, cultural, &

organizational challenges that hinder their
leadership opportunities. Key factors
impacting their leadership include societal
views of women's roles, religious cloines,
and lack of organizational support.
Positive association between El and self

leadership, especially in experienced leaders

invitations could introduce selection bias
as it may not reach all eligible
participants.

-The questionnaire was adapted from a
previously validated tool, but no evidenc
is provided to confirm the reliability and
validity of the adapted version.

-The study employs statistical methods 1
analyse the data, but details on specific
statistical tests used could be clearer.

-The study does not provide confidence
intervals for the main results, limiting the
precision of the interpretation of the
findings.

-The absence of a robust theoretical
framework to guide the analysis weaken:
the overall understanding of the
challenges faced by women in the

workforce.

-The study did not adequately explain thi
interview guidance.

- Findings of this study align with the
research by Akbar et al. (2023)

- Although the study advocates for policy
changes, it lacks specific, actionable
recommendations for implementation.
-Findings were interesting.

-The theoretical context could benefit
from a more detailed discussion on how
El specifically applies to the challenges
faced by female nursing leaders in Saud
Arabia.

-Could not be generalised because it is ¢
qualitative study.
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17. Social women
entrepreneurship

Nieva, (2015)

KSA

Aldossari &
Chaudhry (2022)

18.  Structural,
Subjective
Precarity

KSA

19. Leadership Self
Efficacy

Almutairi (2020)

KSA

Social women
entrepreneurship in the
Kingdom of Saudi Arabia

Gendered precarity in
Saudi Arabia: Examining
the state policies and
patriarchal culture in the
labor market

Leadership Sekfficacy
and Organizational
Commitment of Faculty
Members: Higher
Education

To enhance social
entrepreneurship among
Saudi women and
improve their socie
economic involvement.

To explore how state
policies and cultural
norms in Saudi Arabia
impact the structural
and subjective
experiences of precarity
in the retail sector.

Examine the relationshig
between leadership self
efficacy and
organizational
commitment among
faculty members in
Saudi Arabian
universities.

Descriptivequalitative
study Utilizes surveys,
interviews, and
document analysis,
focusing on 30 women
entrepreneurs and 30
stakeholders.

Qualitative analysis
based on 26 idepth
interviews with diverse
stakeholders in the
Saudi retail sector.

Quantitative studyThe
descriptive correlational
design Survey research
with 400 faculty
members from three
public universities using
the Pearson product
correlation coefficient.

Key Activity: Training and development.

Challenges: Financing, regulatory framework

and technical support.

Structural Precarity: Stemming from
governmental and socieeligious influences
affecting job security and conditions.

Subijective Precarity: Individual experiences
increased public visibility leading to challenge

such as sexual harassment, especially for
women.

Positive correlations between leaders' self
efficacy and three types of organizational
commitment: affective, continuance, and
normative.

-The research design and participant
recruitment strategies lack clear
justification.

-More detalil is needed on data collection
and analysis, particularly regarding
saturation and how contradictory findings
were addressed.

-The findings should be presented more
transparently, emphasizing their
implications for practice and policy.

-Did not mention the study objectives
clearly.

- The recruitment method employed in
the study requires further clarification.

-Although the study captures some male
perspectives on the impact of women's
integration into the labour market, it
could delve deeper into men's
experiences regarding gender dynamics
and precarity, providing a more balancec
understanding.

-It seems that this study recommended k
Dukhaykh and Bilimoria 2020, Who
suggested to the further study to include
men participants

-The correlational design limits the ability
to draw causal inferences from the data,
which could restrict the implications of
the findings.

- The study focuses only on three

universities in specific regions, which me
limit the generalizability of the findings to
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20.

21.

22.

Norttraditional
careers

Women
advancement in
Saudi University

Factors
motivating
women to enter
the nursing

Dukhaykhé&Bilimoria The factors influencing

2020 {FdzRA | NI} 0Al
persistence in

KSA nontraditional work
careers

Almansour & Princess Nourah Bint

Kempner, (2015) Abudulrhman Y A &S

KSA challenge: transition from

a local to a global
institution

The Profile of Saudi
Nursing Workforce: A
CrossSectional Study.

Alboliteeh et al.
(2017)
KSA

To explore factors
influencing Saudi
Arabian women to
persist in nontraditional
work careers in male
dominated and gender
integrated
environments.

To investigate the
transition of Princess
Nourah Bint
Abudulrhman University
(PNU), the largest
women's university
globally, from a local to
a global institution
within Saudi Arabia's
unique cultural and
economic context

The study aimed to
understand the factors
motivating Saudis to
enter the nursing
workforce, examine
differences between
male and female
motivations, perceptions
of the profession, and
future plans.

Quialitative research
through semistructured
interviews with 30 Saudi
women, employing
grounded theory
methods for data
analysis.

Qualitative case study
using interviews,
documents, and
descriptive data.

Quantitativestudy, a
acrosssectional design
using a questionnaire
was employed. Data
collection took place in
Ministry of Health
(MOH) hospitals in
Riyadh, Saudi Arabia,
from December 2013 to
April 2014. The study
included 741 Saudi
Registered Nurses who
completed the
guestionnaire.

Descriptive statistics anc

chisquare tests were
used fa analysis.

Women in nontraditional careers face
underestimation, lack of access to resources
cultural fears, and social rejection. Key factol
supporting persistence include sefficacy,
optimistic vision, positive male work
relationships, and family support.

Globalization Efforts: PNU is striving for glob
recognition through partnerships with
international universities and by adapting its
curriculum to meet international standards.
Institutional Obstacles: Centralized decision
making and resistance to change within staff
layers impede progress.

Cultural Obstacles: Balancing local cultural
values and global educational standards is
challenging.

The majority of respondents were female
(74.8%), young (mean age 27 years), and
relatively inexperienced (77% with fewer tha
5 years of experience). Main motivations for
joining the nursing profession were altruistic
(helping others, caring for people)e@der
differences were noted in specific motivation:
and perceptions. A significant proportion of
nurses considered leaving the profession dur
to long working hours, lack of promotion
opportunities, and the desire for further
education.

other institutions in Saudi Arabia or
beyond.

-While the study acknowledges cultural
barriers, there may be insufficient
discussion on how cultural norms and
values specifically shape women's
narratives and experiences in their work
environments.

-The study lacks detailed transparency
regarding the data collection process an
the criteria for participant selection.

-While the sample size is substantial, the
absence of a clear justification based on
statistical power analysis raises concern:
about the potential for Type | or Type Il
errors in the study's conclusions.
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Political changes Alghamidi Saudisation and Women* The study aims to The research employed Institutional and societal norms disempower -The study captures a snapshot in time,

(Saudisation) (2014) Empowerment through  explore how Saudisation a qualitative design women, yet Saudisation offers potential tools which may not reflect the evolving nature
KSA Employment in the can be utilised as atool using feminist for empowerment. of women's leadership experiences as
Health Care Sector to empower Saudi geographies and a The necessity for higher education, improvec societal norms continue to shift.
women within the gender perspective. It job opportunities, and more significant -The study limitations were not clearly
health care sector. involved semstructured personal independence among Saudi womel addressed.
interviews with Saudi was highlighted.
women working in the
health care
Challenges and = Abalkhail, (2017) Women and Leadership: To explore the A qualitative, The study highlights significant challenges  -The study's methodology was not clearl
Opportunities in =~ Saudi Arabia Challenges and perceptions of women  interpretive such as gender segregation, discriminatory = stated, which raises concerns about the
education Opportunities in Saudi managers regarding the methodology was practices in promotion and recruitment, and = rigor and transparency of the research
KSA Higher Education influences on their utilized, focusing on in | restricted access to professional developmer process.
career progression to depth interviews with 22 Facilitating factors include access to higher
leadership positions female managers across education, support from male faity

-The theoretical framework guiding the

w_ithin Saud'Ar'abian Saudi public universities memberg, and women's inherent strengths study was not clearly defined.
higher education and resilience
institutions.
Queen Bee Abalkhail, 2020 Women managing To understand the A qualitativestudy, Positive Impacts: Some women received -The methodology is not clearly
Wasta KSA women:Hierarchical experiences of Saudi utilized indepth empowering career guidance and support articulated.
relationships and career = Arabian women working interviews with 30 from female managers. -The theoretical framework guiding the
AYLI OGQ under female managers women working in Negative Impacts: Many women experiencec research is not explicitly defined.
and determine how public organizations in = Queen Bee behaviours from their female
_these relat_ionships Saudi Arabia. manager_singluding aloofness, aggre;sive _ -The study does not sufficiently discuss
impact their career communication, and career obstruction. This its limitations.
prospects. led to negative organizational outcomes like

increased sickness absence, turnover, and
reduced productivity.

Queen Bee Behaviour Drivers: These includt
competition, fear of weakness, and family
background.

Table 4Summary of papers included in tharrative reviev.
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Chapter4: Theoretical considerations

4.1 Introduction

This chapter presents the philosophical and theoretical foundations of the study. It details the
research paradigms that guide this enquiry, with the interpretive paradigm selected as the core
framework for the study. Furthermore, the ontological, epistdogical, and axiological aspects that
shape the research approach are scrutinised to provide a comprehensive framework for
understanding the theoretical bases of the work. The alignment of these elements with the research
guestion is also explored. Thisrpdigm is particularly influenced by the feminist lens to

understanding how female nurse managers in Saudi Arabia approach their reality.

4.2 Research Paradigm

Researchers in healthcare professions encounter significant challenges when selecting appropriate
methodological approaches for their research questions. This complexity arises from the diverse
available research frameworks suitable for different typesmjuiries. A foundational challenge
includes identifying the problem, formulating the research question, and choosing a suitable
methodology and design, particularly for PhD researchers (Khankeh et al. 2015). The research
paradigm plays a crucial role iniding me in identifying the most suitable methodology for

acquiring the necessary data to answer my research questions. Therefore, it is essential for me to
thoroughly understand the research paradigm to design rigorous and effective research that

adequatly addresses the specific questions of my study.

Research paradigms are fundamental frameworks that guide researchers in understanding and
investigating the world. Each paradigm embodies a distinct set of philosophical assumptions about
knowledge and reality (Creswell 1998). The term 'paradigm' encapsuacomprehensive

philosophical approach that informs the researcher's worldview and interpretation of reality (Kivunja
andKuyinH nMTU0® LG SY02RAS&a GKS NBASIHNOKSND&a dzy RSNI &.
world (Mackenzie and Knipe 2008) paradigm serves as a philosophical lens that influences the

conceptual framework, research design, and analysis methods (Weaver and Olson 2006). Essentially,

a research paradigm comprises three core components: ontology, which is concerned with the

nature of reality; epistemology, which pertains to the nature of knowledge and how it is obtained;

and axiology, which deals with the role of values in research (Guba and Li88dln
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The research guestion in my study was approached using qualitative methodology. This field of
research incorporates a variety of methods, each grounded in different research paradigms and
theoretical frameworks (Silverman 2013). It is critical to undedtdmat a research paradigm does

not involve a stringent set of directives; instead, it should be viewed as a set of flexible, evolving
guidelines that facilitate the creation and solving of research problems (Kuhn 1970). The
methodology selected must beansparent and consistent with the chosen paradigm, and it is
incumbent on each researcher to justify their methodological choices. In qualitative research, the
notion of an absolute 'right' or 'wrong' method does not exist. Researchers are afforded ¢y lib

to anchor their investigations in various paradigms, based on their choice of perceived utility and
relevance in specific research contexts. This adaptability in the methodological approach allows for a

nuanced and contexsensitive exploration of resrch questions.

The positivist paradigm advocates that reality is objective and can be descrilmedasyrable

properties that are independent of the observer and his or her instrument. It is grounded in the

belief that phenomena should be observed empirically and explained using logical analysis, akin to
the methods used in natural sciences. This payadasserts that social reality can be understood
through unbiased observations and reasoning (Lincoln and Guba 1985). In contrast, the interpretive
paradigm suggests that reality is not static or objective but is socially constructed through human
interaction and interpretation. Researchers within this paradigm seek to understand the subjective
meaning and symbolic nature of the social reality. They focus on the complexity of human
experience and acknowledge that their interpretations of this experiencénanatably influenced

by their backgrounds and perspectives (Schwa&tifi0; DenzirmndLincoln 2011). Interpretivists
recognise that their interpretative processes are inherently influenced by their personal

backgrounds and perspectives (Geertz 1973). This paradigm advocates a qualitative approach,
aiming to comprehend phenomena through tlems of those experiencing them, and emphasises

the significance of individual senseaking processes in shaping actions and perceptions (Creswell
2013; Schwand2014). Meanwhile, the critical paradigm is informed by critical theory and is
concerned withaddressing power structures and issues of social justice and inequality. It seeks to
empower individuals to challenge and change their social realities. This paradigm assumes that social
reality is shaped by historical, social, cultural, economic, ethnic, and gender factors, which can create
inequalitieswithin society. Researchers working within this paradigm strive to shed light on these
imbalances and work toward societal transformation (Crotty 1998). Finally, the pragmatic paradigm

is not dedicated to my one system of philosophy or reality. This approach primarily involves solving
0KS LINPOofSYad YR LINPGARAY3A LINFOGAOIE aztdzixizyao
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outcomes over philosophical discourse allows them to use a mix of qualitative and quantitative
methods. They focus on the research question and use all available approaches to understand the
problem, reflecting a more eclectic and practical approach teaesh (Morgan 2007). In this study, |
adopt an interpretive paradigm influenced by feminist theory that serves as the foundational

epistemological stance.

4.2.1 The interpretive paradigm

In the exploration of female nurse managers' experiences, the interpretive paradigm was chosen for
its acute focus on grasping subjective experiences and intricate meanings within their respective
social and cultural contexts (DenzndLincoln 2011; Smitand Osborn2008). This paradigm was
instrumental in exploring the layered perceptions and internal realities of these female managers,
providing an invaluable lens for examining their unique lived experiences. At its core, the
interpretive paradigm in reearch is rooted in the principle of understanding the world through the
lens of participants (Tharénd Thanh2015). By prioritising the individual experiences of these nurse
managers, the research transcended traditional observational methodologies, venturing into
profound depths of personal and professional narratives. This depth is essential to unravel the
motivations, aspirations, and challenges unigue to women in middle management in the healthcare
sector (CreswelndPoth 2017). Central to this pat@matic approach was the acknowledgement of
the significant role played by cultural and societal contexts in shaping these experiences (Geertz
1973). The study embarked on andapth investigation of how the specific sociocultural

environment of Saudi Arabia influenced the career paths and experiences of female nurse managers.

This highlights the intricate relationship between management positions, societal norms, and
cultural dynamics, offering a nuanced understanding of how individual agencies intersect with
broader social structures. Through this interpretive framework, bsbto capture the distinct
perspectives and worldviews of participants (Brauna Clarke2006). By analysing their experiences
against the backdrop of their unique backgrounds and personal beliefs, this study provides insights
into the varied ways manageperceive and navigate their professional landscapes. This
understanding is fundamental to appreciating the diverse strategies and methodologies adopted in
their roles (Eatougland Smith2008). The interpretive paradigm's emphasis on lived experiences
(Langdridge 2007) is particularly relevant in this context. This study aimed to accurately represent
the daily realities, ambitions, and challenges faced by nurse managers. This appradexdh giel

detailed narrative of their professional journeys. This strelyealed the complex layers inherent in
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the professional lives of nurse managers (Van Mat@®0). It facilitated a deeper comprehension of
the multifaceted challenges they encountered and the strategies they employed and allowed us to
draw a clear picture of their unique journey to career advancement to a top position (Charmaz
2006).

4.2.2 Ontological, Epistemological, and Axiological Stance

4.2.2.1 Ontology

The process of designing a research methodology starts with the branch of ontology, which is
primarily concerned with what exists in the human world and what knowledge can be acquired in
this world (Anfarsand Mertz 2014). With the help of ontology, researchers can recognise the extent
to which the objects they are researching are 'real' and what 'truth claims' can be made regarding
these objects (MoomndBlackman 2014). The spectrum of ontological stances ranges from naive
realism to relativism, which asmes that there is a single reality that can be understood using
appropriate research methods, whereas the latter implies that realities exist as multiple mental

constructions that change depending on the subject and context in which they exist (Croffy 202

In this study, the ontological perspective was firmly rooted in the interpretive paradigm,
emphasising the subjective and constructed nature of reality (Crotty 1998). This perspective
recognises that the reality of midvel female nurse managers in Safdabia is not a singular,
objective entity but rather a tapestry of personal experiences, cultural backgrounds, and social
environments (Bergeaind Luckmanrl966). This ontological stance acknowledges the unique
perspectives that each female nurse manabengs to their professional world, which are
influenced by individual journeys, societal norms, and cultural values within the healthcare sector
(Lincolnand Guba 1985). This study further explores the concept that our perception of the 'real' is
deeply influenced by social, cultural, and individual contexts (Benggkuckmann 1966). This
viewpoint acknowledges the existence of multiple realities, each uniquely experienced and
understood by individuals or groups (Geertz 1973). Thus, | ad@pbounded elativist position
according to which multiple realities exist but are bounded by specific contexts and interactions
(EasterbySmith et al. 2012). This choice was made because the lived experienceslefehid

female nurse managers in Saudi Arabia araexrspecific phenomena, meaning that each
individual's experience is shaped by personal, cultural, and societal factors unique to the Saudi

Arabian healthcare sector. The existing literature indicates that individuals' experiences are
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influenced by their interactions and environments, highlighting that while there are multiple
realities, these are shaped and bounded by specific contextual frameworks (Crotty 2020). Although
there may be individual variations between women in this stuglyarding opinions, the shared

cultural and organizational context acts as the boundary within which these multiple realities are

constructed.

To fully understand the complexities of human life, especially in a context as unique as that of
female nurse managers in Saudi Arabia, it is essential to explore these varied, subjective realities,
recognising that each represents a different facet of lmmexperience (Schutz 1967). This study
employed a bounded relativist ontological perspective, which is especially suitable for exploring the
experiences of female nurse managers in Saudi Arabia. As Schwandt (2000) described, ontology
involves the study dbeing, in which personal and social contexts significantly shape one's reality.
¢CKA& FLIINRIFIOK fAdya 6AGK [AyO2fy FyR Ddzol Qa omd
individual experiences and interactions, a concept crucial for exploringsil®g experiences in

specific cultural contexts such as Saudi Arabia. As discussed by Crotty (1998), bounded relativism in
ontology proposes that our understanding of reality is constructed through experiences and social
interactions within certain bound&es. This perspective is particularly relevant for this study, where
understanding the nuanced experiences and perceptions of female nurse managers in culturally
specific settings is crucial. The realities of these managers' experiences and challenpseived

not as objective truths, but are shaped by their individual contexts, cultural backgrounds, and

personal interactions.

Further supporting this approach, Baxter and Jack (2008) advocated qualitative research methods
that investigate individual experiences, particularly in culturally rich settings. In Saudi Arabia, the
experiences of female nurse managers are likely infledriy unique societal norms and cultural
dynamics. Therefore, adopting bounded relativist ontology allows for @ejpth exploration of how

these managers navigate their professional roles within the framework of Saudi culture. Patton

(2002) also supportethe use of a bounded relativist approach in such contexts, emphasising the
importance of understanding the perspectives and experiences of individuals within their specific
environments. By adopting this perspective, this study aims to capture the esséititese mid

level female nurse managers' experiences and understand their challenges, strategies, and successes

within the unique sociocultural context of Saudi Arabia.
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4.2.2.2 Epistemolog

Epistemology enquiries about the nature of knowledge (BarRettje and Thomas 2009). It is
concerned with our perceptions of knowledge, as well as the ways in which knowledge is captured
and created Cresweland Creswell 2017). This philosophical realm enables researchers to
understand and capture the nature of knowledge and provide insights into queries such as what can
be discerned about reality, the inherent nature of knowledge, the elements that constitute an
corroborate knowledge, and the connection between knowledge and existence (Willig 2008). There
are two primary philosophical approaches to the field of epistemology: positivism and

interpretivism. These perspectives offer distinct frameworks for underitey how knowledge is
acquired and understood. A positivist approach is often aligned with quantitative research methods
to explore the relationship between philosophical stances and research methodology. This paradigm
is particularly effective when theesearch objective is to gather numerical data and address

questions regarding numerical accuracy, as in quantitative surveys. A positivist stance in healthcare
research is valuable for advancing knowledge within a structured objective framework (Holloway
and Wheeler 2010). A key aspect of positivism is the formulation and testing of the hypotheses from
a scientific perspective. Research under this framework typically informs evidasesl clinical

practices, including randomised control trials and retrasjpee cohort studies. However, positivism

is not always suitable for all types of research (Robson and McCartan 2016). For instance, in studies
aiming for deep interaction with participants, such as the current study, which focused on
understanding partigiants' experiences, the positivist approach may not be ideal because of its

emphasis on minimal researchparticipant interaction and its objectivist nature.

By contrast, Creswell and Poth (2018) explored the interpretivist philosophical stance, shifting the

focus from merely observing and recording objective data to understanding participants'

perspectives and exploring their seas®king processes using quative methodologies. This

F LILINRE F OK A& FLILINBLINAFGS F2NJ 6KS OdaNNBy(d &addzRe Qa
LI NIHAOALI yiaQ tAPBSR SELISNASYyOSad {020t yR OHAMHO
the notion of a foundational basfor knowledge, implying that knowledge is constructed and

subjective. Furthermore, as noted by Bryman (2012), a notable characteristic of the interpretivism

paradigm is that the knowledge gained is often context specific and not necessarily generatisable

other settings. This paradigm values the depth and richness of subjective experiences, making it a

suitable approach for studies that require nuanced understanding of individual perspectives.
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Having identified the nature 68 K A ii Bhé@p€vious section, it is crucial to define how | create
knowledge by selecting and justifying an epistemological stance. The methodology literature
outlines three main epistemological positions based on the relationship between the object and
subject (Hathoat et al. 2019). Objectivism posits that meaning resides within an object and that
objective reality exists independently of the subject (Hathcoat et al. 2019). The other end of the
spectrum is subjectivismyhich suggests that it creates meaning and imposes it on an object
(Saundersind Lewis 2014). Finally, constructivism offers a more balanced view, proposing that
meaning is created through the interplay between the subject and object, with the reality of the

object still being constructed by the subject (Kur2@ns).

Given that the experiences of midvel female nurse managers in rising to senior positions are

deeply embedded within their sociocultural context, my research adopts a constructivist stance. This
approach allows for generating a contextual understandifigawv nurse managers perceive their
professional roles, navigate their responsibilities, and make sense of their experiences within the
unique environment of the Saudi healthcare system. Each nurse manager has her own views, values,
and beliefs, which indtably shape their perceptions and experiences (CresavelPoth 2018). This
implies that multiple realities are likely to exist, each influenced by individual nurse managers as well
as the meanings they attach to their professional and personal worlds (Liasdl@uba 1985). A
constructivist stance recognises the multiple realities and contextual factors that shape them.
However, adopting a purely subjectivist epistemology would not be appropriate as it could overlook
the shared aspects and broader patte within these experiences. Conversely, objectivism, which
denies the existence of multiple sources of meaning, is also unsuitable for this study (Guba and
Lincoln 1994). Instead, a constructivist approach provides a balanced framework to explore the
complex interplay of personal, professional, and cultural factors influencing the experiences-of mid

level female nurse managers in Saudi Arabia.

The current study sought to investigate and understand the lived experiences déweidemale

nurse managers in Saudi Arabia. This exploration aims to gain a subjective understanding of how
each nursemanagergerceives her professional role and challenges, navigates her responsibilities,
and makes sense of her experiences within the unique context of the Saudi healthcare system.
Simply collecting descriptions of these experiences might overlook the individdacietal

nuances that characterise eaphrticipant's journey. Therefore, it is crucial to adopt a constructivist

lens, as advocated by scholars such as Creswell and Poth (2018), to ensure that the accounts
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provided by these women are recognised as deeply personal and individualised experiences shaped

by their interactions and contexts.

By integrating a constructivist approach, this study acknowledges that each femalenmamsgeis
experience involves a complex interplay of personal, professional, and cultural factors. According to
constructivism, knowledge is developed and influenced by human activities and interactions
between people and their surroundings within a social con{€xotty 2003). Knowledge is acquired
through people's life experiences and ideological stances, as well as elements that have meaning in
LJ- NJi A OA LJ-sych asMngaatéyEoRsaidusness, and shared meanings (Bryman 2012; Holloway
andGalvin 2016). As Schwandt (2000) emphasised, this perspective allows fedegitin

understanding of the subjective realities of participants, viewing their experiences as both
influenced by and contributing to their social and professional environmdihtis. approach aligns

with the work of Baxter and Jack (2008), who highlight the value of qualitative methods in capturing
the rich, contextualised experiences of women, esakcin culturally and professionally diverse
settings. Thus, this study aimed to provide a comprehensive and empathetic portrayal of the
experiences of midevel female nurse managers in Saudi Arabia, considering their unique positions

within a cultural ontext.

4.2.2.3 Axiology

In the context of this research, axiology relates to the vahken aspects of the study, particularly
focusing on ethical considerations and the impact of values on the research process. As Smith and
Osborn (2008) underscore, axiology is a critical campbin qualitative research, playing a key role

in recognising and addressing the influence of both the researcher's and participants' values. This
aspect is especially pertinent in exploring the lived experiences cfena female nurse managers

in Sawli Arabia, where this study emphasises ethical sensitivity and cultural respect. The values and
beliefs of the participants, who are deeply ingrained in the sociocultural fabric of Saudi Arabia, are
integral to their experiences and perceptions of theirmagerial roles. This axiological stance is in
fAYS 6A0GK / NBagStf YR t20KQa o0HAaMyO LINARYOALX S&z
in research, particularly when dealing with personal and professional narratives.

Additionally, | adopted a reflexive approach, continually examining my preconceptions, a practice
recommended by Charmaz (2006). This reflective stance is vital to ensure that the researcher's
values do not overshadow the authentic voices and experientparticipants. Such an approach is

crucial for a nuanced understanding of management dynamics within the Saudi healthcare sector
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and allows for authentic representation of participants' experiences. Additionally, | recognise the
importance of conducting ethical research, particularly when exploring the personal experiences and
professional challenges faced by female nurse mana@#hécal research practices, including

obtaining informed consent, maintaining confidentiality, and being sensitive to participants'
experiences are paramount, as highlighted by Patton (2002). This axiological commitment ensured
that my study upholds partic LI y 1 aQ RAIYyAGE FyR ldzi2zy2Yeéz 2FFSNA
platform for sharing their stories. The axiological perspective of my study is founded on the

profound respect for the values, beliefs, and experiences of hurse managers. This is coupked wit
commitment to conduct research ethically and responsibly. This approach not only enhances the
depth and authenticity of the findings but also aligns with the study's interpretive paradigm,
prioritising the understanding of lived experiences within #pecific sociecultural context of Saudi

Arabia.

Theoretical
Perspective

Ontology
wBounded
relativist

Figure 9: Research design

Epistemology

wconstructionism

Methodology

4.3 Taking a Feminist Perspective

4.3.1 Feminism

The feminist perspective adopted in this thesis is informed by several core principles that critically
guide the investigation into the realities faced by Aedel female nurse managers aspiring to senior
positions in the healthcare sector. While the tesHEminismtand Yeminist theoryare frequently

used interchangeably in scholarly works, it is essential to note that feminism fundamentally
advocates for social, economic, and political equality between the sexes (Oxford University Press
2017). Originally rooted in Western cultures, feiem has been embraced globally and supported

by various organisations that champion women's rights and interests (Brunell and Burkett 2016).
Feminism is a multifaceted social and political movement that aims to achieve gender equality and
dismantle systems of oppression based on gender (Hooks 2000). It encompasses a wide range of

ideologies, theories, and practices aimed at challenging and transforming societal norms, structures,
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and institutions that perpetuate genddrased discrimination and inequality (Hooks 2000).
Furthermore, feminism advocates the empowerment of women, recognition of women's rights, and
promotion of gender equity in all spheres of life (Parsons 2002). Theepbof feminism evolved

over time, with different waves marking significant shifts in feminist thought and activism.

The feminist lens was employed after the stages of data analysis. The analysis process was initially
inductive, allowing themes to emerge organically from the data. Upon reflection of the findings, a
feminist perspective was subsequently applied to deeffeninterpretation and provide a more
nuanced understanding of the emergent themes, particularly in relation to gender dynamics. This
post-analysis application of a feminist lens ensured that the data informed the theoretical approach,

rather than the revese.

4.3.2 Waves of Feminism

The initial phase of the feminist movement, spanning the late 19th and early 20th centuries, was
primarily centred on obtaining voting rights and improving legal recognition for women (Rampton
2015). Early feminists during this period laid the groundworkdter legal rights movements
(Andermahret al1997; Humm 1990). Women's suffrage was achieved through relentless
campaigning and was gradually influenced by international movements, with American women
securing the vote with the passage of the 19th Amherent in 1920 (Cott1987). Philosophers like

al NB 22ffaG2ySONF Tl K2 | RO20IGSR F2NJ 62YSyQa
Anthony, a prominent figure in the women's suffrage movement in the United States, were pivotal
(Gordon2005). After achieving significant milestones in legal rights, feminist activism declined until
the resurgence brought about by World War Il. The war effort led to unprecedented labour
participation by women, significantly altering public perceptions om&a's capabilies and roles in

society (Purvis 2008).

The resurgence of feminism in the 1960s, known as the second wave, broadened the movement's
focus to include a wider range of issues, such as workplace rights, reproductive freedoms, and sexual
liberation (Evans 2003). This wave was characterised by taglieationing of traditional gender

roles and was influenced by a variety of social movements at the time, leading to a more nuanced
understanding of gender discrimination (Evans 2003). Theorists such as Betty Friedan, whose book,
We¢ KS CS YA Y ArgighitedhfémiinistradtidisihhIhe U.S. (Friedan 2016), and Simone de
Beauvoir, who penned 'The Second Sex," which laid out the existentialist framework for feminist

theory (de Beauvoir 1949), were crucial figures.
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The third wave of feminism, emerging in the early 1990s, marked a significant shift in feminist
thought by emphasising diversity, individualism, and a broader spectrum of issues (Aikau et al.,
2007). Distinct from its predecessors, this wave is charaetliy its challenge to traditional

definitions of femininity and its embrace of postmodernism, which values contradictions and
acknowledges the complexity of individual identities (Burkett and Brunell 2018). The central theme
of the third wave was interséionality, a concept introduced by Kimberlé Crenshaw in the late

1980s. This framework highlights the interconnected nature of social categorisations such as race,
gender, class, and sexuality, which apply to individuals and create overlapping systems of
discrimination or disadvantage (Crenshaw 1989). This wave of feminists highlights the significance of
individuality and varied personal experiences in shaping one's political views (Heywood and Drake
1997). They critiqued secondlave feminism for its predomant focus on the experiences of white,
middle-class women, arguing that such an approach led to essentialist and reductionist views (Henry
2004; Springer 2002). Thitdave feminism strove for an antissentialist and intersectional

approach, exploring tse themes in depth while emphasising inclusivity in feminism by engaging
with global and multicultural perspectives, anéicism, and transgender politics (Baumgardner and
Richards 2000). This wave also responded to perceived notidHistiinhoodprevdent in secone

wave feminism, focusing instead on individual agency and the ability to navigate structural
constraints (Henry 2004). Influenced by poststructuralist thought, thiedre feminists sought to
"deconstruct the hegemonic assumptions ofauniied O2 KSNByYy G ARSy A Ge@ézX LI2aA
fluid, diverse, and continuously shaped by semiganizational contexts (Weedon 1997, p32).
Poststructuralists have highlighted the dynamic interplay between social contexts and individual
subjectivitiesjlluminating how these interactions influence available subject positions (Weedon
1997).

During the 1990s, scholarly exploration of gender arahagement underwent significant

transformation (Batliwala 2011). This period marked a philosophical shift in research orientation,

moving away from mere comparative analyses of men and women towards a deeper understanding

of the unique experiences and e&r paths of women managers in various sectors. Scholars have

0S3dzy G2 F20dza 2y G(GKS AYUINAROIFIGS ReylYAOa 2F 62YS
emphasising the need for a feminist perspective in management studies (Eagly and Karau 2002;
M2ZNNR&A2Y S Ffd MpdHT YIEYGESNI mdpT 1T oWentandSomahr @2 i | f

of the Corporatiof1977), which, although earlier, laid the groundwork for later studies by

KAIKE AGKGAYT GKS &a0dNHzOGdzNI £ O2yadNYXAyida GKFIG g2Y
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research illuminated how organizational structures and cultures perpetuated gender disparities,

influencing subsequent scholarship in the 1990s, which delved deeper into these issues.

By the 1990s, there was a noticeable shift. Scholars such as Eagly and Karau (2002) introduced the

role congruity theory, which explored the prejudice women faced when their management

behaviours did not conform to traditional gender roles. This work uscignes the importance of

dzy RSNBGFYRAY3 GKS &a20AFf FyR Odzf GdzNF f SELISOGI (A2
a2NB2POSNE aOKz2f | NB KIF@SS 6S8S3dzy G2 FR2LIG Iy AydSNA
career paths and management experiences draped not only by gender but also by other identity

factors such as race, class, and sexuality. Crenshaw (1989) introduced the concept of

intersectionality, which became crucial in feminist scholarship, to examine how overlapping social

identities contribue to unique experiences of oppression and privilege. As research has evolved,

there has been a growing emphasis on understanding the strategies that women managers use to

navigate and succeed in mad®minated environments. Morrisoet al.(1992) in theiinfluential

work, Breaking The Glass Ceiliifovided insights into the barriers women faced and the

strategies they employed to overcome them. This book has become a touchstone for understanding

GKS O02YLX SEAGASE 2F 62YSyQa OFNBSNI I ROIFyOSYSyid &
broader movement within feminist theory that sought to highlight and validate the diverse

experiences of women in management roles. By focusing on individual agency and the ability to

navigate structural consaiints, feminist scholars have aimed to deconstruct traditional notions of
management and promote a more inclusive understanding that accommodates the realities of
62YSyQa 62N)] FyR OIF NESNAEO®

The current wave of feminism continues to build on these foundations, advocating for social justice,
inclusivity, and intersectionality in addressing various forms of oppression. Defined by its use of
technology and social media to mobilise campaigns adldasues such as sexual harassment and

body positivity. Tarana Burke, the founder of the #MeToo movement, and Laura Bates, founder of

the Everyday Sexism Project, were prominent activists of this wave (Mendes et al., 2018). See table 5

summary of feministvaves.
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Table 5: Summary of Feminist waves

4.3.3 Feminist Principles

Throughout history, feminist theory has expanded into a variety of principles frameworks for

understanding challenging the structures of power and inequality that affect gender dynamics in
a20ASG& o0{ldzyRSNHE | YR YI &K dzoesgdeaks 8 drticulateramdc 0 ! & A
address the ways in which women, and other marginalized groups, are disadvantaged within social,
economic, and political arenas. This overarching goal is supported by several key principles (Hooks

2000). This research is padlarly pertinent as the nation progresses toward its Vision 2030 goals,

which aim to enhance the role of women in the workforce and promote gender equality across all

sectors. Thus, the nature of this study demands a nuanced application of key femimigplps to

explore and articulate the realities of women managers, and the key feminist Principles guiding the
Study:empowerment,agency andautonomy,genderequality, socialjustice, andntersectionality

(seefigurel0).
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Figure10: Key Feminist Principles Guiding the Study

Empowerment is a key theme in feminist theory, emphasising the process through which individuals
and communities gain the strength and agency to overcome obstacles and make positive changes in
their lives. Feminist empowerment specifically focuses on asking power imbalances, enhancing

the agency of women and marginalised groups, and promoting social justice in various societal
domains (Hekman, 1999). In the context of feminism, empowerment is more than just the ability to
make choices; it encompassesvirgy the power, capability, and opportunity to influence change. It

is about enhancing an individual's control and influence over resources and decisions that impact
their lives. Kabeer (2017) defined it as the process through which people who prevamksyg the
capacity to make significant life decisions gain that capability. Thus, the principle of empowerment
was central to this investigation. It explores how these women empower themselves and others by
employing personal and professional strategieshsas mentoring, networking, professional
development, and personal assertiveness, to overcome challenges. Thus, in this study, | aimed to
understand the critical resources and support deemed essential by these managers to secure
empowerment in their pragssional roles, aligning with Vision the 2030 emphasis on promoting

women's engagement in all sectors (Vision 2023 2016).
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Feminist theory offers a profound critique of the structures of power and inequality that pervade

society, focusing particularly on the experiences of women and other marginalised groups. Rooted
deeply in the pursuit of justice, it advocates tirelesslydquality and equity across genders. This

pursuit is not just about achieving parityut ensuring that systemic injustices are dismantled and

patriarchal structures that perpetuate gender disparities are reforntesbks2000). Therefore,

Gender Equalitysicritically explored within the framewaork of the forwatkinking context. My

focus was on the structural and polioglated aspects of gender equality within the Ministry of

I SIHfGKE (2 dasSaa K2g 3ISYRSNI Reyl YAThsindludelta dzSy OS
look at policies on promotion, wo#life balance, and persistent gender discrimination that

contribute to the underrepresentation of mitkvel female nursenanagers at the senior level.

Feminist theory is inherently transformative, seeking not only to address individual injustices, but
also to catalyséroader social change. This transformative agenda involves revaluating and
reshaping cultural values, social norms, and institutional practices to foster a society that genuinely
values gender equity (Walby 2011). Social Justice addresses broader samigtsland values that
impact the roles and expectations of female managers in healthcare. This principle is closely related
to empowerment and equality but focuses on external societal attitudes toward female
management in healthcare, particularly any cu#tl beliefs that might affect their advancement
(Acker2006). | investigated disparities in treatment and expectations compared with their male

O2dzy  SNLJ NIlAX LINPOGARAY3A Ayarakida Aydz2z GKS Odz G dzN

Central to feminist discourse is the concept of intersectionality introduced by Kimberlé Crenshaw.
This principle recognises that discrimination does not occur in isolation but intersects with various
social identifiers, such as race, class, and sexuati#gting complex layers of oppression and
privilege (Crenshaw 1989). By acknowledging these intersections, feminist theory broadens its
understanding, allowing for a more nuanced approach to gender issues, as they intersect with
broader social contextsn lthis study, intersectionality plays a crucial role in exploring the intricate
and cumulative ways in which multiple forms of discrimination, including racism, sexism, and
classism, intertwine, and intersect, particularly in the lives of marginalisedogrouindividuals. The
analysis considers how intersecting identities such as gender, race, professional role, and

socioeconomic status affect experiences of oppression and privilege among female nurse managers.
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Chapter5: Research Design

5.1 Introduction

This chapter outlines and justifies the study design. Additionally, it provides a rationale for the
selection of a qualitative research design and explicates the choice of Interpretative

Phenomenological Analysis (IPA) over other possible methodologies.

5.2Research Questiongnd Aims
5.2.1 Research Aim

To examine how mitevel female nurse managers in the Saudi healthcare system understand and

make sense of their experiences as they ascend senior roles.

5.2.2 Research Questions

What are the unique experiences that define the professional journey ofieniel female nurse

manager in Saudi Arabia as they ascend to senior roles?

5.3 Research Design

Research designs can be categorised into qualitative, quantitative, and mixed methods (Gredwell
Creswell 2018). Quantitative research is characterised by the collection and analysis of numerical
data. It is often associated with a positivist epistemological stance, aiming to test theories or
hypotheses using measurable variables and statisticahigcies (Creswell 2014). This design is
prevalent in studies that require objective measurement and quantification of patterns, behaviours,
or phenomena. Qualitative research focuses on understanding human behaviour and the reasons
that govern such behaviaoult is primarily exploratory, aimed at gaining insights into underlying
motivations and reasons (DenzndLincoln 2011). Qualitative methods involve collecting and
analysing nomumerical data, such as text, audio, or video, to understand concepts, opinions, or
experiences. This approach is often associated with a constructivist or interpretivist perspkative
emphasises the subjective interpretation of social phenomena (Silverman 2013). Qualitative
research is particularly effective in exploring qaex issues, understanding phenomena in depth,
and providing rich and detailed data that cannot be quantified (MargtralRossman 2016).

Mixed methods research combines qualitative and quantitative approaches in a single study or

series of studies. It offers a more comprehensive understanding by integrating numerical data with a
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detailed contextual analysis (Johnsamd Onwuegbuzie 2004). This approach is beneficial for
exploring complex research questions, in which both statistical trends adeldth understanding
are valuable. By merging the strengths of both qualitative and quantitative approaches,-mixed
methods resarch provides a complete understanding of the research problem (Cresiadl
2011).

Research design refers to the structured process and scientific approach used in studies to gather,
analyse, and interpret data, which is a systematic approach guiding the selection of techniques for
data collection and analysis, fundamentally shaping nesearch questions are addressed (Creswell
andCreswell 2018). The choice of research design is influenced by the nature of the research
guestion, the researcher's influence on the phenomena under study, and the focus on contemporary
versus historical phaymena (Creswell et al. 2011). The focus of my research was to explore the
experiences of nursmanagersFor this purpose, a qualitative approach appears most appropriate
for expanding knowledge in this field. This approach enables a deeper comprehension of the
participants' personal experiences, offering the flexibility to explore both the researchers'
perspectives on the subject and insights that arise from the data, as noted by Creswell (2012) and
Esterberg (2002). The strength of a qualitative apprdashin its operended, exploratory nature,

which allows for unrestricted and evolving descriptions. It is particularly effective in uncovering new
phenomena or conditions rather than merely confirming4esasting hypotheses (Elliotind Timulak
2005).

In this study, a quantitative research design was not used, primarily because of its differing
epistemological orientation and philosophical underpinnings. Quantitative research, often
influenced by the principles of positivism, posits that empirical evigeobtained through scientific
methods is the sole path for discovering objective truth and reality (Cre2@&#). This approach
typically emphasises the primacy of empirical data and measurable evidence as the foundation of
legitimate knowledge. Morear, the focus of this research is to explore lived experiences, a domain
inherently subjective and not readily amenable to quantification, especially when the phenomenon
in question is not yet fully understood (Merriaamd Tisdell 2016). The subjective nature of
experience and depth of human phenomena often extend beyond the scope of what can be
captured through standard quantitative methods. Conversely, qualitative research is oriented
towards seeking meaning and comprelgémy processes and phenomena. ihghasises narratives,
individual experiences, and the nuances of language (BaadiClarke 2013). Unlike quantitative

research, which seeks to establish caase-effect relationships using numerical data, qualitative

68



research aims to unearth themes emerging from narratives that reflect common human
experiences. This approach aligns more closely with the objectives of this study, which aims to delve
into and understand the rich and complex tapestry of human experiemesaking qualitative

research a more fitting choice.
5.4 Interpretative Phenomenological Analysis

.NBFRf&s Lt! Aad-negdSNRORI FRIKI WOSRY SEUBNA Sy O0Sac¢
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understand how they make sense of their reality. IPA is based on interpretivist epistemological

positioning and builds on the theory of interpretation (hegneutics), which aids in understanding

LI NIAOALI YG&aQ tAFTSEe2NI RE 600GKS (KS2NE 2F LKSy2YSy
investigate how female mgeemanagersnake sense of their experiences in reaching senior

mangerialpositions in the Saudi healthcare sector within their social realities. | adidptA as a

methodological approach to facilitate an-depth examination of narratives detailing the lived

experiences of this process (Smith 1996). IPA has been widely adopted in the field of psychology and

has expanded to several healtblated discipline, including nursing (Smith et al. 2009). It has been

introduced as a unique research methodology dese of the failure of the quantitative approach to

provide explicit information in psychological research (Smith 1996). IPA is a research methodology

used to discuss embedded issues in a psychological rather than quantitative manner. Smith (1996)

thus argied that a paradigm shift in this field is necessary to enhance and deepen psychological

knowledge. IPA is a qualitative methodology employed to determine the means by which individuals

make sense of salient experiences (Smith et al. 2009). IPA is ampdimgmethod that attempts to

dzy RSNARGFYR LI NGAOALI yiaQ dzyAljdzS SELISNASYyOSa Avyal
groups of participants (the nomothetic approach) (Smith et al. 2008is approach was presented

as a unique research methodology that enables a particular experience to be narrated in its own

distinctive manner using its own terms (Smith et al. 2009). The assumption underlying this idea is

that people are actively invodd in the world, and IPA invites them to reflect on tHeowledge by

including their thoughts, feelings, and actions (Smith et al. 2009). The role of the researcher in IPA is
engaging with that knowledge to explore how individuals understand and perceive their lived
SELISNASYOSa o0& aailNywaRARIaONIAIYE GKKSAAEND ARSK 275%a adh odf S 6
8) while acknowledging that doing so is complicated. This means that IPA acknowledges the role of

0§KS NBaSI NDOK S Nlanstracéng &8 inférgreding dhe rhilffvel @@rld of female nise

manager® { YAGK FYR hao2NYy o6Hnno0 &aidlFdsS GKFEG a¢KS LI

69



world, and the researcher is trying to make sense of the participants trying to make sense of their

G2NI R¢ 0L pmMO®d ¢@LIAOCIEfer NBaSINOKSNAR dzaS Lt! @
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sense of their personal lives. As participants turn their unique experiences into dialogues, the

researcher attemts to aid them in exposing hidden stories or challenges.

IPA was applied in my study as a structure for exploringlevidl female nursenanager® f A 3SR
experiences in reaching senior positions, as well as their interpretations of their social worlds and

how they make sense of their experiences. The theoretical foundation of IPA is based on

hermeneutic phenomenology and integrates both descriptine interpretive concepts. This double
KSNXYSySdziAO AyiGSyd G261 NRa dzy RSNRAGEFYRAY3I yR Ay

examining experiences, liferents, cultures, and languages (Larkin et al. 2006).

5.4.1. Theoretical Underpinnings of IPA

1 Phenomenology
t KSy2YSy2t23e8 2FFSNE | LKAf2a2LIKAOFE | LILINRBF OK {2
GKAOK GKAY3Ia FNB LISNDOSAOSR Fa GKSe FLIWSEN G2 Oz2y
terms, phenomenology can be referred to as the means throughhwhigarticular experience is
studied (Smith et al. 2009). This research method aims to explain the essence of a particular
phenomenon from the viewpoint of the individuals who have experienced it (Teherani et al. 2015),
as well as the experiences of certgjroups of individuals who share similar circumstances and
experiences (Creswell 2012). Phenomenology has been widely applied in nursing research. IPA has
been influenced by many phenomenological proponents including Husserl, Heidegger, Merleau
Ponty, Sare and Gadamer (Smith et al. 2009). Although different phenomenologists focus on
different aspects of philosophy, they aim to understand human experiences (Smith et al. 2009). In
healthcare and nursing, there are two fundamental approaches to phenomeicalagsearch:
transcendental (descriptive) phenomenology and hermeneutic (interpretive) phenomenology

(BradburyJones and Irvine 2009).
Phenomenology was originally conceptualised by Edmund Husserl and later expanded and reworked

by Heidegger (Smith et al. 2009). His contribution has been labelled transcendental phenomenology

(van Manen 1990). Husserl (1927) was interested in how we comaderstand individual
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SELISNASYOS® | dzaaSNI &adGlFrdSR GKFG Ad A& AYLERNIIFyQ
phenomenology (Smith et al. 2009). He theorised that phenomenology is a method by which to

explore participants lived experiences and their sense of tleaperiences (Smith et al. 2009). This

YSIya GKIFIG LKSyzyYSyz2t23e SylofSa NBaSIHNOKSNaR (2
their own rights (Smith et al. 2009). Transcendental phenomenology seeks to uncover the essence of
consciousness by providirgdetailed description of experience (AnndlB96). Husserlian

transcendental phenomenology is a way of describing the reality of research participants based on

their own perceptions (Smith et al. 2009). Husserl considered intentionality an essential aspect of
consciousness (Smith et al. 2009). Hguad that consciousness is associated with objects in reality,

and individuals are therefore intrinsically connected to the objects they perceive in their world

(Giorgi 1997). This embodiment is inconsisteat WK G KS LINBE @A 2dza LINBGIF At Ay 3
AYRSLISYRSyGte FNRY GKS KdzYly &dzo2S0O0GQ OCSNNBZ H~A
Wy2 &dzoeSO00 wAadae gAGK2dzi Iy 202S0G G2 NBwldsS G2
we are conscious, we are always conscious of something, which centres attention on how humans

are aware of all the things they perceive while they are conscious (Langdridge 2008 p1127).

Husserl sought ways to help the individual precisely identify their own experiences in order to

understand the given phenomena and determine the essential features of each experience (Smith et

al. 2009). Husserl stated that in order to understand a phenwmneW ¢ S Ydza G 3I2 o6 O1 G2

0 KSYa $HusBe® 4001970 pd HpHOU D { YAUK SO Ff® onnndpd AyidSNL
meaning the experiential content of consciousness. Husserl adopted the concept of the

phenomenological method, whialneans to remove all individual ptnderstandings of the world

and to view the world as if for the first time (Langdridge 2008). Smith et al. (2009) claimed that

| dzZASNI Qa FAY Ay LWL e@Ay3d (GKS LIKSy2YSy2fiez23AO0Ft Y
human conscious experience. He asserted that people should disengage from their natural attitudes

or the ways they encounter them every day in order to discern the essence of objects as they appear
(Smith et al. 2009).

| dza a SNX Q& LIKSy2YSy2f23A0Ft LKAf2az2LKe Kla 088y C
Heidegger, Sartre, and Merledonty, who described it as a ndseal phenomenological feature

(Langdridge 2008). They stated that applying the concepgpotheand phenomenological or

eidetic reduction, which aim to brackeur presumptions and preconceptionassists researchers in

their attempts to provide rich and detailed descriptions of particular phenomena (Giorgi 1997). They

also acknowledged that while we are actively striving to bracket our presumptions and

preconceptons Al Aa y20 NBFrazyloftS (2 aadzyS (KIFG GKS:
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Heidegger therefore proposed the conceptdafseini 2 & K2¢ GKIF G WFHff SELISNASY
our embodied beingn-the-worldQwhich means that individuals are unable to completely separate
from their context (Langdridge 2008). Reflexivity and reflectivity are required during the research

process to achieve epochs (Smith et al. 2009).

Heidegger, Sartre and Merleau2 y 1@ NI RAOI f f & Y2RAFASR | dzaaSNI Qa
assumptions regarding how phenomenology can guide meaningful study (Lopez and Willis 2004).

| SARS3IIASNI 6 mpdho 0 0SSt ASOSR (KL (cientdadidenstn®idy RS & ONX L
OSNIFAY LKSYy2YSylto | SARSIISNDA 62N)] KFa o6SSy 0]
LIKSYy2YSy2t23A0Ftf AYIldZANE® IS gL & Ay FFINBSYSyYyid oA
O2YLINBKSYR WiKS GKAYIa thagredté Haudadn erhintSng M as@@ & (2 3 S
existence (Langdridge 2008). In essence, hermeneutic phenomenology explores the meaning of a
phenomenon in the process of discovering human experience (Crist and Tanner 2003). What

RA&dAy 3dzx & K Sach i$ thaiihe Svashdagt at Lnddrddeiding the meanings embedded in

LI NIAOALN yiaQ SOSNEBRI& SELISNASYyOSa o6[2LIST FyR 2A
theory introduces an existential phenomenological rather than a theoretical approach (licdged

HAnyo® Ly O2yGN}ads 1 dzaasSNI ot a tAYAGSR G2 LINROA
0StASTa AyaldSIR 2F F20dzaAy3d 2y WKdzYly yI{idzaNBEQ 0]
W2y a2t 23A0Ft I dzSaiA 2 yay @dity Sppekratd & e @thelsdroundng t | & G
relationships and activities (Smith et al. 2009, p1¥§. He established a central perspective focused

2y GKS ARSI 2F Wo S Aghas ardytving R088); in DINET Vi fds, the way R 6 dzNE
humansex a4 FyR OO0 Ay GKS g2NIR o0@ly alySy mphnod
senses, practices, and languages (Van der Zalm and Bergum 2000). Heidegger further asserted that
human experiences should be examined in their context and lifeworld tthe way people perceive

the world). My study aims to understand how womemianageriatoles make sense of their

experiences, explore the hidden stories behind#hié @3St TS Y|  -BpregseatdBoSiaa) dzy RS NJ
seniormanagerialposition, and try to mke sense of their experiences in pursuimgnagerial

L2aAiAz2ya Ay GKS KSHEOGKOFINB aSOG2NI GKNRdAK (GKS f
provide valuable experiences, feelings, senses, practices, and languages (Van der Zalm and Bergum
2000). The context of women's experiences is embodietieir historical, sociocultural, and

personal background (Crotty, 1996). Like Hussdily 2 (i LJdzNB dzS G KS dzy A @SNRF £ U
experience; rather, laigd(1 2 dzy RSNE G YR A Y RAedderedeest 4 Q LISNDS LI A 2
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1 Feminist Phenomenology
Feminist Phenomenology, the intersection of feminism and phenomenology, enriches our
understanding of lived experiences through a gendeanscious lens (Fishand Embree200).
Feminist phenomenology elucidates the influence of sex and gender on individual experiences and
worldviews, expanding to examine the sogiolitical implications (The PhilPapers Foundafiom
date]) Traditionally, feminism, which advocates for gender equality, and phenomenology, which
seeks to deeply understand lived experiencesghmcreasingly been recognised. The idea that
phenomenology is relevant to feminist issues and benefits from interacting with other fields
depends on the broad and forwadttiinking definition of phenomenology. Phenomenology is
considered feminist, as lorgg it explores questions of gendered experiences and sexual differences.
This opposes the traditional limited view that confines phenomenology to the perspective of a
supposedly neutral, individualistic ego. Instead, issues of gendered embodiment aradi sexu
hierarchy are integral to phenomenology's goal of capturing the full richness and complexity of real

human experiences (Arendt 1998).

Feminist phenomenology began gaining significant attention around the2@tid century, as

scholars starte@xploring how gender influences personal experiences and perceptiond\thzan

and Rodemeyer 2010). Feminism fundamentally aims to dismantle gevatsed disparities,

whereas phenomenology focuses on elucidating the everyday lived experiences of individuals (Fisher

and Embree2000). Feminist phenomenology extends this exploration to include how these

experiences are distinctly shaped by gender, integrating additional layers of analysis concerning

race, culture, religion, and other identity markers (H¢ivaa and Rodemeyer 2010). This approach

challenges traditional phenomenological perspectives which often reflect predominantly male
GASHLRAYGaY GKSNBoeée YINBAYFItA&AAYI 62YanQa SELISNA
Embree2000).

Feminist phenomenologists argue that, to comprehend the complexity of lived experiences, one
must consider how gender roles and expectations influence these experiences. They posit that
understanding gender's impact helps reveal broader spciitical imgications, thereby enriching

the phenomenological inquiry (Simraad Stawarska 2013) For example, by applying a feminist
phenomenological lens, research can uncover how societal norms and gender dynamics shape
professional roles and identities within spicicontexts. In my thesis, employing Feminist
Phenomenology allows me to uncover how gender influences their professional experiences and

managementspirations. Through this lens, | explore not only the individual and collective
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experiences of these women, but also how their professional environments are shaped by broader

gendered expectations and institutional norms.

1 Hermeneutic Phenomenology
Hermeneutics is a key component of interpretative phenomenological analysis (IPA) and the theory
of interpretation (Smith et al. 2009). It was initially developed to interpret and understand biblical
texts, but gradually evolved to analyse a wider rangearitent, such as literary works (Smith et al.
2009). Smith et al. (2009) discussed the most important and influential hermeneutic
phenomenological theorists: Schleiermacher, Heidegger and Gadamer. Heidegger was interested in
discourse analysis, which offethe possibility of bringing in understanding the features of-ialk
AYGSNI OlAazy G2 GKS LIKSy2Y SS9t H aontdoutéd sigiMiBasligto 6 Q 6 1 S
the links between phenomenology and hermeneutics by adopting the iddas#in(Moran 2000).
He stated that the interpretation method requires engagement with the world and an understanding
of the meaning of the object itself; we are therefore eventually required to engage our previous
experiences and knowledge in the interpretatiphas (Heidegger 1927962). Heidegger
(19271962) mentionedthéd WEy AYGSNLINBGFGAZ2Y A& YSOSNI I LINBac
Aa2YSGKAY 3 LINBBDS With&igh our priordzéperiences and knowledge may aid our
dzy RSNARGFYRAY3I 2F LI NIGAOALI yiaQ SELISNARSyOSasx GkKSe
should, therefore, attempt to constantly have an open mind so that we are ready to discover the

meaning(s) of a particular experience.

Lt! KFa FR2LIGSR || R2dof S KSNXYSySdziAd I LILINEI OK Ws
GKS LI NIHAOALI yiG GNBRAY3I G2 YIFI1S aSyasS 2F gKIG Aa
According to Smith et al. (2009), researchers have two roles, ffie researcher can be considered

an individual who has their assumptions and experiences, and as a participant within a study.

{ SO2yRX G(G(KS NBaSIFNODKSNI ySSRa G2 o06S Fo6tS (2 SydaSN
provided by the participanTlS A Y G SNLINB G GA 2y 2F GKS AYTF2NXI GA2Y
perspective. Therefore, this study employed double hermeneutics to understand the lived

experiences of midevel female nurse managers in Saudi hospitals, particularly regarding the

challenges and obstacles they encountered when attempting to advance to senior managerial roles.

It was important to understand how the world appeared to women and nurses within their specific

contexts and realities. Interpretive phenomenology allowed for addpth exploration of how mie

level female nurse managers made sense of their experiences within different social, professional,

and personal environments. It further enabled the researcher to reflect on the reality of female
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nurse managers, particularly concerning their social and cultural challenges, and how these
OKIFfftSy3aSa ¢gSNB yS32GAFGSR® ¢KS RSGIAE SR | O02dz/i
greater understanding of what it means to be a female nurse manaberisvhindered from

progressing to a highdevel position in the Saudi Arabian context (Smith et al. 2009).
9 Idiography

Nomothetic research has been criticised by Smith et al. (2009) because of the generalisability of

claims on the sole basis of individual behaviour. IPA differs from other approaches because of its
idiographic nature. The idiography aims to explore eacliparOA LI y (i Q& A Y RA OA RdzZ f SE
describesan MRS LIG K 'yl feaira 2F aAy3atsS OlFlasSas gA0K GKS

in a unique context. The main goal of the idiographic approach in research is to discover each

LJ- NJi A OA LEngeibélate géneratiBg\ykneral statements (EatoagtiSmith 2008; Smith et al.
Hanoovd Lt! 48814 Iy ARAZ2ANI LIKAO LISNBLISOGASGS o6& S
and experience before exploring convergence and divergence across groups (Smith, 2009). Each

LI NIAOALI yiQa FTAYRAGBEGAWE GBLWWI NBRI D aSyairiiro
A02NEQ 6{YAGK SO t® Hannd: LI HPOP ¢KAA addzRe Y

obtained from each participant.
5.5 Rationale for Selecting IPA

Although IPA originated in the field of health psychology research, it has been successfully adopted

in diverse disciplines, including social, clinical, and counselling research (Smith 2004). IPA provides

rich and detailed information that illuminates thenderstanding of experiences within nursing

management contexts, while the majority of IPA applications focus on patient perspectives of

healthcare, iliness, and healthcare decisions (Anderson 2019). Indeed, there is a lack of articles

exploring healthcareJNE GA RSNB Q SELISNASYyO0S&as AyOf dzRAYy 3 ydzNAA
a highly valuable approach for exploring areas that have received little attention. Thus, | feel that

this is an opportunity to contribute to the global literature on nt@vel female nursenanager§

experiences by offering insight into their experiences. IPA was selected as the most appropriate

research methodology for this study for the following reasons.

Furthermore, IPA was chosen over another qualitative method, as its theoretical foundations

consider the complexity of the human whole, involving thoughts, feelings, and reactions (Smith

Mppc 0P Lt! Qa4 AYyRdzOGABSE Ay (irBshidghti iedeadch quesfidnd, @ A A a A &
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which seek to discover the lived experiences of female nurses who have limited opportunities to

enter seniorpositions

¢CKS ARAZ2INI LIKAO O2YLRYSyYyl LISNIFAya G2 Ay@Sadiadali
a particular social, cultural, economic, and political context rather than at the group level (Smith et

al. 2009). Smith and Osborn (2014, p. 1) statedithaL t | A & dzAS¥dzZ G2 SELX 2NB
O2YLX SEX | YoATdzzdza | yR SYRAVMRWIGESR &2 GASSEar 2 TMIIWKA
experiences in reaching senior roles are key examples of a complex phenomenon. The complex

interaction between seltonept and society is difficult to articulate (Smith and Osborn 2014).

Through IPA, we can enable women to probe and recount important and sensitive aspects of their

experiences in their own worlds.

A small homogeneous strategy approach was found to be the most suitable, since the current

research aimed to examine the living conditions of female nurses working Heretimanagement

who share a similar experience. In most IPA studies, a small nwfibes a micrelevel reading of

GKS LI NIAOALI YyiaQ atz2NrASar soKAOK lft2¢a | 0OO0Saa
and Osborn 2014). Hence, the indictive nature of IPA allows embedded concepts and unexpected
experiences that cannot be vealed by observation to be uncovered. | was attracted to IPA as it is

open to various epistemological stances (Larkin et al. 2006). Smith highlighted that the IPA itself is
considered an epistemological stance. | was attracted to analysing strategietheasigps of IPA

offer a clear guideline that enables the researcher to craft their research.

5.6 Limitations of IPA research

Although IPA offers rich and textured insights into participants' lived experiences, it is not without its
limitations. One of the primary constraints of IPA lies in the generalisability of its findings. Due to its
intensive focus on detailed and persomalrratives, IPA typically involves smaller sample sizes,

which means that the findings are less about populafievel generalisations and provide a deeper
understanding of individual experiences (Smith et al. 2009). The intricate nature of this analysis
often means that the research cannot be readily extrapolated to a wider audience but offers
valuable depth within the specific context studied. In addition, the timtensive nature of IPA

poses a significant limitation. The detailed analysis requireBAn from transcription to the

nuanced interpretation of data, requires considerable time and investment from researchers. Such

an investment can pose challenges, particularly in larger studies, where the volume of data may be
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overwhelming (Reid et al. 2005). The method's reliance on the researcher's interpretative role
further compounds this issue, as the subjective nature of interpretation requires rigorous reflexivity
to maintain analytical integrity. This subjectivity und=mees the need for researchers to

consistently reflect on theipreconceptionsand influence on their interpretations (Smi#904).
Furthermore, the emotional toll of conducting IPA research should not be underestimated. As
NE&SI NOKSNARA Sy3Fr3aS RSSLX & gA0K LINIAOALIYy(GaQ adz
traumatic experiences, the emotional impact on both the researcherthagarticipant can be

profound, potentially influencing the data collection and analysis process (ledr&lr2006). Finally,

the complexity of IPA can be challenging. Researchers must be adept at identifying, analysing, and
interpreting both the descptive and interpretive elements present within the data. This level of
complexity requires a certain acuity in analytical skills, making IPA a method that is both challenging

and rewarding for

5.7 Consideration of Alternative Approaches

It is essential for the research methodology to present a solid theoretical and philosophical
foundation to provide a strong and reasonable rationale (Pringle et al. 2011). To analyse the data,
multiple highly regarded qualitative methodologies were reveevand evaluated. My main goal for
GKA& adaddzRe ¢l a (2 Ofz2aSteée KAIKEAIKAG GKS LI NIAOAL
methodology that seeks to achieve this (Smith et al. 2009). Grounded theory is an inductive
approach that aims to devep theory through irdepth interviews, observations, memos, and field
notes (Charmaz 2008). IPA is more appropriate in this thesis, as the initial aim of this study is to
reveal notions and practices that are deeply embedded within society and impossinheover

through observation. My aim is not to develop a theory of a particular phenomenon that explains
various social processes (Charmaz 2008). My research dataset is not meant to focus on the level of
large-scale social settings; instead, it is intexdo explore individual experiences by offering a

detailed analysis of each case (ideography).

Furthermore, ethnography involves researchers immersing themselves in a specific cultural or social
setting to observe and interpret behaviours, practices, and interactions (Hammaerstitkinson

2007). This method could have been used to study organizational culture and dynamics within the
Saudi healthcare system, providing a broader context for the experiences of femalenmamagers

However, ethnography requires prolonged engagement in the field and focuses more on cultural
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practices than individual subjective experiences, making it less appropriate for-tiepth

exploration required in this study.

Also, thematic analysis is considered the most suitable method for any study (Marks and Yardley

2004). It is applied to analyse and interpret text and visual data in coding and categorising

transcripts. My focus is not on measuring the frequency of meaning rather on understanding

GKS YSIyAy3a 2F LINIGAOALI yGaQ SELISNASyOSa o.2et i
analysis framework is to examine the data and identify themes across the entire dataset (Joffe and

Yardley 2004). Applyintpé¢matic analysis is beneficial; however, the study aims to completely

immerse the participants in their living worlds rather than produce general claims. The framework

analysis approach is appropriate for applied policy research (Srivastava and Thom3prit206uld

0S LINBFSNIrofS G2 FRIFILIG GKA& FLILINBFOK G2 NBaSkNIL
preRS&AIYSR &l YLX ST FyR | LINA 2 NJp. 73).TBedndid gurpasd dlh I a

framework analysis is to categorise amyeal themes before starting a study (Ritchie and Spencer

2002). My aim is to develop initial themes after close reading and rereading of each case. Thus, this

method could not be applied in the current study.

Furthermore, Narrative Analysis examines the stories individuals tell about their lives and

experiences, focusing on the structure, content, and context of these narratives (Riessman 2008).

While this approach could provide rich insights into the persandl professional journeys of mid

level female nursenanagersit emphasises the storytelling aspect more than a deeper

interpretative understanding of the experiences and meanings that participants attach to them.

Therefore, Narrative Analysis was consildt f Sda adzZA Gl ofS F2NJ GKAA &dildzRe
study approach entails an-thepth investigation of a particular case or a small number of cases

within the reallife context (Yin 2018). It could have been used to examine the career trajeabbries

a few selected midevel female nursenanagersn Saudi Arabia in detail. While Case Study research

provides comprehensive insights into specific instances, it may not capture the broader range of

experiences and interpretative depth offered by IPA.
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Chapter 6: Study Methods and Data Management

6.1 Introduction

This chapter is divided into two sections: The first section discusses the study methods, and the

second section provides details on data management.

6.2 Study Methods

Thissectionprovides a comprehensive description of the methods used to select the sample and
execute the data collection and analysis processes guided by Interpretative Phenomenological
Analysis (IPA). Additionally, it includes aigl@pth examination of the ethicalonsiderations
addressed throughout the study.

6.2.1 Sampling and Recruitment

1 Sampling
Sampling in research refers to the process of selecting a portion of the population to represent the
entire population. As defined by Babbie (2016), sampling is the process of choosing a representative
subset of a population to generalise the findingshe entire population. This process is critical in
both qualitative and quantitative research as it allows researchers to conclude a larger group based

on the data collected from the sample (Bryman 2016).

In quantitative research, sampling often involves random selection to ensure that every individual in
the population has an equal chance of being included, thereby making the sample representative of
the population (Trochim and Donnelly 2008). While qadilie research typically focuses on ron

random sampling methods, such as purposive or convenience sampling, in which participants are
selected based on specific characteristics relevant to the research question (Patton, 2015). There are
three common method used in qualitative research: snowballing technique, convenience sampling,
and purposive sampling. As Noy (2008) described, snowball sampling involves participants referring
to others they know, which is particularly useful in accessing a wider netvgritential

participants. Convenience sampling involves the selection of participants who are readily available
and willing to participate (Etikan et al. 2016). Purposive sampling is the deliberate choice of

participants because of their specific charaidtics or knowledge relevant to the research question.
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This method is crucial to ensure that the study includes individuals who can provdegtim and
relevant information based on their roles, experiences, or perspectives directly related to the focus

of the study.

In this study, | initially employed purposive sampling to select womanagersvho were

specifically knowledgeable and experienced in the study's focus. The focus was-levehfeémale
nursemanagerssuch as managers, directors, and charge nurses, who held positions relevant to the
research question. After establishing a foundational group of participants through purposive
sampling, the study then transitioned to snowball sampling. In this contegtsélected women
managersvere asked to identify antefer to other women irmanageriapositionswithin their
professional networks who could contribute additional perspectives or experiences relevant to the

study.

Combining purposive and snowball sampling in my study offers strategic advantages. It starts with a
targeted approach to gather deep, relevant information, and then broadens the scope to include
diverse perspectives within the same professional spheres. ddrnbined approach not only enriches
the data collected but also enhances the overall depth and breadth of understanding of the
phenomena under study (Sadler al.2010). The primary reason for using purposive sampling in this
study is its ability to taget participants who have specific characteristics, knowledge, or experiences
that are relevant to the research question. Patton (2015) emphasised that purposive sampling is
effective for identifying and selecting informatiaith cases that yield insighésd indepth
understanding. In the context of this study on rtédvel female nursenanagerspurposive sampling
ensures that the participants were directly relevant and have experiences or perspectives that are
crucial for answering your research quessoifhis method is particularly suited for qualitative
research, where the goal is to explore complex phenomena and understand nuances, rather than to

generalise findings to a larger population (Bryn2&x16).

After establishing a base through purposive sampling, employing snowball sampling allowed me to
extend my reach and to access a broader network of participants. This method is particularly
beneficial in research where participants are part of a specifigswup or professional network that
might be difficult to access using conventional sampling methods (Biernacki and \Wil8a)f

In my study, snowball sampling became advantageous after the initial purposive sample was
collected, as it enabled me to influence the networks of the initially selected muiasmgergdo

identify additional participants who could offer further insights into the research topic. Noy (2008)
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pointed out that snowball sampling is particularly useful for reaching hidden ortoaadcess
populations, which can be the case in professional settings where specific roles or experiences are

less visible.

This combined approach of starting with purposive sampling and then expanding through snowball
sampling was particularly effective. It not only ensured that the initial participants were highly
relevant to the research topic but also influenced their pssi@nal networks to access a broader
range of participants. This strategy was instrumental in reaching a wider array of feranbgers

many of whom might not have been accessible or identifiable. The use of purposive sampling in this
study was not just aecessary step, but also functioned as a critical bridge to reach other
participants, especially given the sensitive nature of the topic concerning gender issues in
management Patton (2015) noted that purposive sampling is instrumental in selecting participants
with specific characteristics or knowledge pertinent to the research question. Despite these
challenges, this initial phase was indispensable for establishing the dtondor this study.
Implementing purposive sampling was challenging becauseg/patential participants were

unwilling to take part in this study and often hesitant to share experiences related to sensitive
matters. This reluctance made the initial phase of the data collection particularly lengthy. However,
once the first two partigpants were recruited through purposive sampling, their involvement

became a crucial bridge that facilitated further recruitment.

¢KS FANRG (62 LINIHGAOALIYyGAZT {INF FYR CFEOGAYFZ &SN
criteria. Their participation lent credibility to the study and reassured the other potential

participants. As they began referring to colleagues within their professional networks, the process of
expanding the participant pool became significantly more managedble transition to snowball
sampling, as described by Biernacki and Waldorf (1981), was markedly smoother after the successful
implementation of purposive sampling. The initial participants' referrals encouraged their colleagues
to participate, creating &hain reaction that allowed for a more diverse and comprehensive

collection of data. In this sense, the initial purposive sampling phase was critical, acting as a bridge
that connected me to a broader range of participants who were otherwise difficulttess,

especially given the sensitivity of the research topic. The effectiveness of this method in facilitating
access to hidden or less accessible populations, as highlighted by Noy (2008), was demonstrated in
my study, where direct approaches were irifamet with resistance, but were later eased through

the networks established via purposive sampling.
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1 SampleSze
In this study, Interpretative Phenomenological Analysis (IPA) was employed as a guiding
methodological framework, necessitating a nuanced approach to participant recruitment (Smith
2012). Purposive and snowball sampling techniques were synergisticafigditib ensure a rich and
G NASR O2ttSOGA2Y 2F LINIAOALI yG&aQ SELISNASyOSao
strategy to identify individuals who were most likely to provide depth of insight due to their direct
experiences related to the gmomenon under investigation (Gray 2014). This deliberate selection
was foundational in assembling a sample with the capacity for providing rich, detailed narratives
essential for IPA, which thrives on the careful examination of how individuals makecfehse life
experiences (Smith et al. 2009; Pietkievaor Smith2014)

The snowballing techniqgue complemented the purposipproach by aiding in the identification and
recruitment of additional participants who were not readily accessible or visible within the targeted
demographic or who may have been part of the héwereach populations. This technique is
particularly valualke in navigating the challenges associated with reaching individuals, who could
offer substantial contributions to the complexity of the issues being explored, a process well
documented in the existing literature (Naderifar et al. 2017). By integratinggsive and snowball
sampling, the study was designed to recruit participants with shared demographic features and
embrace the diversity within those demographics, enriching the dataset (Smith et al. 2009). The
small sample size intrinsic to IPA facilitagedindepth exploration of each participant's narrative,
uncovering the essence of their lived experiences of the central phenomenon (Pietidadigmith
2014). The number of participants was thus not predetermined but was instead contingent upon
achievng sufficient depth of data and richness of cases to fulfil the aims of the IPA study (Pietkiewicz
and Smith, 2014). IPA studies typically involve a small sample size, which allows researchers to
conduct a detailed and comprehensive analysis of each participant's lived experiences. Smith et al.
(2009) suggest that the goal of IPA is not to make broad gdinations but rather to provide an-in
depth understanding of how individuals perceive and make sense of their personal and social
worlds. The small sangsize was intentional, facilitating a nuanced exploration of the richness of
each individual's narrative. Turpin et al. (1997) indicate that doctoral programs in clinical psychology
within the UK suggest that an optimal sample size for an IPA studywsde six to eight

participants. This recommendation is based on the rationale that such a sample size provides a
sufficient opportunity to explore both the convergences and divergences in the experiences of the

individuals involved (Pietkiewieand Smith2014).
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6.2.2 Inclusion andExclusionQriteria

In the planning phase of the IPA study, | recruited six participants. This number was chosen to strike
a balance between the idepth individual analysis required by IPA and the practicakiderations

for conducting a thorough and manageable study. A sample size of six aligns with the
recommendations for IPA research, where smaller, more focused samples allow for a detailed and

nuanced analysis of each participant's lived experiencest{&®mnal. 2009).

Homogeneity refers to the selection of a sample with shared experiences or characteristics that are
relevant to the research question. This is critical in IPA because it ensures that the findings are
grounded in the commonalities of shared experiencestisatial. (2009) emphasize the importance

of a homogeneous sample to enable the researcher to understand the phenomenon more deeply
within a specific context. A homogeneous group provides a focused lens for exploring a
phenomenon, thus enhancing the integiative aspect of the analysis. While homogeneity is

sought, it is important to note that variations within the sample are still valuable, as they can

provide a spectrum of perspectives on shared experience and add richness to the data. To ensure
the homayeneity of my sample, participants were carefully selected based on specific inclusion
criteria. This homogeneity is crucial in IPA because it ensures that the study is focused on and
meaningful. This allows for the exploration of a phenomenon within &iqdar group that shares a
common context (Smith et al. 2009). Ensuring homogeneity aids in the depth of interpretive work, as
the analysis can delve deeply into the shared experiences of the participants, which is at the core of

what IPA aims to achiev@ietkiewicand Smith2014).

Six midlevel female nursenanagerdmanagers, directors, and charge nurses) were recruited from
three hospitals in northern Saudi Arabia. Participants who shared this experience and demographic
characteristics (e.gender, language, nationality, qualifications, and culture) were recruited. First, |
gained access to a list of all m&lel female nursenanagerswithin the three selected hospitals.

This is to ensure that women are able to speak, share, express, and reflect on their feelings,
thoughts, and &periences. | collaborated with the head of employment affairs and nursing
managers in each hospital to identify the remaining nurses who met the inclusion c(geedable

6).
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6.2.3. ObtainingBhical Approval

The research governance process involved securing ethical approval from Cardiff University's School
of Healthcare Sciences (HCARE3earch Review and Ethical Screening Committee (RRESC). This
research proposal has been submitted for a thorough re\(isae Appendix Blrollowing the local

ethical approval, national ethical clearance was obtained from the Ministry of Health for research
activities within three main hospitals: King Salman Specialist Hospital (KSSH), King Khaled Hospital
(KKH), and Hail General HospitéGH) in Hail City, Saudi Aratee Appendix C)

6.2.4 Access Negotiations and Arrangements

Negotiations for access commenced after receiving ethical approval from the School of Healthcare
Sciences (HCARE) at Cardiff University. Initially, discussions were held with the training and
education department as well as the research department of thieidity of Health in Saudi Arabia.
Subsequently, negotiations took place with the chief nurse at the King Salman Specialist Hospital
(KSSH), King Khalid Hospital (KKH), and Hail General Hospital (HGH), to secure permission for the
study to be conducted. Entarget demographics for the study included all fiddel female nurse
managersat the aforementioned hospitals, encompassing nurse directors, nurse supervisors, and

head nurses.
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6.2.5Recruitment Process

The recruitment process for this study was meticulously executed following ethical approval from
the School of Healthcare Sciences (HCARE) at Cardiff University. Participants were recruited from
main hospitals in Hail City, Saudi AraBiae aim was to ensure that the sample was appropriate for
0KS NBaSIkNOK 2025S00A0Sa yR NBTtSOUAYS 2F GKS Gl
was obtained from the Department of Employment Affairs. The lists of female nurse managers in
mid-levelmanagemenpositions, such as directors and charge nurses, were provided by the human
resources departments of the selected hospitals. These individuals were targeted because of their
alignment with the study's focus ananageriakxperience. Potential participants were first

contacted via short message service (SMS) or phone calls to explain the study's aims and screen
them according to the inclusion criteria. Interested individuals were then emailed a formal invitation
to participate in the study(see Appendi D) which included the participant information shegstee
Appendk E)and consent form, provided in Arabic (see Appe&mdli The informed consent form

detailed the study objectives, data collection methods, anticipated time involvement, and privacy
and confidentiality measures. It also offered the research team's contact details for any queries. A
screening process was conded to confirm the eligibility of interested participants, ensuring they
met the inclusion criteria of Saudi nationality, employment hegignatednanagerialole, and
possession of at least a bachelor's degree. The interviews were initially planned to be conducted
faceto-face. However, due to COVID restrictions, arrangements were made to conduct

interviews via Zoom to ensure the safety of all participaitse flexibility of Zoom allowed for
scheduling interviews at the participants' convenience, with efforts made to accommodate their
schedules and minimise disruptions to their work. Following the completion of the interviews,
participants were asked to refer to colleagues who met the study criteria. This approach was
particularly beneficial for reaching a broader participant pool during the pandemic, when traditional
faceto-face recruitment methods were not feasible. Throughout theruitment process, regular
updates and reminders were communicated to maintain their engagement and interest in the study.
All recruitment procedures were conducted with utmost respect for potential participants' time and
contributions, adhering to ethicgjuidelines. In line with ethical approval requirements, it is
AYLISNY GA@S GKFG FEf LIFNIOAOALI yiGa KIFE@GS | 02 YLINBKS
encompasses its objectives, benefits, potential risks, and data confidentiality measurear{@est
Kahn2006; JoneandKottler 2006; Elliott2005). Participants were also informed about the length of
the interview and the amount of information they would expect to share via zoom meetings. Once

the signed consent forms were received, they were sifjmad scanned copies were sent back to
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the participants. The dates and times for the zoom interviews were arranged considering the

convenience and personal circumstances of each participant (McCoskeP@04).

6.2.6 Data Collection Method

1 SemiSructured Interview
Data were collected between January and March 2021 using-seeattured, oneto-one interviews,
and the method recommended for use in IPA studies. Smith et al. (2009) stated that IPA is best
applied to data collection methods that "invite participantsaifer a rich, detailed, firsperson
account of their experiences," arithcilitate the elicitation of stories, thoughts, and feelings about
the target phenomenon{p. 56). Following thiguidance, semstructured interviews were selected
as the method for this study because they are commonly used in IPA to produce idiographic data
(Reid et al. 2005). This interviewing style is particularly effective in allowing participants to freely
disciss their experiences and other areas relevant to the research question (Smitl2@08). As
the researcher, my responsibility during the interviews was to shape the conversation with guiding
guestions (Kval@007) while carefully avoiding the expressafpersonal opinions to prevent
influencing the interviewees. A flexible interview guide was developed by employing a funnelling
technique to transition from general to specific concerns (Kvale and Brinkmann 2009). Descriptive
guestions were introduced dhe beginning of each interview, and more sensitive questions were
reserved until rapport was sufficiently established. Prompting and probing questions were used to

encourage the participants to delve deeper into their stories.

The interview schedule was not followed rigidly; not all questions were asked during each interview
or in the same sequence. This approach allowed the participants to direct their conversations and
further explore their unique experiences and knowledgelediand audio calls were recorded and
transcribed for analysis. Although Smith et al. (2009) suggested that not all prosodic features needed
to be transcribed, significant pauses and narbal expressions, such as laughter, were noted to

assist with intepretation.

1 In-Depth Online Ondo-One Interviews
Due to the COVHR9 pandemic, irdepth online oneto-one interviews were conducted via Zoom to
understand the lived experiences of female nunsanagerdacing barriers to career progression in
seniorpositions in the healthcare sector. Zoom was chosen for its popularity and functionality in
2yt AYS YSSGAYy3Ia 6! NOKAOGFER SG ftd wampoz YR Ayl
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features. Creswell (2013) and Nicholas et al. (2010) noted that online interviews can provide
participants with a secure and comfortable setting that is conducive to discussing sensitive issues.
Privacy was ensured by utilising Cardiff University's emsiiem for meeting invitations and by
managing Zoom's waiting room and passcode settings to prevent intrusion. Local recording on Zoom
facilitated the secure storage of interview files directly on my desktop. Participants were asked to
provide consent on gmrate consent form sheets for video or audio recording to ensure their

privacy, especially given the sensitive topics discussed, and to mitigate participation bias or non

response bias.

6.2.7 The Interview Process

'y AYUNRRdAzOG2NE YSSiAy3a gl a aA0OKSRdzZ SR I OO2NRAyY 3
study details before obtaining their consent. The participants were given adequate time to review

this information during the introductory session. Consermtrie written in Arabic (see Appendtx

were obtained from each woman who agreed to participate, outlining the study objectives, potential

risks and benefits, and the data management process for maintaining confidentiality. It also

informed them of their ght to withdraw at any time, without repercussions. Elliott (2005)

emphasized the need to inform interviewees of the interview length to set expectations for the
informationsharing process. Once signed consent forms were received, | signed them angesent t
scanned copies back to the participants. Interviews were arranged to accommodate suitable times

for the participants, including breaks, as the interviews lasted betvamenand two hourgallowing

for emotional pauses, if needed. Appropriate dates and times for the interviews were set

considering the personal nature of the discussions (McCosker et al. 2@@hducted two

interviews with each participant to build rapport and gain a deeper understanding of their

experiences. The first interview aimed to gather general information about the participants, reassure
them, and establish a connection for the secantgrview. The second interview allowed

participants to share more detailed inkitg and express themselves freely about their experiences.

This facilitated a thorough exploration of specific themes, ensuring a comprehensive understanding

2F SFOK LI NIHAOALI YIQA LISNBRLISOGAGS® ! FOSNI O2YLIX Si
collectively rather than treating each session separately. This integrated approach enabled me to

identify overarching themes and patterns across both interviews, leading to a more nuanced

interpretation of the findings.
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6.3 Data Management

Thissectiondescribes the methodology employed in data translation and the measures enacted to
safeguard the data. Subsequently, it articulates the process of data analysis. Moreover, the chapter
provides a comprehensive discussion of ethical review consideratiomsegses undertaken, and
permissions obtained. TheectionO2 y Of dzZRS& o6& RSGFAfAyYy3a 2F GKS

practices.

6.3.1DataTranslation andManagement

In qualitative research, the transcription and translation process are crucial for maintaining the
integrity and accuracy of the data. This study involved transcribing audio and video recordings of
interviews from Arabic, the language in which they weiigdhy conducted. This transcription

process was vital to capture the essence of the conversations, including tone, pauses, and other
nuances. Once all data was collected, stringent and rigorous methods were implemented to ensure

the credibility and preeion of the findings.

Qualitative research heavily relies on interpreting meanings, and language disparities can
significantly affect the understanding and interpretation of these meanings at various stages,
potentially compromising the credibility of the research. The risksihg essential meanings is
particularly high when findings are published in a different language than the one used during the
research process, or when there are linguistic and cultural differences between the researchers and
participants (Van Nes et &010). To mitigate potential bias, an independent translator with no prior
relationship to the study or the researcher was engaged. This translator was adept in understanding
the cultural and linguistic nuances of both Arabic and English, crucial foramang data credibility.

The translation process was comprehensive, ensuring the English translations were verbatim and
included every detail from the original Arabic transcripts, such as hesitations, pauses, laughter, and
various emotional sounds, preseéng the authenticity of the interviews. This approach is in line with
Guba and Lincoln's (1994) recommendations for maintaining credibility in qualitative research. The
translation process involved both the researcher and the translator thoroughly rengesdch

transcript to fully understand the content. The translator started with simpler terms and

expressions, then conducted multiple readings of the material, making detailed notes and
observations, particularly on sections requiring further clarifiaatibhis was to ensure that the

translations were not only accurate but also coherent and understandable. To effectively translate
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Arabic idioms into the English language, assistance was sought from friends and colleagues. This
thorough and careful approach was essential to maintain the integrity of the data, making it-a time

consuming vyet vital part of the research process.

In this study, back translation was omitted due to the extensive length of each interview. To ensure
a deep understanding and familiarity with the content, | engaged in an exhaustive review process.
This included multiple readings of the transcribed doeumts, frequent relistening to the recorded
interviews, and revisiting the transcribed texts whenever required during the data analysis phase.
This approach was instrumental in preserving the fidelity of the women's statements and minimizing

the influence éresearcher bias on the findings.

6.3.2DataAnalysis

Data gathered during the serstructured interviews waghen analysed using an iterative and
inductive cycle process versus a linear approach (adapted from Smith et al. 2009). The analysis
gradually develoed from individuatbased to a more shared understanding and from a descriptive

to an interpretative level (Smith et al. 2009).

9 Process of (IPA)

The Interpretative Phenomenological Analysis (IPA) process applied in this study is rooted in the
methodologies outlined by Smith, Flowers, and Larkin (2009) (See Figure). IPA, as a qualitative
research approach, is particularly adept at investigating halividuals make sense of their

personal and social worlds. This method is especially valuable for data derived frorstaerired
interviews, as it allows for an-epth examination of the participants' lived experiences and
perceptions.

The IPA process encompasses several distinct yet interrelated steps:

1 Initial Reading and Reeading: The process begins with a comprehensive reading of the
interview transcripts. This stage goes beyond a preliminary overview; it involves a deep
AYYSNARAAZ2Y Ay GKS RIFGEF G2 3N aLl ( keBphadizedli A OA LI
by Smith et al. (2009).
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Initial Noting: After the initial reading, the researcher engages in the process of making
descriptive, linguistic, and conceptual notes. This stage is inherently exploratory, aiming to
capture the essence of the participants' expressions, in line witlgthéelines provided by

Smith et al. (2009)An example from participariSee Appendix G)

Developing Emergent Themes: Following the notation, the notes are reviewed to identify
emerging patterns or themes within the data. This stage marks a shift from merely
describing the content to interpreting the underlying meanings and significance, agsoc

central to the IPA methodology as described by Smith et al. (2009).

Searching for Connections Between Themes: After the identification of emergent themes,
the researcher seeks connections and relationships between these themes. This step is
instrumental in constructing a more cohesive and comprehensive understanding of the

participants' experiences, following the approach recommended by Smith et al. (2009).

Moving to the Next Case: After conducting a thorough analysis of one interview, the
researcher proceeds to the next, applying the same meticulous process. This step is crucial
to ensure that each case is treated as unique, capturing the individualitycbf ea

participant's experience as Smith et al. (2009) suggest.

Looking for Patterns Across Cases: Rostlysis of individual cases, the researcher then
identifies patterns and themes across different interviews. This step is key in uncovering
shared experiences and perceptions among participants, leading to brozighis, in line

with the practices recommended by Smith et al. (20(E85e Appendix H)

Writing Up: The final step is the integration of the thematic analysis into a coherent
narrative. This narrative not only presents the findings but also connects them to existing
literature and theoretical frameworks, as advocated by Smith et al. (20B8)ughout the

IPA process, the researcher maintains a reflexive stance, acknowledging and contemplating
their role and influence in interpreting the data. This reflexivity, as Smith et al. (2009) affirm,
is vital in ensuring the research'’s credibility argbr. Ultimately, the IPA process culminates

in a detailed and nuanced understanding of the participants' lived experiences, offering

significant insights into the researched phenomenon.
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wimmersing in reading and seading the
original data after the translation to
english verifying the transcripts for
accuracy against audio recordings, and
keeping the participant central to the
analytical process.

Stage 1: Rading and
re-reading the
original data

wrhis detailed stage involves
making initial notes that explore
Stage 2: Initial semantic content and language,
Notations while also considering text
associated with visual
representations and metaphors.

uFollowing the notation, the
notes are reviewed to identify
emerging patterns or themes
within the data.

Stage 3: Developing
Emergent Themes

Stage 4: Searching uSearching for
for Connections connections and

Between Themes relationships between
these themese

oBrackting the pervious
partcipant and moving to
the new partcipant with
an open mind

Stage 5: Moving to
the Next Case

Stage 6: Look for
patterns across all
the six participants

ol ook for patterns across all six
participants, considering both
convergence and divergence, as well
as shared experiential themes.

Figure 11 IPA Six stages developed by Senigh (2009

6.3.3 Ethics Issues

Throughout the duration of the study, firm adherence to the approved proposal was maintained.
The autonomy of the participants was a priority, with measures taken to ensure that individuals
could make an informed and voluntary decision about their pariggm.t NI A OA LJ y i & Q
was valuedduringthe study by ensuring that prospective participants were able to voluntarily

decide whether to take part in the studplso,full disclosure regarding the nature of the study and
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the right to refuse to participate or withdraw was provided in the Participant Information Sheet and
Consent FormComprehensive information about the study's scope and the participants' right to
decline or withdraw at any point was clearly outlined in the Participant Information Sheet and

Consent Form, which can be foundAppendices C and D).

In this study, the emotional nature of examining sensitive and personal details was recognized
(DicksonSwift et al. 2008; McIntosh and Morse 2009). Mitigating potential psychological and social
harm to participants was considered. The risks associatdupitticipation were minimal, as the

study involved no physical harm or medical intervention, but rather verbal discussions. Nonetheless,
there was a slight possibility of psychological distress due to conversations about career progression
and managemenattainment, which could be emotionally charged subjects for participants. Cowles
(1988) highlighted that discussing sensitive topics might trigger emotional reactions such as anger,
sorrow, embarrassment, and anxiety. Participants might have felt discomfaen narrating their
experiences related to lack of family support, cultural barriers, and workplace bullying including
gender discrimination. To minimize this, participants were reassured that the research aimed to
contribute to existing knowledge withub judgment or criticism. A working relationship was

established with a multidisciplinary team across various healthcare institutions to provide necessary

support to any affected participants.

Elliott (2005) underscored the importance of informing participants about the interview's length
beforehand. Interviews were scheduled on participants off days to avoid anynetated conflicts.
Considering the stress levels that could arise from therinew duration, each session was limited
to one hour including breaks, to mitigate emotional and physical strédirtranquil environment for
virtual interviews was created to reduce participants' vulnerability, promote open conversation,
minimize distrations, and ensure recording clarity (McCosker et al. 208dpropriate strategies

and skills were employed for discussing sensitive topics, which included establishing rapport and
using operended questions effectively (Elmir et al. 2011). In preparation, | engaged with recent
research and attended additional remeh courses and seminars at Cardiff University. Participants
were kept informed of any new risks or benefits discovered during the siitltyweltbeing of
researchers is crucial in ethical raseh practice (Williamson and Burns 2014). Protecting
researchers from psychological harm involved strategies such as debriefing with mentors,
maintaining a reflective journal, and adopting coping strategies to manage distress. To mitigate risks
and preven burnout, a weekiong break was taken after each interview, which also allowed for

managing information and preparing for subsequent sessions. Virtual meetings minimized the risks
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including the preparedness to end interviews

6.3.4Practicalities

During all the study stages including the data analysis process, presentation, and publication, the
participants were provided alternative names to maintain their identities and strictly confidential
and to achieve the anonymity concepts Creswell (2002) emphasizes, it is imperative to code all
interview documentation to safeguard participant information. The participants' Zoom call files were
set to automatically download onto the researcher’s laptop hard drive. Rerecording the imsrvie
allowed for a neticulous analysis of participants' responses and the collection of additional
information. Participants provided consent for either video or audio recording of interviews,
respecting their privacy given the sensitivity of the topics discussed. This approach also aimed to
mitigate participation bias and neresponse bias. Anonymized data were igthonly with my
supervisors and an external translator responsible for converting the transcripts from Arabic to
Englishin compliance with the Data Protectiont4&998), all records and data containing personal
details like names, addresses, and phone numbers were securely protected against unauthorized
access, accidental loss, and damage. In Saudi Arabia, all physical files and recordings were securely
stored inlocked cabinets at the three hospitals, accessible solely by the researcher until
transcription and verification of the data. Pegtrification, all files and recordings were scheduled

for destruction.All electronic information was encrypted and safelyred on the Cardiff University

H drive server, protected by a password. The researcher's laptop, also pagswtedted and for

her exclusive use, was utilized for data storage. Interviews conducted via Zoom were automatically
downloaded and saved. Thatéh was kept in an encrypted section on the laptop (Data Protection
Act1998). Following Cardiff University's guidelines, both electronic data and paper recerds

securely stored for a period of 10 years at the university before destruction.
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Chapter 7: Women Idiographic Experiences
"Here is to strong women: May we know them. May we be them. May we raise them."

Unknown

7.1 Introduction

This chapter provides a detailed presentation of each participant's experiences, focusing on the
nuanced accounts of women who d@@malenursemanagers By exploring each woman's unique
experiences, | sought to illuminate the distinct and rich qualities that characterise their journeys.
Prior to engaging with collective insights that manifest across various cases, it is crucial to
comprehend these uniquexperiences in isolation. THellowing chapter (Chapter 8: Crogase
Analysis) is dedicated to andepth exploration of these shared experiences through a comparative

analysis aimed at uncovering common thematic elements and patterns.

To ensure confidentiality, pseudonyms are used to refer to each participant and all quotations are
anonymised. Direct quotes are presented in italics, while my own words are presented in regular
font. Before exploring the analysis, a brief biography oheaoman is provided with a summary of
the interview pattern and uniquely naming their experiences based on the distinctive and resonant
words and phrases they used to describe their journeys. This is followed by a figure illustrating the
emergent experienal themes and identified suthemes. The analysis includes the identification of
key themes, which are organised into headings based on each woman's accounts. Each theme is
accompanied by a detailed description of their experiences using their own vardsubthemes

are included as subheadings within each theme. To maintain transparency and reliability, each
woman's narrative concludes withfigure that presents the quotes used to generate the

overarchingexperientialthemes andsubthemes that emergedrom their interviews.

7.2 Participant profiles

The table(7) developed to present participant information in the study is structured to provide a
comprehensive overview of each participant's background while maintaining their anonymity
through the use of pseudonyms. The columns of the table are organised to in@ydkmographic

and professional details. This table is instrumental in providing a quick yet detailed snapshot of the
participants' personal and professional backgrounds, aiding in understanding their experiences and

perspectives within theontext of the study.
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Pseudonym Highest Degree  Age Year of Current Role  Marital Children
Experiences Status

Sara BSN, MSN in 35 13 years Nursing Divorced
Administration, and Director
Leadership
Fatima BSN, Masters 31 9 years Head Nurse  Single -
student in critical
care, final year.

BSN 27 4 Years Supervisor  Divorced 3
BSN 31 8 Years Head Nurse Engaged -

Dina .{bZXx al a 29 8 Years supervisor Single -
Public
Administration
BSN 35 13 Head nurse  Divorced 1

¢FofSYT tFENIAOALI yG&aQ 5SY23INI LIKAO LINBTALS
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7.3.1 Sara (Saturated from Management)

1 Participant Profile
| recruited Sara as a first participant purposively through direct communication. She was aged thirty
five, recently divorced, and lives with her threlildren. She is working as a nursing director,
educated to a master's level in Nursing Administration and Leadership, and worked in twewvelid
positions{ I NI} Q& S E LideNdnfayageBapdsifion Wak éhique in its nature as sherked
in two different midlevel leadership roles for a prolonged period without promotion to senior
levels.

1 Interview Pattern
During the interview, Sara demonstrated a strong willingness to share her opinions and experiences.
However, given her recent divorce, | was cautious about potentially evoking negative emotions.
Despite her confident demeanour, as the discussion progressad's linguistic pattern shifted
noticeably, with frequent hesitations, pauses, and repetitions, as well as the use of the phrase "
mean"throughout her dialogue. She also expressed feelings of vulnerability and sadness, and
avoided answering severalgstions regarding her family support, particularly that of her ex

husband For instance, when | asked about hesfmaxtner's support, she responded,
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oMy father was following up with me, asking what happened and always aware
of the new things happening. My€xdzia 6 I YR | f 42 RdzNAydé GKF G A &adzS

The incomplete sentence suggests that Sara may have used her father's support as a diversion to
avoid discussing her énusband Alternatively, it may imply that she required more time to reflect
on her response. The interview with Sara revealed four persxmdriential themesvhich are

presentedwith its quotes in Figurel2.

9 Introduction to Sara's Experience
¢ KS (s&uxddon"@ppropriately portrays her state concerning manageriajourney. This
saturation pertains to reaching a point of exhaustion due to the demands and challenges inherent in
managerialoles Sara's experience is vital as it offers a nuanced exploration of the complexities
faced by female nurse milgvelmanagersn the Saudi Ministry of Health. Her experience is not only
a reflection of her journey but also represents the stories of many women in similar situations. Her
position as a arsing director, combined with her personal life as a recently divorced single mother
of three, offers unique vantage points. Sara has remained in dewal position for 13 years
without advancing to a senior level. Her narrative could provide insiglidghe systemic barriers
and organizational system that contribute to such stagnation, especially for wonmeariagerial
NEfSad 1a I aAy3tsS Y2UKSNE {F N} Qa SELSNASyOSa NB
responsibilities alongside significgoersonal obligations. Her story could shed light on how such
responsibilities impact career progression, particularly for women nursemirageriapositions.
At the outset of the interview, Sara articulated her primary motivation for assumimgregerial
role as her aspiration to wield influence. She felt empowered and driven to punsmegerial
positionwithin a tightly knit group, recognizing the impact her words had on employees and the

positive reception they garnered. This affirmation further fuelled her ambition for higher positions:

oHonestly, you will be shocked! One thing that pushed me to tatkaregerial

role is my stupid manager. Sorry for using such a word, but he needs to learn

how to lead. This made me choose to lead. | felt more influential and respected

when we operated as a clogait group. Even my stupid manager would listen

and adopt my opinionsso | asked myself, why nét?
In the excerpt above, Sara uses the phrgsel will be shockedb preface her criticism détupid
manager§2This might suggest a sarcastic undertone, adding irony to her critique. She labels her
direct manager astupid'and criticizes his leadership skills, indicating suppressed anger or

frustration. This emotional outburst may suggest suppressed anger. Despite this, Sara maintains that
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effective leadership requires influence and acceptance, qualities she believes she embbdies.

possible sarcasm in her statement could subtly underscore her disdain for inadequate management.

{FN} Q& AYLS(Gdza F2NI Yyl 3SYSyi RSNASSAE FNRBY KSNI R

on others, as she explains

dThe feeling that you can do something, that you have authority. This is strength, a feeling of
empowerment, means that you have powers and that you are able to modify, change,
develop and improve €

She derived satisfaction and fulfilment from achieving goals and witnessing tangible outcomes. Sara
also places value on managing subordinates, learning from them, and fostering positive

transformation in their lives:

"When you see that you are improving and changing and then you see the results, it gives
you a nice feeling, it gives you motivation even."

Sara regarded hananagerialtole as a privilege, which elicits positive emotions. She articulates

"l believe this matter is not an easy or possible one! | feel special, a feeling of distinction
because of the position."

Moreover, she experiences a sense of uniqueness as she earns the trust and confidence of others,

bolstering her own selfssurance.

"The trust feeling, and that people are believing in you has increased confidence in me. | felt
contented and satisfied, especially after achieving something, especially after | had

AN} RdzZ 6SR gAGK | YI&adSNRa RS3INBiSadredtR KI R (GKS
feeling."

Sara demonstrated a deegeated passion for instigating change, influencing others, and fostering
both personal and collective development within the workplace. For her, management revolves

around exerting influence and nurturing growth. In her own words:

"I focused on education. | mean, frankly, at the beginning, | focused on quality and
education. Then, | focused on how | train people... | mean, | don't focus on programs, but |
tried to implement the 'shadowing’ method of training. | love this method. mbifod of
education is predicated on the idea that while learning the basics, you heighten your learning
by observing and experiencing others."
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She elaborated on henanagementapproach, particularly emphasizing her commitment to
empowering team members to assumenageriaroles. Sara offered a concrete example of how

she mentored her deputy, who lacked primanagemenexperience, to ascend to the role of

Deputy Director of the Nursing Department. Sara underscored the significance of providing requisite
training and support to team members to enable them to lead and make informed decisions. She
firmly believes that empaering team members constites a fundamental aspect of achieving

Success as manager

"By doing so, I'm empowering them... empowerment...I give the person in charge his space, |
don't lead them, like doing what is calledntralization in management..."

{F NI Q& yINNIGADS A yhanKgerbbgBEnitSanai&yoD@ the dysieknic Sidef S

lining of her opinion, encapsulated in her own words:

aePoLy GKS 6S3IAYyYyAy3asr AdG aSSYSR ta AT L soha |
GAUK2Z2dzi ljdzSauA2y d¢

This statement sets the stage for our nuanced exploration, highlighting the intersection of gender

bias and power dynamics through her linguistic choices, which signal both compliance and the

burgeoning spirit of resistanc®espite feeling marginalized, Sara's resilient spirit is evident as she

insists on asserting her viewpoint in an unsupportive environment. She articulatess I 62 Yl y X L

felt my opinion was not solicited, but | didn't see this as a hindrance because | insisted on asserting

my viewpoitli dTis quote underscores her resilience and serves as a linguistic marker of rebellion

against the oppressive dynamics she faces, showcasing her determination to be{héaidl Q a

encounters with her manager exemplify her struggle for recognition, revealing a nuanced form of

marginalization. She recounts,

G2 KSYS@SNI L | LIINRBI OKSR KAY OKSNJ YIylF3aSNB gAlF
responses, and he consistently opposed my decisions. Later, | would discover he had adopted
(KS OSNBE FOGA2YA L AYAGAFGSROODE
CKA& YINNIGAGS aS3IYSyids NAROK gA0GK {INrQad RANBOI
covert acknowledgement of her value, a complex interplay of visibility and appropriation without

recognition.

Sara directly challenges the stereotypes surrounding womemainagement questioning the

pervasive belief in women's inherent weakness with clarity and conviction:
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GEKSNB Aa | OSNIIFIAYy aiGaSNB20GeLIS o62dzi 62YSy
ineligible of holdingnanagerialpositions and as weak and never strong..."

Her assertive language contests these stereotypes and advocates for the recognition of women's

strengths and capabilities manageriakoles, drawing from her own observations and experiences.

Sara articulates a clear stance on the capabilities of womenaamgers positing that they
inherently have a stronger sense of responsibility and effectivenassirageriaroles. Her
conviction is supported by her observations within her own field, where she has noticed a qualitative

difference in departments led by women.

AWomen have a higher sense of responsibility. Although | am convinced that in bearing
NBalLl2yaAroAfAdes ¢62YSy INB aGNRYy3aISNE L Y Ffa:
than men. | mean, it has been proved that places, where women manageatgfarent. |

mean, if there is a male manager and a woman in the same field, the woman always will be

better. For example, | can see our department men heads are changing conétantly.

Drawing from her experience as nums@nager Sara compares her and her female deputy's
punctuality and dedication to their work with their male counterparts, who she perceives to often
delay and procrastinate. This contrast serves to reinforce her belief in the higher sense of

responsibility amongvomen:

o YSIys 42YSy KIFI@S | KAIKSNI aSyasS 2F NBalLRya
much higher than men. For example, as a-taigel hursananagerane and my deputy are

very punctual on time and keen on our work; we deliver reports early, while males do not. |

mean, men usually delay, they are usually late, and it is normal for them to delay their work.

There is a little procrastination. I truly ®IBS | 62 Yl yQa aSyasS 2F NBalLlk
higheré

The challenges of working in a maleminated workplace are poighantly described by Sara, who

shares her experiences of exhaustion and drained out:

"Not every girl endures this. It is really tiring. | reached burnout. In an environmetftisikgou need

to fight, quarrel, and handle pressure. This consumes women's energy and power even if they achieve
their goals. The dominant nature of men makes them aggressive and cruel when a woman tries to
lead. Not every girl can bear this situatidbhanagementis not difficult in every environment, but for

me, it was exhausting and annoying."

These quotes imply that Sara found working in a rtliminated environment to be exhausting and

nn

draining, highlighted by terms such aifficult,” "endured" and 'tiring."
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She also described feelingdturated' when reflecting on her experiences, indicating the numerous
obstacles she faced in advancing to managerial positions. Despite her passion for management, she
finds the role to be positive yet extremely tiring. Regarding her future aspirations, she sonvey
uncertainty and suggests she might not pursue a promimeamagerialole due to the considerable

effort required and her doubts about having the energy to do so again.

"...But | can't hide the truth that as a woman, | have become like saturated... managerial
positions with men are pretty difficult, frankly. | mean, if | leave the place, | don't think that |
will try having another one again. Aaah, frankly, although I@amsionate about

management, it is tiring... although it is positive, it is really tiring......"

On hermanagemenjourney, Sara candidly discusses the emotional aftermath following a tense
encounter with her manager. This episode significantly eroded her sense of security and trust within
the workplace, elements she considers foundational to miapnagels relationship with their

administrative counterparts. Sara elucidates this period of introspection, sharing:

G!' FOSNI GKFGZ L adFNISR GKAY(lLAYy3I Fo2dzi GKS A&z
think and stop for a while to rest because | was not comfortable. There was no trust and trust
is very important between the employee and his boss. | didh6tf al FS dzy G Af ddDdé

Her narrative further delves into the impact of perceived administrative practices on her self
confidence and professional wddking. Sara articulates the strategies she contemplated for self

protection against what she perceived as potentially damaggémgiaistrative actions:

"l was thinking about how to protect myself... because | lost confidence due to administrative
abuse which could inflict damage on me, for example, getting transferred from my place to
another. | mean, | was afraid of many things, and that madebis of me."

Sara's fear of being transferred, viewed as a punitive response to circumstances she felt were
beyond her control, underscores the vulnerability and isolation she experienced within her

managerialole.
Sara provides an observation on the women's support within management support structures. Her

insights reveal a nuanced understanding of the disparities in collegial support between male and

femalemanagers Sara says:
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"I noticed that malemanagersdo support each other when they are in position, but female
managerd NB ljdzA S (GKS 2L AAGST GKS@ R2y Qi 4&dzLiLlk

Her reflections offer a critical perspective on the underlying issues that hinder solidarity and
progression among femalaanagersserving as a poignant illustration of the challenges faced by

women in achieving senior positions within their professional spheres.

Sara's efforts to bridge this gap among femalanagersunderscore her commitment to fostering a

supportive network, yet she encounters resistance:

"| tried to contact other womenurse managerso share experiences, work together and
support each other but they are aware and reluctant, and | hardly hear about women that
0KS® adzZllL2NI Sl OK 230 KSNXWE

The use ofdware and reluctaritin Sara's narrative suggests a conscious recognition among female
managersof the need for mutual support, juxtaposed with a persistent reluctance to actualize this
support. This hesitation, as Sara identifies, stems ffonprofessionalism and immaturity, and

possible2 S | £ Rhizh &uFhér impedes femalmanagersollaboration.

During the interview, Sara captures the nuanced lack of assertivamelssilence among female

managers, and how these factors embolden men in perpetuating gender discrimination. She reflects:

oFew female managers defended themselves. In my experience, femadgersat my level

face similar challenges but often choose silence over confrontation. This behaviour,
influenced by historical treatment, empowers men to persist with dominant behaviour. The
scarcity of femalenanagersamplifies this silence, thereby making men more audacious. This
pattern continues due to the lack of confrontation from women who may not see value in
challenging such behavioar.

Sara suggests that the minimal representation of women in management can foster a sense of
isolation, deterring them from speaking out. This silence might suggest approval to male

counterparts, perpetuating practices that suppress female voices.

She further explores the reasons behind the absence of assertiveness:

"The absence of assertiveness could be linked to fear or traits typically ascribed to women. It
might also stem from ignorance, a fear of job loss, or other personal concerns."

Sara's experience prand postVision 2030llustrates a marked shift in professional inclusion:
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"For example, before there was no call for meetings for women in meetings at regional
f SOGSt adddodzi y26 Al Aad RAFFSNBYyiGd® LQY Y2NB

Despite new changes in Saudi Arabia, opening of doors for women in professional circles and
enabling women such as Sara to attend work meetings, Sara still feels pressured to adopt masculine
qualities to gain respect. Sara describes a moment when shedilpelled to step outside

traditionally feminine traits and adopt behaviours typically associated with masculinity to ensure she

was taken seriously. She mentioned:

GL YSIys GKS aArbda dAzy az2ySaAaySa FT2NDSa YS
NFA&S Y& @2A0So L KIFI@S G232 dzYyYx Ly 2yS 27F
the middle of a meeting, hit the chair and said | was not going to cetmfthe meeting and

f STiX ¢KAA NBFOGA2Yy KSEtLISR YS | tAGOHEST I &
woman, but they started treating me as they do with their male colleagues. | felt that | was

the same as them... neither from the point adwiof respect nor from the point of view of

dealing with the opposite. | felt that there is more respect now although that was not easy to
3SGz odzidddd dzYY O60gAGKK2f RAYy3I (GKS NBad 27

From the above quotes, the use dfofces me to get out of my frame as a womacan indeed

reflect a form of resilience and the adoption of adaptive methods. When individuals, like Sara in the
previous analysis, feel compelled to step outside their typical behaviour or comfort zones due to
external pressures or constraints, theisponse often involves resiliencehe capacity to endure

and bounce back from challenges. Additionally, adopting behaviours or methods that are not
inherently natural to women but are necessary for success or survival in a given context showcases
their adapgability. These adaptive methods are strategies or changes in behaviour that women
employ to better navigate their circumstances, often in response to specific demands or barriers
encountered in their environment. Her description captures moments of afarsion and

resolution. This act of defiance, though momentarily effective in altering her colleagues' perceptions,
reflects Sara's internal struggle to conform to masculine norms to assert her management.

Sara belief that management necessitates the adoption of masculine qualities:

"Leadership is a masculine trait, and if a girl wants to be a leader, she must have some
masculine qualities

This quote suggests leadership within a gendered discourse, emphasizing the societal expectations

placed on womemanagers.
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Sara's experience further underscores the significance of male endorsement in her career

advancement. She asserts

bL ySSR (KS adzLlll2 NI 2F GKS YIS YFylF3ISNT
male empowermerX"

This extract highlights a systemic dependency on male networks for career advancement. This
reliance on male validation not only speaks to the gendered barriers within professional
environments but also to the strategic adaptations women like Sara emplpyogress in their

careers.

Sara's narrative illustrates the profound the effect of previous marriage on her management. Sara
shared her feelings of conflict and guilt she navigated as she balanced her professional ambitions
with the expectations placed upon her as a wife. She detes the emotional toll exacted by her

ex-partner's perception of her dedication to work, revealing

"My expartner made me feel that my focus was more on my work, and | am an indifferent
wife even though he knew that it wamportant for me, and no matter how hard | work, I'm
made to feel as if it's wrong to focus on my work."

The profound guilt Sara experienced, perceived as "negligence" due to her professional
commitment, underscores a significant conflict between her dedication to her career and her
partner's expectations of her role within the marriage. This tension culrathdtring an attempt at

reconciliation with her eshusband:

"When my exhusband tried to reconcile with me, he was asking me to leave my position,
saying that it has taken a lot from me, meaning he did not want me to continue with it."

Sara's recounting of her dxwsband's request for her to abandon her management role illustrates
the direct clash between her personal and professional life. Despite these marital challenges, Sara's

resolution is evident:

"I would not give up my job because someone was not supportive, because if he was
supportive and helpful, he would not have asked this of me."

Sara highlights the burden of family responsibilities borne by women, implying that these

responsibilities are significant and perhaps uniquely challenging for women.
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LG Aa 0SOFdzasS 2F GKS Odzt GdzZNBE 2F az20AS0G& Ay |
family and children, and she needs more support, and not every woman receives the same
& dzLJLJ2 NI & ¢

From the quote above, Sara implies that the culture of the society plays a significant role in shaping

women's experiences, particularly in relation to family and possibly career.
Also, Sara shares:

"My family responsibilities affected my ability to reach more senior positions, especially since
| became a single mom. This is one of the things that made me stay at a middle level and not
32 G2 | Y2NB aSyA2N) £t SOSt ¢

This quote from Sara underscores the impact that single parenthood has had on her career
decisions, suggesting that her family commitments have taken precedence over professional

opportunities.

Sara experienced a dichotomy of support within her family. Her father and brothers offered
unwavering encouragement, contrasting sharply with her mother's negative perception of Sara's

managerialole. Sara stated

GKFG GKS NBlazy '-FZNJI

bae Y20KSNJ g2dz R &l ff
fRAYy3dodd a& FlLYAfeQa NBI A2y

L2AAGAZ2Y LQY K2

This disparity in familial support highlights the emotional toll that conflicting family opinions can

exert on professional aspirations

At the end of the interview, Sara explicitly states that she has no desire to contimeniagerial
positions currently. Through her reflections, Sara weaves Maslow's hierarchy of needs into her
understanding of management progression, suggesting that her journey towards occupying a senior

role is intricately linked with satisfying her essential andcpsjogical needs.
She articulates a profound connection between personal upheavals and her professional trajectory,

revealing how her recent separation and the search for a stable foundation have posed substantial

obstacles to her selictualization and the enhancement ofthassertiveness asmanager
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"Perhaps my recent separation, or the fact that | haven't yet found stability, has impacted
me...It's natural for someone who's been disrupted to experience a setback and struggle to
attain selfactualization."
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Figurel2Y

As a | felt my op was not
solicited, but | insisted on asserting my

**No opinion as a woman & Rebellion** viewpoint.
There is a certain s ype about
thi weak...

**Perceived Weak**

As a woman, | have become like saturated...
managerial positions with men are pretty
difficult.

**Exhausted** Not every girl endures this thing. It is tiring,
B ———————— really tiring... this environment is tiring for
women.

P

| started thinking about the issue and did

not feel safe... There was no trust.
**Unsafe** | was thinking about how to protect
B myself... b | lost conf due to
administrative abuse.

Male managers do support each other, but
**Female Rivalry** AL L 's don't port each other.

{ The absence of assertiveness could be linked

**Lack of Assertiveness** to fear or traits typically ascribed to women.
Mind Map: Personal
Experiential Themes **Perceived Indifference by Husband** m.‘:."gu asking mtt::‘ldc::c'my posltmt.h

from Sara's Analysns My family responsibilities affected my

ability to reach more senior positions,
**Single Mother** peci since | b a single mom.

My mother would say that the reason for all
the problems I'm having is my work and the
**Mother Blame=** position I'm holding...

Sometimes | have to get out of my frame as a
**Qut of Feminine Frame “"Embracing woman... | have to raise my voice... but there
Masculine Traits*" is more respect now.

| need the support of the male manager, |
don't think | will reach a senior position
**Male Support / Networks** without male empowerment.

= 12 . = My recent separation, or the lack of
4. Resilience and Coping stability, has impacted me... it's natural to

**Maslow's Hierarchy** struggle to attain self-actualization.

Before, there was no call for meetings for
women at regional levels... now it is
**Vvision 2030** different. I'm more involved in meetings.
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7.3.2 Fatima Psychological war

T tFENOAOALI yiQa t NRFALS
CFridAYlF A& AY KSNJSINIieé GKANIASAE yR addzReAy3a F2N
youngest daughter in her family and grew up in a family where her decisions are valuable and
GKS& 1y2¢ (GKAA GKAY3I I Fitiha dokk&ddn muliipk éegion€sud)asNB 2 y I £ A
northern and western regions and has held several official positions in the health care industry. For
instance, she wasmursing supervisor for almost six years, and she is now a head nurse. The
AYLRNIFYOS 2F RA&aOdzaaAy3da CHOAYIQa OFasS Ay (KAA
nursing supervisot U KSNB g1 & y2 {FdzRA FSYI S yrdaslka y 3 & dzLJS N
AYUSNIASSG 61 a || a2dNOS 2F Glftdz2oftS AYyF2NNIGA2Y ¢
workplace. This is because Fatima actively expressed her opinions on issues including gender

discrimination in the workplace in relation to managent and the decisiomaking process.

1 Interview Pattern
Fatima appeared very confident and articulate during the interview, and she was only participant
agreed to conduct a video interview. However, her linguistic pattern changed significantly to an
angry, sarcastic and tense tone once the dialogue deepenédAFg | QuérbaycBrgmunication
suggested a disillusionment and exasperation in discussing her persanaberiakxperiences and
how male colleagues and managers have treated her. She closed her eyes, avoided eye contact
throughout the various discussisnmessed up her hair, clapped her hand, and adjusted her glasses
when her responses were disapproving of the situatieatima's interview lasted ninetiyvo
minutes.Initially, the interview with Fatima seemed to be a form of catharsis for her. This was
evident from the beginning of the interview when, after the participant was told that the interview
would be informal and that she could comfortably tell stories af tin unigque experiences, she
NE & LJ2 ¥ R BRheartAsulk @ ¢ KA & LIK Nds ae§ativdzdotriothtiors in Arabitisdture,
which meansi have a lot to sa§ At the beginning the second interview, Fatima felt that she
achieved her desire fromthey § SNIDASg o6& NBf Sl aiAy3d KSkelghadB GA DS
KFE@S &Lk Sy Aadimnally, the émStlondlreledse was clear, particularly given that,
FFAGSNI CFHOAYLE SELXFTAYSR &a2YS$S 27T S NkeShati§andySuy OS & =
negative energy in such a bad veafihe interview with Fatima presenteix personalexperiential

themeswhich are presenteavith its quotes in Figure 13.
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1 LYGNRRAzOGAZ2Y G2 CFGAYIQ 9ELISNARSYyOS

Overall, Fatima's experience with management position seemed negaeK S RS A OMB O SR A (

worst experience on earthilhderscores the depth and intensity of the obstacles she encountered in
her career advancemenier management experience was enriched and unique, marked by her
position as the first Saudi female nursing supervisor in Northern Saudi Arabia. Fatima's experiences
in two different regions of the country further enriched her narrative, as she notedhtige

differences between them.

GC2NJ 82dzNJ AYTF2NXYI A2y L 62NJ SR KSNB Ay G(GKS

and | had almost more than one experience, an experience in hail and another out of it, so | will
aLSE1T Y2NB (N yaLl NBydGfe Fo02dzi GKAA Aa&aadzSoé

Fatima's experience as the first Saudi female nursing supervisor at her hospital in Hail City captured
the challenges faced by womenrnmanageriatoles within conservative societies. Sara reflected that
she faced resistance from societal norms and beliefs about femalt@nagerial rolas she

embarked on her pioneering role. Contrasting her struggles with the more supportive environment
in Medina, where female employees reached higher positions due to the encouragement of their
direct managers, Sara emptiaes the importance of management support in overcoming gender

barriers and promoting gender equality in the workplace.

"I was in an area of Northern, which has a different culture from that of Western Saudi
Arabia. Atthat time, there was no Saudi female nursing supervisor. | was the first one.
Ummm, at that time facing our society, which | lived in was never easy. Maybe it was the set
of beliefs and thinking that they have about having a fenmémagerover male employee.
{(2Y8 YSydGlftAGASAE R2y Qimandy@dvarkinemi. K k dorked irf S Y
Hajj season and meanwhile, | know some girls in Medina dity,axe telling me about such
great experiences, females there are reaching higHie ¢ higher positions, just because
GKSANI RANBOGO YIyl3ISNBE INB adzLIR2NIAy3I GKSY
or female candidates, they even treat thema good way and support them whenever they
YySSR: (KSeé& GKAy|l GKIFIG AGQa | FSYILE$ FyR

Her use ofat that time'indicates a past more fraught with difficulties, a time before the societal

changes that have begun to reform the women's situation in Saudi Arabia.

(p))

f

KT

Fatima felt that experiences with mateanagerialrold & t A 1S | blLAEOK2f 23A 0!I f

" .... Itis a psychological war with male managers, even if it is not a physical war the
LJAeOK2f 23A0Ff 62N] A& Y2NB RSadNHzOGAODS
Fo2dzi SFOK 20KSNE GKS& R2y Qi d&lbokow theysd
think.."
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Her use of the metaphor of ‘gsychological war Implies that Fatima's experiences have taken a toll

on her psychological wellieing. Perhaps she felt constantly on edge, and under pressure.

Fatima was expecting full empowerment from her male senior manager when she reached a mid
level position However, she felt that he had not been there for her, and she expressed her

frustration and disappointment in the following quote:

"l even asked him for empowerment ahddzii K 2 NJR&
YeaStT GKIG GKAAa GAYS L ¢
KS NBIR GKS YSaal3asS odzi R

fe L F
Yeéast
R L F

& Xdzy F2 NIlidzy I
ff LINB&A&dzNAT

S
S
R y2i NBLX & I

CI
A
A y
Fatima articulated a sense of constraint as a manager who, despite her position, was suspended

from using her authority. Her narrative reveals her annoyance:

"[she] wasn't comfortable they didn't empower me and didn't allow me to use my
F dz K2NAR G XGKSNE gFa | aArAayAFAaAOryd tS@St 2F A

Her statement implies that this interference from the management reflects a lack of trust and respect
for her professional judgment, potentially undermining her ability to fulfil her duties effectively as a

manager.

Fatima felt that she was not trusted as a manager, and her duties were reduced, particularly
in the decisioamaking process. Fatima expressed that the senior male managers perceived a

female manager as

"Merely a tool in their hands. Sieenot supposed to make or take any decisions. She
should not even express her opinions or views."

Her observation that when a female becomes a manager, she feels they are treédtedraty

a tool in their handsSuggests a belief that women in management roles may not be given the
respect, autonomy, and authority they deserve. This language implies a perception of women
in management roles being manipulated or controlled by others, rather than being granted
the autonomy and authority they deserv&he built on this perception as:
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The participants highlight a deliberate pattern of exclusion and unwelcoming behaviours in the
workplace.

Fatima assumed that some male manager used religious interpretations to maintain their privileges
and reduce women's management representation, despite the historical involvement of women in

religious matters.

b2yS 2F GKS (GKAy3a GKIFIG L OFryQid are GKFG GKS¢
perspective that a woman cannot lead, despite the fact that aaah, too many times, during
the days, if you read histoxyif you read in history you will find thatstory tells us about the
fight, women used to fight next to Prophet Muhammad [peace be upon him]. He did not say
that she is a female and should not be in battlefield, but here they take it from the habits and
norms perspective and they see it throughtadeI A 2 dza f Syax F2NJ SEIl YLX S>3
and | went to the higher authority, and he was a man manager, but he did not want me to
Grt1 02 KAY 6KAES 6S IINB f2yS Ay (KS NR2Y3Z |
0f I dZ3KGSND L R 2 ydeributlhg rafdgseddadknteét masdven, hé itabght
another one (laughter) and | talked and discussed the matter with'him
Fatima's excerpt suggested a critique of the prevailing cultural perspective that women cannot lead,
citing historical examples of women fighting alongside Prophet Muhammad upon him as evidence to
the contrary. However, she encountered a personal expedemith a male manager who refused to
meet with her alone due to her gender, citing religious prohibitions against men and women being

alone in a closed room.

From the above excerpt, Fatima shared her thoughts against the cultural belief that womentare
fit for management, mentioning that women have held significant roles, fighting alongside Prophet
Muhammad upon him Yet, she faced a direct challenge in her own career when her male manager

wouldn't meet with her privately, using religious reasonsustify the avoidance.

At the same time, Fatima added that she was surprised by the assumptions held by her male

managers regarding her questioning her communication abilities:

GKS oYFES YIFyFr3aSNB Llzi tf GKS oflYS 2y Y
GKFd L OFyQlG O2YYdzyAOFdS LINBLISNI&H b2d UGN
Ad Iy SEOdzAS FT2NJ 20KSNJ dzyRSNXIe@Ay3d NBI a2y o

Fatima stated that the judgment of her lack of communication skills by her male manager is
ARSYUGAFASR da | FlF e RS F2NJ 20KSNJ dzyRSNI&dAy3a NBI &
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her male manager to engage in direct communication with female managers is rooted in deeper
societal fears from social criticism and pressures. These pressures are historically and culturally
conditioned by interpretations of Islam, which have significairifluenced the status of women in

Saudi Arabia in the past.

Nevertheless, on a deeper level, Fatima reflected how societal expectations differ for males and

females yet lead to a shared struggle

"As for my experience, it was not easy from either the male or the female side when | was my
RANBOG YIFylFI3ISNRa &dzZLISNIAA2NI 6GKS bdzNEAY 3 5A NX
while people started talking to him asking how he let women hold mameagé positions,

and how he let them come to evening shifts. | think that's why they appoint male managers"

Her account reflected that Saudi male senior managers might be pressured to conform to certain
stigma by employing other male managers to avoid direct communication with Saudi female managers
as it is not expected in some conservative families, femalesfacaydifferent pressures being Endure
pressures from men resulting from societal pressures that resulting in deprived of their career
advancement. Fatima's personal experiences, particularly her transition from receiving initial support
to facing societalpressure when her male manager is criticized for allowing women to hold

management positions and work evening shifts.

Fatima revealed a perceived consensus within her professional environment that women are not
suitable for management roles. This perception is entrenched in the stereotype that women are

inherently weaker and driven by emotion, which makes them unfit fanagement:

GeKSe atAatft asSS g2YSy a AyStAIAofS 2F K2t RA)
strong. They have this thought that woman is driven by her feelings and emotions for which
she should not be in leading positians

Fatima revealed punitive approachtowards women in management roles, describing ongoing
GNRdzof S& FAYSR 0 YIF{1Ay3 KSNJIRSALIAAS KSNI LIRAAGA?Z2

GL G2fR @2dz L 'Y adAftt dzyRSNJ GKS LlzyAakKYSyid 3
making trouble for methey still doing things till today... The purpose was to make me hate

the position and refuse to hold any position in future since | am nearly graduating with
YFadSNRa RSAINBS: a2 AdQa | {AYyR 2F GFYAy3 YS
time | would not accept any position, and the other thing is that they want me to transfer to

another place becausect..
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Also, &ie notes

"Authority is used in a way that discourages aspirations to management due to the potential
negative impact from higheups," leading to a profound aversion to her role and the
professional field itsel

Fatima shares her experience of women in management overdiffagilt, she stated:

T2N 62YSy o 2K

Addd . dzi GKSNB | NB a
Y AOdzt (G vé

a
come to know that the experiencég 2 Y Sy

And
a Xitdwvas not easy; it was difficult. It would have been easy if there was a better

environment, easy if it was in major cities. It was difficult because their thinking is still that
GKS O2YYdzyAileua KFEoAdGa YR y2N¥Xa 02YS TFANBRU O

Fatima, on the other hand, expresses a resolution to protect herself from the harm that could arise
from the challenges she faces. She imagines a world where women have special protections against
unjust removal from their positions. She envisions an arithaoledicated to defending women's

rights in the workplace, suggesting that such a body would create a deterrent against discriminatory

practices.

GL gAAK GKFIG GKSNB A& |y FdziK2NAGe GKFG LINRG !

psychologically or any manager harms her or any kind of oppression that she faces, a proper

authority that supports you no matter if you are a Health sector employee or an ezeploy

FY@6KSNBZ |y !'dziK2NAGE GKFIG AadzLIL2 NI a g2YlFydé
Fatima highlights internalized sexism's role in limiting women's management roles, explaining,

"There were women who stood against other women, out of envy maybe...Some women do

not accept, and cannot digest, the success of another woman while they accept the successes

2T I Yl yo¢

Her experiences underline the challenges posed by women working against one another, fuelled by

envy or misunderstanding, which obstructs women's path to management.

Fatima identifies fear as a key factor hindering women from speaking up:

b22YSy R2y Qi &aLISI 1 dzLJ 6 SOposisdrs GKS& | NS F FNI AF
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Fatima's perspective emphasizes the potential risks involved in being assertive, particularly the fear

of job loss, which can be a powerful motivator for maintaining the status quo.

Fatima envisions a future where women are not only encouraged to pursue management positions

but are also prioritized over men in certain contexts. She asserts

awomen willget the priority over the male and if there is a competitiwomanis prioritized

over males."

Fatima's goal is to dismantle the notion that women are less capable and to create a system that
values and supports their contributions. By prioritizing females over males and advocating for a
more balanced and inclusive workforce, Fatima aims to breakndgender barriers and create a

more equal and supportive professional environment. She believes that through intentional efforts
to challenge gender stereotypes and biases, women can be empowered to reach their full potential.
Fatima's perspective reflects a commitment to empowering women, eliminating discrimination, and
fostering an environment where everyone can thrive based on their skills and abilities, regardless of

their gender.

Fatima's aspirations and motivations for holding a high position of management. She expresses a
deep desire arturing women in any position, acknowledging the oppression and underestimation

they face in society. Fatima states

"| aspire to empower and support every woman/every woman in any/in any position no
matter what position she has because here Woman is oppressed... she is more powerful than
the man"

Her goal is to create a society where women are not afraid and are prioritized over men, even in

positions of competition.

She shares her personal drive and reasons for aspiring to a management position. She highlights
specific experiences and observations that fuelled her determination to make a positive impact on the
workplace. Her motivation also stems from her desire tpiriove the working conditions for the staff.

She witnessed instances where the staff was neglected and had to work without proper discussion.
Fatima states

"I wanted to make things easy for the staff, | wanted to create a good relation and
cooperation between the head and the staff."



Her goal was to establish a healthy and collaborative environment where employees feel valued and
supported. Her drive for management goes beyond personal reasons. Fatima emphasizes that
holding a position was not merely an aim fugrsonal gain, but rather a means to alleviate

workplace stress and create a positive atmosphere. She states

"l wanted to create a healthy environment and encourage the staff and make them work not
as if they are forced to! | wanted to eliminate this toxic work environment and reduce
problems and disputes among employees and make them cooperative with eactit otlter

Her motivation to management reflects her deep commitment to improving the workplace and
fostering a harmonious work environment. She aims to eliminate toxic dynamics and replace them
with a cooperative and supportive atmosphere. Her personal experienweslaservations of the

staff's challenges fuel her determination to create positive change as a manager.

During the interview, Fatima actively advocates for women's rights and gender equality. She
expresses her desire to bring about change and establish specific rules that address the treatment of
women differently from men. Fatima believes that women shdaddreated better than men in

certain situations, aiming to address the unigue challenges and needs faced by women. Her
advocacy includes advocating for policies that consider the psychological effects on women and
protect them from unfair removal. Throudter advocacy efforts, Fatima demonstrates her

commitment to empowering women and creating a more inclusive and supportive society.

aL oAttt YI1S I OKIFy3daS: (GKSNB gAtf 0S az2yvyS Nz
treated in a way which will be completely different from men, eguially, although | am
GAGK Sldzl fAGeés odzi  g2Yly akKz2dzZ R 0SS GNBIGSR

remove a female from a certain position you have to consider the psychological effects and

before terminating her, you appoint her to any otlpasition and then tell her about that, a

rule that would say it is strictly prohibited to remove her from any position until there is an

official notice, or anything Anythingcl NBIF f (KAy3 (KSy (KAa Aa 2.

Fatima's perspective is driven by her belief in feminism and her desire to promote gender equality.
She acknowledges that her thinking may be considered feminist, but she embraces it

wholeheartedly, stating

"It might be a feministic thinking but (a joyful laughter) no problem this is my plan, | want to
support women woman and woman because woman is the other half of society."
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She envisions a future where her daughters do not have to face the challenges and inequalities she

has encountered.

Also, she expresses a sense of necessity to adopt certain behaviours characteristic of male
managers:

bL KIFIgS 2 0SKIgS tA1S GKSY & YIFES YIylI3ISNES

Fatima's statement highlights the existence of gendered expectations in management roles, wherein
certainbehaviours are associated more closely with masculinity. This suggests adaptation or
assimilation to conform to prevailing management norms or expectations, which may be perceived
as predominantly masculine. The use of the wdrdve td' implies a perceived obligation or

pressure to conform and to be taken seriously, rather than a voluntary choice.

Fatima articulates her deep appreciation for women's presence in management positions and their

significant contributions, emphasizing the value they add to the professional environment.

"I really love to deal with a woman. Woman understands me better and it is easy to deal with
them”
She reflected the importance of shared experiences, particularly when dealing with sensitive

personal matters such as healthlated issues.

"In fact, if my manager is a female, | believe she will accept me and understand me more
than men. | do not have a problem that men and women are in management position, but
for example, during the menstrual cycle, as a female, Idéeulty in telling a male

supervisor that | need to see the doctor because according to the system if you want to see
the doctor you are supposed to write the reason for that. | find it easy telling a woman and
sharing such feminine stuffs with her."

Her comfort in discussing ‘feminine stuff' like the menstrual cycle with female supervisors
underscores the need for empathetic management that acknowledges and accommodates-gender
specific needs. Fatima's preference for female interaction in the workga@eted in her belief

that women understand each other better, which facilitates smoother communication and
cooperation.

Furthermore, the participant a personal testament to the power of female understanding in

manageriafkoles. Upon discovering that the manager handling her case was a woman, she
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experienced an overwhelming sense of relief and ease, contrasting sharply with her past

apprehensions with male investigators.

"| felt so comfortable that the one who was investigating was a female, | was so comfortable

L OFyQid (Stt e&2dz K2g YdzOKI gKSYy cioBkS gl a Gl €17
O2YF2NI I o0t S> LINBGA2dzat e | NS dzaSR (afembe G2 |
she was to understand, that is why | am saying a female will understand a female, she was to
understand and girls are always understanding, | explained everything comfortably and they
supported me and then when | get back from there, | was sdactable while previously |

used to get out having too many bad feelifigs

Fatima's repeated use of the worddmfortableé' and phrases likedirls are always understandihg
highlight a profound level of trust and ease when dealing with female management. This experience
not only provided her with emotional support but also reinforced her belief in the importance of

women in senior management roles to create a more incluaiaempathetic work environment.

At the end of the interview, she touches on the empowerment and challenges within her role. She
acknowledges the progress towards empowerment and management opportunities for women,
aligning with the goals of the 2030 vision. This indicates a recogtimitiatives aimed at gender
equality and women's empowerment within her context. Despite advancements, Fatima notes the
enduring presence of traditional gender narratives or stereotypes. This suggests that while progress
has been made, societal attitudend perceptions regarding women's roles may still behind

institutional changes.

"...we are living the 2030 vision and empowering women and giving them management is in
all its aspects. But the idea of women is still there ...."

Her words reflect the dual reality of advancing management opportunities and the persistence of

traditional gender narratives.
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“Merely a tool in their hands. She houla not
MNo Authority even express her opinions or views

“..uhe put all the blame on me that | lack
communicating skills d that | can't
communicate properly:

Communication Issuves _<:’

“It was not easy from either the male or the

female side... people started talking to him

asking how he let women hold managerial

positions, and how he let them come to
Shared Struggles evening shifts.*

"They still see women as ineligible of holding

managerial positions, and as weak and never

strong. They think woman is driven by her

feelings and cmotlons for which she should
Perceived Weakness not be in ma at positions.”

“l am still under the punishment of
accaptlne tho position... The purpose was to
make me the position and refuse to hold
Punishment any position irl Ntum..."

*“BUt there are still obstacles for women...
we come to know that the experience
Difficult Experience women is very difficult.”

“1 wish there is an authority that protects
MNeed for Protection wom-n wh.nmr she is harmed....”

“There were women Wwho stood against other
women, out of envy maybe...

Female Rivalry **..Some women do not accept, and cannot
7 The ot while
they accept the successes of a man.”
men don't speak up bccauu they are
. . Reluctance to Speak Up afraid to lose their position.*
Personal Experiential - S
Themes from - o ana y

woman in any position no matter what

position she has because Woman is

oppressed... she is more powerful than the
Advocating and Nurturing man. "

Fatima's Analysis

*1 felt so comfortal at the one who was
investigating was a fe . Today when |
went and she was a female she was to
understand, that is why | am saying a female
will understand a female...."

“I have to behave like them [ male managers]
-..sometimes | need to De harsh as them.

Adopting Male Behaviors

e -u Living the 2030 vision cmq
ring women and giving ti
l.c-d-rshtp in all its aspects. But tm idea of
women is still there ....**

Vision 2030 Impact

Figure 13Personal Experiential Themes frétatima&2a !s/ | f € a A
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7.3.3Noura(l am anintruder)

1 Participants Profile
Nourawas aged thirtyone and was born and raised in the west of Saudi Arabia. Noura's family moved
to the northern region, which made her experience a myriad of challengesaivageriaroles. Noura
was recruited via snowballing technigaad hadworked for four years as a clinical midwife followed
by another four years as a head nurse. Her transition inemageriaroles, however, was marred by
a series of frustrations and disappointments. Noura was eager to share her views in my research
because she wante®t dzy RSNA H/IROSK I NUKISH aK2a GAf Al HENRB Y LIS
explained how race impacted her career progression and how she felt unempowered in her
management experiences because of racism. She hoped that the interview would enable her to reflect
on her experience as a Saudi women manager working in anothienragd from different tribeThe

interview with Noura was the longest, lasting 126 minutes, which included pauses and breaks.

1 Interview Pattern
It was apparent that Noura was experiencing a mix of emotions; she appeared upset, afraid, and
nervous. Despite these feelings, the interview proceeded smoothly, with Noura showing a strong
willingness to share her story, and | felt able to probe. Her @&pee in a midevel position was
described astfagic" and 'too stressful'Linguistically, she frequently used words associated with fear,
indicating a significant level of apprehension in her experiences, Noura used peaceful language in her
dialogue; ke often used words liképutting out the fire"andd don't like to provoke her angerThe
SELISNASYGALt GKSYS& I yR &dz (KSYS a preseatedwith$t SNB SR

quotes inFigurel4.

9 Introduction to Noura Experience

Nouraperceived her experience as an outsider during her management journey with a keen sense of
seltloneliness. A person who comes from a different region and tribe often perceives herself as an
antrudeNJn a traditional community. What makes Noura's experience in management unique from

other participants, is that she illustrated the intersectionality of sexism and racism.
Noura always knew she was meant for more than just being a regular nurse. She says

bL R2y Qi FSStX L YSIy> FNlylfesx L alFAR L glaydudi

This suggested that she always believed she could do more and aimed to be a manager.
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Also, Noura felt that the position increases her feelings of confidence she stated:

GL YSIFysS LI NI ¥ N Yplade@d sbdh asll ac@eftddihe gositionj itis Kl &S
YAOS (2 KI@S LIS2LXS OFrff @&2dz 6KS WKSIRQZ WgK!
felt so nice, and asking who is controlling the department is very nice. It is a nice feeling,
honestly untiinowiic. A& I @SNEB yAO0S F¥SStAy3a 6KSy it RS
Noura felt alone because she was different from the others at her workplace. She was brown, but
that wasn't a problem; people treated her well and never made fun of her colour. The real problem
was that she came from a different tribe and place. Some peoplldn't understand how she got a
high job without being from the Hail region. What bothered her was the treatment she received
from her tribe.

"l am brown, not white... but it's something normal, | didn't feel that it was...In terms of

O2f 2dzNJ dzYx y2 L RARYQU &dZFFSNI FNRY GKS O2f 2dz
In terms of colour, no, | have never faced racism rather they igspectful, and the

YIyFr3aSNAR RARY QG aleée lyedKAy3a FyR y2 2yS KFa i
thing | suffer from is tribal prejudice and racism, how did you come and how did a person

who is not from the Hail region be appointed in such a pigition? | still ask this question

dzy GAf G2RI & ¢

The fact that Noura came from another region made her feel like an intruder. In her opinion, women
managers from the same region and tribe were accorded a level of respect and acceptance not

shared by her as she is from a different region. she affirmed:

"I swear by God, women from the same region and tribe receive better treatment than those
not from here."

L KStR | LR&AGAZ2Y F2NJ AAE Y2yiKas 6KAOK ¢!l a
FrYAfte yIYS SyRa ¢6A0GK fFfp 6KAOK Of SINIe& AyRAOI
NEOSAOGSR ONRGAOAAYXZ GKI G | 3AiMifg somtiingWithe ¥ (K S

KSNJ K yRB8 ®¢

The attitude, as Noura observed, was that only Hail residents were deemed fit for management and

managerial roles within the hospital. She explained:

"They believe that only those from Hail should hold positions; if you're not from here, you're
not seen as deserving of such responsibilities

Nourafelt this regional and racial preference played a role in her professionalineldn addition,
she expressed a sense of restriction and-befonging to any management position as she

articulated.



When asked if she want to attine senior position, Noura appeared very cautious and frightened to
experience more

—

ISNASYOS 6KIG L KIS SELISNAS,
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The level of racism she experienced in her first-faitklmanageriabosition was described as "the
highest level";'too high' and 'unimaginablé. According to her, discrimination was the most

pressing problem she faced during her management journey. Duetistr' from the top

management, she resigned. She explained that she had experiebhaddeelingsin her previous
position because she did not receive sufficient support. Her resignation expressed an awareness of
shifting emotions toward her previgudepartment. I'loved it, she said, and after her resignation,

she expressed that stayed there for perhaps eight months before | hated the department”.

Noura's lived experience within her professional career is overshadowed by the weight of external
perceptions. Her recounting of the word$ldw come that she is from out of Ha#rticulates a

sense of otherness that is imposed upon her. This phrase, overheard and internalized, resonates
with the questioning of her legitimacy based solely on her geographic origin. This questioning
"How come"t implies a degree of incredulity from others. For Noura, this is an articulation of her
struggle against the egtnal perceptions that fail to see beyond her regional identity. It is a poignant
reflection of her confrontation with a barrier that stands apart from her professional abilities or her

personal aspirations.

Her narrative captures a hidden challenge, that defines her asuasider’ The external perceptions
she faces are not passively observed; they are felt experiences that impact her perception of self
within the professional community. She is hearing these words; and she is living the reality they
impose, one where her origingd tribe become a focal point of her identity, overshadowing her

contributions and achievements.

Noura felt isolated and alone while working in this position. In her wdftisere was no help, no one
helped mé, a reflection of her solitary experience within the organization. Her absence of guidance
and validation was more pervasive than merely the absence of physical assistance. Her experience
was exacerbated by the feelings of upheaval in her department,ditkéo the disarray of an

"auction" This metaphor illuminated her struggle for stability and control in an environment where

she felt unprepard and unsupported.
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Furthermore, Noura expressed a sense of loneliness, capturing her experience with the emotional
phrase:

GCKSNBE g1 a y20KAYy3 Fa AF @2dz 9SNBE 62NJ Ay3I GAl
myself mo my body means my body is hormal you either fix everything or not. | went
through. You can't imagine how | went on a stress rather than a physical one, and if it is a
physical one it can be released after taking rest but it was a mental one ttmog too
YdzOK aidNBaa GKIFIG @2dz 62y Qi AYFIAYySE
The repeated sentiment that she received no assistance underscores the emotional and professional

challenges she faced, emphasizing her isolated journey.

Noura began her account by detailing the intense hostility she encountered at the hospital,

emphasizing the role of the CEO:

"| faced great hostility from peopleti 2 2 YdzOKX @2dz 62y Qi AYI3IAYS K;
"If we put a bottle of water on a table, he would say why did you put it there;avity and
would say you don't deserve to be department heads, and you don't know how to become
department heads."
She further illustrated the nature of this hostility through specific interactions with her manager. The
anecdote about the bottle of water serves as a microcosm of the larger issue: her manager's
criticism over such trivial matters. The rhetorical quesing, "Why did you put it there?s not an
inquiry seeking an answer but a form of indirect criticism that undermines Noura's competence and

decisionmaking. This repeated scrutiny, encapsulated in the word "why," resonates as a persistent

interrogation,contributing to an oppressive environment.

The definitive statement from her managé¥,ou don't deserve to be department headsyplicitly
challenges her professional legitimacy and authority. Such language suggests actively working to

strip her of her professional identity and séklief.

She suggested that the manager's purpose behind his behaviour is to make them hate the
workplace. She suggests,
"He wants us to hate the place, he was there to make us hate the place."
oHe made her hate thplace and when she left, he tried the same with me several times, but
KS O2dzZ RYyQiz NIIUGKSNI gKSYS@OSNI KS I @3S YS | y2i
gSEH{132 odzi KS O2dzZ R R2 GKIFIG gAGK Y& FTNASYRO®E
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Although she discussed previously only being discriminated against because she is not from the
same region or tribe, she later emphasizes gender as a major issue in Hail, contrasting it with more
progressive attitudes in Riyadh and the Western Region.
G¢KSe 0StASPS YSYy IINB Y2NB StA3Ao6fS IyR RSaSs!
here in HaHsorry to say, but it is not really the same if you go to the western region or to
Riyadh city, where there are women who are hospital managers thetrbgebe! it is not

possible as they think how a women can be the manager and under her men are working?
26 | ¢2YlFy A& adzllll2aSR (2 RANBOG YSyé

In the other hand, Noura's reflections suggested a belief that the lack of solidarity among women in
her workplace contributes to their underrepresentation in senior positions.
XPd g2YSYy RAAO02dz2NI IS SI OK 20GKSNXE @

Noura experiencednexpectedhostility from her head nurse [a woman] during her management

journey. She received various indirect passive aggressive strategies in the form of refused annual

leave and increased workload. she interpreted the reason behind her behaviour was competition so:

. SOl dzaS (GKSeé ¢l yiSR (2 3IAGS YS (GKS 2G$KSNJ RSLI NI
K2t RSNJ g KAt S aKS gFa I RALI2YI K2f RSNEO®

Despite all these challenges, Noura hasn't given up. She's determined to reach higher positions and

prove herself. she says, showing her determination to succeed.

"l challenge myself and | challenge the people around me"

Noura's story is about not giving up, even when things get tough. She shows us the importance of

believing in ourselves, fighting for our dreams, and the need for support along the way.

éBas[caIIy, | challenge myself gnd | challenge theApgzopIe around me andj prayAth'atAI reach theif
WaSYA2NB Ll2aAuAzy az2YSRIFée YR | OKASOS 6Kl U L
Her determination td'reach higher positions and prove myseiiiggests the importance of self
belief and perseverance in the face of adversity. Despite challenges, Noura remains steadfast, driven
by the hope that If God wills, If the Almighty willsshe will achieve her goals. Her journey
underscores the power of staying strong, challenging oneself and others, and the significant role of

faith and support in overcoming obstacles and reaching success.
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When she was asked if she had applied to a senior position before and she responded:
GLF L L e y2gs (GKSe gAftft y2id FOOSLI YS YI Ay
theirs, | will be rejectedNB 2 S OG SR AYYSRAI GSft &¢é

Noura believed the qualification is the only obstacle she faced right now to reach senior roles and
aKS Aa FLWXeAay3d G2 &addzRe | YFadsSNna RS3INBS ySE

GPPLQY GGNBAY3I K2LISTFdzZE & G2 O2YLIX SGS Yeé Yl aids!
to leave the hospital. | mean, | want to be a manager outside the hospital, a manager whao's

bigger than the head of the department. | want to hold a position thdtigher, | want to

develop myself. | mean, | don't feel like | don't want the same place all along. | mean, for
threeorfourf A @S &SI NRX L R2yQil ¢ yi-ahead abea®no} & I K
| want to develop, go farther, | mean, I'm ldag at this hopefully, God, and make it possible
F2NIYS G2 tSIH@S GKAa LIXIFOS YR K2fR (GKS KAIK!

However, that she wants the degree to balance all type of discrimination such as sexism and racism

to reach a senior level when she stated:

L OFly O2yFTNBY(O GKSY IyR &adzS GKSY (2 GK
GKFIYy YAYS YR aGAff K2ftRa F KAIKSNI LI2aA
defend that neither a colour or a tribe. It is true | have a degree thaglehthan the
RSINBS KS KFa FYR LQY Y2NB ljdad t ATFASR (KFy @&2c¢
K2f RAYy3a LI NI FNBY o0SAYy3I NIXQOAald .dzi y2¢ L Ol
GKSY a2 L OlFyQil are FyeidKAy3aXxXhb

S
a A

Nourafound herself tolerating or enduring whatever mistreatment although she was emotionally

impacted. She has chosen ignorance as a response to any mistreatment from her female manager
& RAR A3Jy2NB KSNE YR L ¢2dz R 62N] YR R2 Y@

Nourajustified that she has been challenged with maintaining a sense of professionalism while
1SSLIAY3I KSNI SY2UiAazya AyalrOd lFo2dzi ¢KFGQa KIFLILISYA

uses silence as a response.

After a deep prompt, she justified that she was trying to manage her emotions from provoking her

direct female manager to perpetrate more mistreatment

z P
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The use of metaphors such gautting out fire$ transforms the abstract concept of conflict
management. This reflects Noura's efforts to maintain peace and avoid exacerbating conflict in a

more impactful and accessible way.

The mother of Noura felt concerned about her daughter's aspirations to pursue further education

abroad. In attempting to alleviate these concerns, Noura articulated the significance of her goals:

"I expressed to my mother my desire to advance in my academic pursuits.”

Noura found herself at a crossroads when she had to choose between following her professional

desires or her mother's desire.

According to Noura, the consequences of her mother's disapproval on her studying abroad

significantly diminished her chances of attaining senior positions promptly:

"I encountered formidable opposition from my mother regarding the completion of my

studies, as | aspired to enhance my qualifications and ascend to a more senior role. Each time
| broached the subject, her response was consistent: 'My daughter, you afellgai

employed and earning a salary; why pursue further education?"

Noura surmised that her mother's protective instincts were at the forefront of her intervention.
Despite her recognition of the degpoted concern, it was evident that this maternal protection

manifested itself as a barrier to her ambitions:

"Her overprotection was evident; she expressed a deep fear that | would venture overseas for
my studiespd A AKSRB ¢ @

Despite understanding her mother's perspective, the underlying sentiment expressed was
unsupportive.

Nouraexpressed her concerns about the potential challenges she might face if she will attain a
senior position, especially regarding the acceptance of her fiancé and society. She acknowledged
that while her fiancé currently supports her ambitions, she carédpt whether he will continue to

feel the same once she achieves higher status and her social circles expand. This uncertainty seems
to stem from a deeper awareness of societal norms and expectations, especially concerning gender

roles and professional saess. Her statement:
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bb2d GKFG YdzOKEZ KS YAIKG y20 OOSLII GKS ARSH
like that...I mean, it is an instinct in humans.”
This quotesuggests that Nourbelieved there is an inherent competitive nature in people that could

cause her fiancé discomfort if she surpasses him professionally.

She further concerned about societal pressures:
"al 80S GKS a20AS0G& I N2dzyR YS g2y Qi | OOSLIW GKF
women, and companies and everything."

This reflects her understanding of the potential resistance she might encounter from a society that

may not be fully comfortable with women in managerial roles.

Noura appeared to be preparing herself for the obstacles ahead, acknowledging that her journey will

not be without its detractors:

"Nothing is easy at its beginning; there must be some hurdles and obstacles, there must be
people who object and others who pull your leg and try to destroy what you built."

Her final thoughts;We live in a society that never says yes edsilgptured the notion that societal
change, especially regarding gender roles and expectations, is often slow and met with resistance.
Despite these anticipated challenges, Noura's determination to advance her career and her

expectations of her fiancé'sipport indicated her hope for a more accepting future.
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“They believe that only those from Hail
should hold positions; if you're not from
here, you're not seen as deserving of such
responsibilities.*

place and tribe** experienced in the previous. | was suffering

Felt Intruder I am not belonging to the / “| feared to experience what | have
\ from racism. He wanted all the

administration staff to be of his same tribe.
You understand me, how!"

Feeling Isolated and Lonely: Working with “There was nothing as if you were working
Myself with yourself..”
““He wants us to hate the place, he was there
. Hostility from Male to make uUs hate the place.”

\_ Female Rivalry *...women discourage each other...”

“I challenge myself and | challenge the
Staying Stronger & Challenging Others people around me.**

“If | apply now, they will not accept me

inly b my deg is not a higher
degree like theirs, | will be rejected
immediately.”

Personal Experiential
Themes from Noura's

Qualification to Balance All Types of /' "I'm trying hopefully to complete my
Discrimination master's degree. | want to change my
—— =~ position. | want to leave the hospital. |

S

AnalyS|S \ mean, | want to be a manager outside the
hospital....”
1 did ignore her, and | would work and do my
Ignoring and Leaving the Place tasks normally and leave the hospital.”
“ tered formi opposition from

my mother regarding the completion of my
studies, as | aspired to enhance my
qualifications and ascend to a more senior

Mother Overprotection role.."**

“‘Not that much, he might not accept the

idea of me being better than him and he

doesn’t like that...| mean, it is an instinct in
Doubts about Acceptance humans.*

Figure ¥: Personal Experiential Themes frivouraQ a !/ £ € 4 A
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7.3.4Malak (Headache)

1 Participant Profile
| recruited Malak using snowballing techniques. She was tweigfiygt and had been a nurse
manager for four years, previously working as a head nurse and supervisor in two main hospitals in
the north of Saudi Arabia. Her total experience in #eidel managment is eight years. Malak is a
single mother of three children. Unlikbe other participants Malakimpliedthat she never
experiencedsexism'during her management journey due to her limited contact with male

managers at the senior level, based on heuest. She felt supported by her male colleagues.

1 Interview Pattern
During the interview, Malak was a quiet yet assertive and articulate individual. She was open and
eager to allow me to probe and explore her experiences, beliefs, and attitudes. However, at the
beginning of the interview, it took a lot of effort to extragpecific details about her experiences
with male managers, as she had limited stories to share. Malak often veertmpaffand spoke
more about her management achievements to showcase her capabilities and skills as an effective
leader. However, she quily returned to the main discussion. Most of her responses were prefaced
with phrases likefaultless' 'to be a role modegl'perfect’ 'to shine my namgand 'aware of
everything' because she was keen on embodying the perfect leader in her eyes. Malak seems to
attempt for perfection and aims to be a good example, inspiring others with her respornsas: "
should work efficiently and be a role model for the staff you work with; that was my cdhcern.
Malak's interview lasted for 90 minutes. A summary of the experiential themes that emerged from

her interview is detailed in (figure 15).

T LYGINRRdzOGAZ2Y (2 alfl 1Q48 9ELISNASYOS
Malak perceived the management path agéat pressure,big responsibilityand "headach¢' as
she stated, Bven when | go home, the responsibility goes with r8&& thinks this feeling is a major

impediment to remaining in managerial positions.

Malak felt frustration with the expectation to vocally promote her accomplishments, firmly believing
that her efforts should speak for themselves. She adamantly statef, Hot talk; | do work,"
emphasizing her dedication to her tasks without seeking recognition through words. Instead, she
invited others to witness the tangible evidence of her contributions by examining her files, daily

activities, lectures, and reports.
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GLQY Y2y3 (K2a$S LIS2LX S ¢gK2 g2dz R R2 GKAy3a |
that, but there are some who would dadrvial thing and would tell everyone about it
wf FdZAKGSNBEI SOSNEB2YS (y26a o02dzi Al ¢

And

GL R2 y20 aLISHF]{T LUY y20 A1ALWLAY3T ye g2N] O
at the activities | do every day, the lectures I'm giving, and those who attend them. Look at

the reports sent to health affairs. This is what bothers me. Whit tipost or publish my

G2N] K 2Ké& |NB @&2dz 3d22a GlFft1Ay3IK Wdzad 0O02YS |yl

Her words capture a contrast between her personal values and the prevailing expectations of her

environment regarding seffromotion.

As Malak observed individuals receiving praise for incomplete work, while silently working without
recognition, she grew increasingly perplexed. Unlike others, she preferred to let her actions speak
for themselves, rather than merely talk about their aclgenents.

GLYY FY2y3a (K2a$S LIS2L)X S K2 R2 GKAy3Ia 6A0K2dz
there are some who do something minor and ensure everyone knows about it [laughter];

everyone knows about it,... | do not talk; | do work, and I'm not skippingvark; Why don't

g2dz 02YS IyR 4SS (GKS FAfSa L KI@SK¢

According to Malak, strategic flattery is crucial for attaining recognition in a profession that often
does not value women's contribution. Despite her preference for actions over words, she
acknowledged the need to actively showcase her accomplishmestttings that habitually
overlooked them. Her frustration stemmed from the disproportionate acknowledgement she
received, which she attributed to her reluctance to promote herself. She felt the need to flatter

senior managers in order to gain recognition.

In order to receive acknowledgement, Malak felt compelled to exceed normal performance

standards. She expressed:

"| felt that along my journey, | was required to perform at higher levels than men and female
to be taken seriously for candidacy for higher positions."
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On the other handMalak reflected on howVastawas prevalent in the past, significantly impacting
her career progression before the implementation of Vision 2030. She observed individuals holding

positions despite lacking the qualifications and abilities required for those roles.

O i the past, | saw people holding positions, and they are frankly not deserving since they
have too many objections on them (laugh). They hold positions, | don't know | mean I think
through Wasta (Vitamin W) or something like that, because if you taketh® bases of
FoAfAGASAET GKSNB FNBE Y2NB RSaASNWAy3a LIS2LX Sz |
During the interview, Malak humorously referred to the practice of nepotisnvaarhin W,"
playfully highlighting its widespread use as a means to secure senior positions. This term effectively
conveys her dissatisfaction with the prevalent use of nepotism and its negative impact on fair career
progression. She stated th&ifastawas prevalent in Saudi Arabian society, particularly in the
northern region in the past, noting that it was deeply ingrained in the social fabric and intertwined
with tribal racism She mentioned that individuals from the same family or relatives were often

prioritized for promotions. She stated:

"They are all from the same family, which means we in the north still have favouritism."

When asked if the same favouritism occurs when the manager's relative is a female, Malak
confirmed,'yes, even with the girls; he does the sarBaé discussed how nepotism worked to
diminish women's authority, despite government support for gender equalitso, she thinks that

in somehow

".. nepotism can circumvent legal regulations... Certain individuals were able to
0e8LJ aa (GKS&aS O2yRAGAZ2Yyas gKAES 20KSNA 0O2dz

Although Malak opposedepotism, she believed that building connections and networks could

increase the number of female nurses in senior management positions. In addition, she expressed

her desire to earn a master's degree to improve her qualifications and reach senior ldezl by

efforts.
Gb2¢l RFeasx ySLRIAAY KFra aKNHz/1X YR AF Al
the table. If the antcorruption authority knows about it, they will take legal action.
Currently, I have applied for a master's degree and plduildl connections and

networks with male and female leaders. | believe they will recognize me and
Y2YAYIFGS YS o0F&aSR 2y Yeé ljda ft AFAOLIGAZ2Y&as A



Malak emphasized the significance of adequate preparation and support for individuals assuming
new management roles. She shared her experience with being suddenly thrown into leadership role
for which she felt iforepared. She acknowledged that lack ofparation the manager random

choices was a reason to fail the first position after a short period of time although she has a strong

desire to be in a managerial position, stating:

G¢KSe KStftR YS Ay FTNRyYyG 2F (GKS OlFlyy2ys FyR L ¢
it lasted for nearly three months and then | moved. | did not want, but | wanted to try to be
K2ySaidz FyR SOSNE2YyS NBEFdzZaSR Al¢
CKA& adFdSYSyid OF LIidzNBa KSNI LINESR RO IAYS ywiN®B ydra 2yF3 Ol
articulate the intense pressure and lack of volition she felt in her first significant management

challenge. This suggests her feelings of vulnerability and compulsion.

In. addition, Malak admitted that her hatred for men in the past was a significant barrier to her
management development. Malak chose to lead a pure women's department to avoid any
communication with men. Indeed, this has minimized her chance to reacbethier level for a

while. Malak expressed her negative feeling toward all men by saying:

Gaé SE LNAasiag&cperiencajas quite a bit, not a good one, a separation

experience, and there were problems like this. It was my job at the time, and | hated men |

laughter]; | didn't want any contact with males, but after things calmed down and things

became fine, on the contrarpraise be to God, things got normal. | give them lectures and

go with them to train them. And by God, there is no obstacle. | do not feel that an obstacle is

the mostimportant i KS Y2 ad AYLRNIIYyG GKAy3I Aa O02YLISGSy
Malak discussed gender stereotypes and the perception of inadequacy associated with women in
senior positions. She draws attention to the impact of these stereotypes on womenjsesetption

and their opportunities for advancement in senior roles. Shaesses her observations and beliefs:

GCNIylfte aLlsSlF{Ay3as L KIFI@S aSSy 62YSy 0SO2YAyY:
think there is always a perception that women are unable to fulfil those positions. | feel that
they see women as incapable of being like men. Women often feel hesditaut things
dzyft A1S YSy d¢
This quote suggests the prevailing belief that women are incapable of fulfillingevghpositions.
Despite witnessing women in director roles, Malak believes there is a pervasive perception that
women cannot meet the same standards as men. The statgnigrey see women as incapable of
being like menri,reflects a gender stereotype implying that women are hesitant and lack the qualities

traditionally associated with effective management.
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Additionally, Malalsuggests that women may internalize these stereotypes and feel inadequate

when considering positions of high responsibility. She explains:

G{2YSiAYSaz Al 0O02YSa FTNRBY | 62YFYy KSNBRStFo {F
manager because she feels a tremendous responsibility she cannot handle like a man. Men
never seem to be afraid of holding significant responsibilities, perhaps diieito
personality traits of being less hesitant and afraid, especially in positions that require
AOGNRAOGlyYySaa YR FTANNYSaadE

These quotes highlight the notion that women may perceive themselves as lacking the necessary

gualities for managerial roles, particularly those that demand strictness and firmness. It reinforces

the belief that men are naturally better equipped to handglgnificant responsibilities without fear

or hesitation.

Although Malak, as a woman, seeks to reach a senior shiestill believes that men are stronger

than women therefore they are better and stronger managers:

. SOFLdzaS L R2 y20G 1y26> YIé& 6S GKS ylIGdz2NB 27
FNE ai0NRYy3ISNI® ¢ KS@worRed eSitate, théy thii aboutiththgsgtigey Sy

think about the consequences, and they think about the details as Wa#.is a part of the
F2NXYIFGA2Y 2F SOSNER FSYIFES> (KSé& GKAyYy1l | o2dzi |

a.
0S

H W

Ol dza8 62Yly A& LINBO
2

AasS 2y Odannétgorinythingg LINS OA :
NB GKAY1AYy3 Fo2dzi A VR

F2NI mvnnn GAYSA | y
Malak's beliefs and perceptions regarding management reflect signs of internalized sexism. She

adheres to traditional gender stereotypes by associating assertiveness and dominance with

masculinity, viewing these traits as necessary for effective leaderstopeover, she holds biases

against women managers, perceiving them as hesitant, cautious, weak, and more emotionally driven

in their decisioamaking processes. Her statemeatC2 NJ YSYy S@SNRBGKAYy3I Aa (22
do anything, but a woman wouldb all the work herself and is more responsible, women don't

delegate work like menyeveals her internalized acceptance of societal gender norms and the

devaluation of women's capabilities in managerial roles.

Malak described her experiences with female colleagues in thdewel position agiring'. She
strongly felt that the lack of support and encouragement from her female/arkers was a major
challenge she faced throughout her leadership journey. She expressed her belief that her female
colleagues 'did not help [her] in that position', and theégative comments were 'discouraging' and

created anegative atmospherewhich caused her to doubt herself.
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In her own words, Malak explained how her female colleague criticized her for simply doing her

duties, stating,

GL dASR G2 GSff GKSY GKIG L FY y28 R2Ay3 |

but you guys are not doing the documentation because we have more than one form. This is
what | meant when | said a negative atmosphere; | wanted to improve mysel

a (

She also described feeling likeWQ RdzS (G2 (GKS gl & KSNJ FSYIfS O2ftfSlh

which she found 'weirdMalak felt estranged from her peers, and her perception of their view of her
as'different’ or 'weird' could potentially be a source of concern that such sentiments might impede

her professional aspirations.

Malak acknowledged that her initial management experience ‘'maisa good oneand she did not
enjoy it. As a result, she made the decision to leave the position and transfer to another hospital.

She explained her reason for applying for the transfer, stating:

"l couldn't¢ | could not develop myself; | could not improve the efficiency of people | have
under me, every time | see them."

Malak provided a portrayal of the obstacles she encountered from hgyagxer as she advanced in
her professional life. Her experience is emblematic of the external personal challenges that can

impinge upon a woman's professional world.

aLy (S NXNpartn@rfmons-go, | §&an, | separated from him before the job. ... |
suffered with him for a while to get things well, but you know these kinds of people, they are
hard to deal with. So, | got separated. | mean, on the contrary, henetasupportive, when |

got the job the first one who tried creating hurdles was him.....The first person who fought

YS YR GNASR (2 ad2L) Yé tAQStAK22R® 1S GNASR

Malak's narrative begins with the end of her marriage, which preceded her new job. She

acknowledges the difficulties in dealing with hergattner and the lack of support, which did not

end with their separation but continued into her professional lifer lxpartner's attempts to

hinder her career represent a profound personal challenge and indicate a broader issue of

unsupportive environments that some women may face as they climb the professional ladder.
1S aLkr1sS 2 LS2LXS +FYR Fa|iSR GKSY G2 0Odz
above anyone's will.... Tried by making it slpglowing down the procedures of the job. He

aFAR GKFG Y& RS3INBS Aa Tl 1S3 dvidehcd butittiarka ® L
D2R®E
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Malakrecounts the active measures taken by hesgaxtner to sabotage her professional standing,
including falsely alleging that her degree was counterfeit. This level of antagonism goes beyond a
lack of support, illustrating a deliberate attempt to undermirer fprofessional credibility and

impede her career progress.

Sé ass 2 D2REX
2F¥ 2

R

ac
2y
Malak's statements shine a light on the nuanced challenges that women in managerial positions face

within the context of Saudi Arabian culture, particularly when it comes to communication norms and

expectations.

dal NNASR 62YSyQa 02YYdzyAOFGA2Y @gAGK YIfSa
embarrassed. For example, If the hospital manager wants something he can't call a woman
any time not if the manager is a man, he would call him anytime, but if she were a woman
he would feel a little embarrassed to call her at any time thinking that she might have a
house and a husband which might cause her problems. Maybe because | see some of my
colleagues who have a problem like this, their husbands say you are out ofauoskniow,
GKSe akKz2dzZ R y2d OFft &2dz y26dé

Here, Malak stated that there is a perceived risk of embarrassment or impropriety in male superiors
contacting female subordinates outside of typical work hours, a concern that may not exist in male
to-male professional interactions. This hesitation cansfrom a cultural understanding that

respects the privacy of the home and the presence of a spouse.

GhT O2dNES:T (KSad FIANI & K2fR KAIK LIRardArzya

that is why women refuse high positions especially those that have too many contacts in

| 0S A
alid addzRSyidaoy GKAY3a KIFLWLISYSRE:

2NRSNJ (2 al @S GKSANI YFENNASR fAFS 2NJ 6KSANI K20

Malak also suggests that the demands of high positions, which often include the necessity to be on
call, can conflict with cultural expectations placed on women regarding their roles in the home. This
may lead some women to decline opportunities for advament to preserve their marriage life,

indicating a cultural pressure that values their role.

Malak perceived her role as single mother of three children was another biggest challenge she
encountered. She argues that women in top managerial positions usually struggle to manage their

career and their obligations as mothers to their families. Althoslge aspires to be in a senior

L2AAGA2YS 4KS G(GKAyla (REKESxAA By NGB §fidhasidheys o285 0

a

of three children, shesad L R2y Qi GKAyYy1 L OFy ILILXe& F2NJ I &Sya



K2YS YR 6AGK &2dz2NJ OKAf RNBY FRionyh Sxtraet2Malak’ SSR (2 I A
appeared hesitant as a single mother. It would be difficult for her to strike a balance between
motherhood and holding a senior position if she had a senior position. Due to motherhood, she is

unable to rise to higher positions driulfil work obligations.
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As a woman, | felt my opinion was not
solicited, but | insisted on asserting my

**No opinion as a woman & Rebellion** viewpoint.
There is a certain s ype about

**Perceived Weak"* that she is weak...

As a woman, | have become like saturated...
managerial positions with men are pretty

difficult.
**Exhausted** Not every girl endures this thing. It is tiring,
B ——— really tiring... this environment is tiring for
women.

| started thinking about the issue and did
not feel safe... There was no trust.
**Unsafe* | was thinking about how to protcct
— myself.. | lost conf due to
administrative abuse.

M-le n\-n-ners do support each other, but
**Female Rivalry** s don't port each other.

The absence of assertiveness could be linked
1 **Lack of Assertiveness** to fear or traits typically ascribed to women.

Mind Map: Personal
Experiential Themes
from Sara’'s Analysis

When my ex-husband tried to reconcile with
**Perceived Indifference by Husband** me, he was asking me to leave my position.

My family responsibilities affected my
ability to reach more senior positions,
**Single Mother** since | a single mom.

My mother would say that the reason for all
the problems I'm having is my work and the
**Mother Blame=* position I'm holding...

Sometimes | have to get out of my frame as a
**Out of Feminine Frame ""Embracing woman... | have to raise my voice... but there
Masculine Traits' is more respect now.

| need the support of the male manager, |
don't think | will reach a senior position
**Male Support / Networks®* without male empowerment.

" recent separation, or the lack of
stability, has impacted me... it's natural to
**Maslow's Hierarchy** struggle to attain self-actualization.

4. Resilience and Coping

Before, there was no call for mutims for
women at regional levels... now it is
**vision 2030°* different. I'm more involved in meetings.

Figurel5: Personal Experiential Themes frant f |Abalysis
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7.3.5Dina (ortex)

1 Participants Profile
I conducted my fifth interview with Dina, who was recruited via snowballing techniques. Dina is a
twenty-nine-yearold professional, who is educated to master's level in Hospital Management and
Administration. She moved between two positions in the #eiel management as a nurse manager

in hospitals and health centre.

1 Interview pattern
During the interview, | noticed Dina spoke on behalf of all women and employed plural pronouns and
expressions such asveh | gliRfus ®@ { KS | LILISddwedate forlivdmed B miteyel
positions. She was open to sharing her experience, and | could draw out her experiences, beliefs, and
attitudes. She also addressed the obstacles she encountered and continues to face in her pursuit of
reaching a topmanagerialposition. But, as the discussion progresseéslA y I Q& f Ay 3 dzh & i A (
changed significantly to include hesitancies, pauses, repetitions, and harsh tones oSheiceemed
uncomfortable at times and avoided some questions related to her family stphaing her
management journey. Dina was aware of this, however, and the following excerpt shows her
interpretation of why she was reluctant to talk about certain topics, including the fact that she might

have been forced to relive certain painful menexi

Me: Thank you for your participation. Would you like to add something before we finish the
interview?

Dina:No, the interview was interesting, but | would like to thank you for asking questions
and for your patience. | may feel anxious and panic at some stories, because | do not like
even remembering them, you know, old things. | would rather make them adhthg past.

I have moved on, but | think this interview inspired me to progress. | have faced challenges,
and | am still going through things that require strength, so thank you and may God bless
you.

Mostly, the interview was very interesting for mas well, because Dina constantly reflected on and
guestioned what she was sayimgs we progressed with the interview, | observed Dina's mannerisms
changing to be more comfortable, expressing herself more openly, while | attempted to interpret
her words.The interview lasted ninetgight minutes. A figure of the persoredperiential themes

GKIFd SYSNHSR FTNRY 5AylUda APASNWASE Aa RSUGUFAESR o
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T LYGNRRdzOGAZ2Y (2 5AYylIQ&8 9ELISNASYOS

Dina perceived her journey aseottexX' and shared heexperience of accessing rdieivel managerial

positions, detailing her journey and the opportunities she seizedeed, on four occasions, Dina

Y Sy i A 20/t&RBuUGNg the interviewPina describes her pathway towards management in the

KSIf GKOI N®rted€3p0 {12 N0O2IGa8A OGS R G KI G 5 A y I voitddB FiI2NER Sia20 Ndko!
her experience, and, in those instances, she might be referring to her management journey as a whole,
including the different challenges and events she encountered alumgvay. Her aspiration to reach

a management position led her to apply for and request a more senior position from top management

at her workplace:

d remember one day when | requested from our senior management a management role that
was occupied by an unqualified man. | said that | am better qualified than him, but they
questioned how a young woman can hold such a senior position and said in a theakid S (i
out! Not on my life €

Dina described her feelings after she has been refused her direct request:

d was unable at that time to deal with myself; | mean, | entered into a vortex of anger, a vortex
of sadness, a vortex of chatter. | mean, | was so shocked | started talking todméyself

¢CKSNBET2NBZ a4KS AYRAOIFGSE (Klarte KS dziAf AT SR SRdzOI

d couldn't, | mean, | took my studies as a way to raise my level of education, because it was a
way to get out of this vortex. So after | got out and finished my degree, | found everything
changed after the Vision 2030 program. All my female colleagues laeking up to me; they

said that | am strong and asked how | got out from the vortex, even though | cannot tell you if

| actually got out of it. | still face intense challenges. However, | can say things are better
compared to the past.

Dina's response suggests that she viewed education as a meassdpe the challenges she faced in

the past and to counterbalance gender discrimination. However, her initial attempts did not fully
liberate her from those challenges. As a result, Dina mentioneddasond attempt to reach a senior

role." She recalls being the youngest nurse manager at the hospital during that time and expressing a
strong desire to hold a senior position, based on her qualifications and merit. However, she often
encountered comments from senior managers questioning biakility for amanageriatole due to

her youthful appearance. Through this experience, Dina came to realize that the lack of support and
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empowerment from management in advancing to a senior position was not attributed tagesrbut

rather to gender discriminatordt L R2y Qi GKAyYy {1 GKIFG Yeé 13S XAa GKS

Consequently, Dina felt compelled to exert additional effort and take on extra responsibilities to prove
her capabilities in the nursing sector. This demanding process was both exhausting and stressful.
addition to this, Dina seeks to prove herself because she believes that young women can be managers,
as she mentionedi would like to prove that women can be manager aodfollower, and | want to

prove that | am able tobe¥d | y I 3 S NXp £

Dina felt that she perceived as a waakmanand unable to hold fronrmanageriaposition.

5AYF FRRAY daL OF yw, 238 FNSSMoNII§ESA aMSIAYEI® 2dz | NB

)

RNB I ¥A yIBPRQ Of mildinfana§ei® (LBSIND &)Y S0 az2 TINA Y NE NRE S Aa

I YR | Shehdn&d obt the controlling behaviour exhibited by a male manager towards women

under his supervision:

oOur male manager, | mean, he thinks that he is responsible for controlling every woman
who works under his management or under the scope of his work, so he always mentions
that women should not go out, and he has a belief that women can nevembaniagerial
roles¢

Dina raised a valid question regarding the disproportionate representation of male nurses in senior

manageriapositions despite a higher percentage of women in the nursing profession:

d mean, even though women have made up a large majority of the nursing profession

compared to men. If you check, the percentage of women in the nursing profession is higher
than the percentage of male nurses. It is like thatmean, uh, this is possibleam not too

sure, but to a certain extent, that is, in the region where | am, | see that the university has more
females than males, but it is still the males who are the managers!

Dina also captured how that she felt that male manager perceived her She stated:

oFrom the start nursing is a predominately feminine profession, and most of the nurse
population in Saudi Arabia are women, so you will find a male nurse as a manager of a pack
2T 62YSYX! YR GKA& A& 6KIFIG L aSSI Ihgwthey FSSf
perceive us. This was the beginning of the trouble with them because | am overqualified. | am
capable; | can help and support. This is what | have always thought about. They believe that
because your gender is male, you can see yourself asefigitde to lead a flock of women

even though you have less qualificatidng
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Dina described the sensation of being under the control or authority of her direct manager.

a..We were repressed; for example, we were not allowed to go to the hospital or grocery store,
and if you did that, yofound someone observing ydé

This statement captures an experience of repression from male, illustrating specific instances of

restriction.

Dina utilized direct and clear language to tell the facts of each story, while euphemisms and metaphors

are employed to describe her responses to certain situations. The latter particularly appears when she

uses the following expressiomt I Y £ S YIF yIl 3SNI f SloRal SINI LAKRA OBF 24
NEAYT2NDSa (GKS adza3Sadrzy 2F 62YSyQa YINBAYLfAAl
Dina portrays how male senior managers perceive femalefm®@@ St Y I ypacESINE SNI 412 NGR &
in the passag@above suggest that she is living in the wild, and the group of womenlikeg sheep

guided by a malexfolf), and they all behave in the same way, or they all behave as they are told and

cannot/will not act independently. Dina criticises the male managers who uphold such ideas:

GThere are motives| mean personal motives, and some of themale managershave strong
ego. This is based on my experience with not only one or two managers, but many of them
have strong eg¢Dina laughsp ¢

Dina mentioned that her passion for improving the quality of care and improving patients' experience

in the hospital has driven her to hold a managerial role in the hospital:

GThe first thing is that | have the knowledge that, | mean, we work in the health sector, and
the health sector focuses on patient care, so the first thought that comes to me is improving
the quality of care and improving patient experience. Unfortunately, most of men managers
hold positions because of material privileges. | mean, we have a mamdgehas higher
financial privileges. However, my idea was to firstly improve things, and as | say, | must deliver
a high quality of care well, not just sit on a chair and consider myself a manager who has the
money, and that's i€

While Dina revealed that her manager's accomplishments are only a result of exploiting her efforts,

and she strongly asserts that her manager would be nothing without her double workload:



oOne of my female friends pointed out, 'This is exploitation. #neystanding on our backs

NEF OKZ IyR &aKS FTRRSR W.S gl NB FyR NBFdzaS
approached my manager, requesting some assistance rather than shouldering his entire
workload. In response, he became angry, took it personally, and treated rakhharhis is

one of the things he used as a bargaining chip: 'l will not support you unless you accept the
delegated work.' | mean, he believes that he shouldaehto work because he isv@an.€

And

a temember one of my former managers who would come to us and say, 'l will become a
manager, and I'll let you be the deputy.' | questioned him, asking, 'What do you mean?' He
replied, 'l want the position. | want the money because | am getting married,raridding
difficult circumstances

Thus,Dina firmly declared that women play a significant role in supporting the success of male

managers, highlighting the invaluable contributions they make behind the scenes.

Dina described the feeling of being lost in management due to lack of mentorship from senior
management made her path to management more difficult. She believed that providing mentorship
opportunities was highly beneficial for her, because she could feanmmore experienced managers

while also building their own setfonfidence, as described below:

0Being lost in managemeXtadll the senior managers were directing me and escaping. It
meant that there was no management; they see the position as prestige and privileges, not a
duty or a commitmen®b ¢

Dina also added that she had been denied access to educational and training courses related to career
progression, and states that most of the educational courses were only offered to male n8hses

stated that:

d have been denied access to the leadership and management course by the male nursing
manager. He used to choose certain | mean male ndrses

Emotional intelligence plays a significant role in women's progression to senior roles, as noticed by
Dina. She believed that emotional intelligence is the key to creating women sustainability, especially

in the manageriaposition. As she emphasizes

"I think emotional intelligence is the thing that creates sustainability, especially in work."

14C
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She recognized the essential role that emotional intelligence is in fosteringtéomgsuccess and

maintaining positive relationships within the work environment, as she stated

d believe that some women lack emotional intelligence, which is the biggest problem. |
believe that emotional intelligence is higher in men than in women. They are better at
convincing others. Women may be skilled at work, but they may lack persuaslenThis is

the issue | observe.

Thus, Dina takes a proactive approach to developing her emotional intelligence. She mentions, "I
have been reading about emotional intelligence latelyimerstand how | can improve my

relationships and advance professionally." Despite admitting a lack of familiarity with the concept,
she shows a willingness to educate herself and acquire the knowledge needed to navigate challenges
effectively. This proacte attitude signifies her commitment to personal growth and acquiring the

skills necessary for success. Dina believes that acquiring these skills would help her adapt to difficult
situations at work and ensure the sustainability of women's representatigenior positions in

nursing. Dina's perspective reflects a deep understanding and acknowledgment of the significance of
emotional intelligence. As she expresses, "the certificate is not everything; emotional intelligence is
important too." She recognizkthat qualifications and expertise alone may not guarantee success in
her career advancement. She believes that emotional intelligence, such as emotional awareness and

relationship management, plays a crucial role in her interactions and achievements.

A notable aspect of Dina's perspective is her emphasishplogical resilience. She states

"l try to adopt psychological resilience and | try not to let anything affect me mentally or
emotionally. | strive to maintain a positive mindset, even wlaeing mistakes or challenges."

This reflects her understanding of physiological resilience's role imeggifation and the ability to
handle difficult situations effectively. By focusing on -setfhagement and resilience, she aims to

navigate challenges without being emotionally ovaelmed.

5AYylQa NBalLRyaSa ada3sSad GKFaG FLYAfE AYyGdSNBSyYydaA:z
progression in terms of securiagosition. When | ask her whether she received enough support from
her family, and especially her parents, during her management journey, Dina quickly intervenes to

guash the development of the conversation by saying

G2 Ke KI@S e2dz I 8108KF YS KO MEX [[id§BB%y K
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Her behaviour conveys a vulnerable relationship with her parents. Nevertheless, at a different point
in the conversation, Dina unexpectedly shows an incongruity by revealing the impact ofrigliatidyl
matters on her management progression. She statésih KSNJ Fl YAf @Qa Ay(iSNBSyI

making became a barrier:

GThere are definitely obstacles in the first place, even within a family environment. | challenged
my family environment, my family and the culture as a wigodd! of these are challenges, |
mean these are among the challenges that | face. | mean, howdiegd, | mean as a woman,
and this was not common at that time. After a while, these psychological challenges
constituted a motivation to achieve more success.

CNRY GKS SEiNwdds suggegsdttatthe Bultyfd add norms toward women had a

significant impact on her family's decision and her career progression to a senior position.

Dina emphasized that seeking to balance multiple roles is one of the issues facing women during
their career progression compared to their male counterparts. She believed that women working in
management positions while managing their homes, children,spmaises can limit their ability to

pursue senior roles. Dina mentioned how, in her opirtioat:
"Women usually fail to achieve a good balance between work and family roles."

From her viewpoint, she thinks tha®W'omen can never set boundaries between work and family
obligations,"and this "allows the work to creep into their personal lives and affect their mental

health." Dina illustrated this by the experience of one of her female colleagues:

oWomen struggle with achieving wefamily balance. | remember one of my friends who

was affected by this: | visited her, and she was working at home and talking about work. Her
daughter saidMother, stop talking about workvork-work’, and | totally agree with her
daughter; her life became work, but she must know that work is work, and home is¢home.

Dina's observations capture the challenges women face in balancingntagiagerialposition and
family responsibilities. The quote illustrates how the boundaries between work and personal life can
0S502YS o0f dzZNNBRx tSIFRAYy3 (2 I-oblightiohs anfmandgerétolé. K+ G A YL

Dina subsequently reflected that despite the recent semtonomic reforms, resistance to change is

still considered a serious barrier against her career progression:

oNow, | mean, after the application of the new program called Vision 2030, these things have
changed, but there are still cultural barriers. Despite the efforts of the Saudi government, |
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notice male managers in senior roles still resist change. A while ago, | even encountered
a2YS2yS K2 (2t R YSY 0, 2cde ndearnt that awdrilan coGldndty S Y &
0S KAa 02adad |'S RAR y2i S@OSy al éreditadirdpég At y ¢

Dina highlighted the existence of certain beliefs held by some of her female colleagues that contribute
to male dominance imanagerialroles and the underrepresentation of women in senior positions.

According to Dina:

oSome of my female colleagues used to say, 'it is normal for him [a male manager] to hold
this position, better than a woman.' They have a belief that a man is better. They believed in
this idea, and | remember a situation before | completed my studie® Wes one of my

female colleagues who insisted that women are not supposed tonhaitdgerialpositionse

Dina's observations suggest the presence of internalized sexism among these colleagues, wherein
they have adopted societal beliefs and biases that favour men over wormearnageriafoles. This
internalized sexism may inadvertently perpetuate gender inequalities and limit women's progress in
their careers. Also, the quote above suggests that the existence of such beliefs can create significant
barriers for women seeking to advancetliir careers. It implies that the internalized sexism
undermines women'sonfidence, selbelief, and aspirations fananagerialtoles. It reinforces

societal gender norms and stereotypes, hindering women from reaching their full potential.

At the end of the interview, | asked Dina whether she found her overall work experience to be more

on the positive or negative side. She concludes that:

GThere are challenges, | mean, | can't say 100% positive or negative. There are barriers, and |
do not deserve facing these barriers and saying | deserve this position and proving women can
do it. | deserve an easigxperience] It is not worth fighting for a position, which is for serving
patients, the community, and my country and raising the efficiofdfursing] | am still trying

to find a good work environment that values women and gives us emotional support, because

| believe that my personality is more emotional, and | cannot do work with passion without
receiving love. Anyway, nursing is giving.



| can see their eyes saying, 'You are weak, |

mean
Perceived Incapable

™Men Have a Stronger Ego

dreaming.

. YOU are a woman. You are already

**There are motives - | mean personal
motives, and some of them [male managers)
have strong ego. This is based on my
experience with not only one or two
managers, but many of them have strong ego
(Dina laughs)*.

Majority in Numbers, Minority in
Management

Exploitation “Standing on Our Bac

**I mean, even though women have made up a
large majority of the nursing profession
compared to men. If you check, the
percentage of women in the nursing
profession is higher than the percentage of
male nurses...*"

*“*One of my female friends pointed out, ‘This
is exploitation. They are standing on our
backs to reach,’ and she added ‘Be aware and
refuse to accept it.” Her words opened my

Ks** eyes..""

Y
\ Being Repressed *‘Leading the Floc!

““We were repressed; for example, we were
not allowed to go to the hospital or grocery
store, and if you did that, you found
someone observing you.*

Emotional Intell
Resilience

K ro—
_Q **A male manager leads a pack of women.*"

*‘I believe that some women lack emotional
intelligence, which is the biggest problem...**

*‘| try to adopt physiological resilience and |
try not to let anything affect me mentally
or emotionally....**

*‘Being lost in management.... all the senior
S were directing me and escaping..**

/ Mentorship “Being Lost in t

Personal Experiential
Themes from Dina’'s
Analysis

| Need to Prove Myself

Things Have Changed *'Vision2030*

Social Pressure from Family and Relatives

‘Women Fail to Set Boundaries Between Work
and Personal Life

Not

[/ *“t would like to prove that women can be
manager and a follower, and | want to prove
that | am able to be a manager.**

*‘l couldn’t, | mean, | took my studies as a
way to raise my level of education, because
it was a way to get out of this vortex. So
after | got out and finished my degre
found everything changed after the
2030 program.**

**There are definitely obstacles in the first
place, even within a family environment. |

L family i t, my v
and the culture as a whole - all of these are
challenges...*

*‘Women managers usuvally fail to achieve a
good balance between work and family roles.*"

“*Some of my female colleagues used to say,
‘It is normal for him [a male manager] to hold
hey

this position, better than a woman.' Ti

Lead*

have a belief that a man is better..*

Figurel6: Personal Experiential Themes fr&m\ y An&lysis
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7.3.6Leen Explosion)

T tFENIAOALI YyGQa t NETAE S
My last interview was with Leen, who | also recruited through snowballing techniques. Leen, a thirty
five-yearold woman who is divorced and has one child, has been a nurse manager for over thirteen
years.

1 Interview Pattern

She describes herself aswadrkaholi¢ person. Recently, she has been in the process of resignation

FNRY KSNJ OdzNNBy i L2 aA YSBYR 46 I AslodBIefekdsthSducatidrf, & K I i

she has previously obtained the equivalent of a bachelor's degree and is now a master's student. The

interview with Leen was the shortest, lasting only fifitye-minutes

Leen mentioned that she had volunteered to participate in the interviews because she felt
responsible for sharing her stories. However, in the first interview, Leen felt considerably
uncomfortable and appeared cautious and not eager to provide more infoomabout her

experience in the first interview. This was clear from her responses, lack of interaction, straying off
topic, and brief, and superficial answers. Leen appeared uncomfortable and anxious, and this was
clear from the long pauses in her answend her request not to mention her namelLJt S| &S R 2
YSYGA2y Yeé yI YSIrdagsurédherziiat dhB &iloe giverkadlgferent name to

protect her identity, to prevent being recognised by their peers and preserve anonymity. After a long
probing and prompting to elaborate with more information, the time of the interview had rsin it
O2dNES® ¢KSNBEF2NB:Z AU ¢la I adNHA3IES G2 RNI ¢

interview.
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attitude was due to the long interval between the twdernviews (conducted two months apart). In

two interviews, Leen spoke about personal, emotional, and sensitive issues, although, as previously
mentioned, she shared less information in the first interview. For example, she abstained from
revealing her mardl status and kept saying that she wa®t' married".At the same time, in the

second interview, she mentions that she is separated from her husband and has one child. Although
GKS GKSYSa GKIFG SYSNEHSR FNRBY [SSyQa AYyUSNBASS
participants, several significapersonalexperiential themegmerged from the second interview, as

shown in Figurd?7.
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Leen'sexperience, symbolized by the metaphor of an explosion, portrays her journey to management
as one marked by dramatic shifts, intense challenges, and profound emotional pretsare.
perceived her experience in management as deeply intertwined with her innate inclination towards
nurturing and support, as she articulateswant to be the mother of all and a reference for"allhis
sentiment reflects her commitment to providing guidance and understanding to her team members.
She sees herself as possessmgrofound understanding of their needs and concerns, as she
expresses;l know how to contain them; | know what they want and what their concerns @he%e
understanding fuels her dedication to supporting their growth and achievement, as she affirms, "
know how | can help them so that they can improve and achidbedugh these insights, it's evident

that Leen's perception of her experience is shaped by her role as a caring and supportive manager,

driven by her desire to facilitate the success and Welhg of her team.

[ SSyda LISNOSLIIA2Yy o028 WEHyalLBdCHEG#r fuildérstahdingd of the
significance and impact ohanagerialroles. However, she believes that this perception can be a

barrier to obtain and maintaimanageriajpositions.

Leen's motivation to stay inmanageriaposition stem from her inclination towards being a caring
and supportive figure. She expresses adesire thtb& S Y2 G KSNJ 2F | f f Heehy R | NJ
possesses a deep understanding of her team members' needs, concerns, and goals, enabling her to

provide the necessary support to help them improve and succeed.as she stated,
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Leen is driven by her aspiration to create a healthy work environment for staff nurses. Also, Leen

possesses a strong desire
"To change and create a healthy environment for staff nurses such as flexible schedules and
improving staff competence ¢

She aims to implement changes such as flexible schedules and enhancing staff competence,
indicating her commitment to nurturing and supporting the wding and growth of her team

members.
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Leen emphasized that management isn't about conforming to a specific mould; rather, it's about
embracing one's values and strengths. She describes her experience as a female manager, her
response, marked by a noticeable discomfort revealed through her aoidea prolonged pause,

underscores her conviction that management transcends gender constructs:

oMy experience, thankfully, is positive. | mean, | don't see any distinction. | don't consider
myself from this angle. | dislike associating gender mi#magerialroles. I've become a
manager who surpasses both male and female managers. The point is to not differentiate
but to start accomplishing that's what I'm trying to convey. Don't draw lines between
women and men; we're all part of one team, all human. Téredgr of my colleagues has
never been a factor for me.

Leen's commentary hints at a belief that management capacity is independent of gender, with an
emphasis on viewing management as an authenticity rather than a gendered one. She regards
herself as a manager without the qualifiers of male or female, strggbiat management is
inherently human. Her stance offers a nuanced view, suggesting that effective management is

rooted in individual ability and collective effort, not gender.

Shereflected the challenges she faces in her pursuit of career growth due to the lack of professional
development courses and limited availability of workshops and opportunities in her city. She

mentions

0By God... but | expect this. | mean, you know we have litfiteds. | mean, in this city,
things | mean, many things are limited. | mean, it is not expanding like other regions such as
Riyadh and Jeddah, so there are not as many opportunitiesthere.

She emphasized the importance of attending training courses and workshops in building her

professional reputation, stating

oAnother thing, | expect the most important thing to be your degree. Of course... now, what
if you go to workshops or you attend many courses, or for example, you volunteerTist
is how it happens you become one of the people who shine their navioet become more
knowng
One of the obstacles that Leen faces is the need to balance between her experience and obtaining a
high level of education. She argued that her work experience alone is not sufficient to reach senior

level positions. She mentions,
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GAmong the obstacles [to career progression] is that one day they care about experience
more than certificates, but suddenly, they are looking for your certificates and courses more
than experience. How do | combine the two thirigs?

Furthermore, Leen expressed frustration with her constrained scheduldiraitdd time for

professional development. She explains

A mean, for example, we are working all the time. There is no timeltoteer and attend

more courses and workshops. This is because my schedule is pressured, and | can barely take

my annual leave... So, this means that | cannot participate in voluntary work or attend

workshops. It becomes difficit.
Leen started the second interview by reflecting on her experiences with management and identifying
some barriers against her progression to senior roles. She admitted that the retention and prolonged
position circulationin a managerialposition reduced her chances to reach a more senior level and
madeherda L Y aiddz01 Ay (KS ashy¥SatesipalHelidke2tyharbgenslayed v S @
in the same position for a long time, and because he did not want to leave the position and had a

problem with top management managers.

5dz2NAy 3 GKS aSO2yR AYUSNIBASGgS [ SSyQa (GNIyaONRLWa
comparison to her first interview, although these changes may only indicate that she took some time

to reflect further on her work experience between the twoéntiews. In the second interview, Leen

admits thatgender discriminatiodd SNI3Sa (2 tAYAG 62YSyQa |ALIANI GA2Y
G2N]l @ {KS FStd GKFG YIES R2YAYylLGA2y 20SNERKIFR24a
level roles. She statebdt women are only allowed to hold minor and unimportant positions in-mid

level management:

OoMost [senior] positions are held by men. | meawpmen can only get promoted to
unimportant level in primary healthcar@hey are done with that. They ask you count your
blessings: at least you can take the weekend dff

And similarly:

0All the important positions are only held by men, and there is not a woman among them in
these positions. | mean, meanwhile Riyadh and AQassim women are empowered and
supported. All in my colleges in Jeddah, there is a bBtdR Y Seyhgbivérment. While here,

it is impossible for women to be in a strong, important place. | haven't seen this happen for the
last fourteen years
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Furthermore, Leen argues:

d believe that it is gender discrimination, no more, no lessean, they do not want to look
at your qualifications, they do not want women to hold seni@nagerialpositions, and they
do not see that women are as highly qualified as thén

G ¥hey do not want to apply Vision 2030 strategthey are actually making it slowér.

From the above, Leen maintained that although the government seeks to empower women through
its new strategies, like Vision 2030, memianagerialpositions still resist change and the proposed

reforms, which makes her career progression slower.

Experience sheds light on the presence of gender biases and prejudices within the workplace.
Despite her professional achievements and friendly demegrghe becomes a victim of
unexpected betrayal and unfounded complaints from a female colleague she considers a peer and

supporter.

Leen expressed her surprise and disbelief at being betrayed by a female colleague; stating

dUnexpected thoughts, things that you wouldn't expect, like someone from the female staff,
someone you see as yaolleague, supporting you and then going to complain about you,
turning against yol

This unexpected turn of events suggests the female rivalry present in the workplace, where even

women may perpetuate their underrepresentation and act against each other.

Leen reflected that the senior managers are exerting immense pressure and intentionally creating a
hostile environment in order tonake her hate her position. As a result, she has made the decision to
resign from her position two months ago and is currently awaiting their decision. She expresses her
strong preference to return as a staff nurse, emphasizing the overwhelming natthie pfessures

she has experienced, stating

0By God, | hated the place. | resigned from the position two months ago, and | am waiting for
their decision. | prefer to return as a staff nurse again. | mean, these pressures are too much,;
I mean, | will explodé



In the quoted passage, Leen repeatedly uses the wexglode to convey the overwhelming impact
of the intense pressure she faces at work. She believes that the excessive pressure in her work

environment has hindered her ability to pursue serwvel roles.

Leen expressed her frustration with various work issues such as shortages and lack of solutions, as

well as the lack of support from senior management. She states:

"Senior management does not want to support us, and they put a lot of pressure on me
because they want me to hate my position."
Leen also mentioned the struggles she and her direct manager, the nursing director in middle
management, face in terms of receiving support and recognition from senior managers. They have
been subjected to bullying and intense pressure, with the senioragaris objective being to force

their direct manager to resign, as she stated

oMy direct manager who is nursing director, in middle management, and | struggled with lack
of support and recognition from our senior managers. We received terrible bullying and
pressure because the senior manager wants our direct manager to design

Leen acknowledged that limited of connections have had a detrimental effect on her advancement,
emphasizing that personal connections often outweigh qualifications. Leen's belief is rooted in her

own experiences, where she has witnessed the prioritizatibnonnections over merit in the past,

particularly prior to the implementation of the 2030 vision. She highlights the undeniable nature of

this issue, implying that it has been a significant obstacle in her professional journey.

lf K2dAK [ SSy Qéalevd marsybidlest yiad $nded yip with Her resignation from her

current position, she is considerably concerned about her fate, startingovegah@ Ay 3 o6 O1 G 2
L2 Ady ([éSSy K2LJSa GKFG akKS OFy NBFOK | aSyA2N] LIR2AaA

without resorting to nepotism:

A expect my qualifications and experience to be enough to reach a senior position. | will reach
it by my efforts without using help.
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Stuck in the Same Position

Promoted to Unimportant Positions

*‘I am stuck in the same position for nine
years."

*‘l have fears to go back to zero point.™

**‘Most [senior] positions are held by men. |
mean, women can only get promoted to
unimportant levels in primary healthcare..”

**All the important positions are only held by
men, and there is not a woman among them

They Want Me to Hate My Position

in these positions. ..."

ra
-

**Senior management does not want to
support us, and they put a lot of pressure
on me because they want me to hate my
position.**

‘*Among the obstacles [to career
progression] is that one day they care about
experience more than certificates, but
suddenly, they are looking for your
certificates and courses more than

experi How do | the two
things?*

Constrained Environment /

L

*By God... but | expect this. | mean, you
know we have limited things. | mean, in this
city...*”

Personal Experiential
Themes from Leen's
Analysis

Leadership as Authenticity

Women Against Each Other

/
The Notion of Containment {'
pe—— —

*I know how to contain them; | know what
they want and what their concerns are!**

/

/ “l want to be the mother of all and a

/’ reference for all.*
*I know how | can help them so that they can
improve and achieve."
*“...to change and create a healthy
environment for staff nurses such as flexible
schedules and improving staff competence.*
*‘l expect my qualifications and experience to
be enough to reach a senior position. | will
reach it by my efforts without using help.*

\

\

\

**...Unexpected
ldn't

thoughts, things that you
ke from the

t
i le staff, : ‘e YOU see as your
colleague, supporting you and then going to
complain about you, turning against you."

Figurel7: Personal Experiential Themes fr¢nf S Ahgyais
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same. As we are liberated from our own fear, our presence automatically liberates others."
T (Williamson[n.d])

8.1 Introduction

Following the presenting of the women idiographic experiences in the previous chapter, this chapter
explore into the shared experiences of six Agdel women nurse managers in Saudi Arabia. It
highlights the experiential themes and subthemes that emergenh all participants' experiences to
provide insight into what was shared and what was different across the female nurse managers
experiences. These shared experiential themes resonate within each woman's interview and are
systematically presented in thable below (Table 8). The table showcases these experiential

themes and their sulbhemes, providing a whole understanding of the group's experiences. Each
participant's distinct insights are marked i),(while themes common to all six participants are

highlighted in pink colour.

**Shaping Ourselves to Fit
Men's World**

The Lived Experience
of Female Nurse **pPerpetuating the Cycle of
Managers in Saudi : OPpression
Healthcare Sector

-~ **The Dval Burden®** |

**Strategies and Enablers to
Empowerment**

Figurel8: Visualisation of themes
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Group Experiential themes Subthemes Sara Fatima Noura Malak Dina Leen

Being judged less capable: 0 (o) (o) (o) (o} 0
LGQa F Ylyua ¢
0 0 (o) 0
Being Invisible
Vulnerability andnsecurity
1 Alienation Strategy o] (o] o)
1 Atmospheric challenge () (o)
1 Protective Needs (o] (o] (o)
¢2 FAOG AydG2 | Forcedto Abandon My Feminine Frame (o) (o)
Endless Proof 6 (o) (o) (o)
wSI RAYySadardadyyet Y y2i 6 (o]
Networking / Wasta (o) (o) (o) (o)
{AtSyOdSY 22YS8y R2yQi o) o) o]
Women do not support each other (o) o]
Perpetuating the cycle of (o) (o)
oppression
Derogating Each Other ® 0 (o)
The Dual Burden Marital Status (o) o) o)
Motherhood 6 o) o] o]
Family Intervention o) o) (o)
Women role model 6 6
Strategies and enablers to
empowerment Quialification to Balance Discrimination (o) 0
Emotional Intelligence 6
Vision 2030 (o) (o) 0 (o] 0o (o)
Table 8: Group experiential themes.
8.2 Introduction to Group Experiential Themell: 1 Qa | al yQa 2 2NXI R

The main group experiential theme covered the complex and challenging experiences of women

navigating an environment dominated by men. It encapsulates the challenges and inequities women
encounter in such environments. Within the overarching narrativdofi"Qa I al yQ&a 2 2 NI Ré§
experiences of female managers in md@minated environments are divided into distinct yet
interconnectedsubll KSYS&® CANRGZ . SAy3a WIAdzZRISR [ S&aa /[ F LI of
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Participants shared their experiences of being perceived as unfit for senior positions in professional
settings due to their gender. TheslibK SYS . SAy 3 LYy @A aA06fSY Wb2 hLAYA:
hyteQ OF LlidzZNBa GKS LI NidaciSidnnkkifigipiocessys) réldaking hotvA a | G A 2 y
they often perceive themselves as sidelined in discussions and denisiking as women. Next, the

subthemes of Vulnerability and Insecurity in the Workplace highlighted some practices employed by

senior male maagers to create a difficult environment for female nurse managers.

T 'tASYlLFOGA2y {GNXGS38yYy a¢KSe 2lydG 'a G2 1FGS tf
tactics that are employed in the workplace. These strategies seem designed to create an
unwelcoming or even hostile work environment for female nurse managersapsrto
deter their presence or hinder their advancement in managerial roles.

9 The Difficult and Tiring Environment underscores the demanding nature of the environment
in which these managers operate. This dimension suggests that the workplace is mentally
and emotionally draining women in a mademinated environment.

91 Protective Needs: "I Need Protection” emphasises the significant vulnerability of female

nurse managers, manifesting as position insecurity among other challenges.

8.2.1 BeingludgedLessCapable:'l Can See This in Their Eyes'

This subtheme emerged from the experiences of Sara, Fatima, Noura, Malak, Dina and Leen.

All Participants frequently shared their experiences of being perceived as incapable in professional
settings Despite their actual abilities and competencies, these women encounter challenges that
stem from a societal perception that undermines their psdional capabilities based on their

gender.

Sara expresskthat the stereotype that deems women inherently weak, excluded them from

managerial roles. She articulates that:

b¢eKSNBE Aa | OSNIIFAYy aGSNB2GeL)S |o62dzi 62YSy (¢
ineligible of holding managerial roles, and as weak and never strong..."(Sara)

Fatima revead a perceived consensus within her professional environment that women are not
suitable for managerial roles. This perception is entrenched in the stereotype that women are

inherently weaker and driven by emotion, which makes them unfit for management:
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GThey still see women as ineligible of holding managerial positions, and as weak and never
strong. They have this thought that woman is driven by her feelings and emotions for which
she should not be in managerial posigoFatima)

Noura's experience highlights the impact of such incidents on professiongesedption. She was

constantly criticized and questioned her capabilities in managerial roles.

df we put a bottle of water on a table, he would say why did you put it theregavity and
would say you don't deserve to be department heads, and you don't know how to become
managere (Noura)

Malak discussthe stereotypes challenging women's adequacy in senior roles, affecting their self

perception and advancement opportunities:

"Frankly speaking, | have seen women becoming directors of the hospital and such, but |
think there is always a perception that women are unable to fulfil those positions."(Malak)

Dina highlighed the stereotypical mindset of senior management regarding women, particularly in

nursing, emphasizing traditional roles over professional capabilities:

F@Ay3s W, 2dz  NB St

bL OFy &a4SS G4KSANJ a 1z
YI € ISNBQ LISNOSLIGAZ2Y 2F 62 Y

RNBI YAy3dododd S
wife."(Dina)

esSa
Ly I

<

Leen indicatd that there is a perception among males that women, including herself, are weak
managers.

GoPdiKSe 0StASPS (KEeenN oS FNBE L 6SI1 YIFyYyl 3ISNE:
This statement suggests a stereotypical view where female managers are sebprantly less

capable.

The experiences shared by the participants illustrate the societal perceptions that undermine
women's professional capabilities, which in turn impacts theirgefteption and opportunities for
advancement. Thisubtheme establishes a critical context for the feelings of invisibility expressed in
the next section, where participants further explore the consequences of being ignored and

underestimated in their roles.
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This subtheme is merged from the account of Sara, Fatima, Noura, and Dina, whose stories converge
on the theme of invisibility in their professional roldsor Sara, the workplace emerged as an

environment where her opinions were sidieed. She articulates:

X LYy GKS o0S3AayyAiay3das AdG aSSYSR Fa AF L 6+ a LI
GAOGK2dz0 ljdzSadAz2y o & | 42 Y|l ylBuffered Fdnfwhat weg 2 LIA Y )
call it centralization irmanagement " (Sara)

Fatima's experience further encapsulates the struggle for authority:

"I was uncomfortable; they failed to empower me or allow me to utilize my authority,"

(Fatima)
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leaves little room for female managers to emerge.

Noura's assertion:
"They still seek to monopolize authority... They don't want women to be in power; they want
us to be subordinate" (Noura)
Dina added an example of maethority over female managers in her workplace:
"Our male manager seems to believe his role is to supervise and control every woman who
works under him or within his professional sphere." (Dina)
2 KSy Fa1SR KSNJ G2 SELIXLFAY 6KFG KA& YIFylF3ISNDa Y2i
"There are underlying motivegpersonal motives at play, and it is my experience that many

male managers possess inflated egos [laughter]." (Dina)

The participants' accounts of invisibility highlight their struggle for authority and recognition in the
workplace. This sense of invisibility is compounded by the judgments discussed in the previous sub
theme, showing how gender biases not only undermimemen's perceived capabilities but also

silence their voices. The siiheme of vulnerability and insecurity develops from this feeling of

invisibility, as participants describe the emotional toll of navigating such unwelcoming environments.
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8.2.3 Vulnerability and Insecurity

This suktheme reflects the participants' feelings of vulnerability and insecurity in their professional
roles, as a result of the exclusion, judgment, and invisibility they faced. It shows how these

experiences collectively contribute to a sense of emmticand professional instability.

y ®H do dm | f A STheyiwarg ys to HatblthaiPéke &

The participants highligkd a deliberate pattern of exclusion and unwelcoming behaviours in the
workplace Fatima reveals a punishing approach towards women in managerial roles, describing

ongoing troubles aimed at making her despise her position as a fortarofrigeé Y

L G§2fR @2dz L Y aGAftf dzyRSNJ GKS LlzyAaKYSyid 27
making trouble for me, they still doing things till today... The purpose was to make me hate

the position and refuse to hold any position in future since | am ngatiuating with

al A6SNJ RSaINBSs a2 A0Qa F 1AYyR 2F GFYAy3a YS 6:
time | would not accept any position, and the other thing is that they want me to transfer to

another place because......(Fatima)

Noura articulatel a deliberate effort by her manager to create an uninviting atmosphere, stating:
"He wants us to hate the place; he was there to make us hate the place.” (Noura)
Here we have this problem until now, they believe in this and if a woman holdsosigon,
GKSe gAft FyGlF3a2yAal S KSNIFYR Ad Aa GNHzST Yl &c¢
manager who is antagonized by men for how she holds that position and how she gives

orders. Too many male employees had transferred for that reasonchowe accept a
g2YlLy (2 NUzZ S dzadé O6b2dzNIT 0

This sentiment is echoed by Leen, she speaks of the immense pressure frorAeeglior
management, which influenced her decision to leave her managerial role in search of a less stressful

position.

"The environment became so unfavourable that | decided to step down from my managerial
role, awaiting a decision. The stress became too much to manage" (Leen)

Leen also notes the pressure that seems aimed at making her position undesirable:

Gddd (KS LINBaadzZNB | LILX ASR aSSya RSaiaA3aySR G2
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The Alienation Strategy illustrates how deliberate exclusion and hostility in the workplace not only
dzy RSNXYAYS 42YSyQa LINRPFSaaraz2ylt adroAfAde odzi € a

insecurity.

8.2.3.2 Difficult andTiring B @A N2 yiyBY 6 FO&NE IANI Sy RdzNBa¢ o

Sara and Fatima expressed their weariness and difficulties in dealing with male managers in the
workplace through various statementSara discussed the challengesiefiling with a male

dominated environment, stating:

G458 fEAYI G6AGK I YEY 6F& RATTFAOMZ (Satay R G A NA Y 3

G9DBSNE 62YFYy A& FFOAy3d RAFFAOMZ GASA KSNB | yR
(Sara)

Fatima shard her experience of women in management overall as difficult, she stated:

—
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a ibwias not easy; it was difficult. It would have been easy if there was a better environment,
easy if it was in major cities. It was difficult because their thinking is still that the
community's habits and norms come fibsf-atima)
The 'Difficult and Tiring Environment' extends the sense of vulnerability by showing how the
difficulties of working in a matdominated environment contribute to emotional exhaustion. These

daily challenges compound feelings of insecurity, further recifgy the participants' sense of

professional instability.

8.2.3. Protective Needsi L b SSR t NBiSOGA2YH

Sara, Fatima and Noura explored the emotional toll that gendered workplace dynamics can take. The
fear of unjust administrative actions, the unpredictability of professional advancement, and the
perceived need for selfrotection all point to an environmedrwhere women are left feeling

exposed and unsure.

Sara shared feeling of being vulnerable and Insecure after a collision with her manager:
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think and stop for a while to rest because | was not comfortable. There was no trust and trust
are very important between the employee and his boss. | difeebsafe untbdd¢ o6 { | NJ 0

Fatima, on the other hand, expresba resolution to protect herself from the harm that could arise

from the challenges she faces. She imagines a world where women have special protections against
unjust removal from their positions. She envisions an authority dedicated to defending women's
rights in the workplace, suggesting that such a body would create a deterrent against discriminatory

practices.

a Mish that there is an Authority that protects women whenever she is harmed
psychologically or any manager harms her or any kind of oppression that she faces, a proper
authority that supports you no matter if you are a Health sector employee or an employee
anywhere, an Authority that supports womariEatima)

Noura also expressed the emotional and psychological instability experienced by her in hostile work
environments.

A see work everywhere, it's normal to work, but when you're in a place where people are all
hostile to you, it's hard. | was afraid I'd come back and find them to be hostile to me like they
used to be in the previous department, looking for me like, theyt vo find a slip, anything
wrong to get back to me and hostile f¢\oura)

"L #lAa FFNIAR GKIFG G(mM&E YAIKG +F Fydl3zyal s v

The participants' experiences reveal the emotional toll of rtdeninated workplaces, highlighting
women's@dzt Y SNI 6 Af AGASE YR AyaSOdaNAGed ¢KSAS admiKS

World', showing how these practices only apply to women in rd@ieinated environments.

8.3 Introduction to Group Experiential Theme @:2 FA G Ay d2 | YIyQa ¢2NIR

The experiential theme explores how women adapt to nddeninated professional environments

through several suthemes. Women often feel pressured to "abandon their feminine traits" and

adopt more masculine behaviours to fit in and be respected withirtiagisnanagement norms. This

need to continually prove their competence leads to a subtheme of "Endless Proof: ‘| have to prove
YEAaStTQIbh NBadzZ GAYy3A A y-se€khy @hich ohribe axOeNdmg ande | y R QI €
demoralising. Another subtheme, "RRd y Saay UL Y y2i NBIRe &8SiQIh K
experience seltloubt and feel unprepared for senior roles despite being qualified, delaying their

pursuit of senior roles. The "need for male allies and reliance on vitamin W" is crucial, as these

supporters help advocate for women and break down professional barriers. Additionally, the
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opinions and ideas due to fear of judgment or a perceived need to conform, limiting their

contributions and reinforcing gender disparities in managemé&nogether, these themes illustrate

the multifaceted challenges women face in striving for recognition and authority in-duatenated

spaces.

8.3.1 Forced to Abandon My Feminine Frame

This subtheme arose from the narratives of Sara and Fatima each of whom contemplated the

pressing necessity to transform or conceal aspects of their identity in order to conform and be

regarded as credible managers. It encapsulates the predicament of warhe feel compelled to

adjust or temporarily disregard their gendered identity to align with the prevailing expectations in

their professional milieu. The opinions expressed by the participants indicate a belief that adopting
traditionally masculine chacderistics, such as assertiveness or a tough demeanour, is essential to be
LISNOSAPGSR gAlGK tSIAGAYIO8 YR aASNAR2dzaySaaoe {2YS
behaviour to align with maldominated management expectations, while others like Leen taain

their authenticity and reject the notion that effective management must embody masculine traits.

Sara sharé a poignant example of this shift, recounting a moment of assertiveness where she felt
forced to raise her voice and abruptly leave a meeting to assert her presence and command respect

similar to her male colleagues. She stated:

oBecause from my point of view, leadership is a masculine trait, and if a girl wants to be a
manager she must has some masculine qualities, she haagter these games or embodies
these traits¢ (Sara)

Fatima, too, expresska similar sentiment, noting times when she felt she had:

bL KI®8 (2 68KI@®S tA18 GKSY & YIES "YIyl I8NB
(Fatima)

This suktheme illustrates the internal conflict women experience between conforming to masculine
norms and maintaining their authenticity. It sets the stage for the followingtheme, "Endless
Proof," which further examines the pressures women faceamadnstrate their capabilities in

response to these gendered expectations.
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8.3.2 Endless Proof

This suktheme emerged from the accounts of Noura, Malak, Dina and Leen
It reflects on the narratives where participants conveyed the necessity of consistently demonstrating
their abilities, often to a greater extent than their male counterparts, to gain recognition and to be

taken seriously to reach senior roles.

Noura described her desire in prove herself and seek recognition in order to reach senior level:

& ut no thank God | armproving myself and continuing | mean now | feel that | am from a
challenge to challenge every time the manager comes, | challenge myself whenever nursing
director came, | challenge myseiNoura)

Malak shared her experience of feeling compelled to exceed normal performance standards simply

to be acknowledgedshe expressed

"| felt that along my journey, | was required to perform at higher levels than men to be taken
seriously for candidacy for higher positionslafak)

Dina's ambition extendseyond personal advancement to challenging entrenched stereotypes

about female management. She stated

Gad adz00Saa ¢2yQi O2YS SlLaeQy L Yd@na 62N] KII
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job]

This assertion suggests a desire not only to ascend to senior positions but also to redefine
LISNOSLIiA2ya 2F 62YSyQa OFLIoAtAGASEa Ay &adzOK L}R2aa

This suktheme highlights the relentless pressure women face to validate their competence in male
dominated environments. The demand for continuous proof of ability sets the foundation for the

next subtheme, "Readiness: 'l am not ready yet," which exgéohow this pressure can lead to
feelings of selfloubt and unpreparedness, ultimately impacting women's willingness to pursue

managerial roles.
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This suktheme emerged from the accounts of Malak, Dina, and Leen.

Dina expressed her concernsclearly 2 f RAy 3 | aASYA2NJ YIFEyF3ISNRIFIE NBf S

2 LINB LI MBoaYefd JITRPESELISNASY O0Sa | RR RSLIK G2 GKAA&
dt was in a managerial position that | held three months before transitioning. Despite this
opposition, it was not my preference, but | was eager to attempt it. | was not ready at that
time £ (Malak)

Women expressed challenges related to doubting their readiness for managerial positions, despite

their desire to hold senior positions. The feelings of unpreparedness shared by participants highlight

a barrier that affects their progression in managemaenies. These insights provide important

context for understanding the challenges women face in ra@iminated workplaces.
ydodn bSUHBEERARRAECHS 2F AU YAY 2¢

This suktheme arose from the experiences of Sara, Noura, Malak, and Dina, who highlighted the
importance of male allies and strategic networking in achieving recognition within-doahénated
environments. Participants described the need for support froaie colleagues and managers,

often navigating complex dynamics to secure this backing.
Sara explained the importance of male support in her career advancement:

bL ySSR (KS adzLlll2NI 2F GKS YIS YIFylF3aISNIT L R:
male empowerment." (Sara)

Malak described her use of strategic sglbmotion, including flattery, as a means to gain

recognition:

"I'm among those people who do things without telling people that | did this and that. Yet,
there are some who do something minor and ensure everyone knows about it. | do not talk; |
do work, and I'm not skipping any work. Why don't you come and sedekbé fiave?"

(Malak)

Malak also noted that nepotism, or "Vitamin W," sometimes determines career progression over

gualifications:

"In the past, | saw people holding positions, and they are frankly not deserving... if you take it
on the basis of abilities, there are more deserving people, and they do not hold positions."
(Malak)
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Noura observed that regional and tribal biases often influence managerial decisions:

"If the manager's relative is a female, he would choose her if they were from the same tribe."
(Noura)

This suktheme illustrates how participants navigate professional environments by leveraging
alliances and connections, a strategic approach often viewed as essential for advancement in male

dominated fields.
835{ Af SYyOSY 22YSy 52yQiG {LISF{ ! L

This suktheme emerged from the accounts of Sara, Fatima, and Dina. The patrticipants shared their

thoughts on the reluctance of women to be assertive in managerial positions.

Sara points out the rarity of assertiveness among female managers and speculates on the reasons

behind this trend

e
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She also offers other justification, her nuanced take on possible underlying reasons for this lack of

assertiveness:

"It might be fear or the nature of women. It might be ignorance as well; it can be the fear of
losing the position or some other personal reasofira)

Here, she propogithat fear, nature, or ignorance might be factors contributing to women's silence,

suggesting that the internal and external pressures faced by women.

Like Sara, Fatima identifidear as a key factor hindering women from speaking up:

b22YSy R2y Qi &aLISI 1 dzJ 6 SOl dzanS (Fatimed e | NB | FNI AF

Dina refleced on the contradiction between legal empowerment and the actual behaviours of
female managers:

"The government has empowered women in Saudi Arabia and all laws are in their favour, but
I don't know why they are silen{Dina)



Dina's statement highlights a dissonance between the formal, legal support for women's rights and
the persistent silence among women. Her confusion points to other, possibly unexplored, factors

that prevent women from leveraging the laws meant to suppbem.

This suktheme expands on the previous stiiemes by highlighting how internal and external

FFEOG2NE O2yGNAROdziS (2 62YSyQa NBfdzOGlIyOS G2 | aas
the earlier discussions of networking and readiness, suggestaidhe strategies women employ,

and their feelings of unpreparedness may be compounded by a fear of consequences, even when

legal protections are in place.

8.4. Introduction to Experiential Theme 3: Perpetuating ticle ofOppression

Thisexperiential theme explores how the subtheme "Women do not support each other" and the
subtheme "Derogating Each Other" contribute to the ongoing cycle of oppression among women.
These subthemes illustrate how the absence of solidarity and the presemiszagatory behaviour
among women perpetuates a challenging and oppressive environni@eise aspects reveal an
entrenched cycle where gender biases are inadvertently reinforced, affecting women's ability to

progress and thrive in managerial roles.

8.4.1 WomenDo not Support EachOther "Women are Their Own Worst Enemies."

This subtheme emerged from the insights of Sara, Fatima, Noura, and Leen, who described

instances where a lack of support among women created obstacles to career progression.
Sara observed a disparity in support among managers, noting:

"I noticed that male managers do support each other when they are in position, but

FSYFES YIyFISNAE FNB ljdAdS GKS 2L EAGST GKSe

Fatima highlighted hok Yy § SNy I £ AT SR &ASEA&Y Oly fAYAG 62YSyQa
aAldzr iA2ya 6KSNB Syg@ge 2N YAadzyRSNRGFYRAY3a 206aiNd

"There were women who stood against other women, out of envy maybe... Some
women do not accept, and cannot digest, the success of another woman while they
accept the successes of a man." (Fatima)
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Noura recounted her experience with passaggressive behaviour from a female colleague, which

she perceived as rivalry:

4

ey

' 3APS YS S

i} g2 G 2
f RSNJ 6KAETS &aKS 41

g I
I NB

oo
R O

- dz
St

N QX
Z W
W<,
W
No 70«

K

- v
Z
(&}
>

pu )
» ¢
Q¢ C
P

Lo

O >
Q¢ i

NG
Leen's story adds another perspective, describing unexpected complaints and perceived betrayal

from a female colleague. She expressed her dismay:

"Unexpected thoughts, things that you wouldn't expect, like someone from the
female staff...going to complain about you, turning against you." (Leen)

These quotes illustrate how ingrained beliefs and attitudes can create barriers for women seeking

OF NBESNJ I ROl yOSYSyiod ¢KSe &adza3sSaid GKFG Ay-0SNYLIF €Al
belief, and aspirations for managerial roles, reinforcing satigénder norms and stereotypes that

can limit professional growth. This dynamic underscores the broader impact of internalized beliefs

and behaviours, where lack of support and derogatory attitudes among women present challenges

not only to individual adancement but also to fostering a more supportive environment for women

in managerial positions.

8.4.2 Derogating Each Other

Thissuli KSYS RA&0dzaaSa K2g¢ 62YSy YIé& RAaO2dzN} IS | yR
reinforcing broader challenges in achieving solidarity. Building on the previoubteoie, it
highlights how limited support and derogatory behaviors can perpetuatatiag stereotypes. For

instance, Noura reflects on the negative dynamics among women, stating
:"...women discourage each other.(Noura)
Malak shared her struggle with a lack of support and encouragement from female colleagues,

describing theatmosphere as "tiring™:

"I used to tell them that | am not doing a super thing; | am just doing my job. This is what |
meant when | said a negative atmosphere; | wanted to improve myself."(Malak)

Dinaoffered insights into the mindset among some of her female colleagues, noting:

GLG Ad Y2NXEE F2NIKAY &F YFES YIyl @8ayB (2 K2t

165



She recalled an instance where a female colleague argued against women in management:

a ¥omen are not supposed to haldanagerialpositionse (Dina)

These perspectives suggest that internalized attitudes may influence the level of support women
provide to one another, contributing to an environment where mutual encouragement and
collective advancement are limited. This dynamic illustrates the impaogadined views and
behaviours on workplace interactions and highlights an area for further exploration into how

fostering solidarity could shape professional environments for women.

8.5Introduction to Experiential Theme 4: The Dual Burden

This theme explores the intricate challenges faced by female nurse managers in pursuing senior

positions in the healthcare system in Saudi Arabia. It delves into the lived experiences of these

women, as they navigate the demanding patmtanagementwithin a context that is both

traditional and transitional. The Dual Burdéncaptures the dual realities these women endure,

balancing their professional roles with the expectations tied to their personal Iesfirst sub

GKSYSS bal NAGI f owmartidgenifléeRcesSabdinelsgtS With the career

advancement of female nursaanagersParticipants shared insights into how marital roles and

spousal support play a critical role in their professional development and pursuit of senior positions

within the healthcare systeniNext, the focus shifts to "Motherhood" as a challenging factor

influencing career paths. This sthieme explores how maternal responsibilities, societal

expectations of maternal duties, and the perceived need to prioritise family 5 Ol Yy KA Y RSNJ 4 2
professional development and limit opportunities for advancememhamageriafoles.Finally, the

subtheme "Family Intervention sutheme uncovered the impact of familial interventions on

LI NHAOALI yiaQ OF NEBSNJ LINPAINBaaAz2yd LG SEFYAySa (K
traditional views on women's roles, and how these views calfflicowith the pursuit ofmanagerial

positions, often leading to internal and external conflicts that female nurse managers must

negotiate.

8.5.1 Marital Status

This suktheme emerged from the experiences of Sara, Noura, and Malak, who shared how marriage
has influenced their professional progression, especially in managerial roles. Participants described

the delicate balance between their career ambitions anditahdynamics, often involving ongoing
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adjustments and compromises. The concept of "The Dual Burden" aptly captures this balancing act,

as it reflects the continuous effort required to manage both marriage and career aspirations.

{IF N} LINPOARSR AyaArAakKd Aydz2z GKAa oFlflyOSz y2GAy3
impacted her path:

"Ummmml{thinking] as for my exhubsnd there was no complete acceptafrederring to
managerial positionslalthough he accepted the idea with some reluctance and silence.”
(Sara)

Noura's experience highlighted the tension between heeaza 6 I Y RQ& & dzLJLI2 NII F YR K¢

aspirations:

bb2d GKFG YdzOKZ KS YAIKG y20 FOOSLII GKS ARSH
like that...I mean, it is an instinct in humar{sloura)

Malak recounted obstacles posed by herlaxsbandas she advanced in her career, illustrating how
personal challenges can impact professional growth:

"In terms of my eypartner, neno-no, | mean, | separated from him before the job. ... |

suffered with him for a while to get things well, but you know these kinds of people, they are

hard to deal with. So | got separated. | mean, on the contrary, he wasipportive, when |

got the job the first one who tried creating hurdles was him....The first person who fought me
FYR GNASR (2 ad2L) Y& ftAQSEtAK22Rd IS GNASR (2

Malak also noted the potential for perceived impropriety when male superiors contact female
subordinates outside typical work hours, a concern she believed might not exist irtonalale

interactions. She described this as a cultural norm reflecting gyieansiderations tied to marriage:

bal NNASR 62YSyQa O2YYdzyAOIl GA2y 6A0GK YIfSa A&
embarrassed. For example, If the hospital manager wants something he can't call a woman

any time not if the manager is a man, he would call him anytime, but if she is a wamnan h

would feel a little embarrassed to call her at any time thinking that she might have a house

and a husband which might cause her problems. Maybe because | see some of my colleagues
who have a problem like this, their husbands say you are out of work howr, they should

not call you now." (Malak)

"Of course, these girls hold high positions and are bound to answer calls sometimes, maybe
that is why women refuse high positions especially those that have too much contacts in
order to save their married life or their homes." (Mala
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responsibilities, shaping their experiences of career advancement.

8.5.2Motherhood

Sara, Malak, and Leen articulated the challenge of balancing professional aspirations with the
demands of motherhood, particularly as single mothers. Their insights reveal the complexities of

navigating careeadvancement while fulfilling the role of a sole caregiver.

{FNIrQa YINNIGAGS |faz2 G2dz0KSa 2y (GKS AYyGiSNBRSOGA?2
life, especially as a single mother. She notes the impact of motherhood on her journey to senior
position.

"My family responsibilities affected my ability to reach more senior positions, especially since
| became a single mom. '[his is one of the thingsAthatA made me stay at a middle level and not
32 G2 | Y2NBara) SyA 2N £ SOSt d¢

Like Saravalak identified family responsibilities as a key factor in remaining at a middle level
instead of pursuing a more demanding senior role. She reflected on the balance she maintained

between family and work life, noting,

"l have another life at home and with your children since you need to give them tige too
(Malak)

Alsoleen explained her reservations about pursuing a senior position due to her commitments as a

mother:
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Leen's reflection on the potential conflict between her professional role and her duties as a mother

reveals the difficult balance that single mothers often have to assault.

Although Dina is single, she views that woman often struggle to achieve a balance between their
roles as mothers and their responsibilities at work. She believes that women's challenges in setting
clear boundaries between their roles as mothers and thedfgssional career advancement can

have significant implications, not only for the women themselves but also for their children.Dina'’s
belief that:
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"Women usually fail to achieve a good balance between their roles as mothers and their
LINEFSaaAaz2zylf NRfSae¢d O065AyIL 0
This quote suggests that many women in managerial positions may find it challenging to separate
their maternal duties from their professional commitments effectively. This inability to establish
boundaries can result in their responsibilities as mothemriapping with their work

responsibilities.

8.5.3 Familyintervention

Participants provided poignant accounts of family intervention, revealing its complex role in their
pursuit of senior position within the healthcare system. Through their stories, Sara, Noura, and Dina
illustrated the nuanced ways in which family can axbath a hindrance and a catalyst in the

journey to senior roles.

Sara experienced a dichotomy of support within her family. Her father and brothers offered
unwavering encouragement, contrasting sharply with her mother's negative perception of Sara's

managerial position. Sara laments
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Nourafaced opposition from her mother when she expressed a desire to further her education

abroad, a step she believed necessary for advancing her career.

d faced a great rejectiofirom her mother]in terms of completing my study because |

g YyiSR (2 AYLINROS Yeé ljdz t AFAOFIGA2ya FyR 3ISiG
my mom that | want to go and complete my studies to get a position better than the one |

have now, She would say evemdi ..My daughter you are employed and have a salary why

do you want to study morp(Bloura)

Dina added

"There are definitely obstacles, even within a family environment... these are among the
challenges that | face." (Dina
These accounts illustrate how family expectations shape participants' career choices, adding layers
of complexity to their professional paths. The views of family members regarding traditional roles

and career ambitions influence the balance participantantain between personal commitments



and their pursuit of senior roles, revealing the intricate interplay between cultural norms and career

advancement.

8.6 Introduction to Experiential Theme 5: Strategiesd Enablers to Women Empowerment

This section explores various strategies and enablers that support the empowerment of women in
managerial roles. Key areas of focus include the importance of female role models, need for
gualifications to balance discrimination, development of emotiontdliigence, and impact of Vision
2030. These elements collectively highlight how female managers can be supported and encouraged

to overcome challenges and achieve professional goals.

8.6.1 Women Role Model

This subtheme emerged from experiences shared by Fatima and Ndimaparticipants suggested
the necessity of female role models in senior positions, which might inspire the professional growth

of aspiring femal@urse managerthrough guidance and mentorship.

Fatima emphasized her appreciation for women in leadership, noting the ease and understanding

she felt working with female managers:

"I really love to deal with a woman. Woman understands me better and it is easy to
deal with theng (Fatima)

Nourahighlighted the lack of guidance she experienced from women in higher positions, suggesting

GKFEG Y2NB YSYd2NBRKALBE O2dzZ R adzZll2 NI 62YSyQa OF NB

"There was no help; no one assisted me, even though the supervisor was present. | needed
women who would guide me, telling me what was right and what was wr@gura

These insights illustrate the potential impact of accessible female role models, pointing to a need for

mentorship and support to encourage career advancement among women in managerial roles
8.6.2 Quialification to Balance Discrimination

This suktheme reflects Nourda Y R [ SSy Q& LISNRLISOGAPSa 2y K2g SRdzO
for securing senior positions. Both participants identified education as essential for overcoming

barriers to advancement, seeing it as a pathway to proving suitability for managsesl r
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for career progression:
G L R2y UG KI @GS I OSNIAFAOFGS® L OlFyQl K2fR® I

degree holder, and | do not have it right now. This is the biggest ob$tacle 6 b 2 dzNJ 0

Leen shared a similar view, describing a graduate degree as essential for achieving senior positions

GX® INIF Rdzr §S RSINBS Alkenf ONARIS (2 &aSyaz2NI f S«

These perspectives highlight the role of qualifications in countering discrimination and enabling
career advancement, as participants see further education as a means to bridge gaps in access to

senior roles.

8.6.3 Emotional Intelligence

Dina emphasized the importance of emotional intelligence as a key skill fotdamgsuccess in
management. She discussed her efforts to enhance her emotional intelligence, identifying it as a

critical factor in navigating professional challenges:

"Emotional intelligence is key to lasting success at work... It seems to me that a lack of
emotional intelligence, a strength often found more in men, is a significant issue. Women
might excel in their roles but often struggle with persuasion. That'srhiglgm | see.” (Dina)

5AYlI QF F20dza 2y LISNBR2ylIf RSQOSt2LVSyid NBFt SOG4

challenges, as she aims to strengthen her managerial position and improve stability in her role.

This subtheme underscores the perceived importance of emotian&lligence in management, as

participants identify it as a valuable tool for effective communication and resilience in leadership.

8bc ®n + A & A ReformPlaroMarkséatufiSgP2 A y i T2 NJ dza ¢ ®
This subtheme emerged from the account Sara, Fatima, Noura, Dina and Leen

All participants discussed how the country's reform plan has transformed the professional
environment, offering new paths for women's career advancement, and altering conventional career

paths. Each participant provides a unique perspective on the progresshallenges that remain.
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The participants experience prand postVision 2030 illustrates a marked shift in professional

inclusion:

"For example, before there was no call for meetings for women in meetings at regional
f SPGSt adddodzi y26 Al A& RAFFSNBYydGd LQY Y2NB A\

GXD® LINBOGA2dzat e a20ASde t221a dz2l2y 62YSYy RATFT
This quote encapsulates the opening of doors for women in professional circles, signifying a step
towards dismantling historical exclusions.

Fatima touches on the empowerment and challenges within heraslshe mentioned

"...we are living the 2030 vision and empowering women and giving them managerial in all
its aspects. But women are still there [ Aedrel positions](Fatima)

Noura's account highlights geographical disparities in gender acceptansiee stated:

GThey believe men are more eligible and deserving not women, and we have this mentality
here in Halsorry to say, but it is not really the same if you go to the western region like
Jaddah or to Riyadh city, where there are women who are hospital manhegees but here

it is not possible as they think how women can be the manager and under her men are
working? How a woman is supposed to direct men | think we need times to see the new
change reach the the northern citi€¢Noura)

Dina'sreflection on the resistance to change, despite Vision 2030, points to deeper systemic issues

"Despite the efforts of the Saudi government, | notice male managers in senior roles still
resist change." (Dina)

Leen articulatd the need for patience and persistence:

"We need time for Vision 2030 to be implemented in all regions...control is more by males
than females." (Leen)

Her perspective highlights the gradual nature of societal change and the importance of extending

the vision's reach to ensure inclusive progress.
| SYyOSsz GKSaS LISNALISOGADSE LINRPGARS AyaArakKa Aydz i

lives, revealing both progress and ongoing challenges as participants adjust to new opportunities

and shifts in societal expectations.
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8.7 Summary

This chapter, guided by Interpretative Phenomenological Analysis (IPA), explores the experiences of
womennurse managerd K N2 dz3K AS@SNIf (1Se @RSYRAVYAWLRQA IYI YIC
"Perpetuating the cycle of oppression,” and The Duatlen.!" Each theme reveals the complex

challenges women face as they navigate rddeninated environments, adapt their identities to fit

Y2NX¥az FyR RSIHf gAGK GKS LINBaadzNBa GKF G LISNLISG dz
male-centric barriers'¢ 2 FA G A y (i 2 shows Nolv yidnén nib@ifiNtielfaviour to align with

male expectations. "Perpetuating the cycle of oppression” examines how women contribute to

sustaining inequities througlack of support and internalised gender norms. The dual burden

captures the dual burden of balancing professional and personal expectations. "Strategies and

Enablers to Empowerment” focuses on supports that help women overcome these challenges,

illuminating the depth of their experiences.

Notably, the participants' use of specific language and metaphors illuminated the depth of their

experiences and the emotional and psychological landscapes they navigate. The metaphorical

expression of their struggles, encapsulated by phrases like "standig y 2 dzNJ 6 O aé¢ > LJ NI
articulated how their efforts and contributions often serve as a foundation for men's ascension to

senior levels without acknowledging or advancing themselves. This intense image underscores the
exploitation and undervaluationf women's work in malelominated environments.
lRRAGAZ2yFffeY GKS dzaS 2F GKS YSOFLK2NI bs2YSy | NB
to the narrative. This perception reveals how societal norms and internalised gender roles can lead

to destructive competition and selindermining behavioursraong women, further exacerbating

the challenges they face. The next chapter presents a discussion influenced by the feminist lens.



Chapter 9Discussion Chapter

9.1 Introduction

The aim of this thesis was to explore the lived experiences of female masagersn middle

management at the Saudi Arabian Ministry of Health. My study utilised a phenomenological

approach to delve into hoiemale nurse managerserceive and interpret their journeys

managementseeking to uncover the deeper meanings they ascribe to their career development.

Using a phenomenological approach complemented by Interpretive Phenomenological Analysis (IPA)
(Smith et al. 2009), | explored the interpretat®and meanings attributed tmanageriakoles by

mid-level nursemanagersn Saudi Arabia. This analysis was conducted through a double
KSNXYSySdziaAd YSGK2R Ff2y3aARS | SARSIISNDA Ly SNLIN
with a feminist lens to capture the realities of these women. The objective is to understand the

nuanced ways in which thedemale managerengage in their roles and reflect on their professional

growth throughout their careers.

In IPA, researchers present data using two principal methods (Smith and Osborn 2007). The first
method involves creating a distinct 'results' section that showcases the emergent thematic analysis
independently of the existing literature. This is followedaseparate 'discussion’ section, in which

the themes are connected to existing research. The alternative approach integrates these elements
into a singular 'results and discussion' section, interweaving emergent themes with a concurrent
discussion of théiterature (Smith and OsborR007). In this study, employed the first approach
outlined by Smith and Osborn (2007), which distinctly separates the results and discussion sections.
Using this method ensures that the thematic analysis stands on its own, allowing readers to
understand the themes that emerge from the data before seeing how they relate to broader
scholarly worKSmith and Osbor2007) This separatiohelped avoid confusion between

participant contributions and my interpretations, thereby enleéng clarity and minimising the risk

of conflating emergent themes with prior research findings.

In this chapterthemesare revisited and linked to existing literature. This approach contextualises

the findings within a wider academic discourse and highlights how the study contributes new
AyardaKaa G2 GKS FASIR®D® ¢2 LINBOSy( bksjogcadf@y NAKF R2 &
integrates direct quotations from participants, ensuring that their experiences remain central to the

interpretation. Clear transitions and a reflexive stance are used to maintain narrative coherence and
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provide transparency in the interpretive process. By separating the results and discussion, this
presentation aims to provide a structured exploration of the themes, allowing for a focused-and in
depth analysis that highlights participants' lived experimwhile engaging the reader in a scholarly

context.

The persistence of the undeepresentation of female nursmanagersn Saudi Arabia presents

various challenges, not only within their workplaces or families but also across the broader societal
context. Eagly and Carli (2007) suggested that the challenges faced by wwamagersextend

beyond the welknown metaphor of the glass ceiling. They contended that women must navigate a
complex maze of daily interpersonal challenges to effectively fulfil their roles. This view posits that
the obstacles to femalaursemanagersare not only structural, but also deeply rooted in everyday
interactions within the workplace. Thus, this chapter explores the intricate ways in which Saudi
women navigate professional challenges amidst the rapid sociocultural changes that occur in Saudi
society. Through qualitative research using Interpretive Phenomenological Analysis and a feminist
perspective, my study reveals the nuanced interactions between progressive social and economic

reforms and conservative cultural and religiouspiples that aim to maintain stability.

Despite socigolitical reforms, socieultural aspects continue to exert a significant influence on
{IdzZRA 62YSyQa tA@Sas LI NIAOdzZ I NI & Ay LINPFSaaArzyl
The continuous underestimation and marginalisatadrwomen can lead them to internalise these
oppressive views. This internalisation often manifests in behaviours where women not only lack
solidarity but also inadvertently oppress themselves (as discussed in experiential Theme 2) and each
other (as discused in experiential Theme 3), perpetuating the cycle of oppression influenced by
pervasive gender norms. Additionally, these dynamics serve to privilege men, reinforce traditional
gender roles, and further entrench the systemic barriers that disadvantageen professionally

and personally. This phenomenon reflects desgated cultural beliefs that undermine women's
professional and personal identities, shaping their interactions and supporting dynamics within their
communities. From this analysis, five maixperiential themes emerged:

[tQ @man'sworld

T FTAG Ayid2 | YryQa 62NIR

Perpetuating the cycle of oppression

The Dual Burden

= =4 =4 =4 =

Strategies and enablers to empowerment
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These themes collectively underscore the significant hurdles faced biewatifemale nurse
managersn the Saudi Arabian healthcare sector, highlighting the complexities of their personal and

professional lives.

9.2 Feminist Theory as a Thesis Lens

In this study, | discuss four central principles that inform my theoretical understanding and closely
align with the practical realities encountered during my investigation. | recognise it as not merely a
theoretical construct, but a lived reality that bserved within the communities | engaged with. As |
have learned, the process of empowerment extends beyond acquiring the ability to make decisions;
it involves gaining power to enact change. This was evident in the strategies employed by women
managersn healthcare who actively mentored and networked to overcome systemic barriers. My
interactions with thesananagerdave demonstrated the tangible effects of empowerment when
individuals take control of their professional destiny. My commitment to gender equality has been
challenged and strengthened through this study. Analysing policies within the Ministry of Health,
confronted the stark realities of gender discrimination that persisted at the structural level. For
example, paths to senior positions vaignificantly; in some hospitals, senior managers are

appointed without public announcements, whereas in others, appointments are openly declared,
highlighting inconsistencies in hospital policies. This experience has sharpened my understanding of
feministcritiques of inequality and made me more conscious of the subtle ways inequalities are
perpetuated. It has also reaffirmed my resolve to advocate for policies that advance gender equality,

reflecting on how essential these are to actualise the potentid&malemanagers

The principle of social justice urged me to consider the broader societal impact of my research.
Throughout my study, | have become increasingly aware of how societalsgeded cultural norms
shape attitudes towards female management. This awarenesktase to reflect on my own

biases and assumptions, and to recognise the role of cultural beliefs in shaping the opportunities and
challenges faced by female nunsenagers This has been a transformative realisation, pushing me

to think about how my worlknight contribute to societal shifts toward greater acceptance and

support of female management in healthcare.
Finally, the concept of intersectionality has profoundly influenced my approach to this research,

encouraging me to look beyond singular narratives. By examining the intersecting identities of race,

class, gender, and professional roles, | gained a moa@ced understanding of the complex layers
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of discrimination faced by femalmanagers This principle has challenged me to reflect on my
positionality and how my own identity intersects with that of my research participants, affecting

both my approach to the research and my conclusions.

9.3 Recap of Ailand Research Questions

9.3.1 Research Aim

To examine hovmid-level female nurse managers in the Saudi healthcare system understand and

make sense of their experiencas they ascend senior roles.

9.3.2 Research Questions

What are the unique experiences that define the professional journey ofieniel female nurse

manager in Saudi Arabia as they ascend to senior roles?

9.4 Integrating Current Research into Saudi Scholarly Perspectives

In light of the findings of this study, this section highlights the experiences oliewvid female nurse
managers in Saudi Arabia, linking the analysis to scholarly research. The tremesi Qa | al yQa
World; T2 FA G Ay (i 2 Petpetudting tiefyclesc?ONdreBsion TheDual Burden and

Srategiesand EnablingEmpowerment. These themes are linked to Sasahiolars' work and the

unique cultural context shaped by religious, social, cultural, and political factors, shedding light on

the intersection between cultural expectations and professional aspirations

penodm LGEQE | alyQa 22NIR

iWomen belong in al/l pl aces where decisions
are the exceptioni" (Ruth Bader Ginsberg 193820

This theme explored the pervasive influence of patriarchal norms on the professional experiences of
mid-level female nurse managers in Saudi Arabia. The cultural and societal structures that favour
male dominance imanagerialoles create substantial barriers for women, manifesting in various
forms of discrimination and marginalisation. Through the lived experiences of the participants, this
section delves into three critical subthemes that highlight the challenges faced fogmvas they

navigate their cagers in a malelominated environment: being judged as less capable, invisible, and
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vulnerable and insecure in the workplace. Each subtheme underscores the systemic nature of

gender bias and its resulting impact on women's professional growth and aspirttisesior level

1 Being Judged as Less Capable
A significant finding was that all participants shared their experiences of being perceived as
incapable in professional settings among the top barriers to attaining a senior position. Despite their
actual abilities and competencies, these women encourderkeallenges stemming from a societal
perception that undermined their professional capabilities based solely on their gender. All
participants shared their experience of being perceived as less capable in professional settings,
identifying this perceptioras a significant barrier to attaining senior positions. Sara highlighted the

pervasive stereotype that views women as inherently weak, articulating that

b¢KSNB Aa | OSNIIAYy aiGdSNB2GeLIS |o62dzi 62YSy
ineligible for holdingnanagerialpositions, and as weak and never strong."
It can be considered that this broad societal view that women lack the necessary capabilities to
handle managerial positions significantly limits their opportunities for advancement, as supported by
| 2R3IS&Q ounmT O FAYRAY IE percépkionsoKSa@pmeied setvdds G S (G K I
significant barriers to their advancement indeniorroles. A study on Saudi men's attitudes toward
working women by ARsfour et al. (2017) highlighted the persistence of gender stereotypes and the
traditional divisian of labour within Saudi organisations. These ingrained societal beliefs pose

significant challenges to women in advancing their careers.

In addition, insights from Sara and Fatima who shared the same statement redegb-aeated

belief among male managersthigt! LJS2LJX S ¢K2 F LIRAYyG | g2YlLy G2 f
illustrating how such cultural narratives foster emotional and psychological effects that undermine

women's seHperception and professional identity. Sara argued that some men might support these

gender stereotypes to serve their personal or social ie$¢s, reinforcing traditional power

structures. She also observedwBny Q& AYKSNBy G OI L) orahageridr@es, | yR ST 1
noting a higher sense of responsibility and stability in departments led by women than in those led

by men.
| believe that these findings reveal the deeply ingrained patriarchal structures that continue to shape

the professional lives of Saudi women. It may be seen as the societal perception of women as less

capable is not merely a reflection of individual bisigleut a systemic issue rooted in cultural and
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historical contexts. It might be considered that this perception serves to maintain traditional power
dynamics, where men dominateanageriaroles and women are relegated to subordinate

positions. The experiences shared by Sara and Fatima illustrate how these stereotypes perpetuate
the interests of those in power. By portraying women as inherently weak or incapable, male
managers and societatructures justify the exclusion of women framanageriakoles. This not only
limits women's professional opportities, but also reinforces their marginalisation and
underestimation. Moreover, the emotional and psychological tolls of these stereotypes cannot be
overstated. When women internalise these negative perceptions, they can erode their self
confidence and priessional identity, creating a cycle of seiffilling prophecies. However, one

might infer that the observations by participants like Sara, who noted a higher sense of responsibility
and stability in womeded departments, challenged these stereotypesl dnighlighted the potential

for women to excel imanageriaroles. This reflection shows that while the societal perceptions of

women as less capabdae deeply rooted and systemic, they are not insurmountable.

1 Being Invisible
Being invisible is a critical subtheme, as discussed in the findings, that explores the oppressive
situation of women who were systematically disempowered by mad@agers This phenomenon
reveals persistent gender inequality and patriarchal control in various professional settings.
Participants, such as Noura, assefthey still seek to monopolise authority... They don't want
g2YSy (G2 0SS Ay LR gSNI ( Riadaddégdayivid edzinpléic2maieS & dzo 2 NR A
dominance over femalemanagersn her wokplace:d h dzZNJ Y I € S YIF y I 3SNJ aSSya G2
to supervise and control every woman who works under him or within his professional sphere."
Similarly, Alghamdi (2020) observed that the principal challenge faced by Saudi wanagersn
their professional lives is a pervasive sense of powerlessmebalackof authority to make

decisions even on critical matters

Women faced restricted opportunities for involvement in strategic decisiaking due to
centralised decisiomaking processes. This is evident from the results, as illustrated by Sara's
comment:"l suffered from what we call centralization in managemé#tbalkhail (2017) and
Almaliki et al. (2024) highlight that woman experience limited opportunities for participation in
strategic decisiormaking, primarily because of centralised decisioaking processes and the
restricted authority granted to womemanagers This sense of powerlessness is further illustrated
by the experiences of Sara, Fatima, Noura, and Dina, whose stories converge on the theme of

invisibility in their professional roles. This cultural attitude, which seeks to render women invisible



within professional and social hierarchies, is arguably a deliberate attempt to stereotype women as
being incapable of achieving or performing at the same level as men. Such a stereotype serves to
perpetuate the cycle of disempowerment and marginalisati@mforcing patriarchal norms that

limit women's opportunities and professional growth. By monopolising authority and maintaining a
tight grip on power, malenanageranot only undermine women's potential, but also entrench the
erroneous belief that manageent and competence are inherently male attributes. Noura and
5AYyFQa SELISNASYyOSa AffdzadGNIGS K26 (KS&AS LI26SNAER 2
overt supervision and control exercised by male managers are not merely about maintaining
professiaal standards, but are indicative of a deeper, systemic issue: the unwillingness to accept
women as equals. This reflects a broader societal problem in which women systematically denied
the opportunity to demonstrate their capabilities, thereby perpetuatithe myth of female

incompetence.

9 Vulnerability and Insecurity in the Workplace
The findings of this study reveal that femalersemanageroften experience vulnerability and
insecurity because of the various practices employed by male managers to create an unwelcoming
environment. These feelings manifest through three interconnected themes: Alienation Strategy,
Emotional Exhaustion, and tideed for Protection. Together, these themes illustrate the systemic
OF NNASNB I yR Odzf GdzNI f ReylIYAO0a GKFG dzyRSNXYAYS g2
Some participants described deliberate exclusion and unwelcoming behaviairsetamed
strategically designed to discourage women from pursuing or continuing nireiageriatoles.

Fatima spoke about her ongoing challenges as a form of punishment:

"L G2ftR @2dz L Y aGAff dzyRSNJ GKS LldzyAaKYSy il 21
for me... The purpose was to make me hate the position and refuse to hold any position in the
future.”

These findings align with those of Aldossaril Chaudhry (2024), who highlighted the use of
exclusionary tactics to maintain gendered power dynamics. Their studies show that such strategies
are employed to reinforce traditional gender roles and discourage women from sekinggerial
positions. This study revealed that womermanageriaroles experience persistent stress at work,

leading to significant emotional fatigue and burnout. Sara shared her struggles, :noting

"Dealing with a man was difficult and tiring for me as a woman... reéallgh. Every woman
Ad FIFrOAyYy3a RAFFAOdZ GASa KSNBX FyR y2yS KlFa O]
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This aligns with the findings of studies on workplace burnout, particularly among women in male
dominated environmentsAl-Saggaf (2016) and Akbar et al. (2023) indicate tfatdditional

emotional labor and stress faced by womemianagerial rolesontribute significantly to burnout.

Another significant theme was the need for protection, revealing how fear of unfair administrative
actions and the perceived need for splbtection created an environment of vulnerability and
insecurity for women. Fatima voiced a strong call for strugtareasures to shield women:

"It's my hope that an established authority could protect women whenever they suffer
psychological harm or face any form of managerial or systemic oppression, supporting
women across all sectors."”

This experience illustrates the constant pressure and anxiety stemming from working in antagonistic
environments. Sobaih and Abu Elnasr (2024) highlighted the necessity of protective measures in the
workplace to ensure a safe and supportive environmentfomen. Effective policies and support
systems are crucial for addressing the psychological and emotional toll of gendered workplace

dynamics.

The strategies of alienation, emotional exhaustion, and the need for protection are the direct
consequences of deeply ingrained sociocultural practices. These norms are embedded in the
organizational structures and daily experiences of womemamageriaroles, emphasising the
significant barriers women face in their professional advancement. It can be argued that these
strategies reflect a broader societal attempt to sustain male dominance in professional settings.
Hostile work environments aim to undemes women's confidence and deter them from aspiring to
assumemanageriakoles. This structural oppression is culturally sanctioned anepgetfetuating,
revealing the deegseated patriarchal values that shape the professional dynamics in Saudi Arabia.
The persistent emotional exhaustion reported by women underscores thedtrgfanavigating
male-dominated environments and of traditional gender norms. This systemic burden is a
manifestation of patriarchal structures that prioritise matentric practices ashundermine

women's professional wellbeing. The need for protection highlights the profound impact of hostile
work environments on women's emotional and psychological wellbeing. This indicates broader
structural inequalities that perpetuate gendéased dscrimination and hostility. These
AYGSND2yySOGSR GKSYSa AffdzadNIGS GKS aA3AYAFAOl yil
professional lives. Despite sogiolitical reforms, these deeply ingrained practices continue to

perpetuate workplace gerat inequality.
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9.4.2 Women Shaping Themselves to Fit Men's World

oNo one can make you feel inferior without your consént(Eleanor Roosevelt 1884962

Building on the previous experiential theme, this section discusses how cultural pressures lead
women tointernalise oppressive views and exert sgléssure, impacting their professional lives and
aspirations in managerial positions. The constant underestimation and marginalisation that women
face forces them to "abandon their feminine traits" to fit the malominated management model.

This assertion is supported by the participants' narratives, where many described altering their
behaviour and presentation to align with male management expectations. For example, some
participants frequently stated that addipng a more aggressive approach was necessary to gain
respect.Additionally, women often feel the need to continually prove their worth, as expressed in

the subtheme "Endless Proof: 'l have to prove myself" and the-pregaredness in the subtheme

"Readiness: 'l am not ready yet." This constant need for validatieates a cycle of sgtiressure

and doubt, compounded by fear of failure. Despite their qualifications, women hesitate to take on

senior roles because of their fear of making mistakes. Ttasnalisation manifests in behaviours in

which women inadvertently perpetuate their own marginalisation by conforming to these norms.

"The need for male allies and reliance on vitamin W" highlights additional hurdles women face. As

al £ 1 YSy i Apast, S9RAVE pedple yolding<pSsitions, and they are frankly not deserving,

and this was throughVastad + A G F YAY 2 QOAYRAOIFGAY 3 FlFP2NRIGAAYBUL O
endorsements have become crucial for career advancement, yet these practices perpetuate
RSLISYRSyOe 2y YI{S FLIWNRGIE® CAylffes 2YSyQa dzy

oppression is demonstrated by a lack of assertiveness.

1 Forced to Abandon My Feminine Frame
Building on the previous subthemes, it is evident that the continuous underestimation and
marginalisation of Saudi women in professional contexts often leads women to internalise these
views, believing that they are not fit for managerial positions unieeg adopt masculine traits. This
study revealed significant findings regarding gender identity and management, suggesting that
female managers feel compelled to adopt masculine traits to secure their positions and advance
their careers in malelominated pofessional environments. For instance, Fatima highlighted the
necessity to mimic harsh behaviours typically associated with male managers, Shlgange to
0SKIFI@®S tA1S GKSY wYFES YI yl 3SNAGSImiarhdZaMa8idws YSa Ly

managerial roles as inherently masculine, describing it as a game that she must Hibatgitl
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wants to be a manager she must have some masculine qualities, she has to master these games or

embody these traits."

In Saudi Arabia, where women encounter obstacles in managerial roles due to societal norms and
gender expectations, adopting masculine traits can be seen as a strategic approach. Studies focusing
on women in managerial roles in Saudi Arabia's higher dthrcaector demonstrate how

institutional practices and stereotypical attitudes influence behaviours, creating challenges for
women in managerial positions (Akbar et al., 2023). Cultural norms significantly shape the
understanding of managerial role in $rabia, often favouring masculine traits and

characteristics. Consequently, those who define management primarily in terms of specific traits
might believe that anyone can become a manager, provided that they possess these masculine
qualities regardlesef their gender (Alotaibi et al., 2017). Adopting masculine traits to lead,

particularly for women in Saudi Arabia, involves navigating societal expectations and stereotypes.
Research indicates a traditional association between leadership and mascalisewith studies

showing that qualities, such as assertiveness and competence, are highly valued as defining
characteristics of managers, particularly men (Alotaibi et al. 2017). This suggests that to be perceived
as effective managers, women may ben&ftm displaying detectable masculine traits associated

with high status.

These findings underscore the enduring impact of sociocultural norms on Saudi women in a
professional setting. It could be seen that women internalise societal views that question their
fitness for managerial roles. The continuous underestimation and maligation experienced by
women contribute to this internalisation, leading them to conform to masculine leadership norms to
be taken seriously. This internalised oppression manifests in behaviours where women may
unknowingly perpetuate stereotypes and dier their advancement. The narratives of the

participants vividly illustrate how societal expectations push women to adopt masculine traits for
credibility and career advancement in mademinated environments. By conforming to these

norms, it could be anged that women inadvertently reinforce the notion that femininity is

incompatible with managerial roles, thereby perpetuating marginalisation.

i Endless Proof
Women in this study continually find themselves having to prove their worth in achieving

recognition and advancement comparable to that of their male counterparts. This need stems from



a confluence of systemic, organizational, and cultural dynamics that contribute to a workplace

SYGANRYYSY(l o0AlF&aSR (G26FNR 62YSyQa LINRTFSaarzylt L

Noura believed she had to prove herself due to this bias, explainiingy'believe that only those

from Hail should hold positions; if you're not from here, you're not seen as desemirgtighlights

the prejudice she faced, and the extra effort required to enhance her image and skills to be
NEO23IyAaSR YR LINRY2GSR® | SNJ O2y (A ydamiproyh§ SR G2 L
myself and continuing it. | feel that | am from a challenge to challenge every time the manager

comeg Q S E SgYhelpekp@tdalieffort required by women to validate their competence in

professional settings. Dina expressitla @ & dz00S&da g¢Aftt y2G O02YS Slaey
SOSNE 2y S St ahh derd® dg\a Bowafi§l @Stament to the additional efforts women

must often exert to challenge and change entrenched gender norms. Similarly, Malak's experience

mirrors that women are required to demonstrate higher competence than men to be viewed as

equally skilled.

In the realm of higher education in Saudi Arabia, female professionals often must demonstrate
exceptional dedication and competence to progress into managerial positions. Almutairi (2020)
examined the relationship between safficacy and organizationabmmitment among university

faculty members in Saudi Arabia. This study emphasises the vital importanceeffisalfy in

managerial roles, suggesting that significant levels of confidence and commitment are necessary for

women managers to succeed in thedles.

It could be seen that this phenomenon reflects entrenched systemic biases and cultural norms that

place a disproportionate burden on women to achieve higher standards than their male

counterparts for equal recognition. Women often find themselves navigatinough institutional

barriers that demand exceptional performance merely to be considered on par with their male
O2fttSIH3dzSad ¢KS yIFINNYGAGSa OF LIWddzZNBR Ay (KA& GKSY
continual efforts to prove themselves inadventéy reinforce oppressive gender norms. By

perpetuating the belief that women must consistently outperform men to be perceived as equally

capable, this dynamic reinforces the marginalisation of feminine leadership styles. This reinforces

the misconceptiorthat effective leadership is synonymous with masculine traits, thereby restricting

opportunities for women to lead authentically and with diversity.
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Many women in this study, currently serving as #t@del managers in the healthcare sector,

expressed strong interest in advancing to top managerial roles. However, they revealed hesitation

about stepping into such positions, primarily because of feelifigmpreparedness. Dina expressed
herconcernsclearlhy L. Yy SSR (2 BINBLI|A OB BEESNXS&§OSa I RR RSLI

LG gFa Ay o YFEYyFASNRIET LRaAdAz2y GKFdG L K
Despite this opposition, it was not my preference, but | was eager to attempt it. | was
not ready at that time."
Her initial negative experiences further compounded Malak's reluctance to seek senior positions.
This aligns with the findings of Sobaih and Abu Elnasr (2024), who examine barriers that Saudi
women face in achieving top managerial roles in the tourismiose€heir research points to a
critical lack of sel€onfidence as a substantial impediment influenced by inadequate training,
education, motivational support, and prevailing social norms. Importantly, they emphasised that
seltconfidence is crucial forvercoming stereotypes and seizing better job opportunities.
The continuous hesitance of women creates an environment in which they internalise these
oppressive views, leading to selbubt and hesitation to pursue higher roles. This societal blueprint
y2i 2yfte dzyRSNX¥YAYSa 62YSyQa otortfaFtheRiegddode 6 dzi | £ a2
excessively prepared to justify their presence in senior positions, unlike their male counterparts who
might ascend with relative ease, which was discussed in the subtheme "endless proof". It could be
argued that the readiness #y refer to is not their readiness but rather a lack of sociocultural
readiness to accept female managers. Dina's statentémieed to prepare mysélfz | yR al f | { 4 a
admissio@ bL 61 & y2i NghligRa bréader societalinesitahcy¥ t6 fully embrace
women in managerial roles. This hesitance stems from a cultural blueprint that has historically
viewed managerial positions through a masculine perspective. The excessive caution women exhibit
refleds a society not yet ready to accept them as mgers, manifesting broader cultural and
d2a0SYAO OFNNASNR (KFG 62YSy T ORpresentatior® K YA IKG C

T bSGoe2NIAYyT GdoS ySSR R2aSa 2F A0l YAYy 2¢
The findings of my study revealed that one significant reason for the underrepresentation of women
managers in top management'W&asta' Wastaencompasses a social network of interpersonal
relationships deeply embedded in familial and kinship connections, impacting both the personal and
professional spheres. This practice often undermines meritocratic principles, favouring those with

strong conrctions to truly qualified candidates (Abalkhail and Allan, 2016).
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Malak critiques nepotism, colloquially referred to as "Vitamin W," statlighe manager's relative
is a female, he would choose her if they were from the same'tiitmura further elaborates on the
preferential treatment based on regional and tribal affiliations: "I swear by God, women from the

same region and tribe receive better treatment than those not from h&tee adds

"I held a position for six months, which was quite long since | was not from the north. My
FILYAfe yIFrYS SyRa ¢6A0K fFfF 6KAOK Of SIN¥e& AyRAOI
NEOSAGPGSR ONRGAOAAYZ GKFG | 3A Ndbeligh@thatohliNR ¥ (KS
those from Hail should hold positions; if you're not from here, you're not seen as deserving of
4dzOK NBalLR2yaArAoAfAldASade

This illustrates the deeply entrenched regional and tribal biases women face in their professional

journeys.

Noura, a Black Saudi woman, openly declared her ethnic background, illustrating how the
intersection of race and gender significantly influenced her opportunities to attain senior positions.
Her narrative exposed the negative social construction of beiBigek Saudi female manager. She
stated,

"l am brown, not white... but it's something normal; | did not feel that it was. In terms of
colour, | did not suffer from colour, but | suffered from racism because of the tribe. The only
thing | suffer is tribal prejudice and racism. How did you come haw did a person who
was not from the Hail region be appointed in such a high position?drmtilkledthis
question until today."
In the Saudi context, "tribe" refers to extended familial or kinship grabpsplay a significant role
in social and professional networks (Nieva, 2015). Sara highlights the necessity of male endorsement
for career advancement, saying,L. Y SSR G(GKS &dzZlJLR2 NI 2F (GKS YIS Yl

senior position without male empowermeht

Abalkhail and Allan (2016) clarified that workplace social networks in the Arab Gulf Region often
incorporate family ties, in contrast to Western networks, which typically remain professional. In the
Western context, this phenomenon, often referred toas'Old Boys' Club' or network, illustrates

that significant workrelated interactions and relationships among men frequently take place outside
the office and during regular working hours (Oak&90; Tonge008). Their findings also revealed
that 'wasta’ can facilitate women's career advancement if they have access to the right networks.
Additionally, Hodges (2017) found that career advancement for women is frequently not based on
personal qualifications, but on relations and family networks. This firgliggests that class and

status are as significant as gender in determining women's access to senior positions.
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Interestingly, despite recognisingastaas an unfair practice, Saudi women see them as a powerful
tool for career advancement and goal achievement, especially in higher education institutions.
According to a study by Alussain and Alarzooq (2016), nearly 60% of Saudi female respondents
deemad wasta unfair, yet 56% considered it advantageous for attaining senior roles in traditionally
male-dominated fields. Additionally, 54% perceiwgestaas a fair networking strategy that aided
women's progress. Aflussain and AMarzooq (2016) explained this apparent contradiction using
cognitive dissonance theory, which posits that dissonance arises when one's actions contradict their
values and attitudes but can be rationalized if the actions yield rewards. Thadmdf my study

align with Hodges (2017), who emphasised that only some women can attain managerial roles in
Saudi Arabia due to their network and family status, indirectly highlighting the significant influence

of family in securing senior positions.

Saudi Arabia's Vision 2030 aims to empower women, increase their participation in the public
sphere, and establish regulations to combat unethical practices suststa by instituting anti
corruption measures. As part of these efforts, the formation of the SupremeQ@urtiuption

Committee in 2017, as part of these efforts, highlights the state's commitment to tackling corruption
at its highest levels (Vision 202017). However, Malak highlighted the persistence of the informal

practices that underminethese policies.

It could be said that the persistence of these practices reflects a form of structural oppression that is

both culturally sanctioned and sgierpetuating. Women like Malak, Noura, and Sara internalise

these societal expectations, leading them to belielatttheir professional success is contingent

upon male approval and familial connections rather than their own merits. This internalization

manifests in behaviours where women inadvertently perpetuate their own marginalization by
conformingtothesenorm&C 2 NJ Ay aidl yOSs { I NI Qa NBfAlIyOS 2y YIf
L1226 SNJ A0 NHzOGdzNBa Ay (iSNARSOG ¢AGK ISYRSNI REyl YAOAX
professional advancement is heavily dependent on their ability to navigate these networks.

l RRAGAZ2Y I fftes b2dzNI Qa SELISNASYyOS Fa | . tF01 {F dzR
posed by the intersecting identities of race, gender, and regional affiliation. The societal narrative

that only those from certain tribes or regions deserve sepiositions exacerbates these challenges,

further entrenching the systemic barriers women must overcome. This reliance on informal

networks underscores the challenges that women face in establishing themselves as legitimate

managers in a system that und@ues their qualifications and contributions.
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f Silence: WomerD2 y §éak Up
The findings of this studgveal a significant barrier to women's progression to senior positions: a
lack of assertiveness among female managers. Sara highlights the rarity of assertiveness among
female managers, statingFew numbers of female managers do defend themsel@é®'speculates
that this might be due to fear, societal expectations, or ignorance, explaititngight be fear or the
nature of women. It might be ignorance as well; it can be the fear of losing the position or some
other personal reasonsFatima echoes tkisentiment, emphasizing that fear of losing their
positions prevents women from asserting themselvés2'Y Sy R2y QG &LJSIF 1 dzJ 6 SOl
afraid to lose their position.Dina underscores a contradiction between the legal empowerment of
women in Saudi Arabia and the persistent silence among female managers, hdtiagyovernment
has empowered women in Saudi Arabia and all laws are in their favor, but | don't know why they are

silent."

In the context of Saudi Arabia, Aldossari and Chaudhry (2024) found similar patterns of behaviour

among female managers, where cultural and societal expectations often lead to a lack of

assertiveness. Their study highlights that, despite the progresgah leforms empowering women,
NFRAGAZ2YLFEf 3ISYRSNI y2NXa O2ydAydzS (2 AyTfdzsSyOS ¢
aisSya FTNRY I 62YFLyQa FSFENI2F 0SAy3a KStR NBaLRyaa

(et

power dynamics in a patriarahculture, where women might feel compelled to remain silent rather
than seek justice for themselves However, | would argue that the lack of assertiveness among
women in managerial roles is not solely due to fear of losing their positions but is deepdd lin

the sociocultural context in which they have grown up and lived. Women in Saudi Arabia have been
socialised in a society that traditionally values male voices more highly and places less emphasis on
women's perspectives. These women have been latma society in which such dynamics are the
norm, so they have never experienced anything different and see this silence as normal. Fhis long
standing cultural framework has led women to internalise the belief that they should be silent and
not assert tlemselves, even when legally empowered to do so. | would also contend that the
internalisation of these societal views is a reflection of deeply ingrained cultural norms. These norms
have conditioned women to accept their silence as natural and necessargittain social

harmony. This internalisation manifests in behaviours in which women inadvertently reinforce the

barriers that limit their professional and personal growth.
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9.4.3 Perpetuating the cycle of oppression

"There is a special place in hell for women who don't help other worfiiadeleine
Albright 19372022)

When sexism is deeply rooted in a culture such as Saudi Arabia, it embeds itself into everyday
interactions and behaviours. This theme explores how internalised sexism is expressed and
perpetuated, not just within individuals, as discussed in experietiteahe two, but specifically

between women.

1  WomenDo not Support EachOther "Women are Their Own Worst Enemies."”
This study highlighted the significant barriers posed by women not supporting each other, often
fuelled by competition and rivalry. Sara observes a gender disparity in support among managers,

stating,"l noticed that malenanagersio support each other when they are in position, but female

managerd NB jdzA S GKS 2 LJJ2 aA (S TFatih&HyBlights 2hy €héllengedzLILI2 NJi

posed by women working against one another, attributing it to internalised sexism and dingre"

were women who stood adrast other women, out of envy maybe...Some women do not accept, and

é

~

Olyy2i RAISEGT (KS 5d200S3338 2F | y2iKSNwua2Yly 6KAC

recounts facing passiveggressive behaviour from a female head nurse, interpreting it as rivalry,

b. SOFdzaS GKS& ¢FyGSR (G2 3IAQGS YS (GKS 20 KSNJ RSLI NI

K2t RSNJ g KAt S &KS .leénS stdry aids adbtientimentsiant sRoSvdaHINg

unexpected betrayal and complaints from a female colleague. Shessgs her dismay,

"Unexpected thoughts, things that you wouldn't expect, like someone from the female staff...going to
complain about you, turning against you&lmansour and Kempner (2015) support these findings,
indicating that internalised sexism and gender norms significantly impact women's interactions in
professional settings. Their study suggests that women often internalise patriarchal values, leading
to behaviours that undermine other women in the workplace. This internalisation results in aflack
solidarity and mutual support, perpetuating a cycle of discouragement and invalidation.

Internalised oppression among womenmnranageriaroles is not just a consequence of personal
animosities, but a reflection of the broader so@oltural context of Saudi Arabia. Women have

been socialised in a society that has historically devalued their contributions and prioritised male
dominance, leabhg them to internalise these oppressive views. This internalisation results in
behaviours in which women undermine each other, perpetuating a cycle of discouragement and
rivalry. Competition among womenteh arises from perceived scarcity of opportunities and

resources. This competition can manifest in various ways, such as malicious gossip, social exclusion,
FYR FGGSYLIGia G2 t26SN 2y S I y2i KOXIGaenddurR0dilgza § 2
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Goodwin2002; Underwoo®003; Wisemar2002). These behaviours are not merely personal

failings but are deeply rooted in societal structures that promote and sustain gender inequality.
Additionally, women tend to compare themselves with others within their ingroups more readily
than those in réatively privileged outgroups. This tendency results in heightened resentment and
competition from those who are only slightly more advantaged (Cra8a¥; Walker and Smith

2002). Internalised sexism thus divides wampreventing them from pooling their efforts against

the true sources of inequity: sexism perpetrated by men and reinforced by societal power structures
(Michie 1992).

In challenging participants' perspectives, it could be argued that the central issue is the scarcity of
positions available to women, which forces them to compare themselves more intensely to men.
Malak observed, They give the limitetlJ2 a A G A2y a FyR a42YS 2F GKS dzyi YLR
highlighting how this scarcity compels women to focus on these few available roles, leading to
heightened competition and envy among them. This intense competition among women for limited
roles results in negative dynamics such as invalidation and deoog&onsequently, women
observing these conflicts might avoid pursuing senior positions, perceiving thenhaadathé

and a "big responsibility,”, as Malak noted. This constant portrayal of seniora®lesrdensome

can lead to diminished aspirations to attain these positions. Furthermore, the scrutiny and criticism
that women face in managerial roles can deter them. Noura illustrated this by stéfinge put a

bottle of water on a table, he would say why did you put it there @nthy and would say you don't
deserve to be department heads, and you don't know how to become a man8geh'experiences
contribute to a culture of fear and reluctance among women to assume managerial roles, knowing

that they will remain under constant surveillance and criticism.

1 Derogating Each Other
The findings of this study revealed a significant barrier to women's progression in managerial roles:
derogation among female colleagues. The participants' experiences highlight how women, instead of
supporting each other, often discourage and invaliddte@K 2 i KSNDR&a SFF2NIaz NBAY
sociocultural pressures that undermine women managers. Noura reflects on the negative dynamics
among women, stating b X g2 YSY RA & O2 daNG, Madfak descbis her Stikids i it £
a lack of support andncouragement from female colleagues as "tiring." She shareset to tell
them that | am not doing a super thing; | am just doing my job. This is what | meant when | said a

negative atmosphere; | wanted to improve myself."
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Researchers have found that language plays a crucial role in this process by invalidating women's
thoughts, opinions, beliefs, and feelings. This systematic invalidation leads women to doubt their
capabilities and to remain silent. After repeated expostareauch messages, women internalise this
oppression, doubt their capabilities, and remain silent (Jost and Banaji, 1994; Jost et al., 2004). This
dynamic highlights how ingrained cultural norms hinder women's solidarity and support for one
another. It migh be argued that therimary issue is not aboyttersonal conflictdut the

sociocultural context that fosters internalised sexism among women in managerial roles. In Saudi
Arabia, women have been socialised to accept and perpetuate patriarchal values, often devaluing
their contributions and prioritising male dominance.i§ imternalisation of oppressive views leads to
behaviours where women discourage and invalidate each other, rather than offering mutual
support. For instance, Fatima highlighted tisae "...speaks out of the worst experience on earth
and...l don't want even my enemy to go through itHer reflection that she had a difficult

experience that she would not want any woman to go through, not even her enemies, reveals a
complex layer in this issue. | could see from an angle that women might discourage each other not
out of malice, but out o& protective instinct. Having endured significant hardship, they might
subconsciously aim to protect others from similar fates by discouraging them fnosaipg

challenging roles.

9.4.4The Dual Burden

"Women will have achieved true equality when men share with them the responsibility of
bringing up the next generatiori."(Ginsburg, 1993, p. 123)

Achieving a balance between personal and professional lives is a multifaceted challenge, particularly
for mid-level female nurse managers in Saudi Arabia, where family dynamics deeply influence career
trajectories. Despite progressive reforms aimed at ardiag women's roles in Saudi Arabia,

entrenched cultural norms continue to impose significant burdens on working women, frequently
obstructing their advancement to senior positions. This section explores three experiential
subthemes that significantly impathis balance: marriage, motherhood, and family intervention.

This crucially affects this balance, highlighting the intersection of professional aspirations and

personal commitments within the uniqgue Saudi context.

1 Marital Satus
The findings of this study demonstrated that marital status significantly influencedewvid female
nurse managers, particularly in balancing professional responsibilities with domestic duties. All six

participants were unmarried, with three separateddivorced and three single, highlighting the
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tension between holding a managerial role and maintaining marital life. This underscores the
difficulty of reconciling the dual responsibilities of career and marriage in the context of Saudi
Arabia, where cultural and societal norms profoundly impactwgn@ed |+ aLIANI GA2y & | yR

Sara provides a candid glimpse into this balance, noting:

"My ex-husband made mé&el that my focus was more on my work, and | am an indifferent
wife even though he knew that it was important for me, and no matter how hard | work, I'm
made to feel as if it's wrong to focus on my work."

| RRAGAZ2Y I ffé&% b2daNF Qa4 SELISNASYOS AYyiNRRdzOSE | yiaA

bLQY 2dzald Sy3alF 3SR Al A& G22 SFENI & odzi K2ySai
got engaged and till now. But | don't know after the marriage if he does'that

In Saudi culture, women are traditionally expected to focus on childbearing, supporting their

husbands, cooking, housekeeping, and caring for their elderly parerBu{@ihi2016). Historically,

since women were largely barred from working, domestic duties did not conflict with career goals or

add to stress. Although Saudi women have successfully navigated workplace challenges, little

progress has been made in obtaining Saudn to share their household duties. Typically, married

Saudi men allow their wes to work provided they do not disrupt their domestic responsibilities.

Men generally view home management as a woman's duty, so women are expected to

independently manage both their careers and home liveB{A¢ihi 2016). Consequently, many

women whoagree to this compromise now face significant stress

Despite significant strides made with Vision 2030 in Saudi Arabia, which has liberalised many legal
restrictions concerning women's employment and education, the subtleties of personal
relationships, particularly the dynamics of marital and family supmanttinue to play a pivotal role

in shaping women's professional lives (Alhajri 2020). The legal emancipation from needing male
guardians' permission for professional pursuits contrasts with the cultural expectation that women
still seek approval from thehusbands or fathers. This dichotomy points to an ongoing conflict
between progressive legal reforms, entrenched marital dynamics, and family intervention,
illustrating that legal changes alone are insufficient to overcome the barriers imposed by societal
expectations and traditional marital roles (Alghamdi 2014). Conversely, it could be argued that the
main challenge for these women is not personal conflict but societal expectations and cultural norms
impacting their professional and domestic roles. lhestwords, the primary challenge for these
women is not marriage itself but the internalisation of societal views that women cannot balance

managerial positions and domestic roles. Although the experiences of participants such as Sara,
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Noura, and Malak highlighted marriage as a barrier, evidence suggests that these internalised views,
rather than marital status, create significant barriers to women ambitions to senior positon. For
instance, Sara's partial support from Heéusbanded her to feel that her focus on work made her an
indifferent wife.b 2 dzNbneéns, despite being engaged and not yet married, reveal a deeper

issue: she worries not about her future in a managerial position but about the internalised belief

that she might not succeed in a managerial role if she gets married.

For instance, Sara, Malak, and Leen, who are divorced women arn@weldnanagers with full

custody of their children, exemplify the added burdens that women face. Despite their divorce and
doubled responsibilities, these women continued to pursue and Behiorlevel positions. This

situation underscores the overwhelming nature of their roles, as they manage professional
responsibilities alongside significant domestic duties without adequate societal support. Unmarried
women like Noura and Dina have néiga perceptions about marriage and its impact on their
professional lives rooted in internalised societal views. They anticipate the challenges and pressures
that married women face, leading to hesitation and s#fibt regarding their ability to balandmth

roles effectively. Thus, the core issue is the internalisation of societal views, which leads to self

doubt and hesitation among women to pursue managerial roles.

91 Motherhood
In this study, the women discussed the intricate intersection between professional aspirations in
terms of attaining senior positions and the demands of motherhood. Particularly, for single mothers,
these dual roles significantly impact their career trépeies and personal lives. The complexities and
challenges faced in balancing these responsibilities were revealed through Sara, Malak, Leen, and
5AYFQa YyIFENNIidA@Sad {FNIZ | aAaAy3atsS Y2UGKSNE | NIAOd
responsibilities on heprofessional life. She reveals the tension between her career aspirations and
role as a sole caregivetMy family responsibilities affected my ability to reach more senior positions,
especially since | became a single nidethoing Sara's sentiments, Malak highlights the duality of
her life and the choices she makes in favour of her children. Her reflection underscores the constant
negotiation between professional and personal responsibilitiebave another life at home and
with your children since yoneed to give them time tool'een adds depth to this theme by
expressing her reservations about taking on senior positions due to the significant responsibilities
they entail, coupled with her commitmentto herchitilL. R2y Qi GKAyYy {1 L @gAfft | G40

because it is a big responsibility, and my child needs me.



Among studies in Saudi Arabia;Adfour et al. (2017) shed light on the challenges and barriers faced
by Saudi women in career advancement. This study identifies societal and organizational structural
and attitudinal barriers that hinder the progress @usli women in paid employment. These barriers
likely affect working mothers in Saudi Arabia and influence their career advancement and
professional growth opportunities. This study highlights significant societal and organizational
structural and attitudiml barriers that impede the advancement of Saudi women in the workforce
(AFAsfour et al. 2017). Consequently, female workers may be compelled to adjust their careers, such

as reducing their working hours or changing their career paths (Al Gz0hd).

Although the experiences of the participants highlighted motherhood as a barrier, the evidence
suggests that these internalised views, rather than parental status, create significant barriers to
women's managerial roles. It is also important to considerdimotional dimensions that influence
women's professional choice. The hesitancy of women to attanageriaroles may well partly be
attributed to feelings of guilt resulting from societal pressure that requires mothers to meet social

expectations.

1 Family Intervention
CrYAf@ AYyiSNBSyilAzy arxayArATAOLyidfte Ay¥FfdsSyOSR
level. This finding emerged from the experiences of Sara, Noura, and Dina, thereby exposing the
tension between family expectations and professional arobgi The participants provided poignant
accounts of family intervention, revealing its complex role in the pursuit of senior positions in the
healthcare system. Through their stories, Sara, Noura, and Dina illustrate the nuanced ways in which
families caract as both a hindrance and a catalyst in the journey to senior roles.
Sara experienced a dichotomy of support within her family. Her father and brothers offered
unwavering encouragement in sharp contrast to her mother's negative perception of Sara's

managerial role. Sara laments

GKFG GKS NBlFazy ¥2NJI

ba® Y20GKSNJ g2dzZ R &l
f RAYy3Idodd aé FlIYAfedQa NBI

LI2aAdAzy LQY K2
to be proud of me.

This disparity ifiamilial support highlights the emotional toll that conflicting family opinions can

have on their professional aspirations.

Noura faced opposition from her mother when she expressed a desire to further her education

abroad; a step she believed was necessary to advance her career.
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"| faced great rejection [from my mother] in terms of completing my study because | wanted
to improve my qualifications and attain a senior position. | was trying to convince my mother
that | want to complete my studies to get a position better than the bhave now. She
would say every time, 'My daughter, you are employed and have a salary, why do you want
to study more2

Her mother's repeated questioning underscores a protective yet obstructive stance, creating

emotional and practical hurdles for Noura's aspirations.

Additionally, Dina admitted;There are definitely obstacles, even within a family environment...
these are among the challenges that | fadééer narrative revealed the cultural and familial
pressures that impeded her progress, arguing that family intervention had a significant impact on

her decisions and advancement to a senior position.

Women in Saudi Arabia encounter various challenges and barriers to their career development, such
as cultural expectations and societal norms that prioritise family responsibilities over professional
pursuits (Abalkhai2017; Alboliteeh et al. 2017). From a young age, females in Saudi Arabia are
culturally encouraged to prioritise caring for their families, which can impact their career decisions
(Abalkhail2017). Additionally, societal stereotypes in Saudi Arabia suggest that women may face
criticism fromfamily and friends if they choose ndraditional careers (Dukhaykh and Bilimoria
2021). According to Aflussain and Allarzooq (2016), Saudi society traditionally held a negative
view of mixedgender environments. This societal attitude poses significant barriers to women
working in such settings, impacting their professional progaeskfamily dynamics. Dukhaykh and
Bilimoria (2021) noted that their study's findings might be explained by fundamental attribution
error, where women in nottraditional carees attribute their persistence to personal qualities

rather than external workplace factors. However, this study highlights the critical role of family
support, particularly from fathers. This support is essential for fostering personal attributes and

strategies that help Saudi women maintain their careers in-traditional fields.

It can be said that family intervention, particularly from female relatives, play a dual role in shaping
women's career trajectories in Saudi Arabia. The narratives of Sara, Noura, and Dina reveal that
while familial support can empower women to pursm@nageriaroles, it can also hinder their
progress through protective, yet obstructive attitudes. This duality reflects the broader cultural
context in which traditional gender roles and societal expectations continue to shape professional
opportunities for womenThe internalisation of societal norms by female family members, such as

mothers, often leads to discouragement rather than support. This internalisation manifests in
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behaviours where women inadvertently reinforce patriarchal values by prioritising social views over
professional ambitions. Addressing these root causes requires a cultural shift that challenges societal
norms and encourages family support for women's eamgspirations, enabling them to aspire to

professional and personal roles.

9.4.5 Strategiesand Enablers to Women Empowerment

AWe women |just madowel 283 own wayo

Under this experiential theme, | outlined subthemes reflecting the beliefs ofleviel women who
perceived certain strategies and enablers help women reactengpr positions. However, it is

important to note that some of the proposed solutions seem unrealistic.

1 Women Role Models
Ensuring that midevel women have access to female role models in managerial positions is a
strategic solution identified by participants to counter challenges and promote gender diversity
within organisations. The visibility of these role models is afdor enhancing women's
representation in managerial roles, particularly for Aedel female managers, who face substantial

barriers in environments marked by persistent gender bias.

b2dzNJF Qa | 002dzyi KAIKEAIKGA + aAIYAFAOLyG 3FLI AY
views as an impediment to their professional development. She articuldtesgeded women who

would guide me, telling me what was right and what was wiorly dzy RSNBR O2NAy 3 G(GKS S3
that accessible mentors play in nurturing the career trajectories of emerging managers. This lack of
accessible guidance and mentorship represents a substantial impediment to professional

development and the success of nagerial positions.

CFrdAYFQa NBTESOGAZ2YE TFTAdzNIKSNI AffdzYAylFdS GKS LISNA
a deep appreciation for their presence and the significant contributions they make. She stated, "

really love to deal with a womakVomen understand me better, and it is easy to deal with them,"

highlighting the comfort and effectiveness that female managers bring to the professional

environment. The findings from this study echo those of Hodges (2017), highlighting the significant

scarcity of role modelsral mentors, as discussed by the participants in relation to their professional

relationships.
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Research offers a nuanced view on the impact of role models, indicating thathwdtikevel role
Y2RStaz ¢gK2asS adz00Saa Yle aSSy dzykddlAy-ofSs
perceptions and aspirations, mldvel role models do not have this effect (Bozkur and?027).

This suggests that relatable and accessible role models are more effective in fostering positive self

perceptions and encouraging ambitions toward senior positions among women.

The personal experiences of the participants highlighted the importance of female role models in
fostering a supportive and empowering environment for women in managerial positions. These
narratives highlight the need for a cultural shift within organisas to value and promote diverse
leadership styles. It can be stated that the importance of female role models cannot be overstated.
Their presence challenges patriarchal norms, which have historically limited women's professional
advancement. By promotingomen to visible managerial positions, organisations can dismantle

stereotypes that confine women to subordinate roles.

9 Qualification to Balance Discrimination
My study highlights the critical role of education in career advancement olewi female nurse
managers in Saudi Arabia. Noura perceives attaining higher degrees to be essential for progression

to top management positions. This perception underscohesdtructural barriers and educational

O y

NBIjdANBYSyia AYLSRAY3 62YSyQa OFNBSNI I RAFHyOSYSyi
jdz f AFAOI GA2Yy a T2 NJ @btaiNilyys MasteldBraiociral ddy2e/isessandid farA y 3 X

me to move into topnanagement. Without these qualifications, | face significant barri&Gse'

perceived higher education as a means of overcoming these obstacles and advancing her career. She

added, 'If | get my master's, | could even sue them for not promoting me based on educational

requirements."

Scholarly research supports Noura's view that higher education is often a prerequisite for managerial

roles, particularly in malkelominated fields. Furthermore, a study bylAlissain and Allarzooq

(2016) found that educational attainment significantlyiiinces women's career advancement in
Saudi Arabia, highlighting the systemic barriers faced by women in accessing managerial roles.
b2dN} Qa SELISNASYyOSa AfttdaAGNI GS GKS RdzZtf NBf S
higher qualifications prodie women with the credentials that need to be considered for top
management positions, they also reflect the systemic inequities that require women to "prove" their

capabilities through additional qualifications. This requirement underscores the broadietao

197

27



expectation that women must work harder to attain the same positions as their male counterparts
do.

1 Emotional Intelligence
My study revealed the essential role of Emotional Intelligence (El) in the success of female
managers. Dina emphasised the necessity of embracing El, particularly in enhancing persuasion and
emotional management skills. Dina highlighted the significandd &r female managers:

oEmotional intelligence, often a strength in men, is key to lasting success at work. Women excel but

AGNHZZ3E S 6AGK LISNEdzZ & A Ref rEcognikioh 6f khe imgortance fEF Y A TA OF v {

underscores her commitment to pgonal growth toward senior roles. She acknowledges the
challenges women face, especially in persuasion and emotional management, and emphasises the
need for improved El skills to effectively address these challenges. Saha et al. (2023) argue that it is
esential for female nursing managers to be aware of and manage their emotions. They often face
unique workplace challenges, such as gerukesed discrimination and pay inequality, which makes

it crucial to manage stress and maintain emotional health. Siipjlarecent study in Saudi Arabia

by Almadani and Alamri (2024) underscored the critical role of El for Saudi female nursing managers,
highlighting its importance in navigating workplace challenges and maintaining emotional well

being. Itcould be saidthi 5 Ayl Q&4 SYLKIaAa 2y GKS ySOSaairde
managers is a testament to her awareness of the unique challenges women face in their managerial
position. Emotional Intelligence not only facilitates effective leadership by impgguensuasion and
emotional management skills but also empowers women to understand the consequences of

internalised oppressed views toward themselves and each other.

f +Aaiz2y WRefomPadMakSaTurning Point for Ua ¢ @
As detailed in Chapter 2, Vision 2030 is a strategic initiative by the Kingdom oRSzhidiaimed at
diversifying the economy and fostering various social and economic reforms. Central to these
reforms is the enhancement of women's roles across key sectors, such as healthcare, education, and
leadership, recognising Saudi women as pivaidhe nation's progress (Vision 202016).
Although social changes in Saudi Arabia might appear modest to outsiders, they represent a

significant shift in Saudi standards. Recent history has provided numerous instances of changes and

2 ¥

reversals, suchasth A4 NRBy 3 2LJI2aAdA2y G2 3IANI AU SaRWzOF GA2Y

and Malibari2021).

Participants in this study unanimously noted that Vision 2030 markedly improved the professional

landscape ofvomen by implementing policies designed to empower them. These changes have
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facilitated increased female participation in the workforce, provided greatanagerial

opportunities, and led to a significant shift towards greater professional inclusion. For instance, Sara
observed a notable change in her involvement and representation in work meetings, stBtifore

GKSNB gl a yz2z OFft F2NJI YSSGiAy3Ia T2N 62YSy Ay YSSi
more involved in meetingsThis shift highlights a move away from historical exclusion and towards

integrating women intananageriafoles that were previously inaccessible to them.

However, the advancements brought about by Vision 2030 are challenging. Many patrticipants
reported pervasive resistance to these changes among men, manifesting in both subtle rejection of
women's new roles and overt opposition to their increased visitalitgt authority in the workplace.
Fatima pointed out the dual nature of these changes, recognizing both the empowerment they bring
and the enduring societal challengés.we are living the 2030 vision and empowering women and
giving themmanagerial rolesn all its aspects. But women are still there [adel positions] &

Similarly, Dina highlighted ongoing systemic issues that impede the full integration of women in
managerialoles:" Despite the efforts of the Saudi government, | notice nralnagersn senior

roles still resist change."

Participants such as Fatima and Noura highlighted significant regional disparities in the impact of
Vision 2030 on empowering women within Saudi Arabia, illustrating the complex interplay of

localised cultural differences and the uneven implementationatfanal policies aimed at

promoting gender equality. While progressive attitudes toward womemamagerial roleare more
prevalent in major urban areas, such as Jeddah and Riyadh, conservative views continue to dominate
in more traditional and tribal ciéis, such as Hail. Fatima's experiences during her volunteering work

in the Hajj season in the Western region underscore these observations, where she noted a
significant presence of women in senior roles and general respect for women {leveid

positiong a stark contrast to the conservative communities such as Hail City. This variation suggests
that the visibility and acceptance of womennranageriakoles can vary widely depending on the

local context.

According to Hakem (2017), understanding the resistance to these reforms requires an examination
of the historical, cultural, and religious dynamics of Saudi societykingdom's strategy to fully
integrate women into the workforce confronts deeply ingrained societal norms and perceptions,
which pose significant barriers to this transformative vision. The regional variation in the acceptance

and empowerment of women aligngith the scholarly findings of Dahlan (2023), who discusses the



impact of regional differences on women's roles in Saudi sode®010, Kelly and Breslnmoted
that in urban areas, which are more exposed to global business practices and cultures, there is a
G§SYyRSyOe G2 | R2LI Y2NB LINE Irdiagedako@Sthahin G A (1 dzZRSa 2 ¢

conservative areas

Moreover, in societies influenced by patriarchal and tribal structures, discussing and advancing
women's rights are particularly challenging. Abu Hanieh (2008) noted that these societal frameworks
make it difficult to recognize women's potential contribaris beyond domestic roles. This resistance

is fuelled by a deepeated fear of altering the traditional roles of women as wives and mothers,
resulting in minimal participation of women in the labour market outside their homes. It could be

said that resistace to women working imanageriatoles is often more about patriarchal structures
GKFG aSS8S17 G2 YIAyGlrAy O2yGNBE 20SN) 62YSYyQa Y20Af
Madawi AtRasheed (2013), these barriers, while formidable, are not insurmountable. Societal norms
are wndergoing a slow yet evident transformation as economic and educational opportunities for
women grow under Vision 2030. Initial resistance may temper over time as the community gradually
adapts to new norms, facilitated bycreased awareness and education about the economic and

social benefits of gender inclusivity.

9.5 Summary

Despite socigolitical reforms, sociocultural aspects continue to exert a significant influence on

{ I dZRA 62YSyQa (plo@sSianal cdnlexiliThedatinkidid udderksfimation and
marginalisation of women can lead them to internalise these oppressive views. This internalisation
often manifests in behaviours where women not only lack solidarity, but also inadvertently oppress
themselves and each other, perpetuating the cycle of oppression influenced by pervasive gender
norms. Additionally, these dynamics serve to privilege men, reinforce traditional gender roles, and
further entrench the systemic barriers that disadvantage worpeofessionally and personally. This
phenomenon reflects deepeated cultural beliefs that undermine women's professional and
personal identities, shaping their interactions and supporting dynamics within their communities.

It can be argued that the most significant barrier preventing women from attaininglbigh

positions, as revealed in this study, is the internalisation of oppressive societal views. Although it is
undeniable that women face substantial pressure and emter negative practices designed to
dissuade them from managerial roles, they have internalised the belief that they are inherently

oppressed and unable to achieve high positions without resorting to alternative methods. These
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methods often include leveraging connections or adopting traditionally masculine traits. While
leveraging connections or adopting traditionally masculine traits might help some women reach
senior levels, it could be argued that these methods can produ€auaen Bee" phenomenon.

The "Queen Bee" phenomenon describes a situation where women in senior positions within male
dominated environments do not support other women and may even hinder their advancement.
Research shows that women who achieve high positions through-duaienated networks often

exhibit this behaviour, distancing themselves from junior women and reinforcing existing gender
biases. This concept was initially detailed in studies by Kanter (1977) and Staines et al. (1974).
Women in such environments may feel presslite conform to the prevailing male culture to

succeed, which can lead to distancing from other women to avoid being perceived as showing
favouritism due to gender. This behaviour is recognised as Queen Bee Syndrome, where women in
manageriapositions are seen as critical of female subordinates and often unsupportive of their
advancement (Ellemers et @&004; Derks et al. 2011). Conversely, research also indicates that
women who reach senior positions through their efforts are more likely to assist otberen.

These women often value mentorship and support in overcoming gender barriers and actively work

to promote gender diversity imanagerial rolegEly 1994; Mavi2008).

Dina's insight into the importance of resilience and emotional intelligence as a solution highlights a
crucial aspect of overcoming these barriers. | concur with her perspective that fostering these
attributes is essential for breaking through the glassirmg. It is evident that societal transformation
cannot occur in isolation; it necessitates a concurrent evolution within women themselves.
Government initiatives, such as Vision 2030, are commendable but insufficient on their own.

Women's empowerment mugprogress in tandem with societal reform.

Leen offers a perspective that challenges prevailing gender norms by advocating for leadership

gualities that transcend traditional masculine or feminine traits. Her stance is clear in her statement:
G52y4did RN}Yg tAySa o0SG6SSy 62YSy I yRhisapprgath ¢ SUNS |
suggests that effectivenanagerds rooted in individual abilities and the collective effort of a team,

rather than the gender of its members. | believe that this suggestion is effective and could help

women foster tkeir dependency and uniqueness rather than adopt masculine traits. Fatima and Leen
emphasise success based on their own merits rather than relying on male networking. They agree

that job performance should be the key determinant in career advancement atdhie most

qualified individual should obtain the position.
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Kolb (2009) supports Leen's perspective, arguing for a shift in organisational culture and practices to
acknowledge and value diverse leadership styles. This approach not only enhances inclusivity but
also allows individuals to lead authentically withoohéorming to restrictive gender norms. Kumra

and Vinnicombe (2008) and Sealy (2010) discuss that, despite the emphasis on merit, the most
gualified candidate is not always selected for top management positions. If merit were truly the only
criterion, the gnder balance in top management would be more equitable. This suggests that
reliance on merit alone may delay women's progression to senior positions because of existing

biases and systemic barriers.

Relying solely on societal change and adopting a victim mentality is counterproductive. It is often
said that women are their own worst enemies, and this extends to the internal conflicts they face.
Passive anticipation for change without proactive effastan ineffective strategy.

Some proposed solutions, like the need for female role models, seem impractical under the current
mindset. How can role models emerge if women themselves do not challenge and change their
perspectives? Additionally, suggestions like Noura's advocacyfeehilegrees face scrutiny. Most
participants, including Sara, Fatima, and Dina, who hold master's degrees, believe that obtaining a
degree does not necessarily equate to qualification for Heylel positions. This indicates that higher
gualifications aloe are not sufficient to overcome the entrenched barriers. While Vision 2030 has
made significant strides in empowering women, the pervasive societal and internal barriers persist.
Moreover, the role of emotional intelligence and psychological resilience emerges as a more
immediate and practical solution. Developing these skills can help women confront societal
resistance and penetrate the glass ceiling. Emotional intelligencefticydar, is essential for

managing the complex dynamics of professional environments and overcoming the inherent biases
and opposition that women face. Sacrifices from some women to endure these strategies can pave
the way for others to reach senior pasihs, creating a ripple effect of empowerment and change.

In conclusion, the journey toward gender equalityMianageriaroles necessitates a dual approach.
Leen's advocacy for management beyond gender stereotypes represents a progressive shift in
understanding management effectiveness. This perspective aligns with feminist theories that
emphasise the need to dismantle pitrchal structures and promote a more inclusive approach to
management. By focusing on individual abilities and collective team efforts, this approach challenges
traditional gender norms and fosters a more equitable professional environment. While societal
reforms are vital, the onus is equally on women to cultivate resilience, challenge internalised
oppression, and actively pursue their aspirations. Only then can meaningful and lasting change be

realised, working alongside the government's Vision 203Qtsffo
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Chapter10¢ Gonclusion

10.1 Introduction

This chapter presents the significant aspects resulting from the thesis' completion. It begins with a
review of the study’'s rationale and a summary of the main research findings in relation to the study's
aims and objectives. This is followed by the ingilans of this study, The knowledge contribution of

the study, along with the study's limitations and recommendations for future research, will be

reviewed.

10.2 Summary of Main Findings

This Interpretative Phenomenological Analysis study explored the experiences of six female nurse
managergevealed that sociocultural factors in Saudi Arabia continue to significantly influence
women's professional lives despite sogiolitical reforms. One key finding is that the internalisation
of oppressive societal views by women is a major barrier t@r fdlvancement in managerial roles.
Women often adopt coping strategies such as leveraging connections or adopting traditionally
masculine traits, whit can lead to the "Queen Bee" phenomenon, where women in senior positions
do not support other women. The patrticipants highlighted the importance of resilience and
emotional intelligence in overcoming these barriers. It was noted that true societal tramsfimn
requires concurrent evolution within the women themselves, alongside government initiatives such
as Vision 2030. Effective leadership should transcend traditional gender norms, focusing on

individual abilities and teamwork.

Interpretative Phenomenological Analysis enabled the detailed exploration of the female nurse
YEYFASNEQ ftAPBSR SELISNASYyOSa Ay FiadlrAyAy3a aSyiazN
qualifications are valued, they are not sufficient on thream to overcome entrenched barriers.

Emotional intelligence and psychological resilience were identified as practical solutions for

managing professional challenges and overcoming bias. In summary, this research underscores the

need for a dual approachosietal reforms and proactive efforts by women to cultivate resilience

and challenge internalised oppression, thereby achieving meaningful and lasting changes.



10.3 Knowledge Contribution

The most significant contribution of my study is its revelation of the stdiggarity between clinical
nursing and management roles in Saudi Arabia's healthcare system. It highlights how management
roles are perceived as more prestigious than clinical nursing, which adversely impacts the

professional identity, job satisfaction, drcareer progression of female nurse managers.

My research also exposes how cultural perceptions of nursing as a-ftates profession further

diminish the selworth and job satisfaction of female nurses. Many women internalize these

negative societal views, leading to a deep sense of undervaluatidra desire to leave nursing

practice altogether. The societal stigma attached to nursing, often viewed asra$ast profession,
compounds these challenges, causing some women to seek career transitions as a means to escape

the associated negative peeptions. Furthermore, the study identifies significant barriers to career
advancement for these women, including insufficient professional development opportunities, and a
workplace culture that undervalues clinical roles. Addressing these issuesi@ wuachieving

+AaAz2y HnonQa 3I2Ffaxy 6KAOK AY (2 GNXyaFz2N¥y GKS

conditions.

Also, my thesis offers significant contributions both methodologically and in terms of the subject
matter. Employing Interpretive Phenomenological Analysis (IPA) as the research method enhances
the limited existing body of IPA studies focused on femals@uonanagers. This approach may

inspire future researchers to recognize and consider the benefits of using IPA in similar contexts.
The findings provide valuable insights into research on female managers in healthcare, specifically
focusing on the lived experiences of female nurse managers in Saudi Arabia. This study explores how
these women navigate their professional roles in a raddeninated environment, integrating

cultural, social, and organizational contexts to illuminate their experiences. While recent research
has begun to examine female managers in sectors such as education and the private sector in Saudi
Arabia, particularly pst-Vision 2030, there remains a notable gap in studies specifically targeting the
experiences of women in healthcare managerial positions, especialjergtinurse managers. The

lack of prior research highlights the originality and importance of thidyst
My study stands out for several reasons. This is the first study in Saudi Arabia to examine the lived

experiences of midevel female nurse managers who have remained in their positions for many

years. This study offers new insights into the challengescandmstances faced by these women,
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emphasising their dedication and the reasons they continue in their managerial roles even amidst
the changes brought by Vision 2030. By using IPA, this study allows for a deep exploration of the
personal and nuanced experiences of these women. This mgitedded greater flexibility and

depth of analysis compared to other methodologies, offering a detailed personal account of their

lived experiences as managers.

This research reveals that organizational structures, cultural norms, and social dynamics play crucial
roles in shaping women's perceptions and views about management growth. Understanding these
elements is vital to understanding how they experience andgem their roles in a culturally

complex, patriarchal context. This study revealed deep and invisible reasons for women's delay in
attaining senior levels, highlighting that it is not only sociocultural aspects but also internal factors.
The uniqueness dhis study lies in the fact that women internalise oppressive views that impede
their progress. While waiting for cultural change, women must change their perceptions of
themselves. My findings also show that sociocultural aspects often lead women todhise

oppressive views unintentionally, perpetuating their unglepresentation in senior positions. They
manage to discreetly balance their professional identities with their traditional roles.

It is also provided an opportunity for these women managers to share their stories and revisit their
experiences and challenges in managerial roles. While the research focused-mvehichanagers,

the insights broadly contribute to understanding the igtation of women in managerial roles

across different sectors.

Furthermore, the study demonstrates significant improvements in the situation and rights of Saudi
women in managerial roles owing to recent societal changes, suggesting a shift toward greater
gender equality in management within Saudi Arabia. The reséaditates that reforms have not

only enhanced opportunities for women in management but have also started changing public and
institutional perceptions of female managers. Despite some internal challenges that women may
inadvertently create for themselvethere is optimism for ongoing improvement in women's

situations, indicating promising developments for the future, with progress being a matter of time.

10.4 Limitations of the Study

Recruiting participants was particularly challenging because of the sensitive nature of the topics

discussed, which are often considered private in Saudi society. This cultural sensitivity may have

limited the ability to recruit more women for this stud@riginally, the interviews were intended to
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be conducted facdo-face, allowing for immersion in the participants' work environments. However,
because of the COVAD® pandemic, virtually all interviews were conducted. While this approach
reduced distractions and facilitated quicker data collectibalso limited personal interaction,

which could have enriched the depth of the discussions.

Data were collected from participants in one geographical area of Saudi Arabia, specifically from

three main hospitals in the Hail region. This regional focus limits the generalisability of the findings

to other areas, where cultural and tribal differencést A KG Ay Tt dzSy OS ydzNBS YI yI -
Furthermore, as a novice researcher, my inexperience, especially in coding concepts, categories, and
themes, may have affected the analysis. Although efforts to maintain objectivity, such as using a

reflexive journal to separate persor@deconceptions frondata, have been implemented, the

potential for assumptiorremains.

Additionally, midf S@St FSYIFtS ydzZNES YIylF3ISNEQ SELISNARSYyOSa
over time and arénfluenced by ongoing personal development and evolving social and

organizational contexts. This is particularly relevant given Saudi Arabia's Vision 2030, as most
participants’ management experience occurred before these initiatives were implemented.

Congquently, the findings of this study represent a snapshot in time and may not fully encapsulate

the longterm dynamics or future impacts of Vision 2030 within this field.

Moreover, the interpretation of participant responses might have been influenced by linguistic and
cultural nuances that could have affected the depth and accuracy of the data analysis. This is
particularly important when considering the cressltural coriext of research. In accordance with

the principles of Interpretative Phenomenological Analysis, this thesis reflects on my interpretation

of how participants made sense of their experiences. It is important to acknowledge that other
researchers might int@ret the same data differently, highlighting the subjective nature of the IPA.
Another limitation is the limited research on the experiences of female nurse managers in Saudi
Arabia. This scarcity of localised studies has posed challenges in finding relevant research that could
justify the need for the current study. The lack of ditd investigations into how Saudi Arabia's
sociocultural norms and Vision 2030 reforms affect miethed female nurses in management roles

in healthcare further underscores the significance and urgency of this research.

In conclusion, these limitations highlight the need for future research to expand the participant pool

geographically and demographically, explore alternative methods that might mitigate the effects of
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virtual data collection, and include longitudinal studies to track changes over time, owing to
initiatives such as Vision 2030. Additionally, further studies could employ mixed methods to
complement qualitative findings with quantitative data, providinmmare comprehensive view of the

issues at hand.

10.5 Recommendations for Education

To effectively prepare undergraduate nurses in Saudi Arabia for the challenges identified in this

study, the following recommendations are proposed:

1 Integrate training on cultural sensitivity and gend®ware practices into nursing curricula.
This will help students navigate societal dynamics and improve theiinsadfe, contributing

to greater job satisfaction.

1 Conduct workshops and practical training sessions that focus on developing emotional
intelligence and resilience. Empowering students in these areas will enable them to manage

societal pressures and advocate effectively for their profession.

1 Establish mentorship programmes that connect nursing students with experienced female
nurse managers. These relationships will provide valuable insights into career pathways and

reinforce the importance of clinical roles within the healthcare system.

1 Incorporate components on health policy and advocacy into nursing education.
A comprehensive understanding of the healthcare landscape will empower students to

influence reforms that enhance the status of nursing in Saudi Arabia.

1 Actively promote nursing through campaigns, seminars, and community outreach to
enhance the profession's image and attract individuals to pursue nursing as a valued career
choice. Emphasising that the nursing profession is equally important as managksatan
boost students' confidence and job satisfaction, ultimately leading to optimal patient care

and improved quality of care in line with the goals of Vision 2030.
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These recommendations aim to equip undergraduate nurses with the skills and confidence needed
to navigate their careers effectively, recognising the importance of nursing alongside managerial

positions within the healthcare sector.

10.6 Future Research Directions

The limitations of this study highlight several important avenues for future research that could
enrich our understanding of female nurse managers in Saudi Arabia. First, future studies should
include participants from a wider range of geographical locegtiand demographic backgrounds.
Expanding the participant pool to include nurse managers from various regions within Saudi Arabia
could provide insights into how regional cultural differences impact managerial experience. This
would also enhance the gendisability of the findings and allow for a more nuanced understanding

of the diverse challenges and strategies faced by female nurse managers.

Additionally, exploring alternative research methods can help mitigate some of the limitations of
virtual data collection. For instance, future studies could integrate-faeface interviews where
feasible, or utilise emerging technologies that facilitetere interactive and engaging remote
interviews. This approach would help deepen engagement with participants and potentially reveal

richer and more detailed data.

Moreover, conducting longitudinal research would be particularly valuable in tracking how the

experiences and perceptions of female nurse managers evolve over time, especially in light of the

ongoing social and organizational changes driven by initiativel as Vision 2030. Longitudinal

studies would provide a dynamic view of shifts in managerial practices, challenges, and

opportunities, offering insights into the lorigrm impacts of these initiative$ncorporating mixed

methods research could also sifycantly enhance the depth of analysis. By complementing

gualitative findings with quantitative data, future research could more effectively measure trends,

compare different groups of managers, and validate the qualitative insights. This approach would

allow for a more robust and comprehensive understanding of the issues at hand, such as the impact

2F ALISOATAO LRtAOASAE 2y 62YSyQa YIyFaASNREFE NBf Sa

development programs for female managers.

Furthermore, it would be beneficial to conduct focused studies to examine the impact of specific

interventions designed to support female managers. This could include mentorship programs,
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leadership training tailored to the unigue needs of women, and policy changes aimed at promoting
gender equality in managerial roles. In conclusion, these directions address the gaps and limitations
identified in the current study and pave the way for amathorough exploration of the complex
landscape of female management in health care. Such research contributes significantly to the

development of targeted strategies to support and empower female managers in the region.
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Appendix A: Legal Framework of Women-Rired PostVision 2030

This appendix details the progression of the |dgahework affecting women's rights in Saudi
Arabia, delineating the changes before and after the implementation of VisionE268tassy of the
Kingdom of Saudi Arabia in Washington B@19.

The Embassy of the Kingdom of
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SAUDI ARABIAG REFORMS AND
PROGRAMS TO EMPOWER WOMEN

August 2019

Legal Progress for Women

Under the guidance of His Majesty King Salman bin Abdulaziz Al Saud, Custodian of
the Two Holy Mosques, and His Royal Highness Crown Prince Mohammed bin Salman,
the government of the Kingdom of Saudi Arabia has reviewed civil and labor laws and
regulations that affect the ability of women to travel, work and participate in Saudi
society.

Vision 2030 recognizes that a successful, modern nation must encourage and empower
all members of society, including women. To that end, women® rights have grown and
expanded under the current leadership, and Saudi women are more engaged than ever
in society, government and business.

New Legal Amendments

The most recent developments for women under Saudi law came in August 2019 when
the Council of Ministers introduced several amendments to civil and labor laws that
expand women® rights and address issues of travel, employment and finance.

Below are the legal advancements for women as of August 2019:

¢ On equal footing with men, women over the age of 21 may obtain a passport and
travel abroad without the permission of a male relative.

e Women can now travel outside of the country without a male guardian.

¢ Women may register as a fhead of household,0and identified as such on family
ID Cards and papers, which gives them the right to legally act on their children&
behalf.

¢ \Women may register the births of their children.

e Women received increased protection from employment discrimination.

o Women® retirement age is the same as men& retirement age (60 years of age).

e The closest female relatives, who are at least 18 years of age, can report cases
of death.

o Previously, the responsibility lied on the closest male relative, among
others.
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o Women may claim their own place of residency.
o Previously, the place of residency for a woman is where her husband/legal
guardian resides.
« Women may not be fired for pregnancy.
o Previously, women could be fired for exceptions to the law. Those
exceptions have been removed.
« Women have equal authority to register cases of marriage and divorce.
o Previously, the responsibility lied primarily on men.

LEGAL PROGRESS: BEFORE AND AFTER
Amendments to travel documents rules

om o

Article Number

Article before amendment

Article after amendment

Article 2 1- Saudis are entitled to obtain 1- A passport shall be issued
passports. to any Saudi citizen who
2- The Minister of Interior has the applies for it, as

authority to issue, on determined by the

temporary basis when needed, executive regulations.

a passport or travel document 2- The Minister of Interior has

to any non-Saudi for the the authority to issue,

purpose of travelling abroad when needed, a temporary

and returning to the Kingdom. passport or travel

The executive regulations document to any non-

determine when to issue and Saudi for the purpose of

withdraw such documents, and travelling abroad and

to add the wife and children to returning to the Kingdom.

any of them. The executive regulations
determines when to issue
and withdraw such
documents.

Article 3 Passports may include the Saudi wife, | Cancelled. [Women may now
non-married daughters, and the apply for and receive passports
minors of its carrier, as determined by | independently.]
the executive regulations.

Article 4 A separate passport shall be issued to | Passports and travel documents

those who are under guardianship, as
determined by the executive
regulations.

shall be issued for those who are
under custody, and minors whose
guardians have deceased, as
determined by the executive
regulations.




,;,/iu:\'{\

\
Y
A

q
RN A
Q\ .>\,‘5.

The Embassy of the Kingdom of

Saudi Arabia

Article 30 The place of residency of a married The place of residency for a minor is
woman is where her husband resides, if | where its father or guardian resides.
they are still married, and the place of
residency of a minor is where its father [The place of residency of a woman is
or guardian resides. where she resides.]

Article 33 Persons who are entrusted to report new | Those responsible to report about
births are: new births are:

a. The father of the newly born, if he is a. The medical facilities that are
present at the time of birth, or if he is electronically linked to the
present during the period of reporting. Directorate of Civil Affairs, as

b. The closest male relatives of the determined by the executive
newly born, who are 17 years or older, regulations.
and living in the same residence with | b. The mother or father of the newly
the mother. born.

c. The closest male relatives of the c. The closest relatives of the newly
newly born, who are 17 years or older, born who are 18 years or older.
and not living in the same residence d. The administrative ruler in the
with the mother. village or district.

d. The mayor of the locality or the tribe e. The mayor of the neighborhood,
leader. the tribe leader or the certified

e. The administrative ruler in the village identifier.
or district. f. Any person or persons whose

f. Any person or persons whose authority is determined by the
authority is determined by the executive regulations.
executive regulations.

The responsibility of reporting is

The responsibility of reporting is according to the above sequence, and

according to the above sequence, and relieves each group from

relieves each group from responsibility responsibility when a group preceding

when a group preceding it is present. it is present.

Article 47 The responsibility of reporting about a. The husband or wife may report
cases of marriage, divorce, remarriage cases of marriage, divorce or
falls upon the husband. Nonetheless, the remarriage, and either parent or
wife, or parent, or a relative of either the relative may take on the
husband or wife take on the responsibility of reporting.
responsibility of reporting. b.The responsibility of reporting

stated in the above paragraph is
nullified when the Civil Affairs
Directorate is electronically linked
to the court in charge.

Article 50 The husband must report to the The husband or wife may request
Directorate of Civil Affairs within 60 days | obtaining family records from the Civil
after the marriage to obtain a family ID Affairs Directorate, and the
card. responsibility falls upon the husband if

he did not request issuance within 60
days after the date of marriage.
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Article 53

Persons entrusted to report cases of

death are:

a.Ancestors, descendants, spouse of
the deceased, or any of their male
relatives 17 years or older who live
with them in the same residence.

b.The closest male relatives to the
deceased, who is 17 years or older
who do not live with them if they
witnessed the death or knew about it.

c.Directors of hospitals, nursing
facilities, shelters, hotels, schools,
prisons, barracks, health quarantines
or any other place, including Hajj
pilgrims, or those in similar positions
in regards to Hajj and visitors who are
registered with them.

d.The doctor or medical officer who is
required to confirm the death.

e.The mayor of the locality or the tribe
leader.

f. The administrative ruler in the village
or district.

The responsibility of reporting is
according to the above sequence, and
relieves each group from responsibility
when a group preceding it is present.

Those entrusted to report cases of
death are:
a.The medical facilities that are
electronically linked to the
Directorate of Civil Affairs,
according to executive regulations.
b. The closest male or female relative
of the deceased spouse or any of
his/her relatives, who are 18 years
or older.
g.Directors of shelters, tourist
facilities, schools, prisons, health
centers or any other facility,
including Hajj pilgrims, or those in
similar positions in regards to Hajj
and visitors who are registered with
them.
h.The health practitioner responsible
for confirming the death.
i. The administrative ruler in the
province or district.
j- The mayor of the locality, the tribe
leader or the certified identifier.
k. Any person or persons whose
authority to report is determined by
the executive regulations.

The responsibility of reporting is
according to the above sequence,
and relieves each group from
responsibility when a group
preceding it is present.

Article 91

The head of the household in regards to
enforcing these rules is considered:
a. The husband in regards to the wife.
b.The father in regards to his minor
sons, and his unmarried daughters.
¢. The mother in regards to her minor
children, and her unmarried
daughters after the death of their
father.
d.The relative in regards to his relatives
who live with him, whom he provides
for or nurtures, even if not legally
required to provide for them after the
loss of the head of their household, if
they were not registered in the
Central Civil Registry.

The head of the household in regards
to enforcing these rules is the father
or mother of minor children.
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Amendments to Labor Law

Article Article before amendment Article after amendment
Number

Definitions | A laborer: any person who works for an A laborer: any person, male or female,
employer and under his management and who works for an employer and under
supervision for a wage. their management and supervision for

a wage.

Article 3 Work is a citizen’s right, and others are not | Work is a citizen’s right, and others
entitled to it, unless conditions specified in are not entitled to it, unless conditions
this law are met. All citizens have equal specified in this law are met. All
rights to work. citizens have equal rights to work

without discrimination based on
gender, disability, age or any other
form of discrimination, whether during
work or hiring process, or when the
position is advertised.

Article 74 The employee reaches the retirement age, | The employee reaches the retirement
which is 60 years for males and 55 years age, which is 60 years for males and
for female, unless the two parties agree on | females, as stipulated by the rules
continuation of employment beyond this and regulations of the social
age. Retirement age may be reduced in insurance law, unless the two parties
cases of early retirement, as stipulated by agree on continuation of employment
work regulations. If the work contract is beyond this age.
limited by a specific period, and it extends
beyond the retirement age, the contract
shall end by its expiration date.

Article 155 | The employer may not terminate, or issue a | The employer may not terminate, or

notice of termination, for a female worker
while on maternity leave.

issue a notice of termination, for a
female worker during pregnancy or
maternity leave. This includes any
period of medical complications
associated with either. The illness
should be verified by an authentic
medical report, provided that her
absence does not exceed 180 days a
year, whether it's consecutive or
separate for a period of time.
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Older Legal Developments

In the past several years, women have experienced incredible progress, and witnessed
a dramatic expansion of their legal rights under the leadership of His Majesty King
Salman bin Abdulaziz Al Saud, Custodian of the Two Holy Mosques, and HRH Crown
Prince Mohammed bin Salman. Below are the changes to Saudi law that have been
enacted in recent years:

Culture and Family

In June 2018, Saudi women officially earned the right to obtain drivers licenses
and drive.

The first driving school for women opened at Princess Nourah bint Abdulrahman
University in March 2018.

Since early 2018, women can attend concerts, sporting events and other public
gatherings.

The Council of Ministers approved an Anti-Harassment Law in May 2018 to
create a more cohesive society and protect women against abuse and
harassment.

In March 2018, women received the right to receive custody of children in divorce
settlements, and the ruling that enforced their return to ex-spouses has been
abolished.

Work and Finance

Since February 2018, Saudi women can hold positions in the military, passport
controls, public prosecution office.

Creditors and banks cannot discriminate credit access based on gender.

In August 2018, women entrepreneurs became able to open a business without
needing consent of a male guardian.

Ministerial Decision 2370/1 stated in August 2010 that it is not permissible to
discriminate in wages between male and female employees for work of equal
value.
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Facts & Figures

Saudi women make up more than half of nearly 5 million students currently
enrolled in Saudi schools and universities.

Approximately 48,000 women entered the workforce in Q2 2018, an 8.8%
increase over the same period of the previous year. The highest female
employment rate in the Kingdom's history.

King Salman’s royal decree granted more than 6 million women the right to
drive.

Focus on sports for Saudi women has skyrocketed, with the integration of football
stadiums in the Kingdom and the introduction of physical education classes for
girls in public schools.

Women make up 22% of the Saudi workforce, and the Crown Prince aims to
increase that figure to 30% by 2030.

20% of Shura council members are women.

o Women have held positions in the Shura council since 2013, and could
vote and run in municipal elections since 2015.
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Salma Al Shammari

Cardiff University

School of Healthcare Sciences

Dear Salma

Research project title: An Interpretative Phenomenological Analysis of the Lived Experiences
of Mid-Level Female Nurse Leader in Attaining High-Level Leadership Positions in Saudi
Arabia

SREC reference: REC739

The School Of Healthcare Sciences Research Ethics Committee reviewed the above application
via its proportionate review process.

Ethical Opinion
The Committee:

a favourable ethical opinion of the above application on the basis described in the
application form, protocol and supporting documentation.

Additional approvals

This letter provides an ethical opinion only. You must not start your research project until all
appropriate approvals are in place.

Amendments

Any substantial amendments to documents previously reviewed by the Committee must be
submitted to the Committee via HCAREethics@cardiff.ac.uk for consideration and cannot be
implemented until the Committee has confirmed it is satisfied with the proposed amendments.
You are permitted to implement non-substantial amendments to the documents previously
reviewed by the Committee but you must provide a copy of any updated documents to the
Committee via HCAREethics@cardiff.ac.uk for its records.

Monitoring requirements
The Committee must be informed of any unexpected ethical issues or unexpected adverse events
that al{se during the research project.
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The Committee must be informed when your research project has ended. This notification
should be made to HCAREethics@cardiff.ac.uk within three months of research project
completion.

Complaints/Appeals

If you are dissatisfied with the decision made by the Committee, please contact the School’s
Research Ethics Officer, Kate Button on HCAREethics@cardiff.ac.uk in the first instance to
discuss your complaint. Ifthis discussion does not resolve the issue, you are entitled to refer the
matter to the Head of School for further consideration. The Head of School may refer the matter
to the Open Research Integrity and Ethics Committee (ORIEC), where this is appropriate.
Please be advised that ORIEC will not normally interfere with a decision of the Committee and
is concerned only with the general principles of natural justice, reasonableness and fairness of
the decision.

Please use the Committee reference number on all future correspondence.

The Committee reminds you that it is your responsibility to conduct your research project
to the highest ethical standards and to keep all ethical issues arising from your research
project under regular review.

You are expected to comply with Cardiff University’s policies, procedures and guidance
at all times, including, but not limited to, its Policy on the Ethical Conduct of Research
involving Human Participants, Human Material or Human Data and our Research
Integrity and Governance Code of Practice.
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AppendixD: Invitation letter (In English& Arabic)

CARDIFF

UNIVERSITY

PRIFYSGOL

CAERDYD

Invitation L etter

My name is Salma Alshammari. | am a PhD student at School of Healthcare Sciences, Cardiff
University. | am currently working on my doctoral studies. My research focuses on exploring the
stories of Saudi women nurse leaders about their experiences in accessing high-level leadership
positions within the healthcare sector in Saudi Arabia. Thetitle of my study is: AAN Interpretative
Phenomenological Analysis of the Lived Experiences of Mid-Level Female Nurse leadersin
accessing high-level Leadership Positionsin Saudi hospitals.0

Y ou are being asked to participate in my research because your participation by sharing your
experience will be important to adding to the limited literature available about Saudi women nurse
leadersbexperience to attain high-level leadership positions within the healthcare sector. Through
exploring your journey in rising to high leadership positions, the study will recognize the challenges
faced by mid-level women nurse leaders, and how they have responded to these challenges.

Before you decide whether to take part, we would like you to spend five minutes reading thisto
understand why the research is being done and what it would involve for you. If you would like to
discuss any aspect of this research without any obligation to take part, if you need further information,
please send an email toAlshammariS7@cardiff.ac.uk

Y ours sincerely

Salma Alshammari
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CARDIFF Appendix 3
UNIVERSITY
I

PRIFYSGOL

CARDYD

PARTICIPANT INFORMATION SHEET

RESEARCH PROJECT TITLE: Female Nurse Leaders’ Perception and Experiences about
Gender Inequality in high-level Management Leadership Roles in Saudi Arabian Hospitals

You are being invited to take part in a research project. Before you decide whether or not to
take part, it is important for you to understand why the research is being undertaken and what
it will involve. Please take time to read the following information carefully and discuss it with
others, if you wish.

1. What is the purpose of this research project?

The purpose of this research project is gather the experiences of female nurses in management
roles regarding leadership and decision making. Studies indicated that there is a lack of nurses’
inclusion in the decision-making process about health services and this leads to weaknesses in
the nursing clinical leadership. My research aim is to provide an understanding of what it is
like being a nurse at mid and high level and the challenges and barriers that are experienced.
The research objective is that this shall provide solutions to gender barriers and create more
equal opportunities for higher-level leadership among female nurses in KSA. Overall, this
study is purposed to raise awareness of policymakers, healthcare workers, and the general
population about the importance of gender diversity in healthcare, critical issues faced by
female nurse leaders, and suggest ways to empower them.

2. Why have I been invited to take part?

You have been invited to take part in this study because you are a Saudi female, working in the
mid-level female nurse leaders as a nurse director/ nurse supervisor/ head nurse in KSSH,
KKH, MPH, and HGH environment, and qualified with a bachelor’s degree or above. We
would like to ask you about your personal experiences to develop a better understanding of the
current lived experiences of nurse leaders in Saudi Arabia, for which there is a remarkable lack
of research. This study hopes to achieve that understanding. Please be aware that any medical
related information has not been passed on or will at any point be necessary for taking part.

It is also key to note that participation is entirely voluntary and whether you choose to
contribute or not it have no effect on your career or your responsibilities and duties and in
which you provide.
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3. Do I have to take part?

No, your participation in this research project is entirely voluntary and it is up to you to decide
whether or not to take part. If you decide to take part, we will discuss the research project with
you [and ask you to sign a consent form]. If you decide not to take part, you do not have to
explain your reasons and it will not affect your legal rights. You are free to withdraw your
consent to participate in the research project at any time, without giving a reason, even after
signing the consent form.

4. What will taking part involve?

If you decide to take part in this study, I will contact you to arrange a virtual meeting via Zoom
platform in a convenient time and date in your off days for a one to one online interview to
take place. I will send meeting invitations utilising the Cardiff University email system and
controlling the Zoom waiting room and passcode settings, intrusions into these private
interview calls can be avoided. The interview will audio or video recorded, depend on your
choice with your permission, and I will ask you questions, which focus on various challenges
and difficulties of mid-level female nurse leaders and how you believe we can enhance the
gender role adaptation and diversity within the healthcare settings in Saudi Arabia. You will
be able to talk in-depth about what you think is relevant and important. The interview should
take around 60-90 minutes in multiple and different times, including pauses, and you can take
a break at any point during it. Interviews may include sensitive questions, and you will only be
expected to share your experiences, which you feel comfortable speaking about.

S. Will I be paid for taking part?

No, you should understand that any data you give will be as a gift and you will not benefit
financially in the future should this research project lead to understand the lived experience of
the mid-level nurse leaders in rising to the higher-level managerial roles and provides
recommendations, which may have the potential to enhance the gender role adaptation, and
diversity within the healthcare system in Saudi Arabia.

6. What are the possible benefits of taking part?
There are no direct gains for those people participating in the project, but your contribution

will help us understand thoughts, feelings, and experiences mid-level female nurse leaders in
terms of attaining to high-level leadership positions.

7. What are the possible risks of taking part?

The level of risk associated with partaking_in this study is very minimal especially given that
this study doesn’t cause any physical harm, but rather it requires verbal discussions to be
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held. However, talking about your career progression’ experiences in attaining high level
leadership positions could be a sensitive topic for you to expose. You may feel uncomfortable
after the interview about disclosing data related to personal experiences. You should
understand that the study aim is to increase the knowledge not judging or criticising.
Multidisciplinary team at KSSH, KKH, MPH and HGH will be realized of the study
procedure to provide psychological, and social support to you. If you do, at any time, feel
distressed taking about your experiences, I will evaluate the situation and stay with you until
you feel emotionally stable by representing care and empathy and providing you enough time
to express your feelings. You can skip any question, manage the interview pathway, or end
the interview without giving any explanation. You will be updated of any newly discovered
risks or benefits during the data collection process.

8. Will my taking part in this research project be kept confidential?

Yes, I will follow the ethical and legal practice guidance of Cardiff University and all your
information will be handled in confidence. You will not be identified and instead, you will be
provided alternative names to maintain your identities and strictly confidential. Information
will be only shared with my supervisors, and an external translator, who will translate the
transcript from Arabic to the English language. All manual files, recordings, and information
will be by the researcher until transcribed and verified the data and then all files and recordings
will be destroyed. I will use my own laptop computer to keep recordings, transcripts, and
participants’ documents. This laptop will be protected by a password and only known by the
researcher.

9. What will happen to my Personal Data?

After 3 months the research team will anonymise all the personal data it has collected from, or
about, you in connection with this research project, with the exception of your consent form
Your consent form will be retained for 10 years and can only be accessed by members of the
research team and, where necessary, by members of the University’s governance and audit
teams or by regulatory authorities. Anonymised information will be kept for a minimum of 15
years on the University secure server but may be published in support of the research project
and/or retained indefinitely, where it is likely to have continuing value for research purposes.
If you wish me to destroy any previous interview material collected, please email me to this
effect and I will do so.

10.  What happens to the data at the end of the research project?

All records and data containing personal and sensitive information will be kept protected
against unauthorized or unlawful access, accidental loss, and damage in order to comply with
the (Data Protection Act, 2018). All manual files and recordings will be locked in a secure
cabinet, and access to this information will be only to the student researcher and the academic
supervisors until transcribed and verified the data and then all files and recordings will be
destroyed. The data will be securely stored in an encrypted area on the laptop stored (Data
Protection Act, 2018). According to Cardiff University guidelines, electronic data and
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