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Abstract

Research about Libyan female leadership is scarce. This thesis is the first
qualitative study to explore, describe and explain the experiences and perspectives of
Libyan female leaders in senior positions, within the Ministries of Education and
Health. It introduces a deep study, rich in information which reflects the female

leadership phenomenon that has been never done before in the Libyan context.

A qualitative methodology, semi-structured interviews and a narrative approach were

selected. This provided the researcher with a deep insight into the individual’s stories.
This research also used Multifactor questionnaire as a supporting instrument.

One of the contributions of this thesis is its investigation of the role of ‘Glass
Ceiling’, ‘Glass Cliff’ concepts among Libyan female leaders. Both concepts in practice
work slightly different, because of the Arabic concept of Wasta. Wasta relates to social
relationships can have a negative impact making the glass ceiling harder to break and
glass cliff more risky. However it can also have a positive impact making the glass

ceiling more easily breakable and glass cliff less risky.

A further contribution is the application of a feminist and constructiYiwst research
philosophy which currently appears to be unique in Libyan studies. In addition, this
thesis illustrated the support of Islam and Libyan leader Muammer AlGaddfi for
women. This makes Libya different from other Arabic and Muslim countries. This
thesis challenged the perception in Western literature that Arabic women are invisible in

many Arabic countries; by providing evidence of senior women leaders and their

experiences or voices being recorded.

The thesis challenges a common viewpoint in the western literature i.e. that females

tend to apply transformational leadership approach and a democratic leadership style.
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The Libyan female leaders stated that they tend to apply different leadership styles
which could be interpreted as being in the transactional, transformational, distribution
and authentic leadership traditions. Concepts of power, leader -manager differences,

situations such as family circumstances and national cultures were explored to help the

researcher to interpret and understand the stories of Libyan female leaders.
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First Chapter/ Introduction

1.1 Introduction

“We have stories to tell. Stories are our experience. Experience is our knowing.

Knowing is our struggle. Struggle is our survival. Survival is our strength. And strength
i1s our centre” (Houston and Davis, 2002, p.49).
The first chapter of this thesis has three purposes: firstly, to introduce the research;

secondly, to clarify the structure of this thesis; finally, to explain the contribution of

each chapter in answering the questions of the research, and the achievement of its

objectives.

The chapter starts by illustrating the research background (Section 1.2) and the

research context which was conducted in Libya (Section 1.3). Next it centres the
researcher in the thesis (Section 1.4). After that, it overviews the research questions and
research objectives set both before and after the pilot study (Section 1.5). Then, the
concentration shifts to explaining the thesis structure and how each chapter contributes
to answering the questions of the research (Section 1.6). The research significance is

demonstrated in Section 1.7. Finally, the chapter provides a summary (Section 1.8).

1.2. Research background

As long as there is a group of individuals who work in one environment, there is
always an intense focus on the leader, and many questions will arise around the
leadership from those people who have a relationship with this leader. For example,
who are the leaders? What is their gender? How will these leaders lead the individuals?
(Hashm, 2001). It has been argued that leadership is “.... not a trait or characteristic
that resides in the leaders, but it is an event that is between the leaders and their

Jollowers™ Northouse (2009, p.23). This highlights the importance of the events which
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create the relationship between the leaders and their subordinates, through it the former
create their perspectives and experiences that are presented in this thesis in the form of
their stories. This thesis focuses on the experiences and perspectives of female leaders
in senior leadership roles within the Ministry of the Education and the Health and
Environment in the context of Libyan society. It is entitled 'an exploration of leadership
from the perspectives and experiences of Libyan female leaders in senior positions’.

Female leadership has been studied by many western authors, for instance:
Helgesen, (1995); Metcalfe, (1995, 2005); Adler, (1999, 1993); Eagly and Caril, (2003);
Hefferman, (2004); Cross, (2010), Ely and Rhode (2010). In addition there have been
Arabic writers, for example, Al-Gaddafi, (1988); Al-Sabbagh, (1991); Al-Husari,
(1995); Abdullah, (1996); Al-Houat, (1996 a); Mustafa, (2003); Kattara, (2005);

Alamky, (2007); Abo-Rabia and Oplatka, (2008); Jemshed, (2009); Omair (2010), Al-
Farssi (2005). Most of these authors highlighted the importance of the woman’s role in
society in overcoming the challenges of the world of work.

The selection of the current topic emerged from the researcher's interest and desire
to study leadership from the experiences and perspectives of Libyan women leaders in
senior leadership roles. These experiences and perspectives are influenced by Libyan
culture, which is different from Western cultures that have dominated research in the
field of leadership. Women represent half of the society and have the ability and talent
to help create positive change in the Libyan context; this could help Libya to face the
current challenge of globalisation. Furthermore, the researcher 1s of Libyan origin and
she has worked in leadership positions in many organisations (see Appendix A, number
1, 2, 3), where she closely observed the negative impact of traditions and customs of
Libyan culture on female leadership. Although many governments encourage women to

occupy high positions in the workplace, and the Libyan leader, Muammar Al-Gaddafi,

is at the forefront in supporting women, the latter remain disregarded and considered as

2



subordinates to men. Even though they have recently obtained more positions as
leaders, Libyan female leaders in senior leadership roles still are facing many
difficulties and barriers, which might account for their scarcity.

Female issues have been studied in many regional and international conferences,
such as the Women's Rights Conference, which was held in Tripoli in April, 2007. The

outcomes of this conference were the Arabic and African International Women’s
Right’s Convention, the resistance of those who use religion to limit women's rights and

freedoms, and laws which limit the exploitation of women through the media in the

countries which shared in this conference (Al-Basha, 2006).

It must be acknowledged that the role of Libyan women underwent a significant
shift after the Al-Fateh Revolution of 1969 led by Muammer Al-Gaddafi (see Second

Chapter, Section 2.4.2). Those who study the topic of women's development in Libya
are unable to disregard the efforts of Al-Gaddafi, for example, the introduction of
legislation which supports Libyan women in occupying leadership positions.
Consequently, the ratio of Libyan womén in the workplace ha:s increased, but, because
this leadership is a new experience for Libyan females, this might mean that they face
many obstacles when they seek to occupy leadership positions, and, after they become
leaders, there also may be factors which impact on their success or failure.

It must be acknowledged that, whilst this thesis illustrates the phenomenon of

leadership from Libyan women’s experience and perspectives, and challenges

traditional research by breaking their silence, it has also had a strong impact on the

author as both as a researcher and as participant (see section 1.4, pp7-10). The findings
of this thesis do not assume that all Libyan women leaders in senior roles are the same,

or that all individuals in Libyan society have the same attitude toward female

leadership.



A review of current literature points out that very limited research has been carried
out in the Libyan context to date. The outcomes of research with respect to Libyan

female leadership take the format of conference presentations, or are not yet published

for instance, Hander, (2000); Al-Ssapa, (2001); Al-Tabeb, (2004); and Al-Fakeh,

(2006).

Most of the literature in the female leadership field focuses on the United States of
America and the United Kingdom because most authors researching the topic of

leadership are from these countries, whilst there is a lack of it in Arab countries. The
reason for this might be related to the culture in Arabic societies and the different

interpretation of Islamic instructions (more explanations in the second chapter, Section

2.5).

Based on an Arabic perspective female leadership research is important because
its outcomes can aid in establishing theoretical ditferences or/ and similarities between
the Arabic and the Western literature. Also it helps to point out key themes (see the fifth
chapter, table 5.1), and identify topics for future research.

Therefore, this thesis seeks to fill a part of the gap in the female leadership
literature. Real-life stories within this thesis provide deep insight into the experiences
and perspectives of Libyan women in senior leadership roles. For instance, their work
life experiences, the relationship with their colleagues, the way they balance their

identities as leaders and their responsibilities at home, the practice of their leadership

roles under the influence of Wasta.

1.3. Research context

It is important to illustrate the context of the research, which was conducted in
Libya. The official name of Libya is the Great Socialist People’s Libyan Arab

Jamahiriya. Its area is approximately 1,775,500 square kilometres. Libya is the fourth
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largest country on the African continent. In terms of the population of Libya, it stood at
approximately six million. The country's governing principles are derived
predominantly from the holy book 'Quran' and the Green Book ideology. The citizens
rule the country through a pyramid of popular congresses, communes, and committees,
as laid out in the 1969 Constitutional Proclamation and the 1977 Declaration, (United
Nation (2009).

Figure (1.1) Map of Libya
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The majority of Libyan people live in the coastal strip of the Mediterranean Sea,
and the three main cities, which are Tripoli, Benghazi and Sabah, with the highest
proportion of the population in Tripoli the capital of Libya. The coastal strip of Libya 1s
about 1,900 kilometres, which represents the north border of Libya. In addition, Libya
shares common borders with Tunisia, and Algeria in the west; with Egypt in the cast:
and Chad” Niger, and Sudan in the south. The area of Tripoli is approximately

3,085,000 square kilometres, and it has a population of approximately 1,682,000 (The

Ministry for Tourism and Traditional Industries, 2010).



Libya is one of the Arabic countries, which are considered as an important factor
on the geo-political stage, as they include half a billion people, over 50% of the world's
energy resources (Hatching and Weir, 2006). Libya shares with other Arabic societies
many cultural values, for instance, the Arabic language and Islamic religion
(Vandewalle, 2006). In spite of the fact that the culture has an important impact on
Arabic countries, there is diversity in the government systems (Hatching and Werr,

2006). Interestingly, Libya has a different political system, which distinguishes it from

other Arabic countries (Abu-baker, 2005) (more details section 2.4.2).

Due to the location of Libya in the heart of the Arabic world and because it has
great wealth, it has attracted colonisation. Libya was the homeland for many advanced
civilizations, for instance Phoenician, Greek, Roman, and Islam. Many historic cities

are widespread in Libya for example Spbaratha and Lebda (Ham, 2007). In 1517 it was
occupled by the Ottoman Turks, where, Libya suffered from under-development (Metz,
2004).

In 1911, Libya was also occupied by Italy, and, in 1943, it came under the rule of
Britain and France. They were not interested in developing Libya, and they deepened

the roots of the under-development of Libyan people.

Clark (2004) stated that Libya emerged as an artificial creation under the Sykes-
Picot agreement in 1918 it obtained its independence in December 1951.

In September 1969, Libya underwent a significant shift as a result of its
revolution, which created a different form of Libyan society in a number of ways, such
as women entered the workforce in many fields which created a new relationship
between men and women inside the work environment (more details in second chapter,

section 2.4.2). Libyan society can be classified into two societies, which are urban

society and Bedouins society (Al-Howat, 2002). However, recently, the differences



between both societies have reduced due to development projects (Al-Dwebi, 2002)

(More details about Libya in Second Chapter).

The current research focuses on the Ministry of Education, and the Ministry of
Health and Environment, which represents the biggest employment sectors in Libya. In
addition, the majority of Libyan females are involved in the workforce in these two

sectors. Even though, Libya has general ministries for all sectors, other examples are:
the Industry Ministry, and the Agriculture Ministry which includes sub-ministries in all
cities in Libya.

The researcher specified the pof)ulation of research in these main-ministries,
where the percentage of females who work in the education sector is 51% and the health
sector 47% (Al-Shaksouki, 2008). Furthermore, Tripoli as the capital city of Libya has a

population of approximately 1,682,000 of total population of Libya 6461545. In
addition, it was difficult for the researcher to obtain the opportunity to meet female
leaders in other cities because of the time limitations. However, involving participants

from the other cities could be enacted in future research (see the sixth chapter, section

6.4).

1.4. Centering the researcher in the thesis
It has been said that individuals who work in a field which is close to their

experience are more likely to shape their work according to their own experiences and
their perspectives (Bowels and Klein, 1983). Also, the same authors pointed out that,

crucially the researcher’s personality cannot be neglected in the research process. In the

light of this, the researcher introduces her own story within this research.

When I was a child I heard a lot about my great grandmother, who was a strong
woman who had her own business. Even though it was a traditional business, her

personality as a woman had an influence which enabled her to voice her opinion. When
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she wrote her will, she insisted on giving her grandchildren the same share, regardless
of whether they were male or female. Some people around her criticised her action; she
answered that she did not see any difference between male and female. With respect to
my parents, | have to acknowledge that they treat us equally, boys and girls, although
my family includes more daughters than sons, but I felt an inequality between males and
females outside of my family environment. When I was nine years old, I was a member
of my school team at a scientific competition, between a girls’ school and a boys’
school. The committee, before they announced the result, told us our marks, which were

lower than the boys’ scores, although we had more marks than the boys’ team. The girls
whispered to each other that this was unfair. I said we had to talk to the committee: the
reaction from the other girls was different. Some of them were reluctant and said we

could not do that. A few of them said we could, but asked who would talk to them. I
replied I would talk to them, because I would not let them treat us this way. I told the
committee members that our scores were one mark higher than what they had
announced. Some of them considered my action unacceptable, others admired it, and
when they accepted a review of the scores of our answers, they found that we were right

and the result was my school team won. Although the difference was just one mark, we

obtained our rights. From an early age, I have felt strongly about the silence of women

and have wanted to do something about it.
After I obtained a High Diploma Degree in Business Management in February

1988, I started work in the Libyan Airways in April, 1988 as an administrative clerk in
the administration of employees’ affairs (see Appendix A number 1). My previous
feelings then intensified as gender discrimination was highlighted again. Men
dominated the work, created boundaries for women, and identified functions for women
such as secretaries, typists, and archivists and even these functions came under male

control. As a result I expressed my dissatisfaction with this situation and I was given the



opportunity to transfer to another office where I was able to demonstrate my skills and
abilities. After a year, I encouraged many other female members of staff to express their
désire to work in more demanding positions using more skills and abilities,

In September, 2002, I transferred to become a lecturer at Alfateh University (see
Appendix A number 2). Although most individuals in a university environment have

higher education, discrimination arose very clearly in the dealings of men and women.
For example, when one of the female members occupied the position of department

head, most of the male members refused to deal with her, until she was moved from this
position, and a male leader was put in her place. Although, they were lecturers in the

university the male members of staff were very reactionary in their thinking about

women leadership.

The researcher by telling her own story and other people's stories within this thesis
gives evidence which reflects real experiences. Through it, the researcher creates a
voice for him/ herself and the participants in the research, and these voices together
create the thesis spirit (Etherington, 2004). Either the researcher thoughts will be
intermittently woven in the form of her story 'autobiography', or the stories of other
people who appear in the form of the participants from the Education Ministry and the
Health and Environment Ministry. A question that has emerged during thié research 1s,
whether or not I am a feminist? Coming to the UK to do a PhD about women leadership
has been an amazing challenge. I have to acknowledge that when I introduced my
proposal for my PhD, I was unsure of which type of research I would do. In fact, the
current research provided me with the opportunity to attend and present papers at, for
instance: the Global to Worldly Leadership Symposium at the Leadership Trust,
Birmingham University, and a colloquium at the University of Gloucestershire (see

Appendix (B) 1, 2, 3), which helped me to realise that I am indeed a feminist researcher

(see the fourth chapter, section 4.10).



This thesis is a feminist sociological inquiry, although it 1s common in Muslim
countries, to regard feminism as having a negative impact on the ethics of Muslim

women, because that will create increasing interactions between male and female. Also
the women workers will stay outside the house; hence they will be less able to

undertake their home responsibilities. It has been claimed that women in many Arabic
countries have no need for feminism (AlGabsi, 1998) and (Ra’oof, 2006).

Despite all of this, the literature on the subject of leadership suggests that women

remain subjected and oppressed. This thesis will explore the status of women in the

workplace with respect to senior leadership roles through the real stories within the
hegemony of masculinity in the context of a patriarchal Libyan society.
Also, it has been argued by Kelly et al (1994) that feminist researchers are

responsible for exploring understanding and attempting to create change, where one of
the feminist research purposes is to explore women's oppression, and its reasons. During
the interviews the participants have been given an opportunity to illustrate themselves
as female leaders in senior roles and in the narrating of their stories, the current research
helps them to make their voice clear in expressing their rights to occupy leadership
positions and continue in it. The researcher acknowledges this thesis would not change

the current state for Libyan women, but also she believes the way of a thousand miles

begins with one step. The question which puzzled her was where to begin. The answer
came from the holy book ‘Qur'an’ and the Green Book of Libyan leader Muammer Al-
Gaddafi and his speeches, beside the speeches of Dr Aisha Al-Gaddafi the president of
Wa-Etassmo association for charity works; where they resist the discrimination against
women, and seek to create justice, and activate the rights of women in Libyan society
and other societies as well. The researcher came to believe that, Libya is a suitable place

to make this attempt, indeed, it seems to her, that it may be easier, because there is a

strong trend to encourage women, where the opinions of the extraordinary leader Al-
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Gaddafi lights her way, paves it and that enables her to share in creating positive change

in Libyan society.

1.5. Research questions and objectives

The journey of the current research underwent two phases. In the first stage the
research originally aimed to answer the following questions:

1. Do female leaders in Libya apply a transformational model of leadership or/ and

a transactional model of leadership?

2. What are the problems they have encountered in using the model during their

leadership roles?

3. What influence has education, experience, culture and social situation had on the

efficiency of female leadership?

In turn, it originally sought to achieve the following research objectives.
1. To examine whether a transformational or/ and a transactional model of
leadership 1s used by Libyan female leaders.
2. To determine the factors impacting on Libyan female leadership in using a

transactional and/or transformational leadership style.

3. To explore female leaders’ perspective on leadership in Libyan public sector
organisations.

However, following outcomes from the process of the research pilot study, this
research underwent a significant change; the justification of this shift is due to many
reasons. Firstly, in spite of the fact that the Libyan leader Al-Gadaffi and many Libyan
laws support women, there were few women in the senior leadership roles who could be
interviewed, this discovery raised an important quéstion, which is, what are the reasons
for this scarcity? (More explanations in the fifth chapter, section 5.4). Consequently, an
exploration about whether Libyan female leaders apply a transactional or/ and a

transformational leadership style became less important because it did not provide the
11



researcher with sufficient information in respect to the way that Libyan female leaders
in senior roles lead their subordinates and why? Many important questions were
highlighted to which it seemed to be more important to find answers, for instance: how
do Libyan female leaders in senior leadership roles build their thinking and if they have

changed their thinking why? What factors do they believe impact on them when they

seek to occupy a leadership position and when they became leaders? What factors do
they think have an impact on them when they select their leadership style? What are the
difficulties they believe they face as leaders in senior roles? What do they think they
need in order to continue in their positions as successful leaders? The absence of
answers to these questions would make this thesis inadequate, whereas finding the

answers to them would help to understand the possible causes of the scarcity of Libyan

female in senior leadership roles.

Secondly, this research is not suitable for adopting positivism, which was the
underlying position of the first phase (the pilot study), because it is about women, and
studying their perspective and what impacts on them. Therefore it requires feminist and
constructivist philosophies, and the qualitative approach which is more suitable to
discover women’s worlds and obtain deep information about their experiences and
perspectives via what, how, why, and when? The nature of the research, in the first
phase (the pilot study) had been of an exploratory and a descriptive nature, whereas, in
the second phase (the main study) continued to have elements that were exploratory and
descriptive but its focus was chiefly explanatory.

The research questions in the second stage are as follows:

I. How do Libyan female leaders in senior leadership roles see their experiences and

perspectives about leadership?

12



2. How do Libyan female leaders in senior leadership roles believe they apply a
particular style of leadership that can be interpreted in the framework of leadership
theories discussed in this thesis?

3. What are the difficulties that Libyan female leaders in senior leadership roles
believe, from their experiences, they are facing, when they seek to occupy

leadership positions, and after they become leaders?

4. What are the factors which Libyan female leaders in senior leadership roles

believe, from their experiences, impact on them when they seek to reach positions of

leadership, and after they become leaders?
Similar to what happened in the context of research questions, it happened in the
research objectives at the beginning of the research journey; the research in the second

stage (the main study) then aimed to achieve the following objectives.

1. To explore the perspectives of Libyan female leaders in senior leadership roles
from their experiences regarding female leadership.

2. To explore the leadership styles that Libyan female leaders in senior leadership
roles believe from their experience they apply, and interpret it within the framework
of leadership theories discussed in this thesis.

3. To investigate the difficulties that Libyan female leaders in senior leadership roles
believe, from their experiences, they face when they seek to reach positions of
leadership, and after they become leaders.

4. To discover the factors which Libyan female leaders in senior leadership roles
think from their experiences, have an impact on them, when they seek to reach the

positions of leadership, and after they become leaders.
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1.6. Structure of the thesis

The present research shines a spotlight on the lives and the careers of women
leaders in senior leadership roles in the Education Ministry and Health and Environment
Ministry, within the public sector in Tripoli, the capital city of Libya. The reason for
narrowing the research focus on to the leaders in the senior leadership roles is that
during the process of the pilot study the researcher met leaders in the middle level, but
found they just have the title of leader, but they have no dealings with subordinates.
Because the current research seeks to understand the experiences and the perspectives of
Libyan females’ leaders in senior positions, the dealings with the ‘subordinates clearly

could reflect the former experiences and perspectives. Therefore, the researcher did not

include those who do not have any subordinates.

The product of this thesis involves six chapters, where each chapter of the thesis is
preceded by its own introduction which illustrates the contents of the chapter, and its
own conclusion which illustrate the main points of the chapter and the main outcomes.

The following table illustrates the structure of the thesis.

Table (1.1) thesis structure

' Second chapter Female leadership
Third chapter Leadership issues and theories

Fourth chapter Methodology

Fifth chapter Findings and discussion

The first chapter includes the research introduction, background, context, centring

the researcher in the thesis, research questions and objectives, structure, and

significance.
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The second chapter focuses on important issues of female leadership, firstly, a
historical review which involves women in ancient societies and women in religions.
Then, it reviews the women in modern societies both in the Occidental and Arabic

literature. Next, it focuses on women’s status in Libya before and after 1969, and social
change. Also, the chapter illustrates the influences of gender and culture on female

leadership. Lastly, it explains the difficulties of female leadership using the lenses of the
glass ceiling (Wrigley, 2002), glass cliff (Ryan and Haslam, 2007); and Wasta
(Hutching and Weir, 2006); (Cunningham and Sarayrah, 1994; 1993).

The third chapter discusses leadership theories in Western and Arabic literature
which seem to have relevance with respect to female leadership. The reason for
studying leadership theories is that they could help the researcher to build a wide

background which enables her to interpret the leadership styles of Libyan women in
senior leadership positions. The researcher will use it, as one of the keys to
understanding female leaders’ perspectives, created from their experiences and reflected
in their dealings with their subordinates and other individuals who work with Libyan
female leaders. Fﬁrthermore, the chapter discusses leadership definitions and the source
of leadership power, and then it compares leadership and management. Lastly it
discusses leadership styles in practice.

The fourth chapter, outlines methodology that was used in the first stage, and why
it adopted the positivist and quantitative approach, and applied the multifactor
questionnaire (MLQ) which was created by Bass and his colleagues (1985) (see
Appendix C), as the main instrument and semi-structured interviews as extra

instruments. Then, the chapter explains the methodology used in the second stage,

where this research combines feminist and constructivist philosophies, which helps the
researcher to investigate and understand the experiences and perspectives of Libyan

female leaders in senior leadership roles. A feminist philosophy appears more
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appropriate to obtain sufficient information about women world. For instance; the
challenges they face, why they deal with their subordinates in this way, what impact it

has on them. Within their stories the researcher will be able to understand their

experiences.

Furthermore, constructivist philosophy enables the researcher to understand how
they think, what experiences build their perspectives, whether they change their
perspective, why, how they view female leadership now and in the future. It appeared
that in order to obtain deep understanding of Libyan women leaders, it became
necessary to use semi-structured interviews as the main method (see Appendix D), and
the multifactor questionnaire (MLQ) was reviewed as an extra method, since it had
already been adopted in the first stage within the pilot study. The justifications of these

changes were due to the semi structured interviews, creating the opportunity to meet and
discuss women leaders and hear their stories directly, which was not available by using
MLQ. However, the researcher tried to create a linkage between the responses from the
interviews and the answers from the MLQ (see the fifth chapter, section 5, 3). After
that, the research used a narrative approach for the analysis of the Libyan female
leader's stories which they told during the interviews, this led to the themes which were
associated with the research questions.

The fifth chapter outlines the findings, and discussion which emerged from the

analysis of the data that was collected within the semi-structured interviews, and the

results which emerged from the responses to the multifactor questionnaire. The sixth

chapter reviewed the research conclusion, and discusses the research strengths and

limitations, the thesis’ contributions, and recommendations for further research.

1.7 Research significance

According to the theoretical and practical aspects for this thesis, its audience is

likely to include both theorists and practitioners in the leadership field, female leaders in
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general and Arabic and Libyan women leaders specifically, as well as those women who
have the inspiration to be leaders in future. Those who could obtain advantages from the
current thesis are; the Academy, Arabic and Libyan society, the organisations, leaders
themselves plus the researcher herself.
Academic

This thesis makes a contribution to academia and specifically to those who seek to
study the scarcity of female leaders in senior leadership roles. In addition, it will be

useful for those who seek to discover the difficulties facing female leaders especially in

Arabic societies and the factors which may enable them to reach leadership positions

and continue in them.
It will demonstrate the similarity and the difference between Western and Arabic

literature regarding leadership and feminism, which will be helpful for those who
conducting future research in this area. Illustrations of the picture of Libyan female
leaders will add vital information to the leadership field as they have a different view
from other societies.

The attitude of Islam towards women leadership is explained in the current thesis,
with many verses from the Qur’an that confirmed it (see the second chapter, section
2.2.2, pp 25- 27). Those who are confused about the multiple explanations of Islamic
instructions will find many advantages in the current thesis. Libya, like many other

Muslim countries has legislation based on Islam, but Libyan women have more rights.

This thesis shows Libya as a feminist country which might guide feminists in other

countries.

This thesis reflects the personality of the extraordinary feminist leader Muammer
Al-Gaddatfi about his belief in women’s ability, which will be useful to those who are
interested in political personalities. The thesis being put into the Library of the

Academy of the High Studies, and the Library of Al-Fateh University, will provide
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Libyan students with much information about female leadership from English books

and articles.

The thesis will draw on leadership theories in order to interpret the styles of
leadership which have been identified in stories of female leaders in senior roles who
are participating in the current thesis. This can help in understanding their perspectives
and experiences through their dealing with the subordinates and the other individuals

who work with them. Those who are interested in studying Arabic and Libyan culture
will find many advantages in this thesis.

Sociecty

The current thesis, if published, will highlight and explain the negative impact of
Libyan culture on Libyan female leadership as an important issue which needs more
enlightenment to create positive change in Libyan society. It is important for Libyan
society and Arabic societies, and is timely, due to the existence of topical interest in
women leadership, at a time where there is a gap with respect to the knowledge about
Libyan female leadership. It is useful to conduct this feminist research, which aims to
give a voice to Libyan women leaders, and highlight their important role, through
publishing their narratives which show the real problems they face.
Libyan organisation

Libyan leaders in positions of decision making can find many advantages in this

thesis providing them with valuable information about the difficulties facing Libyan
women leaders and the factors which help them to do their roles very well.
Economically, this thesis will be highlighted for those who are interested in
development projects in Libya or in Arabic countries arguing that women should not be

excluded, since they represent half of the society, as they have talents and capabilities.
The thesis will also be of value, where it highlights the problems with respect to

women, and, knowing it will help in new plans for development. Though the
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understanding of the female leadership strategy in organisations, this thesis might create
positive change as it highlights ways to assist females’ staff development activities and

leadership training courses, which could be very beneficial in providing opportunities

for future female leaders.
Individuals
The researcher, by completing this thesis will obtain her PhD and, where, during

this journey, she has extended her thinking and perspective about doing research in

human resources. Furthermore, this thesis is important for the researcher as it increase

her ability to write papers for conferences, which inspires her to seek to have her work

published in a book.

This thesis may provide leaders who have participated in this research with a

significant opportunity to review their leadership roles. This might be helpful for
valuing their dealings with their subordinates, when the constant engagement in their
work does not provide them with the opportunity to think about these issues. One of the
interviewees quotes “this interview has opened my eyes about some things that I had not
focused on before, due to being so busy”. The thesis may be important for other females
who might have a desire to learn through understanding their Libyan counterparts, and
from females who look forward to reaching senior leadership roles in Education and

Health ministries and other ministries in public sectors, but may not know how to get

there.

1.8. Summary

This chapter has introduced the research by providing information about the

research objectives, and questions. Moreover, it presents the structure of the thesis and

illustrated how each chapter in this thesis contributed to answer the research questions.
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The next table (1. 2) demonstrates the links between the thesis chapters and the contents

and the methods which were used to create it.

Table (1.2) Methods which employed to discussion topics in the thesis

First chapter

What does this thesis involve? Introduction

Literature review

stories

Second What are main issues in this thesis about female Literature review
chapter leadership?
Third chapter | What are the common leadership definitions,
theories in western and Arabic literature?
Fourth chapter | What methodology adopted for this thesis?
Fifth chapter | What are the findings of this thesis? The themes of the
Sixth chapter | What are the conclusions of this thesis? What is the | analysis and discussion

contribution that this thesis will be added to the

knowledge?
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Second Chapter/ Female leadership

2.1 Introduction

Women’s issues were and still are in a state of flux (Al-Gabsi and Al-Malhof,
1998). Some societies consider them to be the half of society and to have an important

role in the development of society. Others saw that women can be used when there are
needs, and others considered them to be unimportant. Although these views towards
women have been changed, it seems that women are still facing many difficulties, in

both Western and Arabic countries.

The main reason for selection of female leadership as the focus of this thesis 1s
because the topic of leadership has an enormous quantity of studies about men in

comparison to women, but the studies of female leaders’ experiences are lacking.
Despite women representing half of the society, they are still facing many difficulties in
occupying senior leadership roles.

The purpose of this chapter is to provide the research background from Western
and Arabic literature about women leadership which illustrates their state during the
history in Western and Arabic countries. Furthermore, it reviews in more depth
women’s status in the research context of Libya. Then it investigates important themes
in the literature of female leadership, where this helps the researcher to explore the
existence of these themes within the stories of Libyan female leaders in senior roles
within the Education Ministry and the Health and Environment Ministry.

This chapter discuses women’s issues, commencing with introducing the chapter
(section, 2.1). Then it illustrates the historical review (section, 2.2), which includes an
explanation of women’s status through an ancient societies (section, 2.2.1), and an
explanation of women’s status in the religions section (2.2.2). Next, it explores women
in modern societies (section, 2.3), which includes women in Occidental literature
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(section, 2.3.1), and women in Arabic literature section (section, 2.3.2). Following this,
the research illustrates women’s status in Libya (section, 2.4) which includes women’s
status before 1969 (section, 2.4.1), after it (section, 2.4. 2), and the social change after
millennium (section, 2.4.3). An exploration of gender in the leadership literature is
articulated in section, 2.5 which includes a leadership comparison of women and men
(section, 2.5.1), and female qualities from the feminism’s view (section, 2.5.2).
Subsequently, an exploration of culture in leadership literature is articulated in section,
2.6 which covers; national culture (section, 2.6.1), organisational culture (section,
2.6.2), and the impact of Libyan culture on female leadership (section, 2.6.3). The main
three key obstacles for female leadership described in section 2.7 include: glass ceiling

section, (2.7.1), a glass cliff section (2.7.2); and section, that discusses of Wasta (2.7.3).

The chapter concludes with its summary section (2.8).

2.2 Historical review

This section aims to review the status of women in ancient societies, and their
status 1n the religions, with more a focus on Islam as it is the religion the participants.
This is in order to show the view towards women from the past and now within modern

societies. Libya is one of these societies, which was the place for many civilizations

such as the Greeks, Romans, and Islam, and where these have impact on Libyan women

roles.

2.2.1 Women in ancient societies

In the past, the role of women was not just the working inside the home, but they
were responsible for the search and the supply of food as well as the defence of the tribe

when the men went hunting. Furthermore, they were responsible for maintaining the fire

burning which was a sacred duty and was carried out by women.
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Also, women worked to provide the family with clothes, tools, and within their
work was grinding the grain. They discovered agriculture when they noted the grain
which fell off during the grinding process, then growing again (Abd Aljwad and Surrey,
1956). This section aims to clarify the status of the women in the past and it has been
divided into three categories which are; Europe, Asia, and Arabic societies. Some
examples of these experiences are below.

Greeks considered women as a symbol of the God of health and the giver of life. In
Roman society, women were working in the industries of food, clothing, carpeting and
weaving (Hassoun, 1993).

Furthermore, it has intersected the writings of Plato and Aristotle the state of

societies which was characterized by the contempt of women. Plato said that women are
the evil in nature and the gods created man completely and to punish him, he was born
once again in the form of a woman. Aristotle supports this view of nature; he said the
preference was of men over women because he is more rational, and therefore functions
of women's involvement in child care and housework was under the control of men
(Wahba, 19735, p. 180-181).

Chinese civilization considered the stability of society depended on the cohesive

family system, where women have an important role. They focused on providing

women with the knowledge and human sciences, but it limited women's role at home

(Al-Khashab, 1981, p. 133). On the other hand, Chinese man had the right to sell his
wife as a slave, and when her husband died; his family had the right to possess her (Al

Sadhan, 1992). In Indian society women were used as sacrifices to the goddesses. They

had no right to life after the death of their husbands and they had to be burnt with them.
In some Jewish communities the daughters were given the same status as servants, and

fathers had the right to sell them as a slave (ibid).
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The ancient Egyptians admired women as they share the responsibilities of life.
There are many statues and pictures of women working alongside men in the seasons of
sowing and harvesting. Women in ancient Egypt shared the trade; they were also
worked in the manufacture of clothing and food (Al-Khashab, 1995). However, there

were also some who despised and insulted women. People dealt with women like they

were goods to be bought and sold. Women had no right of inheritance and no right to
manage money (Alsadhan, 1992).

Pre-Islam, Arabic history highlighted many civilizations which were led by
women, for example, 'Tadmor' which was led by 'Queen Zenobia', and Egypt by 'Queen
Cleopatra (Badawi and Mahmood, 2007). There were some women active in spheres
such as trade. They were rare and from a high class, for instance Kadeja the wife of the
prophet Muhammad (peace be upon him), and Hend Atbba’s daughter (Sidani, 2005).

In general the Arabs did not give the women their rights. Similarity Alsadhan
(1992) stressed that Arab society generally regarded women as a curse. There were an
unlimited number of wives that a man could marry in the same period, and also there
were many divorces. When the husband died, his son could marry one of the wives (not
his mother) as an inheritance from his fathers’ goods or money. Al-Sbaie, (1988) gives

an example from Arab society, where female babies were buried alive when bormn as

they were considered as a shame in their families.
Having illustrated the difference of women’s status from one society to another

society according to its culture, the next section explains the views of religion towards

women.,

2.2.2 Women in religions

Across history, God sent many prophets and messengers to direct people towards

justice. There were some people who control and oppressed others, and women were
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often part of the latter. The religions have played a significant role against the injustice
and discrimination between human beings. Commencing with Christ 'peace be upon
him', who was called to help with removal of the injustice of slavery, and the oppressed
and the victims who emerged from the ancient Roman social system. Christ 'peace be
upon him’ supported women. However, the men of the Christian church moved away

from the teachings of the Christ, which created a bad effect on society as women
became victims and were persecuted (Al-Gabsi and Al-Malhof, 1998)

The Qur'an contains the words of God, which has revealed syllable by syllable to
the prophet Mohammed 'peace be upon him’ and aims to help people lead fulfilling
lives (Tayeb, 1997). Even though some Muslims are opposed to women's rights, the
Islamic instruction regarding women’s status and their rights is clear. In fact, the

principles of Islam and its applications support women and encourage them to be
leaders. Islam illustrates the important position of a woman as a pivotal subject and it 1s
widely discussed in many chapters of the holy Qur'an. It shows undoubted evidence for
civilizations led by women, for instance, 'Saba civilization' (Shilk, 1995).

The position of women in Islam is established from two sources. These sources
are the Holy Book, 'The Qur'an, which includes God's words, and 'Hadith' which refers
to the sayings, and actions of the prophet Muhammad ‘peace be upon him’. In the
process of simply looking inside the Qur'an, it can be found that all the verses are
addressed to men and women equally, for instance “O mankind! reverence your
Guardian-Lord, who created you from a single person, created, of like nature, His
mate, and from them twain scattered (like seeds) countless men and women;- reverence

Allah, through whom ye demand your mutual (rights), and (reverence) the wombs (That

bore you): for Allah ever watches over you (Qur'an 4:1).

Another example is "Whoever works righteousness, man or woman, and has

Faith, verily, to him will we give a new Life, a life that is good and pure and We will
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bestow on such their reward according to the best of their actions.” (Qur'an 16:97). The
Qur'an introduces clear evidence that both male and female are equal, and there is no
difference between their responsibilities, for instance, daily prayer, fasting, tithing
(giving to poor people) and pilgrimage (Badawi and Mahmood, 2007). Islam conferred

several additional rights on women due to their physical characteristics, such as; she has

permission not to fast if she is menstruating and for a period after childbirth of forty
days.

Many unfair customs regarding females are forbidden by Islam, for instance,
female infanticide is considered a crime. God says, “When the female (infant), buried
alive, is questioned -For what crime she was killed” (Qur'an, 81-8-9). Other example in
other issues, God says “When news is brought to one of them, of (the birth of) a female
(child), his face darkens, and he is filled with inward grief! With shame does he hide
himself from his people, because of the bad news he has had! Shall he retain it on
(sufferance and) contempt, or bury it in the dust? Ah! What an evil (choice) they decide
on? ”(Qur'an, 16-58-59). In addition, Islam gives women the right of inheritance, God

says, “From what is left by parents and those nearest related there is a share for men
and a share for women, whether the property be small or large,-a determinate share”
(Qur'an 4:7).

According to the history of Islam, the prophet Muhammad ‘peace be upon him’
stressed the respect of women, and he held counsel with women on many occasions
where he trusted their thinking (Lemu and Heeren, 1992). Women are mentioned in the
Islam literature, and they are considered as leaders, such as; the Virgin Mary and her
mother (Hanna) who resisted the priests to obtain the right to set her daughter Mary in

the temple; and the wife of the prophet Muhammad (Aisha), who was considered one

of the main sources to explain Islam's affairs (Ahmed, 2006).
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Women's economic rights have been denied in many places around the world, yet,
fourteen centuries ago, Islam recognized women's rights, and made a pivotal
contribution to ensuring female rights on many issues, such as rights to manage
business, selling, buying. Furthermore, Islam gives women equal rights to work as men,
so long as their work does not impact negatively on their responsibilities with their

family (Badawi and Mahmood, 2007). However, some countries still isolate women
from sharing in the spheres of society, where in spite of the fact that Islam emphasizes
the egalitarian relationship between women and men, the position of women in some
Muslim societies was different from Islamic instructions. For instance in Afghanistan
women have no right to work outside their home, and in order to hide women all the
houses must be painted so that no one can see the women. Another example is in Saudi

Arabia where women are not allowed to drive their own cars, or work in public offices.
It can be said that in some of the Islamic countries they interpret Islamic instructions
according to their culture which is dominated by males (Tayeb, 1997). The deep
explanation of women's status in Islam within the current research is due to the fact that
Libyan legislation is based on Islam. Consequently, this helps the researcher to draw the

impact of the Libyan interpretation of Islamic instructions on female leadership.

2.3 Women in modern societies

This section introduces two themes which are women in occidental literature and

women 1n Arabic literature

2.3.1 Women in occidental literature
In the era of the Industrial Revolution, which began in Britain in the eighteenth
century, women entered the working world (Aweys, 1977). Women held responsibility

alongside men and participated in various political activities, economic, and social (Al-
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Satte, 1988). During the Second World War, women in most countries found their roles
and responsibilities increased. Consequently, they became a resource of planned
economies, which could be used when there was a need. The role of women at work
fluctuated according to political tensions, associated with modernising plans and the

lack of male workers due to the war (Vinnicombe and Colwill, 1995). Even though

women were used in a crisis, there was discrimination between them and the men, such

as pay (Al-Gabsi and Al-Malhof, 1998). They were considered superfluous when the

need was over (Vinnicombe and Colwill, 1995).
The status of women had undergone many stages, starting from freedom through

equality. On the 3" March, 1857, thousands of women in New York went out in strike

because of the inhumane conditions in which they worked. Although they were beaten

by police, they had succeeded in pushing political officials to give attention to the issues

of women and they formed the first union of fabric workers in America 1860. The fabric

workers demonstrated again on 3" August, 1908 in New York, where they claimed
reduced working hours, an end child labour and to give women the right to vote.
Women continued in their quest for their rights at a conference in Denmark, where the

delegates of seventeen countries proposed one day in the year to celebrate women. The

United Nations did not agree with it until 1977, where they identified the third of March

as the International Day for woman (Al-Bozide, 2006).

As this chapter shows, this view towards women seems to be continuing up until
recent years in both Western and Arabic countries. The search for knowledge about
women has been neglected, and even if exists; it is often conducted according to a male
perspective. Therefore, the studies which neglect women and their experiences remain a
partial study, and accordingly will cause the social structure to suffer from not using all

its resources, which involves both genders (Blasco and Wardle, 2006, pp. 228-229). In

respect to this, the American author Nielson (1990), from her sociological view
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explained that the social sciences have been criticized by feminist writers, because the
former focus on the conventional method of establishing social knowledge that
considers women as an invisible object with no importance. They regard women as a
negative image in relation to men, where their role concentrates on their relationship
with men, and on satisfying men’s needs. Even in the United Kingdom (UK), which 1s

considered as an advanced country, Maitland (2009) who is an editor on the 'Financial
Times’, declared that although there is a tendency to promote women into high position,

there is still a lack of centres for research into women in business in many countries,

including in the UK.

The heroic leadership perspective has been traditionally associated with men.
Although both women and men can be leaders, women are often placed in lower status

jobs than men and are inferiors (Helm, 2005). Perspectives toward women’s leadership
were and remain variable among societies, and are influenced by many factors, for
N

example, culture, religion. Consequently, the authors writing in this area have different
views, where some of them support women’s leadership, while others oppose
According to it Metcalfe, (2002), pointed out that leadership research is similar to most,
if not all research in management. It is based on gender, and often conducted about men
by men.

In the light of history, women’s ideas were refused despite them being useful for
the development of the society; the reason for refusing the ideas was because they came

from women. However, many women have left their imprint on leadership history. The

inclusion of examples of them is due to the relationship between their stories to female

leadership phenomenon,.
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For instance Mary Parker Follet, (1865-1933) graduated
from  Radcliffe College but due to her gender was denied a doctorate at Harvard
(Clutterbuck and Crainer, 1990). Follet ideas were linked to the leader's success with
understanding the individuals, where she highlighted the importance of participation
and respecting the subordinates’ view. Her opinion was advanced 1n that time (Barclay,

2005).

Another example i1s Lillian Gilbreth (1878-1972), who was the first
female professor in 1935 at a USA Engineering School. Because she was a woman she
faced difficulty publishing her book, as the publishers told her they could not put a
woman’s name on the book. Consequently, they just put 'L M Gilbreth' as the author.
Also, she was the first female who advocated day-care for children, which helped the
mothers so that they could work without worrying about their children (Clutterbuck and
Crainer, 1990).

In order to provide more illustration the occidental view toward female leadership,
the following has been divided into three categories which are: The occidental view
toward female leadership pre-2000, the occidental view toward female leadership since
2000, and Occidental view toward female leadership in the future
e Firstly, Occidental view toward female leadership pre-2000

Since 1975, Chapman and Luthans indicated many reasons which increase the
importance of the role of women leadership in many fields. For example, the increase in

the number of women in the workforce because they will obtain more opportunity for

education and training; the change and development of cultural values toward a
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woman's role; and the increase in the service industry which created the need for more
employment that included women. The European workplace has had a strong influx of
women and this has become the dominant social trend (Vinnicombe and Colwill, 1995).
Twenty years ago the US author Rosener (1990), observed that the first wave of
women managers in the West adopted the rules of behaviour that are typical of men, and
that led them to succeed. The second wave of top female executives, however, have

achieved success not by adopting the style of men, but by creating and developing their

own specific 'female style' of management. On the other hand, many authors have
pointed out that there are barriers which still obstruct women leaders. Rosener (1990),
stated that even though women have made great contributions, there are still no equal
opportunities, as a result of traditional assumptions that men are better than women, and
the former have more authority and should occupy a superior position. Feminists faced
this trend where they believed the traditional women role, which of motherhood, 1s not a
reason to suppress women's ability (Levine et al, 1992). (See feminism discussion in
methodology chapter).

Vinnicombe and Colwill (1995) pointed out that dealing with women In
management in an unfair way has created crises in many countries since they are not
using all their resources effectively. It might explain the shortage of women iIn
leadership positions, irrespective of the organisation type, in both the public and private
sectors, where men's qualities have been valued, whereas women's qualities have been
devalued (Adler, 1993).

A significant shift has occurred, where what was disparaged in female leadership.
has come to be seen as useful and important in facing the challenges in the world of the
leadership (Calas and Smircich, 1993). It can be said that associated with the evolution

of leadership theories (leadership theories discussion in the third chapter), female
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leaders tend to consider, inspire and encourage the individuals to voice their opinions
and provide them with the opportunity to share in decision making.

There has been a growth in the ratio of women in leadership positions in the West

within some sectors, for instance in education, health and the service sector, while in
other sectors, such as industry and business, women are still rare. Indeed these sectors
are considered to be under the traditional dominance of men (Gale and Cartwright,
1995). It is believed that the rise of women to leadership positions could create change
in the leadership of organisations, where, women will occupy more positions. Whereas

men may lose the preferential treatment that they have had before (Ridgeway and

Smith-Lovin 1999).

¢ Secondly, Occidental view toward female leadership since 2000

The current view towards women leadership involves two trends, where some
authors focus on the development of female leadership; and others focus on the
obstacles which face women leadership. However, for the research purpose to obtain a
clear picture, this section discusses the two trends.

With respect to the development of female leadership, Metcalfe (2002) pointed out
that the research period divided into two periods. Firstly, the research pre 1970s which

was dominated by male researchers of male subject studies, secondly, the research since

the early 1970s, where women entered into the male dominated field and gender
difference in leadership began to be investigated.

The ratio of women in the West with respect to some leadership positions, for
instance, in executive, managerial and administrative roles has tripled through the last
three decades of the twenty century (Eagly and Carli, 2001). Even though the rate
differs among countries, women have been participating widely in managerial positions
(Al-Fakeh, 2006). Eagly (2004) has confirmed this idea, where she pointed out that

women in the past were labelled inappropriate to lead, but society's development has
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created positions for women in the leadership field. However, they are still rare in senior

positions.

Other female authors from UK, Stead and Elliott, (2009) indicated that the topic of
women’s leadership has become of interest to the media and academic writers, where
they highlighted women’s advantages and encourage them to occupy leadership roles.

They show the society's need for women’s success in order to achieve development.
However, in practice women are highlighted as having no ability to achieve success and

they are regarded as having no significant value, where leadership remains shaped by

men's values and norms (1bid).

Many authors have stated that female leadership faces many barriers and their
success is often if not always, undervalued. Metcalfe (2002) stressed that women are

considered as a marginal element and their work is undervalued. Clear evidence
introduced by Bass and Avolio (1994) in a NASA test 1962, where twenty five women
were tested for an astronaut program, and they passed it successfully. They were a more
able to be resistant to radiation, had less potential to suffer a heart attack, more ability to
cope with the extremes of heat, cold, pain, noise and loneliness. Besides this they
consumed less food and oxygen, so they were more likely to save money. But, after this
success, NASA decreed to disallow women on the astronaut program. Therefore, it can
be difficult to debate women's lack of access to higher positions in organisations, unless
one takes into account an understanding of the nature of the history of research into
leadership. Other evidence of undervalued women’s success is that, in spite of the fact
that during 1990s thirteen women became presidents and prime ministers of their
countries, there is lack of documentation and analysis that has been interested in women
leaders’ experiences and practices (Olsson, 2002).

Foschi and Lapointe (2002), in their research about the gender effects on group

interaction, stressed that female occupation of leadership positions could affect the
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influence of the group task, which could be reflected in their leadership style. For
instance, they may be use a particular type of leadership, such as a democratic

leadership style; however the traditional view of gender which prefers men as leaders

remains.

Studies in the UK showed that women are still under-represented in the role of

leadership in both public and private sector (Elliott and Stead, 2008). This research
which relied on the biographical frame and narrative approach with six women leaders

in different sectors revealed that women leaders who 1nspire others are often those who
stand outside traditional organisational bounders. Nonetheless, the current conception of

leadership is largely gendered, hierarchical and individualistic. This idea is in line with
Johnson et al, (2008) who stated that even though women reach high positions in the

managerial ladder, the responsibilities which are given to them suffer from a disparity in

comparison to their male counterparts. It seems that they just get only the title of the

function without the responsibility, which can be illustrated in a popular expression ‘do

you want to speak to the man responsible or the woman who knows what is going on’.
With respect to this, Ely and Rhode (2010) suggested some barriers which create

obstacles for women as leaders.

I- Structural barriers: these refer to differential structures of opportunity and power

that block women from reaching leadership roles. For instance, males dominate
positions of organisational power; they are more prominent in social networks.
This provides them with greater access to information and support. In contrast
females in traditionally male-dominated settings often have difficulty to
engaging in these networks, and obtaining professional development
opportunities, they are more likely to be isolated. The same authors stated that
although advances in technology have made work easier for a woman, they have

also made it harder. This is because they have created a culture of total
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accessibility and blurred the boundaries of home and work with cell phones,
emails and faxes. Consequently it creates overlap between their works in their
home life, as they remain tethered to their offices. Furthermore, it has been
suggested that women are likely to face further challenges given their greater
responsibilities as single parents or caretakers of elderly and extended family
members, where they face difficulty finding time for the social activities that
help forge professional relationships. Most aspiring female leaders lack the
support of their spouses, whereas men are often supported by spouses who are
often full-time home-makers, or who only work only part-time (Rhode and
Williams, 2007).

2- Attitudinal Barriers, these refer to women who conform to traditional feminine
stereotypes are often liked but not respected: they are considered soft, emotional,
and unassertive, and unable to make tough decisions, likely to seen as passive,
reserved, and lacking in ambition, and frequently viewed as over-emotional (Ely
and Rhode, 2008). On the other hand, women who adopt more masculine traits
are often respected but not liked: they are seen as domineering, strident, and
cold, they might be describing as 'Dragon Lady'. Consequently, many females
internalize this stereotype, which creates a psychological glass ceiling, where
they see themselves as less deserving than men of rewards for the same
performance and less qualified for key leadership positions (Rhode and
Kellerman, 2007). With respect to that, Eagly (2004) stated that, although
women have gained high leadership positions, as a result of the barriers
identified above they remain rare because they face many obstacles. Two of
these are labelled the 'Glass Ceiling' (section, 2.7.1) and the 'Glass Cliff

(section, 2.7.2). These will be explored later in the thesis.
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3- Occidental view toward female leadership in the future: this refers to the many
stereotypes that have been created with respect to women's leadership, which

emerged as an outcome of the patriarchal bias, where males dominate

organisations and in turn control females in work, which prevents their
advancement up the managerial ladder (Neilsen, 1990). The same author stated

that confronting these stereotypes requires understanding women's

characteristics, where women have different strengths and possibilities as
leaders. Regarding this Vinnicombe and Colwill, (1995) claimed that half of the
jobs in Europe will be occupied by women in the future. This is also confirmed

by, the 'Fast Company' magazine as cited in Hefferman, (2002) that the future of
business will rely on women. However, Stead and Elliott (2009) stressed that

there is inequality between men and women in pay levels, also they are still rare

in leadership positions, where although they represent %45 per cent of the UK's

workforce, just 1 in 10 obtain senior positions.
The organisation, in order to prosper, must be proficient in planning and
utilization, and it needs to use resources in an effective way which involves both males
and females. Inevitably, the neglect of women or failing to use them effectively will

cause the organisation to lose in two ways. Firstly, it does not benefit from the potential
that females might have in this time of movement toward globalization; secondly, the

organisation will not obtain a good return from what it spends on training women
(Appelbaum, et al (2003).

Even though there are few women in high positions in comparison to men, these
men considered it as a threat that women might occupy more (Maitland, 2009).
Hoptl and Matilal (2007) believe that the problem of women and leadership can be
represented 1n the discrimination between male and female, where the organisations

tend to devalue female notions. The same authors go further to suggest the
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psychological reason for the fear of men about women is a female's ability to occupy the
male’s positions. In fact, men face difficulties in admitting that they could be lacking
something. For that reason they suggest men are willing to see women leaders as men
(castrated), where that makes them feel their masculinity is complete and they do not
suffer any need. The authors also said that the male leaders consider the absence of the
women in leadership positions as a reasonable and logical state, as they believe that

leadership is a right of men and their kingdom. Consequently, women leaders will find

themselves going along with this situation even though they may be aware of this
disparity. They submit to these unwritten rules, in other words they may be allowed to

play the role of leaders as long as they play it in the frame of masculine expectations.
Over the years mythical stories have considered males as heroes, which meant that

women need to create their own success narrative. However, women in their quest to
accomplish success need guidance and without it, they will fail to reach leadership
positions, or they will rise at the expense of their femininity (Eagly and Carli, 2003).
Holmes et al (2003) pointed out that stereotypes are the reason for failure for
some women leaders, where, it has been the assumption about their lack of abilities to
manage the business sphere and the belief they have insufficient communication skills.
Also, Stelter, (2002), pointed out that the number of women has been increasing in the
workforce, and they continue to try to occupy leading positions. However, they still face
many obstacles to being on the top positions in organisations (Dawely, et al, 2004). It 1s
suggested that men outnumber women in the senior positions, and the opportunities for
the latter remain limited (Eagly, et al, 2003).
According to the previous discussion, female leadership is still a controversial 1ssue
in Western literature. However, to obtain a clear picture for the female leadership topic,

this research needs to continue to investigate the view towards female leadership n

Arabic literature.
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2.3.2 Women in Arabic Literature
The Arab countries comprise twenty three countries. They are: Lebanon, Syria,

Iraq, Jordan, Palestine, Kuwait, United Arab Emirates, Qatar, Bahrain, Saudi Arabia,

Oman, Yemen, Comoro Islands, Egypt, Sudan, Djibouti, Somalia, Libya, Tunisia,

Algeria, Morocco, Occidental Sahara and Mauritania. Although, these countries share

Arabic language, Islamic religion and a social life founded on the patriarchal type that
dominated the status of women, each country has distinctive features due to their local

cultural, and the interpretation of Islamic instructions, consequently each country has a

distinct identity (Tohmé-Tabet, 2001).

The status of women in the Arabic world had weakened in 1900s, where the
majority of them were prohibited from obtaining an education. This status might be

assoctated with the end of Ottoman occupation where this period was a backward step
for women (Fshakh, 1996). Women in Arab society are considered just as a help factor
for men because of two reasons. Firstly, the type of women’s work is less specialized
and less productive than men, and secondly, women’s work creates many disadvantages
for the family consistence in the Arab society (Hassoun, 1993). This section includes

two themes which are; firstly, the roles of Arabic women and secondly, the view of

Arabic Feminists.

4- Firstly, the roles of Arabic women

Ibrahim (1977) from Egypt explained that the choice of Arab women of business
was subject to the will of men. In the context of transformation, which has continued
and is still going through the Arab family in traditional society the role of women
involves two roles. The one which is the traditional role as wife and mother, and the
other, the role of a working woman, which they have obtained in recent decades. She
goes on in her argument: the Arabic women found themselves dealing with the society

within these two roles: it creates a lot of strain. It can be said there is a sort of a
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contradiction, the traditional role requires staying at home and restricts women by
cultural constraints, while the modern role requires going out. Théy are wives and
mothers who do all the household work and look after the family but they are a lower
status than men whilst being woman workers. Thus, Arab women are suffering from
conflict, and a clear distinction between the two roles, and face many difficulties due to
the culture.

Despite the development of women’s role in Arabic society, which coincided with

the development of the education sector and industry, their role at work has not changed
(Ammar, 1983). Abo Zaid (1988) stated that the traditional ideas and beliefs continue to

control the culture of Arabic society. Despite this, women have been provided with

more opportunities to join the workforce, and on this account, they have to combine of

the responsibilities of work and home (Awad, 1995).

Radwan and Bayoumi, (1995) explained that the problem is the view of society in
general and men in particular to women and their ability to be a leader, where it is still
claimed that leadership is unsuited to women's nature and their composition of
biological and psychological composition. Arab countries, since the beginning of the
seventies started to recognise the need to involve women in development, where

without it they are wasting nearly a half of human resources (Saleem and Al-Bizr,

1999).

Three factors were highlighted which helped Arabic women to advance in work.
Firstly, economic changes; where the integration of the Arab economy in the world
economy highlighted the importance of women’s work as the need for development.
Furthermore, the evolution of women's education, and the existence of automation
enabled women to work without the need for physical efforts. Moreover, the increase in
the volume of unemployment and increasing poverty rate had pushed women to work to

improve the living standards (Allia, 2004). Secondly, political changes, where the
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importance of women’s roles in developing the Arabic countries had become an
interesting issue for Arabic governments. This was highlighted in many of the political

speeches, and formed many organisations which focused on women’s issues, but there
are differences between the countries according to their government’s principles (Al-

Fakeh, 2006). Thirdly, soctal changes, where the conflict between women and men in
Arab society a part of women’s experiences in the world, had been affected by the
movement for gender equality, and the factors of globalization, and cultural opening
(Zayed, 2000).
Secondly, the view of Arabic Feminists

Feminist writers in the Arabic world emerged from the beginning of the twentieth

century in Egypt, Syria, and Lebanon. Arabic feminists, who were educated in the West,

into two categories. Firstly, those who considered men as enemies, such as Fatema

Mermisst from Morocco. Her view was that males dominated the public spheres, and
women were just in the private spheres and if the latter enter the males’ spheres, the
latter would exploited by the former. On the other hand, Heba Rauf from Egypt asserted
the necessity of reinterpretation of Islamic instructions, but she did not believe that
Arabic women should mimic women in the Western society to obtain solutions for
women’s problems (Boullata and Trends, 1990).

Although there are feminists in the Arab world, they have different perspectives
because they have been educated in different systems such as Islamic institutions ‘Al-
Azhar’ in Egypt and others in the West. The opinions of Muslim scholars have g
significant impact on the status of Arabic women, and included two views. Traditional
scholars such as the Shikh Abdel Aziz Bazz from Saudi Arabia (1912-1999) were
against women’s work and considered it counter to their female nature (Bazz 1988). The
modern view can be represented by AlGazali (1917-1996), Alqaradwi, Al-Thtawi and

Amen from Egypt, Al-Bstani from Lebanon, (Sidani, 2005). These male scholars
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supported women and argued for their rights. They criticised the traditional as they
argued that Islam confirmed the equality between both genders (Al-Gazali, 2005). The
roots and norms of Arabic societies belong to tribal traditions; these traditions involved
the male's domination and patriarchal protection and the beliefs that women could not
be leaders and their roles inside the house and serving the family (Al-Qaradwi, 1998).
Even fifty three years ago in Libya (Al-Hassi, 1957) the male writers was saying
that the best feminists are those who have taken no extremism, which was in keeping
with the principles of Islamic legislation and does not contradict the process of
development. Even in Western literature there were few who talked about feminism in

the West in that period and it is noteworthy that in Libya there were some ideas
emerging regarding feminism that pre-dated those in the West — even though Western

countries were considered more advanced in comparison to Libya.

The findings of the Libyan feminist author Arebi (1994) from her study of nine
female writers in Saudi Arabia, suggested three reasons for the difficulty in adopting
Western models for the Arabic feminist. They are: firstly, Muslim women do not
consider the family and kinship ties as a hindrance; secondly, there is a resentment of
the West’s identification of the problem of Muslim women as a religious problem.
Thirdly, wages have not necessarily functioned as a liberating force in the sense
identified by Western feminists. Arabic feminist women do not have to be anti-Islam
(Abo-Almjd, 1999).

The Jordanian feminist writer, Al Kharouf (2000) in her study of the factors which
influence the employment of women in Amman found that, although most Jordanian
women value work and motherhood, the latter tends to be their priority, where they
believe that motherhood is one of the most important roles in their life.

With respect to the obstacles for them, she stated that culture is the main problem,

not Islam, since Islam a long time ago gave women the right to share in ideas and
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decision making. She went further to say that, the specific interpretation of Islamic
instructions as utilised in Jordan is a front for enforcement of traditional and patriarchal
values. The same author stressed that there is discrimination against women, for
example; higher resistance to employing females, due to the additional costs of
associated with women employees.

The Egyptian feminist Ra’oof (2006) from her political perspective agrees with
Arebi (1994), stating that women have an important role in reforming their society. She
invited woman to find the opportunity to create positive change, not only through

political participation, but at the level of society as a whole.

Abdalla (1996), in her illustration of Arabic society’s perspectives, said that, even
though there is a shift away from some traditional stances, there is a general belief that

the fundamental place for women is in the home; and their main job is to care for

children.

The norms of Arabic culture, which are sometimes based on tribal not religious
beliefs, set limitations on the abilities of Arabic women to share in the economic
development process in their societies (Sidani, 2005).

This is supported by the findings of feminist researchers such as Mustafa (2003),

who stated that although women in Egypt tend to participate in work, they are expected
to work in education, health, and at the lower level of organisational hierarchies. Arabic

women need to work harder and make extraordinary efforts in order to reach the senior

leadership roles (Kattara, 2005). Alamky (2007) added that besides the content and
structure of gender discrimination over levels and quality, there is also the internal

mind-set which gives men preferential treatment, and an underlying acceptance of their

leadership, from males and females alike.

The female authors, Abo Rabia and Oplatka (2008) used narrative methods to

study six Muslim female supervisors. They stressed that Arabic traditions have a strong
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impact, often influencing legislation. Arabic culture is often constructed on the basis of
men as leaders. The same authors go on to say that Muslim women seem to conform to
these cultural values. In the same way AlKharouf and Weir (2008) draw on their
empirical findings about the role of women in employment in the Arab Middle East to
suggest that there is generally positive attitude towards the employment of women, yet
their husbands can still be involved in employment decisions, such as the type of the
work. However, there 1s slight preference for females as managers.

As already mentioned, the interpretation of Islam and the government have a
significant impact on women’s role in society, and in turn in female leadership, but as
Libya has a different regime, Libyan women might have a different situation. The next

section puts the spotlight on Libyan women in order to explore the factors which impact

on female leaders in senior positions.

2.4. Women’s status in Libya

The previous section illustratéd the situation of women in Arabic countries,
where, this can be used as a basis for focusing more on the situation of women in
Libyan society.

The Libyan context has been demonstrated in first chapter (section 1.3), which
provides the back ground to Libya. In this section the spotlight focuses on the situation
of Libyan women as illustrated within the literature, and that provides the researcher
with deep understanding of the status of Libyan women as leaders.

The researcher has divided the section into two periods which are women's

status before 1969 and after it, the justification for it, belong to the obvious difference of

women’s status within the two periods.
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2.4.1 Women states before 1969

As has been explained in the first chapter section (1.3), Libya was occupied 1911
by Italy, and in 1943 it came under the rule of Britain and France. Libya had no schools
and education till 1895, was the education in mosques so-called (Alktab), however girls
had no opportunity to obtain this type of education (Al-Gmati, 1984).

[n the 1940s, the opportunity of education in Libya became infrequent as
Indicated in educational statistics from 1943, only 16 Libyan males held a university
degree. The illiteracy rate for men was 96% and 99% for women (Al-Houat, 1985). The
position of Libyan women was limited to home with her responsibilities towards family

members and where they did the house work as 1llustrated in the next picture.

Even when they went outside the house they had to cover their selves and it was

\/ / rare to find Libyan women outside without wearing the
. i

X / | Libyan traditional robe, so-called (Al-Frashia), as

Ilustrated in the picture.

oo

Some laws emerged in Libya that imposed male and female education, which

created a slight change in the direction of society toward female education. Only a small

number of women obtained an education when studying nursing for a year. However.,
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they did not work in hospitals but just worked as midwives at home (see the next picture

of Libyan girls with their teacher who highlighted by red circle in the right in the nurses

graduation photo of 1940).

On 24" December, 1951, Libya obtained independence and was governed by King

[dris. However, it was unable to benefit economically from independence and was

considered to be below the official poverty line. There were a small numbers of schools
for girls compared to boys, of which there also were few. Libyan society was controlled
by the patriarchal system where discrimination between the genders was clear. Libyan
girls were not allowed to leave the house, or the domestic sphere and they were focusing
on their future role as wives and mothers (Fshakh, 1996).

In the 1950s, education became compulsory until the end of primary education, but
the impact of these laws did not exceed 10% due to continued domination by patriarchal
society. Cultural change was also considered a threat to the stability of the relationship
between both genders in Libyan society (Habib, 1981). According to the Report of the
Secretariat of Education in the era of Al-Fateh Revolution (2009, pp.12-13) the
percentage of girls in the primary education in 1953 was 13.4%. in 1964 it reached
20.4%. Libya also hosted the Conference of Ministers of Education on 9" April, 1966
which highlighted the problems of education in the 1960s, such as lack of human and

material resources. Even though a number of laws emerged in the 1960s, such as the right
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to vote, own, and manage of property, these rights were exercised by few women (Ham,
2007).

Examples of women pioneers in the West have been given in section (2.3).
Interestingly, the history of Libyan women also highlights a few women who sought to
develop women's role in Libyan society. They established a number of women's
associations in the 1950s, 1n order to improve the status of woman's situations, socially,
politically and education. They saw education as being the best way to improve the
situation of women, which was the most important goal of these women’s associations.

Examples of Libyan pioneers are Hameda Al-Anezi, (1892-1982):

At the time when the Turkish people were dominating Libyan men's view towards
women, she started to address Libyan families in relation to the importance of the
education of women in the magazine ‘The picture of Libya’ (1923-1929). She opened a
classroom in her home to teach girls, contributed to establishing the first centre for
nursing and teachers in 1960, and established a "Women's Association" in 1954, which

was aimed at the advancement of women culturally, socially and morally (Al-Abidi,

2005).

Khadyah AlJahmi (1921-1996) was first anchorwoman and hosted a

programme about women called ‘Rukn Almarah’ meaning (Women’s corner). Also she

established a magazine called ‘Almarah’ (The Woman) which dealt with women’s issues,
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and furthermore she established a magazine which was called ‘Al-Amel (The Hope) for

children. Before she died she was concentrating on writing about women’s issues (Piazza,

2005).

From what has been mentioned the status of women in Libya started improve in the

1960s. However, Bianco (1970) stated that in Libya before 1969 there was not only a high

rate of illiteracy, but also the infrastructure of education had been destroyed. From
previous discussion it appears that Libyan women did not contribute to the socio-economic

activities and politics until the Al-Fateh revolution 1969.

According to what has already been mentioned, it appears that there were similar

challenges faced by Western and Libyan women in the first half in the 1900s.

2.4.2 Women status after 1969

This section introduces three themes which are; firstly, the impact of the Al-Fateh

revolution on Libyan women, secondly, the impact of Libyan laws, and thirdly women’s

status after the millennium.

Firstly, the impact of Al-Fateh revolution

Since the Al-Fateh revolution in September, 1969, by the Libyan leader Muammer Al-
Gaddafi, Libya has undergone a significant change and this shift has also included the
situation of Libyan women. In spite of the Bedouin roots of Al-Gaddafi, (it was assumed
that he would adopt the tribes’ perspectives which preferred males than female) he
considered the Libyan women situation at that time as anachronistic (Metz, 2004). His
perspective toward women is progressive and he believes in equality between male and
female (Piazza, 2005). In the first conference of women in Libya on 25" July, 1970, Al-

Gaddafi stated that women must have their rights, which will provide them with the ability

to undertake their role in Libyan society. He stressed that Libya cannot develop if half of

society which represents women is powerless. He called for the creation of the Women's
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Union, where all Libyan women should be members. The character of the Arabic leader
Gamal Abd-AlNasser influenced Al-Gaddafi, who also was a supporter of women
(Simons, 1999). Al-Gaddafi believed from his view of socialism that creating changes and

developing Libyan society requires believing in the importance of a women’s role (Al-

Zhri, 1985).

Libya united with Egypt and Syria in 1973 to create development, and some simple

programmes which aimed to enlighten Libyan women in the social and political issues. Al-
Gaddafi in his meeting on 5™ July, 1973 with the women’s union in Cairo, expressed his
astonishment about the concerns of status of women due to a lesser development in Libya
at that time in comparison to these countries, but he confirmed that Al-Fateh revolution
would support Libyan women and help them to obtain all their rights in a matter of time
(The National register, 1985). In another meeting with Germany's Deutsche Villa Radio on

18" March 1982, he stated that the new situation of Libyan women could not be subject to
a referendum, because 1t might be rejected due to the culture of Libyan society. Also, Al-

Gaddafi said in an interview with the Europe magazine on 1™ October,1985, that Libya
would be a foundation of freedom with regard to the role of women and this required many
etforts in developing women’s status (The National register, 1996).

In spite of the fact that Al-Gaddafi was impacted by Gamal Abd-AlNasser, his
perspective on socialism was different. Al-Gaddafi in his explanation to the Third
Universal Theory in the intellectual seminar in 26™ October, 1972 stated the world
contains two theories: capitalism and socialism. Libya is part of the Arab World within the
developing countries and has adopted the ideas of others.

However, these theories are incompatible with the nature and circumstances of Arah
societies, as there was a need for the emergence of a third universal theory which is
compatible with our religion and history, customs and traditions of the community. Al-

Gaddafi in his speech pointed out: “As president Gamal Abd-AlNasser said, we are
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responsible for the construction of our society”, women’s issues were the main focus in the
third part of Al-Gadatti Green Book.

The socialism which was proposed by Al-Gaddafi in his introducing of the Third
Universal Theory within his Green Book, does not consider the biological differences
between women and men as a reason which prevents women from participating in society
in different activities (Obaid, 2000). Al-Gaddafi has persistently supported women's
participation in all different fields in Libya and has produced the Army faculty in Tripoli in
1979 (as illustrated in the next picture), but the idea of women as soldiers in Libyan society

remains uncommon due to Libyan culture.

Al-Gaddafi’s perspective toward women and his support and trust in them 1s

shown clearly as they go along with him on his formal visits to other countries.

Secondly, the impact of Libyan laws

T'hree months after the Al-Fateh revolution, the Libyan government granted

women equality with men under the law (Ham, 2007). It seems that the support of
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The Green Document of Human Rights, law number (20) 1991: which includes
|- Equality between men and women.
2- The right to live freely and in peace

3- The right to citizenship.

4- The right to education and selection of appropriate work.

5- The right to child care.

6- The right of women to marriage and divorce.
7- The responsibility of every citizen for defence of the homeland.

The product of this significant change in Libya created many Libyan women who

now have important roles (Al-Abidi, 2010), for instance:
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Y W0 RN Dr. Aisha Al-Gaddafi 1976 who is the daughter of the Libyan
leader and she is also a lawyer and holds the position of the President of *Waa
Etassemo’ association for the charity works and women affairs. She organised many

international colloquiums in Libya with respect to women 1ssues.

Dr. Fowzih Shlaby, has held many leadership positions notably
as Culture Minister (1982). She became the administrative committee member of the
Revolutionary Committee on Information and she is the first Libyan women who

became the Assistant Secretary of the General People's Committee for Information and

Culture, guidance and Revolutionary (1987).
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Dr. Najat Al-Hjaje, is the ambassador of Libya to the United

Nations and President of the fifty-ninth session of the

Commission on Human Rights at the United Nations as the first

woman ambassador to the United States.
Thirdly, Libyan women’s status after the millennium

The implementation of plans for economic and social transition led to an increase in
the importance of the role of women in Libyan society. Also the development of
education and expansion in various sectors that accompanied the development of
Libyan society made women’s work acceptable, as well as becoming an urgent need for
the process of economic and social development which 1s a similar to Arabic women
(see section 2.33. the roles of Arabic women). The incorporation of women in
development has been considered the main item 1n a framework of creating change and
development, and it became obvious that the importance of their involvement in
economic activities, social and political participation, was considered an indicator of the
development progress.

Accordingly. this research into Libyan temale leadership requires an understanding
of the social and political framework for that social change where the development of
women's status, such as obtaining high education, training, and modification of some
laws which supports them in all fields of work 1s not sufficient to help them to reach

senior leadership roles.

After lifting the economic embargo on Libya, Libya needed to strengthen and
develop its economy along the lines of other countries and therefore it needed to use al]
of its resources especially human and take advantage of both genders. The objective of

this section is to clarify the impact of social change in Libya after millennium on

women's leadership.
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Libyan women also comes from many officials in Libya, where it was pointed out by
Saif al-Islam Al-Gaddafi in his lecture at the American University on 5" May, 2010,
that Libyan women have an effective role, and Libyan law has no discrimination
between women and men in the ﬁeld of work.

Al-Gaddafr’s effort hade impact on Libyan laws, where many of Libyan laws

were modifted in order to give women many rights based on the Qur’an, and the third
chapter of the Green Book of the Thirdly Universal Theory. The following some of

these laws.

Law number (58) 1970: on working hours, pay, leave, bonuses, and prevention
of giving women hazardous work.
1- Equality between men and women in working hours, pay, leave and bonuses.
2- Consideration of the nature of women in avoiding giving them hazardous work.
3- Consideration of working mothers and their needs for nursery provision.
Law number (7) 1989: on equality at work and remuneration, elimination of
discrimination in employment, women’s political rights, and the nationality of married

wOomen.

1- Convention of equal remunerations.

2- Convention on the elimination of discrimination in employment.
3- Convention on the elimination of all other forms of discrimination against women

4- Convention on women’s political rights.

Law number (8) 1989: on the right of women to take leadership positions:

According to this law, Libyan women have the right to holds leadership positions,

which were once the monopoly of men.
Law number (9) 1994: on women in the legal profession.

According to this law, Libyan women have the right to positions in the legal

profession, which was once the monopoly of men.

S0




Change is a continuous process. It is a fundamental feature for the social existence
of any society, where the society is going through the development in its various
activities, social, political and economic. Social change aims to liberate individuals
from rigid traditional roles, but, society does not change unless individuals change their
behaviours, both males and females, through awareness and development of their skills

and enhancing their self-confidence to create a better future (AL-Joulani 1993).
Al-Doks, (1996) pointed out that social change is a phenomenon common to all

societies, regardless of their level of development, urban or rural. Modern change 1s not

automatic, but it is usually under guidance and in accordance with plans, by the use of
modern methods and means, in order to achieve development. The same author goes on

to say that regardless of the change, whether positive or negative, it is still essential to
any society. It might happen suddenly, like a revolution, for example Libya after 1969,
which creates radical change or, it may be in the form of a partial and phased process
for instance, after lifting the economic embargo on Libya.

With respect to this research there is link between the leadership phenomenon and
social change, where the former has many sides and the social side is one of them. As
well as this, leaders contribute to creating social change, as they are considered dynamic

force for the change that occurs in societies (Othman, 2004). Although the phenomenon

of leadership is often associated with men, the reality is that many societies may also
change due to women's leadership (Basher, 2002). For example, there are many

societies which have undergone a significant social change in the role of women, which

in turn have contributed to the development of society, due to the existence of women

leaders, such as Aisha Al-Gaddafi and Benazir Bhutto.

The factors which have caused social changes have been classified by Black (2008)
from Libya into five factors. Firstly, the human factor is the primary source of social

change, for instance personalities such as Al-Gadaffi, Mandela, Gandhi, are clear
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examples which confirm the human role in the events that change societies. Secondly,
wars, and revolutions cause change. Thirdly, the abundance or the scarcity of natural
resources leads to the creation of social change for example, the Oil in Arabian Gulf.
Fourthly, technical factors, availability and use of modem technology such as the
machinery, equipment and material, bring about change in the societies, where it is
noted that inventions, are not used much in traditional societies. And fifthly, cultural
factors, alongside the change in society caused by the development of inventions. The

cultural influence might be represented in tools such as the Internet, or it may be in the

Ideas or habits of ordinary people. The cultural proliferation is the most important and
main source in creating social change. It has been argued that all change factors arise

from human activity, and overlap and are integrated together to create social change
(Al-Attiyah, 1983).

The discussion of social change and its influence on female leadership requires
clarification of the contribution of education as a cultural pattern of social change which
creates new cultural values (Al-Howat; 1993). Education has evolved markedly in Libya
after 1969, where it is no longer considered against the traditions of Libyan society, and
religious values, but some Libyan families, especially in the countryside prefer to obtajn
benefit from their children through employment in agriculture, commerce or at home for

girls. However, this view has changed and it exists only in some remote villages (Al-

Howat; 1996 b).

Libyan society has been undergoing a significant shift socially, economical, and
politically. The change in the economic structure from the traditional society of
agriculture and pasture led to creating numerous economic activities, which have beep
assoctated with an increase in the participation of women. The Report of the Secretariat
of the Popular Committee for Economic Planning (2009)’ pointed out that, the rate of

women's economic activity was 4.15% in 1964 and arrived in 2009 at more than 35%,
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that is associated with an increase in the rate of per capital income. Also, the increase of
the rate of migration from the countryside to the city, which was 23% in 1961 and
reached 81% in 2009, was accompanied by an increase in the proportion of educated
females. However because of the lack of many issues, for instance:

a) A clear legal basis which not only exist in general legislation, but which is enforced
to help women to overcome their difficulties.

b) Establishing economic institutions for business women.

¢) Government participation in economic activities with business women to support

them and to help them to adapt to the development of the challenge of globalization.
Consequently, business women in the private sector represent no more than 20%, and
the cause of this limited proportion is due to many reasons. For instance, the difficulty

of the procedures for obtaining licenses to run a business and also the difficulty 1n
obtaining financing, the lack of specialized centres for training in management in

private sector, and the lack of private institutions for technical advice about private

work.

Another report from the popular committee of the general social affairs in Libya,
2009 announced that Libyan women have entered many sectors such as the police, army
and judiciary, where women in some Arab countries cannot enter. Recently, women in
Libya have also entered into the private sector. For instance; in private schools, sewing
workshops, and pharmacies, but this category is still limited. It can be said that the
concept of business women is not yet created in Libya as it in other some Arabic
countries such as Lebanon and Gulf countries.

Despite all of these changes in Libyan society, women are still rare in senior
leadership roles. Consequently, in the study of female leadership and the difficulties
they face becoming leaders and after becoming leaders, it is necessary to focus on the

reasons, not on the results in the form of numbers and ratios which are insufficient to
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give indications and clear explanations of reality. It 1s not enough to know the

proportion of working or not working women, as well as the proportion or percentage of
women who leave work, or to list the laws and legislation that supports women. All of

these do not mean that women's leadership does not face problems. Good research into
leadership is to detect problems and determine the reasons, which requires using

qualitative approach, and interview to obtain sufficient information (Alabani, 2009).

After the review of women’s status in Western and Arabic literature the questions

which rise here regarding the difficulties which may face women when they seek to

occupy leadership position, and thereafter become leaders in both West and Arabic

countries, which will be in the next section.

2.3. Exploration of gender in leadership literature

Gender has an important influence on leadership development (Yukl, 2008)
because individuals have different perspectives in respect to the leadership and gender
(Bass et al, 1996). The relationship between gender and leadership has been studied by
many researchers, because gender is mostly the reason of the discrimination between
women and men in different societies (Fletcher, 2004).

The two dimensions of gender, which are 'masculinity', and 'femininity’, reflect the
difference between the characteristics of men and women which appear very clearly in
leadership roles (more explanation in section 2.5.1) (Chapman and Luthans, 1975),
Traditional theories of leadership have connected the male gender with the success of
leadership, as reflected in the 'Great Man Theory' of leadership (more details abouyt
leadership theories will be discussed in the next chapter) (Weiss, 1999),

There were trends to describe gender stereotypes and attitudes towards women's
leadership. They have focused on three axes which are, comparing males and female

leadership, comparing the extent of the satisfaction of the subordinates who have men
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or women as supervisors, and the levels of success of both genders (Dobbins and Platz,
1986). There are three explanations for gender differences, they are: biological

explanations, socialization explanations, and cultural explanations. The socialization

and cultural explanations have generated more interest than the biological ones. Both

socialization explanations and cultural explanations are considered "The most accepted

explanation for gender differences" (Weyer, 2006, p. 443). In spite of the fact that the

influence of gender on the behaviour of leaders has been researched, the findings of the

research studies remain unclear and obscure (Wyse and Vilkinas, 2004). These studies

have focused on different issues.

2.5.1 Leadership comparison of women and men

The debate about the comparison between female and male leadership as a gender
1ssue appeared in the end of the 1970s, and considered as one of the key features for
contemporary leadership discussions (Eagly, 2004).

Rosener (1990), from her feminist perception, stated that women possess values,
characteristics and behaviour in their leadership styles which is different from the
traditional styles, which involves control and autocratic leadership by men. The findings

of research studies have indicated the behaviour of woman is collaborative and

educative. Rosener also stated that women within non-traditional leadership roles
support the organisation in some work environments, and increase its opportunity for
surviving in today's changeable world. Other debates proposed that the main focus with
male leaders is to achieve the aims and they tend to be autocratic leaders. In contrast,

female leaders focus on the facilitation of interaction with their subordinates and they

seek to make them satisfied (Rosenthal, 1997).

With respect to that, Rigg and Sparrow (1994) asserted that female leaders tend to

emphasize the team approach more than males, whereas the latter tend to lead by
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paternalistic and authoritarian methods. The outcomes of two studies which were
conducted in the UK to investigate the leadership construct in two major public

organisations revealed that females were identified with transformational components,

while men were identified with transactional components. These findings have an

important impact on the practices which link with assessment and development of

leadership in organisation (Metcalfe, 1995). Female characteristics provide

organisations with advantages of their leadership, such as their tendency to use

participation and democratic leadership (Wilson 2002). Bass et al, (1996) who are the
key authors of Transactional and Transformational leadership theory (see second

chapter section 3.3.4), found from their survey that subordinates rated female leaders

higher on the transformational leadership dimension than male leaders. The same view

was suggested by Yammornan et al (1997) who stated that women leaders tend to

develop their subordinates and consider their relationships with them are important in
achieving success. This emphasises the individual considerations factor of the
transformational leadership style. Oshagbemi and Gill (2003) were in agreement that

women tend to use a transformational leadership style, whereas men tend to use

transactional leadership style.

Eagly et al (2003), in line with what had been said, where based on their meta-
analysis of 45 studies based on Multifactor Questionnaire (MLQ) that women possess
qualities which make them suitable for leadership as they have superior qualities that
reflect within their transformational leadership style. The characteristic of both males
and females has been categorized, where men are associated with: individualism,
control, assertiveness, domination and skills of advocacy, whereas in contrast, females
are associated with traits such as empathy, community, vulnerability, collaboration and
skills of inquiry. Both categories have been socially ascribed by culture to help

understanding of male and female (Fletcher, 2004). Women’s characteristics reflects the
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Transformational and the participation leadership theories, which are more likely
suitable to find solutions to problems and face modern challenges, as it involved the
participation from the all individuals in the organisation (Thamhain, 2004).

Many authors have supported the idea that females have feminine characteristics,
which provide them with the ability to be good listeners and strong communicators and
negotiators (Chow, 2005).

Metcalfe (2006) distinguished between male and female leaders and stressed that

the outcomes from some studies of male and female executives in the same age, job and

education were that female leaders prefer to use a transformational leadership style
more than males. Also, they motivate their subordinates to use their abilities in order to
achieve the group aims. Furthermore, female leaders are more interactive, they

encourage others to participate by sharing information and power with them, and
enabling them to become more effective. Moreover they tend to create situations which
pive the subordinates a good feeling toward themselves, their performance and their
work, and make subordinate feel they are an important part of the organisation by
sharing the setting of strategies and aims.

In spite of the fact that there are many research studies which have been conducted

to investigate the differences between male and female leadership style, the

consequences are not yet fully clear (Kark, 2004).

2.5.2 Female qualities from the feminism view

In spite of the fact that women possess important qualities, for instance
cooperation, receptivity, and a caring orientation, which becomes important in creating
organisational change (Vinnicombe and Colwill, 1995), individuals react in a different

way toward leaders, according to the leader gender. In other words, both men and

59



women show a strong preference towards male leaders, and find this situation more
satisfying (Russell and Stone, 2002). Also, Helgesen, (1995) stated that in spite of the
fact that women engage strongly in their duty toward the household and children, they
are performing their careers in a leadership role sufficiently. She added that.they might
be better than male leaders, but others do not consider them in the same level with male
leaders. Furthermore, other authors highlighted that females possess extremely valuable

psychological qualities, which are relevant to leadership and that they rely on

relationships, encouragement and support (Pounder and Coleman, 2002).
The leadership argument has often connected leaders with the subordinates as the
former normally depend on the latter to achieve the goals (Vecchio, 2002). Hence, it is

not surprising that attention is given to the way that leaders deal with the subordinates

(McColl-Kennedy and Anderson, 2002).

It has been said that leadership can create potential change in organisations, when
the right individual is set in the right position at the right time disregarding the gender
discrimination (James, 1998). Powell, (2008) suggested that, the reason for the rarity of
women in a senior positions, which call "sex structuring of organisation", is that male
behaviour is often privileged over female behaviours even though there is no difference
between them. Consequently, women face many difficulties becoming a leader and after
becoming a leader; even their abilities and performance may continue to be devalued.

Intriguingly, reading the previous studies had an impact on the researcher where it
helped her to build a wide background about gender issues. This helped her to attempt
to investigate the experiences and perspective of Libyan female leaders in senior role,

However, women who are seeking to occupy senior careers still need to overcome

cultural obstacle (Foster, 1999) which is the next debate.
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2.6 Exploration of culture in female leadership literature

A national culture has an impact on an organisational culture, where history
produces the obstacles which the individuals face within the context of their national
culture. Consequently, studying organisational culture cannot be done without involving
the national culture. However, limited studies have been conducted in the field of

Human Resources that address the organisational and national culture realities of female

gender (Stanley, 2009).
Libyan culture has already been discussed (section 2.4.3). In this section display

is a deeper explanation with respect to culture which includes organisational and
national culture. The main justification for studying culture is that it will help in finding
the answers to the research questions and investigate whether Libyan culture has an

impact on Libyan female leaders during their search to obtain leadership positions, and
when they occupy them. Culture has been defined by the American Psychological
Association (2002) as “the belief system and value orientations that influence customs,
norms, practices and social institutions, including psychological processes ‘language,
care taking practice, media and educational system, and organisations”.

Furthermore, culture has been defined in Business Dictionary as “Broadly,
social heritage of a group (organized community or society). It is a pattern of responses
discovered, developed, or invented during the group's history of handling problems
which arise from interactions among its members, and between them and their
environment. These responses are considered the correct way to perceive, feel, think,

and act, and are passed on to the new members through immersion and teaching.
Culture determines what is acceptable or unacceptable, important or unimportant, right

or wrong, workable or unworkable. It encompasses all learned and shared, explicit or

tacit, assumptions, beliefs, knowledge, norms, and values, attitudes, behaviour, dress,

and language”.
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(leaders) (ibid, p. 98), with respect to Arab countries this distance is very high (80) on

the culture scale.

Secondly, Individualism distances index (IDV) individualism versus collectivism:
“individualism stands for a society in which the ties between individuals are loose.
everyone is expected to look after him/herself and her/his immediate family only”.

Collectivism “stands for a society in which people from birth onwards are integrated

into strong, cohesive in-groups, often extended which throughout people's lifetime

families (with uncles, aunts and grandparents) which continue to protecting them in

exchange for unquestioning loyalty" (ibid, 2001, p. 225), with respect to Arab countries

this distance 1s (38) on the culture scale.

Thirdly, 1s masculinity (MAS), which reflects the distribution of roles between the

genders, where it is important matter for any society. Hofstede found; the values of
females different less among societies than the values of males. Male's values from
country to another include a dimension such as assertive and competitive and
maximally different from women's values on the one side, the assertive pole has been
called ‘masculine’. With respect to female's values are involves modest and caring and
similar to women's values on the other, the modest, caring pole 'feminine’. With respect

to Arab countries this distance is (52) on the culture scale.

Fourthly, uncertainty avoidance, it reflects the extent which the culture programs
its members to feel either uncomfortable or comfortable in unstructured situations.
These unstructured situations are novel, unknown, surprising, and different from usual.

Therefore, the cultures try to minimize the possibility of such situations, for instance,

strict laws rules and the measures of the safety and security. With respect to Arab

countries this distance is (52) on the culture scale (Hofstede, 1984).
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It appears from the previous section that both definitions focus on the national

cultural which included many elements, and the organisational culture 1s one of them as

illustrated in the next diagram.

Diagram (2.1) contents of the national culture

.

One of the well-known studies with respect to the culture 1s Hofstede since 1980,
when his study began it included 66 countries, involved some Arabic countries: Egypt,
[rag” Kuwait, Lebanon, Libya, Saudi Arabia and United Arab Emiratis, which
illustrated the impact of national culture on the organisational culture. In his study of
culture, Hofstede, (2001) stated the importance of the role of the national culture in
forming the characteristics of individuals, where the values of the culture exist and are
steady for long periods, and where these individuals pass them onto the new generation.

Hofstede’s study compared the values which relate to work according to five
dimensions, which are: power distance, individualism versus collectivism, masculinity
versus femininity, uncertainty avoidance, and long- term orientation. Firstly, power
distance index (PDI), which refers to "the extent to which the less powerful members of
organizations and institutions (like the family) accept and expect that power is

distributed unequally" where this defined from below (followers) not from above
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Finally, long-Term Orientation (LTO) versus short-term orientation: it was found
in a study among students in 23 countries around the world, based on a questionnaire

designed by Chinese scholars. It is focused on dealing with Virtue regardless of Truth.

The values which associated with long term orientation such as, thrift and perseverance,
and having a sense of shame, whereas the values which associated with short term

orientation such as, personal steadiness and stability, protecting your face, respect to
tradition, reciprocation of greeting, favours, and gifts and fulfilling the social
obligations. Both the positive and the negative rated values of this dimension came from
the teachings of Confucius, the Chinese philosopher who lived around 500 B.C.

However, the dimension also applies to countries without a Confucian heritage
(Hofstede, (2001). But this study did not include Arabic countries. Twati (2006) found

in his study about the influence of societal and organisational culture on the adoption of
management information systems in the Arab countries which are Libya, Kuwait,

Oman, Saudi Arabia, and United Arab Emeritus, that the power has strong impact on

the Libyan culture; also Libyan society is highly dominated by males, and low

individualism.

Other studies have concentrated on both national and organisational culture

were; Graf, (2004), and Schwartz and Davis, (1981), who stressed that there is mutua]

impact between the social culture and the culture of the organisation. From the previous
discussion, the study of national culture and the culture of the organisation is

highlighted as an important issue in the current research context.

2.6.1 National culture

Culture has been mentioned earlier within section 2.4.3. The national cultural

values have been studied and explained by many culture theorists where they argued
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that culture has a significant impact on different aspects of life. Leadership is no

exception.

Adler, (1993) research aimed to investigate women's barriers to advancement in the
context of national culture. Her research focused on the managerial ladder in Tanzania.
Using qualitative interviews, she concluded that national culture often impacted

negatively on female leadership especially in senior positions in many countries. For
instance Mexican women were expected to be supportive and subservient to men where

their role in life is to serve others. Another example is a woman in China where their

primary role is at home, when they work this causes conflict. With respect to Tanzanian
women, they are prevented from reaching higher positions because of not being able to
make social contacts which usually take place in pubs. This means that their male

colleagues have an advantage as they have more visibility and access to information.
The same author pointed out three reasons that illustrate the impact of national
culture on the female leadership. Firstly, education views, for instance women in North
America are not traditionally motivated to study business. Secondly, geographical
immobility, which is associated with high positions, is difficult for Malaysian women

because of their family duties. Thirdly, companies’ unwillingness to acknowledge

women's success, where there is belief in the myth of women’s lack of abilities and lack

of management skills.

National culture has impact on the individuals, where this impacts on their
organisational culture (Hyde and Williamson, 2000). Leaders give consideration to the
values dimensions of their national culture (Robbins and Decenzo, 2005). With respect
to it House et al (2002) stated that individuals belong to different societies, and each
society involves many groups, and each group has its characteristics, which distinguish
it from other groups. According to that, they have their own culture where the evolution

of technology and telecommunications and transport enables them to communicate and
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learn from and about each other with more ease. House and his colleagues (2002)

studied global culture and leadership, in order to explore cultural values and practice, in

different countries and their impact on organisational practices and the attributes of

leadership. This study was based on questionnaires distributed to middle managers in
825 organisations within 61 countries. The main finding was that national culture has an
influence on what leaders do and how leaders choose a leadership style which is
favoured in their culture. In other words, leadership behaviour and attributes reflect the

practices in the organisation, which in turn are a reflection of national culture.

Another study which was conducted by Osuoha (2002) relied on a questionnaire
instrument to discover the relationship between national culture and leadership in
Nigerian and US contexts. The study aimed to explain and evaluate the influence of the
values of the national culture for instance, gender, age, religious belief, and educational

qualifications on the leadership behaviours of business. The study involved 103 US
manager and 108 Nigerians. The outcomes of it showed there are differences between
the leader's style due to gender and nationality, which reflects that culture, is an
important factor in the leader experiences and their perspectives. The author goes on to
say that a ‘good’ leader in one culture might not be ‘good” in other culture. For instance,

the US culture prefers a democratic leader but that may be considered as lack of

leadership skills in another culture.

The debate of the culture was with respect to the religion and traditions
highlighted by Tomalin (2006) who found that Buddhism in Thailand involves gender
hierarchies which have broader cultural impact on social attitudes that have
disempowered women, where the reasons against women’s development still need
study. For example, she argued that the beliefs, attitudes, traditions, and values which

come out of a patriarchal society and influenced by Buddhism itself.
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Ending this discussion, with (Hutchings and Weir, 2006) who studied networking
in China and the Arab World. They explained that the culture in both societies involve
the networking through individual relationships, with respect to the Arabic countries so

called Wasta (more explanation about Arabic culture 2.6.3, and about Wasta in section

2.7.3). This phenomenon has strong impact on Arabic organisations which might also

be also have an impact on female leadership.

2.6.2 Organisational culture

The concept of organisational culture became popular early in the 1980s (Denison,
1996). Meryerson, (1991, p25) described it as “the code word for the subjective side of
organisational life”. Organisational culture is described as a system of shared meanings

that distinguish one organization from others (Schein, 2004).

Hickman and Silva, (1985) argued that organisational culture is a unit where its
members 1n all levels share the same values regarding their organisation, and they pass
on these values to new members in order to perpetuate the culture of the organisation.
Organisational culture is carried in the minds of its members, it informs how they
interpret what happens in their environment and how they react to it (Schein, 2004).
There 1s no 'mght' or 'best' culture for all organisations; there is an appropriate culture
for an organisation, which can help it to cope with its business (Goffe and Jones, 1998).

A culture study by Nelson and Gopalan (2003) aimed to explore the relationship
between the organisational culture and national culture. It included three contexts; India,
Brazil and US, and was based on a questionnaire distributed to middle managers. The

main findings were that the relationship between organisational culture and national

culture is complicated where the former systematically replicate national culture. Also
there are strong forces which direct this organisational culture in the same direction of

national culture, an example of strong forces which can direct organisational culture 1n
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the same direction as the national culture could justification of the society view toward

women leadership, capitalism.
It has been suggested by (Goffe and Jones, 2006) that culture involves two

dimensions which are 'sociability’ and ‘solidarity’. The sociability reflects the degree of
friendship between the individuals that combines them in one group. It also relates to
the emotions and feelings, where those people share things such as; opinion, ideas, and
values. With respect the solidarity refers to the degree of the collectiveness which
becomes high when people have a common purpose, and they seek to obtain the same
goals by share of cooperation to do missions and mutual interests.

Organisational culture was categorised by (Gofte and Jones, 2006) into four
fundamental types; each type has both positive and negative aspects. Firstly, network
culture, where sociability has a high ratio with a low ratio to solidarity. The individya]
in this type of culture is involved in friendship and social events, via, joining a social o
sport club. In contrast, the negative side here is formation of cliques which might
impact on the work negatively. Secondly, mercenary culture which shows a high
solidarity and a low sociability that creates competition amongst members. The negatjve
side is that there is little cooperation in favour of personal benefit which makes the
emotional contact very low inside the organisation. Thirdly, fragmented culture which ig
unusual and includes low solidarity and sociability, this gives individuals the freedom -
and feeling of their importance, yet when individuals abuse this freedom this type of
culture suffers from selfish and secretive behaviour. Fourthly; communal cultyre which
includes a high level of sociability and solidarity, which leads to Innovation, high
performance and team work. |

Rollinson (2008) has suggested that four advantages can emerge from the
sociability dimension. Firstly, individuals have high morale where they consider their

workplace as a source of happiness and welfare. Secondly, 1t helps to foster team work.
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Thirdly, people may be more efficient when they are working together and finally, it
helps to encourage people to be innovative in their ideas. In addition there are three
advantages that can emerge from the dimension of solidarity. Firstly, people are
obligate to do their work, secondly, people are more stimulated to work to obtain their
goals and finally, people's behaviour becomes more acceptable where they seek to

obtain rewards. On the other hand, there are some disadvantages of solidarity. Firstly, 1t

may create some to segregation of people who are not a member of the group. Secondly,
it may create more focus in the goals of the group. This can be oppress individuals who
are not in the group and do not share the organisation’s goals.

With respect to women Martin, (2000) believe that organisational culture creates

groups inside the organisation which are often dominated by males, so that women are
more likely to be outsiders, particularly where gender is an important factor which 1s
used to classify individuals into groups in the organisation. Solidarity might have a
negative impact on women leaders, which has highlighted in the importance of

exploring the existence of both terms in the current research.

2.6.3 The impact of Libyan culture on female leadership

It has been discussed in section 2.4.3 that Libyan social change after the

millennium reflects how the status of Libyan women has been developed; the current

section will concentrate on the discussion of the impact of Libyan culture on female

leadership.

Two decades ago, it was said that although, the oil-based wealth has had a strong
impact on change in the economic status of Arabic countries, Libya being one of them,
but its impact on Arabic national cultures was very limited due to their cultures having
originated from tribal roots (Abbas, 1990). The Libyan male researcher Twati, (2006)

illustrated that Libyan society involves strong social ties which create an impact on the
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relationships inside the work. Another Libyan male researcher Abu-baker (2005)

supported this view by saying that Libyan society involves many customs and traditions
where the main feature for its culture is the male domination.

Twenty years ago Al-Sabbagh, (1991) explained some difficulties which were
facing women workers in Libyan society. These are as follows: customs, traditions, and

women's family obligations. The role of Libyan women has many obligations towards

the family and home without the help of the men, which forms an impediment to them.
In addition, traditions and customs of Libyan society condemned the mixture of

women and men. Consequently, the national culture’s impact on organisational culture
led to the creation of some functions only for men and where women were not accepted

to access it. For instance, women can obtain the position of headmistress of a school

because it has limited work hours, but it is difficult for them to occupy the chairman
positions of the company because it requires longer hours. Baierah (2007) from Libya
suggested that participation in the social and political activities is more important than
possessing ability to obtain the position of leadership. He pointed out that due to this,
women are less active than men in political and social activities and Libyan men still
dominate the senior positions. It appears that this participation in the social and political

activities is a source of the relationships or so-called ‘Wasta’ in Arabic society, which

seems to be another obstacle for female leadership (more details in 2.7.3).

2.7. The three key obstacles for female leaders

Even though women have made a great contribution, not just in the family
environment but also in society which is dominated by males, they still find themselves

facing many difficulties, due to the national culture which often impacted negatively on

female leadership, especially in senior positions in many countries (Adler, 1993).
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Gender discrimination has created many issues which are manifested in a variety

of invisible difficulties that has caused a shortage of women occupying leadership
positions (Zetterquist and Styhre, 2008). These difficulties are represented in what are

known as ‘the glass ceiling’ (Tan, 2008), and, ‘the glass cliff’ (Ryan and Haslam, 2005

a), and ‘Wasta’ (Cunningham and Sarayrah, 1993) and Hutchings and Weir, D. (2006).

The obstacles which prevent women reaching senior roles have been divided by

Cross (2010) into two categories which are' individual barriers and organisational
barriers. The individual barrier refers to career stage and life stage where the latter

impacts on the former because women are more associated with family duties. The
organisational barriers refer to the culture, for instance the long work hours. The link

between both categories has supported men to dominate the senior roles.

The justification for studying these difficulties is to obtain greater information
regarding the difficulties which may be facing women leaders in senior roles. This will
then help the researcher to investigate these difficulties faced Libyan women leaders, as
reflected in their stories. This information may help to explain the problems they
encounter when they seek to reach leadership positions, or when they are occupying

such positions. Understanding these difficulties helps the researcher to understand the

specific difficulties of female leadership in Libya.

2.7.1 The Glass Ceiling

The concept of the challenge of the glass ceiling has existed in the Western
literature since the 1970s, where the challenge of Western feminism was to break it: but
the results of their efforts are still modest (Connell, 2006). The glass ceiling has been
defined in Merriam-Webster dictionary as “An intangible barrier within a hierarchy

that prevents women or minorities from obtaining upper-level positions”. 1t is also:

defined in the Business Dictionary as an “Invisible but real barrier through which the
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next stage or level of advancement can be seen, but cannot be reached by a section of

qualified and deserving employees. Such barriers exist due to implicit prejudice on the

basis of age, ethnicity, political or religious affiliation, and/or sex. Although, generally

illegal, such as practices prevalent in most countries”. These definitions are consistent

with the picture which represents the impact of the glass ceiling in women’s status in

the organisations, where even if they are suitable to occupy leadership position, they are
still prevented from reaching beyond a certain level.
The Wall Street Journal (1989) depicted it as an invisible barrier for females, which

prevents them from climbing the managerial ladder (Carli and Eagly, 2001). Ryan and
Haslam (2005 b, p. 43) described it as “Common metaphor used to describe the largely

invisible barrier that women face as they attempt to reach the upper echelons of

management”. Discussion by Emerald Group Publishing limited (2008), pointed out
that the existence of the ‘glass ceiling” does not only impact negatively on individuals
but also society, where it deprives the economy from using all the sources of leadership

which may be more creative. The influence of social networking also forms part of the

problem where women tend to participate less in leadership matters, whereas men have

more opportunity to obtain many leadership roles.

More than three decades ago, Chapman and Luthans (1975) pointed out that even

though the fundamental work group will accept and reinforce women to overcome the
barriers which face them, women remain invisible. The same authors cite Bass et al
(1971), who said that many males consider female's work as having different skills,
habits and motivations, which make females unwilling to work. Three consequences can

come from this situation. Firstly, there is a social role which governs the interaction

behaviour of both genders and the dealings between them. Secondly, both males and

females prefer having male superiors and they are not comfortable under the leadership

of females; and thirdly, males believe that females have a deficiency in their work, and
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therefore are not dependable. Another study by Cotter et al (2001) in thei; attempt to
measure the effect of the glass ceiling in a US context among white and black people,
found that white and African women face glass ceiling in their careers whereas black
men are also less likely to reach top positions. However the authors based their study
on data 1976-1993, and also their sample involved women and men in the age 25-59
which might create different perspectives. As well as this they are based on statistical
analysis which 1s insufficient to reflect the reality of the glass ceiling.

Many of these debates have highlighted evidence which has showed that women

face the glass ceiling barrier. For instance, in the 1980s it has been stated that although
women in the US have fully emerged in the workplace, the high positions remain a

men's club (Eagly and Crowley, 1986). Also, in the 1990s it has been pointed out that
even though, some of the people might see the idea of the glass ceiling as reflecting that
women stay longer in their positions, it illustrates the discrimination between men and
women who are attempting to move up in the organisations. Women do not enjoy the
same rights as men, for instance, job opportunities, conditions, and payment (Akande,
(1994). With respect to this, Bass and Avolio (1994) declared that statistics show the
ratio of women to men in senior positions is 1- 3, and 70% of women confirmed that
organisation culture which is dominated by men is like a stone which blocks their way

to senior positions. Even recently, it has been reinforced that women still face

difficulties as leaders (Arnott, 2010).

Many authors have stated that the glass ceiling has created some forces which

obstruct women from occupying senior positions. The USA author Powell (1999)
suggested six factors which are: firstly, societal norms regarding women's status are
created from a patriarchal social system that prefers men. Secondly, masculine
stereotypes which consider effective managers traditionally associated with men.

Thirdly, decision making relies on men as they are considered the best gender who can
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make a decision. Fourthly, link between this distrust and the women’s continuation to

the top. Fifthly, there is often no systematic procedure for promotion to the top,
consequently men dominate it and create a bias to choosing men to be in high positions.

Sixthly, limited experience as a lower manager, where women have less practice than

men which means the former is not ready to occupy senior positions.

The previous idea similar to Oakley (2000) who added the low statistical

percentage of females in senior positions is evidence of the glass ceiling.

An American author, Statler (2002) stated although there are some factors such as
education, which impact on the increase in women's proportion in the workplace, these
factors have had less influence on raising women's percentage in senior positions.
Women’s status in the organisation is often lower than men's status, and this situation
exists throughout the world, including the US and Europe. In the same tune, Eagly and
Caril (2007) stressed that the top roles are considered predominantly the right and
prerogative for males due to the idea of a "glass ceiling".

The glass ceiling, illustrated by Connell (2006) in her study of ten organisations in
the public sector within an Australian context, was based on an interview method, using
sequence which involves three circles that are linked with each other. Firstly, women
suffer from discrimination and the main reasons for it are stereotypes and prejudices
against women. Secondly, the loss of the ability to use women's talent: and thirdly,
overcoming the glass ceiling requires removing the prejudice and enforcing equal
opportunity for both genders. The main findings of her research was that the gender
division of labour is still a powerful presence in organisational life, even in sectors that
have long been committed to equal opportunity and have a recent history of

restructuring.

Wrigley (2002) highlighted a number of issues from a study of ten women leaders

based on their stories about the issues directly affecting their job and their personal
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satisfaction. The belief of non existence of the glass ceiling is a result of complicated
process in our culture, where there is denial that there is discrimination against women
in the workplace. Therefore, the perception of the glass ceiling is <ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>