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The present thesis is concerned with professional women in Jeddah,
Saudi Arabia.

Because of the social changes taking place in Saudi

Arabia, the position of women is subject to both traditional and modernistic influences.

~Jhile

an· ·increasing number of

fem~les

are receiving

higher education and expanding their aspirations, the traditional cultural values dealing with woman's role in the family are still an impertant consideration.
The thesis is based on the theoretical perspective that the individual ro1e system is overdemanding.

Fulfilling role demands causes

difficulty or "strain";. if a person conforms fully in one direction,
fulfillment will be difficult in another.

2

·The theoretical background is largely dependent upon American
s~ciological

literature, since there is a lack of relevant empirical
study of professional women. in Saudi Arabia.
the continuing

c~nflict

Studies cited deal with

between career, marriage, and motherhood:

difficulty in allocation of time, support or non-support of the working
woman by husband, family, and others; behavior

~xpected fr~m

working

women; and the as~ertion of art identity. .
This thesis is·of an exploratory

n~ture.

It attempts to meas.ure

the degree of difficulty with which women manage employment in combination with domestic activities.

Variables considered· are marital status,

career type, and· interaction patterns of the women with men at their·"
place of work.

~arried

women are compared with single women; occupa-

tions which relate to the normatively accepted

wcim~n's

role are ·compared

with those which are culturally less acceptable for women; comparisons
are m~de between women with 1east interaction with men, women with occasional interaction with men, and women with most interaction. with
men.
~a~ed

.

~

on the previous variables, four hypotheses were formulated.

(1) Married women with children-are expected to experience the most difficulty in terms of time allocation, while single women are expected to
experience the least amount of difficulty .. (2) Women who work in fields
.other than education and medicine are expected to experience the most
difficulty with respect to network support and women who

wo~k

in the

fields.of education and medicine are expected to experience the least
difficulty in terms of network 'support.

(3) Women wi'th the ·most inter-

action with men in the work situation (k.g., physicians, broadcasters,

I
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interpreters, and interior decorators) are expected to experience the
most difficulty in terms of contradictory expectations; women with the
least interaction with men in the work situation (e.g., school teachers)
are expected to experience the least amount of difficulty with respect
to contradictory

expectat~ons;

with men in the work

situ~tion

and women with occasional interaction
(e.g., college teachers and administra-

tors, social workers, investigators, and newspaper editors) will be
somewhere bebieen the two extremes.
with men in a work

situatio~

(4) Women with the most interact i.on

are expected to experience the most diffi-

.culty i.n as.serting an identity; women with the least interaction· with
men in· a work situation are .exp~.cted to experience the least difficulty
in asserting an identity; and women with occasional contact·with men in
a work situation wi 11 ·be somewhere between the two extremes.
To serve the. study purposes of di sc~very and measurement, data
·were collected from non-standardized interviews and a

standardi~ed

questionnaire.: Data were obtained from interviews with

thirty-~even

native women, college· educated, between the ages of twenty and thirtyfive.

Quantitative and qualitative information were incorporated.
It. was found that the data

ge~era l ly

suppor.ted Hypotheses #1 , #2,

and #4, and that they did· not support Hypothesis ·#3.

(1) There seems

to be a consistent pattern of relationships between ·marital status and
time allocation.

Married women reported more difficulty with respect

to time allocation than did single women.

However, married respondents

indicated their occasional use of sets of mechanisms to allocate their
time effectively.

(2)· It was found that a .relationship exists between

the type of occupation and network support... Women who work in the

4

fields of education and medicine seem to have more positive support
than do women who work in other fields.

However, women who work in

other fields did not report negative support from their networks.
(3).The- data show that the degree of contradictory role expectations is
similar for all respondents regardless of the amount of .th~ir interaction-with men at their place of work.
jected.

Therefore, Hypothesis #3 is re-

(4) The data indicate that the exclusion of males in occupa-

tional settings seems to reduce the respondents' difficulty in assert1

ing their-identities.
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CHAPTER I
·INTRODUCTION AND CULTURAL SETTING
This_ thesis is concerned

___
Arabia.

wi_!~. prof~?s.ion(!J_~Q'!lg_D_Jn.Jed.d~b,_ .Sa~gi

The lives of such women have received little empirical study,

......

and the emerging i_nterest in expanding the labor

m~rket

in Saudi

Arabia necessitates the gathering and interpretation of data concerning career women.
1/l~)
\(__..

.

X.

Saudi Arabia is· experiencin~t.~p_c_"!_aJ~hanges; specificially, the
--:--------- -·- ·--· ·--

positio~

fl uences.

..

---. -·-·

.

- ···--

-- ---~-- ~- ..

-··--- . ........ .

of women is subject to both traditional and modernistic inWhile an increasing number of females are receivin_g higher

-~--~-

education and expanding their aspirations, the traditional cultural
values dealing with woman's role in the family are still an important
consideration.
family.

Women have a cultural mandate to give priority to the·

One element of role stability is the socialization process in

the home environment.· From a social learning perspective, girls are
trained for the motherhood role.

Characteristics such as helping with_

housework and younger children, and being obedient are encouraged.
Performing the expressive role· is highly valued as well.

A good mother

is described as patient, affectionate, and forgiving; she is admired
for her devotion to her home, her children, and her husband.
to Zelditch (1955), the

pre~cribed

According

supportive function has tended to be

a specialization of women in most cultures (Bernard, 1971:89).

,I

.r-

.,...)

2

· It is important to note that Islamic teachings have more influence
~-~.,.,......_..__~....

t~E-2..t.9Jhfil:"'Ar.a.b.-e,o..unt.d~....~e.:.

on the society of Saudi Arabi a than on

----~-----,,..,..,-...~""'..-,.,...,.,._..,._.....,.._ . ."""~,,W.·~"'~~~'ftt~"'"""-./Z~.."""'~

cause Saudi Arabia is the birthplace of Islam.

The holy places of

~~~~...~l-"~..-~l!>--1.lft.W~~,,._.-...,......M~~~t..~

Mecca and Medina--the objects of pilgrimages.:.-are located in Saudi
Arabia.

The influence of Islamic teaching has great stgnificance be-

cause Islam has been regarded not only as a religious doctrine, but
also as a social system.

Therefore, the status of women in Saudi

Arabia is closely associated with Islam, but does not necessarily flow
from it.
Another element of role stability is the interpretation of Islamic
teachings concerning women.

Some Moslem literature perceives changes

in the status of women as exclusively a religious problem.

This inter-

pret~tion propounds the view that·women's traditional and proper place
l~~-.-..-~---~·~~-~.,,.1'°'..,..._..,.,.~....
._"°"'"_...,,_._.._.~~,_-.,"1,>.,r4-._--.._..~W'.l:f-~,,..,i-~1.._t, 'll"f':'if-,,..Y~J'-...,..,--,,.,....•~e1"4P.~l~.-..,,..,_
..

"'Pll¢ _ _

i~

in the home; women are best
suited
..

~~~/.'f~""""'~~lt!\.C,.....,J1,..~....,,,...,,~.~~1....,,,,.,.:t.~.!'-~-~.,.. e~

............ _ .. ~ ..,~ ,.,.,. .................~

fo~

~".. '-"'"~,_,.......,,

bringing up children·
because
........ ..... _.. _ .........
1

.i.........

,,.,.~

..

._

,.~ ..,.~.....,

.-,....,,._ ..

..

...

P,....,,. ~

"V°'"'1¥•-•-.._

.,J't-,._., ...

~

~

~~

of the qua 1i ty of their 1ove i. .J~9llleJl are. perceived as respectab 1e

...............___.......,i-· .... -~--~,.-_,.,......._.... u~ ... ..l'l""•~.J~·...,_,-~r-"'~~w.~-M<

mothers, dear

sisters~

,,,.,..__«....,.l:loll~.,..~..... ~-!;.,."'J,,f'....~r~.,,,:...,. ,,.......,.,....;i.bo"",....Jl'S.•....,,~h:..,.i....-i)t;l',,...c;,,...4-;.f:.;W/t~~-...,:::"i:-·t

lovable daughters, and companionable wives.
•Jf"-•lc,f!•·"" ! ...... ,z,..41.'<"'~4'.i...rt·~~-t~~'1"~~~

Education is desirable for women only insofar as i7"";iTi-heTiJ"'tflem in

~...rl'-'"~..---_:..__.... .,_.~:Ni'W~*'" . ~;a._·ot~~~~!l'lo1;:.o1.....,:1..r1,.t.1-<1""~~~..,r.t'.'·"",..,."""' ._,.~~•'~J'• ._,.~-t~t./4-~~1' "'.ffd

their wife-mother role.

r~""""'~~P""'''""'''"!·1...,.l"...::..,~~:3o .,.,.~>-Ill 'I.~ a'l't~·"'lf'.ti~....

.... ,. .,111

_1

t"~.... ~...,.

'

~~

_,.':lo""'-

""·~

.,,;\,.~..;>·A'·....,

•

"~ .. ,,.~ ·<"~

,,...:.;.;..,_ {'!'..;,..;

"i.

It is considered preferable for a woman to
#~;io+,,1' ~J1-~W ->1+f't4 ~•·.:. ~ .. •t,,,!~"'°

•-

I:

~1.1 ~.."'t

"

""-

..,w

~~ .... ~

,.....-,,

J""""

~·-..,...

- ...,. •· _,, _. .. ~ ..,,,,-~"t -•"'I"'"'

.,,..,...4-'«.,.,.. "'f ~.,, .......... ~

work in such fields as education and medicine, since these are perceived
---~ ....-~... ,.,J~·..::ll'.-...""'~t~\>i""iil"'.:.~.r..-"""""-t'~n1--.-· ">i"\;>~· ~w ...

,

,.•tf

·-1-., .. ~ . . -

_,.._...,. ........,_ ...,,. ...... .-¥.,,,. ... ~.-~·

- - ....... ~ ..,..,_.._ _>#>........_,..,. •.,.....-...-..........-... ~~-~-~

as "female .occupation$,·~ and because such women serve female cl
~---__...,.,,_,.....-<>""'"""'" ,u,.~.-~•·"'-•<'•~.;·-•,_. •'••'-•'"-~'"''""'""""'.'"'" •..., '" ···~· • '• '"'•w•··~· ., ,.,~·- •.~~ .,
··~~
r

_:~~

•

•

ientele
• ••

- •..,.._,

,.,,,.,..,

(Gamal, 1975:141-152).

·This view also reflects the cultural values which prescribe the
appropriate role behavior for each sex.

Women are different from men;

being· different in nature justifies being different in their sex role
specialization.

Men, as the family providers, play the "instrumental

role"; women play the

~·expressive

role." This perspective propounds

3

the view that changes in women's life styles are a direct attack on
. Islamic order and are threatening and disturbing to Islamic ideology.
The philosophy of education also partially supports the traditional wife-mother role.

In providing public schools for females in

1960, the government had to overcome considerable opposition.

oppone.nts believed that education would

c~rrupt

The

women and turn thefr

. minds from their primary duties of being good wives and mothers. ·Op.~onent~ also feared the exposure of women to male strange~s.

Plans

were implemented to counteract that kind of opposition.. First, in
·organizing the turriculum, home economics, sewing, cooking, and child
care

~re

emphasized for females, particularly in the elementary grades.

Secondly, although secular subjects are presented, the program of
studies retains a heavy emphasis on religion. ·Rules were made concerning female attire:

students as well as teachers, when going in

public to and from the schools, must wear a face covering of black
cloth, in addition to a black cloak (the Abbaya").
11

females in such fields

a~

Scholarships for

educati'on and medicine are encouraged.

Therefore, education has gained value in relation to its
patibility with cultural values and expectat1ons.

com~

After the initial
.

.

period of opposition,.parents--and even some of the more conservative
people--were swift to take advantage of educational opportunities.
Parents as well as girls began to realize that financial benefits
be gained from acquiring a degree.

coul~

Earning more money is valued as a

means of buying more material luxuries, and a college degree carries

,..:..

4

The crucial characteristic of the society of Saudi Arabia, particularly in its cities, is the limitation on interaction between men
and women outside certain well-defined

cate~ories.

Women are physically

and/or socially segregated.

Sexual segregation divides all social space

into male and female spaces.

One instrument of this segregation is in

social life, except for the kinship group;_ that is, the systematic prevention of interaction between men and women not related to each other
by marriage or by blood.

The second instrument is the wearing of the

Abbaya, or concealing cloak, by women.
covered;

s~e

The woman may be completely

may throw back the veil, exposing her face; or she may

wear only a part of .the garment.

The implications of ve1ling are par-

ticularly relevant for the achievement of social distance, and symbolize
separation of the sexes.
Islamic. teachings.

Moslem literature associates veiling with

It is argued that the Moslem ethic is opposed to

the ornamentation of women's bodies and the exposure of their charms,
and vei·ling is vie.wed»as a protection.

Moslem women should be aware

that the western women's movement repudiated the exploitation of the
female body i.n pornographic mass media.
western customs would

~ot

It is argued as well that

necessarily work·in Saudi Arabia because se-

clusion.. is not necessarily seen as a restraint or a source of oppres-.
sion, but as a protection.
Third, with the exception of kindergartens and private schools,
'~

educational institutions are completely segregated.

Men are not sup-

posed to enter women's- schoo 1s.
Finally, this segregated system has created a growing demand and:
new opportuniti.es for qualified women to serve a female clientele .

.-.

. 5

Most educated women are working as teachers, school administrators, educational supervisors, social workers, college teachers, college administrators, nurses, and physicians.
few at the present tiine.

There are exceptions, but they are.

Convenient statistics are not available, but'

women's participation in the general labor force is low compared to
that of other countries.
. Port,

~nly

According to the Minority Rights Group re-

1 percent of women in Saudi Arabia now work outside the
l

home (Minority Rights Group, 1975:11).
It.appears that the occupations which women are entering function
as an extens1on of the separate women's world to some degree.

Conse-

· quently,.this kind of social segregation may not be -viewed as women's
attempt to reduce the impact of their inconsistent status, i.e., being
a female in a male-dominated occupation.

The second consequence of

this segregation is seen in the unique type of interaction between men
and women in occupations.· We could divide career women in Jeddah into
three categories in terms of their degree of interaction with working
men.
~-

First, there are those who have the least i'nteractfon with working

men, such as grade school teachers.

SchQols are, to a great extent,

segregated institutions which are not supposed to be entered by

me~.

Second are 'the career women who have formal, indirect, and occasional
·interaction with male colleagues during working hours.
pals, educational· supervisors, college administrators,

School princico~lege

teachers,

social workers, investigators, and newspaper editors are examples.

Con-

(

tacts usually take place through formal letters and phone calls; .sometimes there are also formal meetings which have a respectable and

...

...

... ...

--

.........

___

-

........ .............

--··

6

conservative appearance.

The third category is comprised of those who

have considerable interaction with male colleagues at their place of
work.

Physicians, nurses, interior decorators, interpreters in foreign

companies, and broadcasters are examples.
ings with men;
league.

some~imes

Women work in the same build-

a woman shares the same room with a male.col-

Women nurses accompany male physicians .. as well as female

physicians.

A woman worker in this third category could go to work un-

veiled.
To. sum up,

th~

cultural
setting of this segregated system has
.

created two ·situations:

first, a growing demand for educated women

serving a female clientele; and second, a limitation on interaction between women and men, carried over from the cultural to the occupational
setting.

Thus, the elements that support the persistence of the tradi-

tional role are traditional social learning through the family; the socalled 11 conservative 11 interpretation of Islamic teachings, mass media
conformity to cultural values, philosophy of education, and the segregated system.
However, :there are some challenges to the image of the traditional
woman's role and the segregated system.

The development of the
_______oil industry has brought wealth to the country, and wealth has brought changes.
-~-. .-..-~~-~-,-.....,~~

ti

-----~- .............

n-~-~fhl'""""''!il~~~--4>... t.c"~-....,,.,..

_..~.,...,

. . . . . . . . . . . ,_. . .

~-"'"""'ll'l'-"""··~~~·-~..,_-

-tl:ll-o'·*''W'"""'" ...............

The country has had.better and broader communication·with other parts
of the world, particularly industrial societies.

With.more money to

spend, people have been able to travel to other countries.

Travelers

styles of life and to . more open interacare being introduced
to other
.
.
..

.ti9n between men· and women.

Some men who travel for business or recre-

atiOn marry women from other Arab and foreign countries, although some

.......... ~-

7

such outside marriages have been officially opposed and regulated.
11

11

As

a result of these experiences, some families are changing their expectations about the companionship between a husband and a wife.

Their

social behavior is regulated by a modified version of traditional custom; they usually have mixed social gatherings with free interchange
between the sexes.
The expansion of the oil industry necessitates technical skills,
and

~he

oil income has made it possible for many students to study

abroad or .in other

Ar~b

countries.

In such

co~ntries,

students have

been exposed to a different ideology of women's employment, appearance,
and interaction with ·men.

Furthermore, some tend to marry persons from

. other Arab or foreign. countries.
regard to male-female interaction.

They seem to be ·more permissive with
The oil industry in Saudi Arabia

has opened up opportunities for foreign industrial workers and others
from Arab countries--skilled, semi-skilled, technical, and

profession~l.

Foreign women offer a new concept of appearance and dress.
The needs of the new

~conomy

have also opened up opportunities

for a new middle class. This new middle class includes merchants,
traders, and

la.ndo~ners--the

bourgeoisie., managers, administrators,

technicians, c1er ks, teachers, army officers, and o·thers in government
and business.

According to Rugh's survey, the middle class in Saudi

Arabia· is internally differentiated into upper and lower
·~pper

stratum includes professors, doctors,

~ngineers,

s~rata.

The

some business

men, and the equivalent of politicians. Most of them have had direct
exposure to a ·modern "secular education. 11 The lower stratum includes
government clerical personnel, grade school teachers, and skilled

.-

·- ..............
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industrial wage earners, most of whom have not had direct exposure to
a modern environment (Rugh, 1972).
However, the emerging middle class occupies a middle level in
prestige and socioeconomic power.

Some members tend to have a modern

attitude about the role of women in society, and to propound the .view
that any change in this role is predominantly an economic issue.

The

change in the role of women is primarily a question of the allocation
of resources:

the economic aims of the government of Saudi Arabia are

viewed as inconceivable without an alteration of the position of women.
According to Madni, the society is in the process of urbanization and
industrializati9n; women must be utilized in the labor force, through
'ideal methods and jn accordance with customs, traditions, and labor
laws.

It is a fact that housework doe$ not require as much time as it

once did, when women stayed home all day.

Children grow up and go to

school, leaving mothers with long and boring hours at home.

The new

economy requires·that women be considered valuable labor resources
(Mad ni , 19 76 : 12 ) .
Shobokshi also enthusiastically supports the importance of women
in Saudi Arabia, as one-half of the society, taking· a.vital part in the
developmental process.

He perceives those who stand against women's

participation in the labor force as obstacles to full utilization of
the society's human resources.

He warns that resentment of working

women may cause these·women to become passive, to withdraw, and not
11

11

take an active role in the developmental process (Shobokshi, 1976).
Thus, the differences lie in the divergent ·conceptions of women's.
basic role and in the extent to which women can achieve fuller

'

9

participation in the affairs· of society.

It appears as· well that ac-

cepting the .view that woman's place is in the home results in a continuous need to hire employees from abroad.
Although mass media officially conform to traditional ideas and
customs, some women have started to speak up on their own behalf.
current writing

~eflects

Some

a different image of the role of women.

It is

asserted that a woman should specialize in fields that interest her;
the lab9r market should open up opportunities for women to work as
engineers, pharmacists, urban planners; jobs should be available for
women who have the potential to enter all-male professions; and
11

11

..

Saudi Arabia's development needs both men and women, not just half.of
the.society (Alrashed, 1976:6-7).
~hile

public recreational films are opposed by a segment of the

·soci'ety, a few wealthy people have access to American and European films
and programs.

These films are passed from house to

ho~se

and are be-

coming an important channel of exposure to western ideas and customs.
Video cassette recorde·rs· are also owned by those who can afford them,
and a number of video libraries have opened. The video cassette

re~

carders provide their owners with films and series taped from television programs in

~ther

countries, mainly England and the United States.

·The custom of veiling is more and

m.or~L~..ewed-as

.-;---~~~~~~~·-----------

women of Saudi Arabia

travel~ardly an~

of

a S-;Ymbol.

When
---

th~m veil.t.hruJt~·

~-----within
Saudi Arabia, many women "uncover their faces" to salesmen
--------·-·~·-· -- -··---. -·~ -·--~ _______....------·---------~----·---·-~-.Wl!.:!l~-~~-? p~~~~.!_._!~~-~-a~-~ ng th:.!!__ j.!}_~Li f_f~e_reri£~__to f ac_!!'JL.st r~ .

·.

There are even a few who now work with men at radio and television stations, at hospitals, and in some.foreign companies.

However, there are

10

still many who adhere strictly to the Abbaya as a traditional requirement.

Algosaibi predicts that since the country is developing at such

a very fast rate, the Abbaya will probably either fade or become a symbol and part of their national maxi-dress (Algosaibt, 1976:5).
Others ha.ve even. claimed thqt neither. the veiling of the face nor
such strict seclusion were enjoined on women by Islam .. The Islamic
cha~ter

Ar~b

for women served them well through the period of the great

conquests.

They won men's respect and even led troops ·into battle.

Some were renowned as scholars and their opinions about politics and
law were widely sought.
Izzeddin describes the status of women in early Islam:
Contemporary sources describe a society in which women moved about
freely and fully held their own. Men's attitude toward women was
regulated by the tradition of the desert~ the teachings of the
·Koran and the Sunna, or precedent of the Prophet. In those days
women were not secluded or veiled but appea.red at public functions
in the company of men (Izzeddin, 1953:299).
The veil and the seclusion of the women can be traced to times
of war when.Arab expansion and conquest were taking place.

Women wore

'

veils to distinguish themselves from unveiled slaves. The custom was
drawn

fro~

Persian and Byzantine people whom the Arabs conquered,

~nd

whose powerful ruling fami1ies secluded their women as a· sign of greatness and

d~stance

from common people. This practice was later copied

by the rising Arab middle c)ass.
Later, Arab. lands were subjected to successive foreign invasions,
and the seclusion of women was justified
tion from foreign

soldi~rs

~s

necess·ary for their protec-

and was maintained when the Arabs were con-

quered by the Ottoman:Turks (Minority Rights Group, 1975:11).

,.;..
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To sum up, the elements that are presently challenging the image
of the traditional woman'·s role·and the segregated system are:
(1) travel by citizens ~f Saudi Arabia to other Arab, Moslem, and foreign countires; (2) exposure of such travelers to a different kind of
relationship between men and women; (3) marriage to persons from other
Arab and foreign countries who may have different life styles; (4) the
hiring of_ workers from Arab, Moslem, and foreign countries; (5) the
emergence of a new middle class which views women in the labor force in
relation to the way iri which the w6men allocate their resources;
(6) the viewing of 11 v·ideo tapes 11 ; and (7) reevaluation of the veil and

the seclusion of women.

CHAPTER II
HYPOTHESES AND THEORETICAL BACKGROUND
HYPOTHESES
The hypotheses of concern here have to do with the degree of difficulty with which women manage employment in
responsibilities.

combinatio~

with domestic

Four hypotheses are formulated.

Hypothesis·1
>(.

Married women with children are expected to experience the most

. difficulty in terms bf time allocation, while single women are expecteQ
to ·experience the least amount of difficulty.

This is due to the fact

that the obligation of the mother-wife role demands so much of women.
Time is needed for chlld training, guidance, and physical care; time is
also required for special problems of children--i.e., illness, preparation for school, and homework supervision; and time must be set aside
·for such housework as cleaning, washing, cooking, etc.

It is true that

the mother might get help with the housework and children; however, it
is still her main responsibility to see that the home· runs smoothly in
her absence.

The husband also makes demands on his wife:

he expects

her to be a good companion or just to be around in the evening. The
wife role might also require time for tasks which are extension of the
husband's occupational

role~

At the same time, professional positions

necessitate time divided among several roles; for example, college

13

teaching requires teaching, publication, and participation in the formal
land informal network.· Therefore, the professional wife must carry out

.I the

major responsibilities of the home and the children in addition to

l

•

. her work 1n the marketplace.

I

.

The single woman·, on the other hand, has

i no mother-wife role to fulfill.
{'~~:.

Hypothesis 2
Women who work in fields other than education and medicine are
expected to experience the most difficulty with respect to network support.

Women who work in education and medicine fields are expected to

experience the least difficulty in terms of network.support.

Working

in education and medicine is considered to be an extension of the

t~a-

.di tiona l feminine role of serving the con111unity in the same way that
women serve the family, and is therefore culturally acceptable.

It is

also suggested that working in such fields requires women to play roles
associated with femininity, such.as giving help and socializing.
Hypothesis 3 ·
This hypothesis consists of three parts.
(a) Women with the most interaction with men in the work situation
(e.g., physicians, broadcasters, interpreters, and interior decorators)
are expected to experience the most difficulty· in terms of contradictory
expectations.
· (b) Women with the least interaction with men in the work situation (e.g., school teachers) are expected to experience the least amount
of difficulty with respect to contradictory.expectations.

.. 14

(c) Women with occasional interaction with men in the work situation (e.g., college teachers and administrators, social workers, investigators, and newspaper editors) will be somewhere between the two
extremes.
The limitation on interaction between men and women outside certain well-defined categories creates both physical and social distance.
This leads to the establishment of separate worlds of men and women.
"Women's world" has its own solidarity; has established common behavior
expectations; and is maintained by stressing differences between.women
and men·.
women.

The concept of role differentiation has bee.n in terna 1i zed by
Their homogenous environment affirms their expectations, and

they expect support from each other.
In a desegregated work organization, both men and women are ambival~nt

about their

soc~al

interaction.

Ambivalence emerge? as a re-

sult of not knowing hqw to behave and what to expect; in short, there
is a lack of well-established common

expect~tions.

From a traditional

perspective, a male might expect a woman colleague to be a helpful,
faithful assistant, and to exhibit encouragement and sympathy.

As·a

colleague, he might expect her to compete, criticize, and ·challenge him.
Hypothesis 4
iI

.

This hypothesis also consists of .three parts.
(a) Women with the most interaction with men in a work situation
are expected to experience the most difficulty jn asserting an identity.
.
.
(b) Women with the least ihteraction with men in a work situation
are expected to experience the least difficulty in asserting an identity ..

l
!

~-
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(c) Women with occasional contact with men in a work situation
will be somewhere between the two extremes.
Treating women in sex-re1ated roles rather than work-related
roles could be partly due to the desire of men to assert their maleness.
It could also derive from the fact that males are ·the dominant sex in
the occupational sphere, where they have more authority and privilege .
. Women with the least ·interaction with men at work live in a homogenous
environment; this type of environment affirms their security and

iden~

tity.

THEORETICAL BACKGROUND
The framework of this study will be heavily

-

influenced~yor

de-

pendent upon American literature, since there is a lack of relevant
empirical sociological study of professional women in Saudi Arabia.
For the first.time in world history, a common set of influences is affecting every known society: we are all witnessing a remarkable phenomenon, the development of similar

family.be~avior

and values among

much of the world's population (Goode, 1963:1).

\r,J}( Women of Saudi Arabia have started tO occupy professional positions.

Those who are married have to deal with the dual activities of

home and

employmen~.

They have sets of roles_pertaining to the family

and to the occupation.
Difficulties or "conflicts" may be

experience~

as the women at-

tempt to fulfill the two sets of demands satisfactorily.

Difficulties

arise with the allocation of time, and with the degree of support a
woman receives from her network.

~

~

;~

The professional role and the female
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role may be contradictory or opposing; that is, aggressiveness and competition--behavior required in the marketplace--are incompatible with
acceptance and acco11111odation--behavior required of mothers.

Another

difficulty women may face is that of asserting an identity in the work
situation; that is, the actions of their male colleagues may be interpreted by females a$ placing them in a typical female .role rather than
in a co-worker 'role.
Role conflict has been differentiated by social scientists into·
'

three

bases~

I

These bases are the observer differentiation, multiple

positions, and. legitimate expectations (Gross, 1958:244).
The. observer-actor

different~ation.

The first basis differenti-

ates between those who define role conflict according to incompatible
·expectations perceived by the observer from those who define role conflict according to incompatible expectations perceived by the actor.
Jacobson, Charters_, and Liberman define role conflict as a "situation

fo

.which there are differences between criterion group 'with' respect to

social role"; for example, the conflict between the "line" and "staff"
execut~ves

of a factory which sometimes

ari~es

because of differing

expectations about whose "role" ·it is to make certain kinds of decisions (Jacobson, ·charters, and Liberman, 1951 :22).
Seeman refers to role conflict as the exposure of the individual
in a given position to incompatible behavioral expectations·.
'

Though an
'

apparent incompatibi.lity may be minimized, the conflicting demands cannot be completely fulfilled (Seeman, 1953:373).

However, he adds that

the term "role conflict" may be misleading, carrying implications of.
necessary personal conflict.

This refers only to ·situations in which

.- ..........................

!
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the observer notes what appear to be conflicting sets of expectations
(Seeman, 1953:373).
Other social scientists define role conflict as situations in
which the actor perceives incompatible expectations.

Parsons sees. role

conflict as the exposure of the actor to conflicting sets of legitimized
role expectations such that complete fulfillment of both is realistically impossible.

According to Parsons, the perception of the incom-

patible expectations requ.ires the actor to choose among "alternatives".
Stouffer, like Parsons, is concerned with the

(Parsons, 1951:280).

situations· in which the actor thinks incompatible expectations for his
behavior ars involved.

In such situations, the actor must

be-

cho~s~

tween a set of alternatives (Stouffer, 1949:707-717).
Multiple positions.

Some social scientists specify that a role

conflict requires that an actor must be exposed to incompatible expectations whether in a single position or in a multiple position.

Sar-

bin. sees role conflict occuring when a person occupies ·two or more
positions and whereoneposition is incompatible with the role expectations of the other position (Sarbin, 1954:228).

Bates states that

psychological tension·is aroused in indivi4uals who occupy a position
containing inconsistent or maladjusted roles.

For example, a given

po~

sition might require an individual to act both as a disciplinarian and
~s

a good friend to the same individual.

However, he adds that human

organisms tend, when tension. is aroused, to act to reduce that tension
(Bates, 1956:315).

Motz (1961) says that conflict occurs when two or

more roles with a single position require the actor to perform

p~ycho

logical ly contradictory, yet socially compatible,behaviors (Nye and

18
Hoffman, 1963:393).

Kretch defines role conflict as the "situation in

which an individual is expected to play two or more roles that involve
responses that are competing or antagonistic" (Kretch, 1962:530).

For

example, the woman physician is expected to perform bo.th the female ·
and the professional role, and the respective role expectations may be
opposed to each other (Holton, 1969:638).
The role conflict analysis of Nye and Hoffman reflects that conflict ·occurs when two or more roles within a

single·posit~on

require

the actor. to be in two different places at the same time or when the
actor is required to do two or more different actions at the same.time
(Nye and Hqffman,

1963:39~),

e.g., the dual roles of worker and mother.

· The pressure of trying to fi 11 the two demanding ro·l es can result in a
state of stress (Nye and Hoffman, 1974:139).
Stouffer refers .to situations in which a person has simultaneous
roles in two or more groups such that simultaneous conformity to the
norm.of each group is "incompatible (Stouffer, 1949:707).
Guba.'s

ana~ysis

Getzels' and

of role conflict implies the incompatible expectations

..

to which Air Force instructors are

exposed~-another

example of indi-

viduals occupying multiple positions (Getzels and Guba, 1954:164-175).
The role conflict analysis of Burchard concerning military chaplains
·is based on the dilemmas they faced.

The subjects were confronted with

incompatible expectations from their roles as instructors and-as officers (Burchard, 1954).
Legitimate expectations.

A third group specifies that incompat-

ible expectations be "legitimate" while others do not demand this le-·
gitimacy.

Parsons specifies role conflict of an actor's exposure to
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"conflicting sets of legitimized role expectations." He perceives
"legitimate" expectati'ons as "institutionalized" role expectations
(Parsons, 1951:280).
Guba.

A similar concept is expressed by Getzels and

They view legitimacy as 11 mutual acceptance" by ego and alter

of expectations in a given situation (Getzels and Guba, 1954:165).
Stouffer likewise shows concern with.the universalistic and particularistic institutionalized obligations (Stouffer, 1951).
authors such as

~arbtn,

Other

Seeman, and Jacobson and his collaborators,

in formulating role cqnflict, do not·require that the incompatible
expectations be

leg~timate.

It is realized that legitimacy may be per-

ceived from the viewpoint of the outside observer or of the involved
actor.
Goode modifies the role conflict concept 'and uses the term "role
strain. 11 He defines role conflic.t as the difficulty in fulfilling role
demands.

He explains· the sources of the difficulty as follows:

(1) role conflicts are required at particular times and places;
. (2) role

dem~nds

might be contradictory and/or inconsistent; (3) role

relationships are role sets.

If a person confofms fully in one direc-

tion, fulfillment will be difficult in another.

However, he states

that a strain is likely to be associated with some mechanisms in reducing it.

The individual can reduce his role strain by:

first, select-

ing a set of roles which are singly less onerous, as mutually supportive
as he can manage, and minimally conflicting; and, second, by obtaining
as gratifying or value-productive a bargain as he can with each alt'er
in his total role pattern (Goode, 1960:490).

Howeve~,

like Seeman,

views limitations on the mechanisms for minimizing or.reducing the

I'

h~
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strain.
strain •

Such mechanisms may· increase or reduce the individual•s role .

;< \\ e_ ~ L

The prevailing studies reveal that role conflict, 11 strai'n 11 is
the difficulty of fulfilling role demands.

The difficulty is aroused

in a single or multiple situation. The sources of difficulty occur:
(1) when role demands are required at particular times and places; and
(2) when an actor is exposed to contradictory or inconsistent behavipral
expectations underlying demands.
perceived by

the.ob~erver

The incompatible expectati9ns may be

or by the actor.

tions may be legitimate or illegitimate.

The incompatible expectaSince role relationships are

role sets, a person who conforms fully in one direction will find fulfillment difficult in another.

However, it has been established that

role strain is associated with some mechanisms for reducing it, and.
that these mechanisms are limited or predominated by a larger structural
context or element.
Some analysts cited have approached the concept of the employed
.

.

mother conflict. They refer frequently to. the continuing conflict between career, marriage, and motherhood--a conflict between the new. role
as provider and the roles of housekeeper and supervisor of children.
They .Point out that domestic responsibilities are seemingly, for the
majority of women {irrespective of country), additional to their work
in the

ma~ketpl~ce

(Kievit, 1972:14).

Some sociologists indicate that sex roles are often contradictory
and mutually discontinuous in the United States. The major discontinuity is the life cycle of the child, between the individual role a$
child and father:

(1) responsible-nonresponsible role; and

21

(2) dominance-submission and contrasted sexual roles (Benedict, 1938:
.

162).

.

Parsons discusses the cultural contradictions and discontinuity.

The dominant elements of the feminine role display a basic ambivalence
and instability arising from the dilemma of the domestic, the glamorous,
and the· good companion roles of women (Parsons, 1942).
Komarovsky labeled the two general sex
can college girls as "feminine" and modern.
11

~oles
11

available to Ameri-

She described the femi11

nine11 re.le as having a number of variants (the "good sport, 11 _ the "glam-·
our girl ,

11

th~

"young .1 ady, n the domestic home girl , etc.).
11

11

These descriptions have a common cor.e of attributes definfog proper
attitudes toward men, family, work, love, etc., and a set ·of personality traits often described with reference to the male sex
role as not ·as dominant or aggressive as men, or more emotional,
and sympathetic (Komarovsky, 1946:184-185).
"The modern role partly obliterates the differentiation in .sex.
It

of women much the same virtues, patterns of behavior, and
attitudes that it does of the men of corresponding age 11 (Koma.rovs~y,
dem~nds

1964:185).

Komarovsky's study of women at an eastern college documented

the fact that college.women were faced with
and tended to be considerably disturbed.

incompatibl~

expectations

A replication of Komarovsky's

investigation by Wallin produced similar results; howeve.r, Wallin interpreted them different 1y.

He cone 1udes that.· a1though co 11 ege · wo~e.n

are faced with incompatible expectations, the problem is less momentous
and disturbing than Komarovsky has stated. The majority of cases either
did not take incompatibility seriously or the incompatibility was resolved {Wallin, 1950);
Landberg and Farnham (1947) believe that the employee role is
basically masculine and that the woman who is employed

I

I·

outs~de

the home
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is placed in the impossible position of playing masculine roles during
the day and a feminine role in the evening (Nye and Hoffman, 1963:309).
They. believe that the behavior required ·in the marketplace--aggressiveness, rationality,, and competitiveness--are incompatible with the requirements of mothers to be accepting, nurturing, and

acco~modating

(Nye and Hoffman, 1974:11).
I

Holton .indicates that there are different societal expectations
of behavior according to sex. The source of conflict in roles seems to
be society itself.

While an increasing number of women are receiving

higher education and expanding their horizons, many of them keep hearing
.

.

that women's traditional and proper place is in the home. ·she adds that
the w6man

phy~ician

is expected to perform both the

fema~e

and the pro-

.

'

fessional role, and that the respective role expectations may be

co~-

peting or opposed to each other (Holton, 1969:638-645).
Anc;>ther s·ource of di ffi cul ty for women is the asserting of an
identity in the work situation.

1'·

Women may interpret the actions of

male co-workers as placing them in a typical female identity; for
example, when men qddress women
such as pretty,
11

11

·

col~eagues

with certain adjectives,

"pleasant," and "accommodating girls," or when men

address women colleagues by their first names regardless of the women's
occupational status.

Such women feel that their male

coll.eag~es

have

placed them in sex-related roles rather than in work-related roles.
Women may feel that. they have been·placed in a position of choosing be-

l

tween an identity which conforms either to the passive
or to that of the aggressive, man-like stereotype.

fe~ale

stereotype

Respective role· ex-

pectations may· be competing or opposed to each other, such as when men

O"l~
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treat women colleague physician$ as

f~ithful

assistants (Lopate, 1968:

110); when men do not speak to women colleagues unless it is "important" (such as judges) (Epstein, 1970:17-3-174); when men treat their
female colleagues as listeners (Bernard,' 1971:92); and when men resent
women who are independent (such as architects) (Dinerman, 1969:634).
Bernard indicates that

is a contradiction in role demands.

th~re

A woman is expected to perform both

~he

supportive function as a female

and the competitive function of a career person.
be supportive of. a competitor or opponent.
~o

It is difficult to

As a female, she is expected

be accepting, nurturing, accommodating, helpful, and_ to raise tDe

·-

~--

~ta~

of o.tb.ers; as a

~c.amp.ete.

-

~are~r .. P-~r~_s.~.ruj

't_Q cpal.l~.nge.. and

·If a .woman must perform the supportive, "storking" func-·

tion, she is disqualified from jobs that require fighting, competing,
and

challengi~g

(Bernard, 1971).

Horner argues that most women have

motives for avoiding success; that is, a disposition to become anxious
about achieving success because they expect negative consequences such
·as sociaJ rejection and/or feelings of being unfeminine as a result of
succeeding (Horner, 1972:158-159).
Coser states that the di ffi cul ty experienced by profess·iona 1
women derives from participation in different activity systems

whos~

claim on time allocations are incompatible and the values underlying
these demands are contradictory.

That is, professional women are ex-

pected to be committed to their work 11 just like men," and 'they are
normatively required to give priority to their families.
the mechanisms of status

articulati~n

that .operate to help

He added that
integrat~

the activity systems. of family· and occupation are not available to

~-

~
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women to the extent that they are to men.

If the chi1d is sick, it is

the mother and not the father who will stay at .home (Coser, 1974:
490-494).

Nye and Hoffman indicate that the principle areas of diffi-

cul ty between home an.d work for women are chi 1d care, husband s adjust1

ment, guilt feelings about the maternal role, and inadequate performance of household tasks (Nye and Hoffman, 1963:379; 1974:139-140).
Baylin says that difficuities do exist in handling the dual roles
of family and work.

Difficulties derive from leaving children

home

a~

and .feeling bad about it, not enough time to get things done for chil-dren and work demands, the husband's and neighbors' hostility, colle~gues'

attitudes, and the lack of geographical ·mobility of the pro-

fessional married woman (Baylin, 1964:700-710).
Epsteiri states that difficulties derive from the overdemanding
child and household responsibilities, husband's hostility because of
. being threatened as a breadwinner or by sexua·l competition from the·
men.his wife encounters in the course of her work, and time needed for
. doing tasks as an extension of the husband's occupational role.

The

woman professional experiences a role strain, since she dea1s with
.two conflicting priority systems.

She may often find herself under a

strai.n trying.to. perform both.roles adequately (Epstein, 1970:86-134).
Hacker (1971) found, in _a national survey, role difficulties
among employed married women with respect to both children and the husband (Nye and Hoffman, 1974:212). Theodore says the professions mal<e

I

greater demands on the professional role.

The necessity to allocate

j

time among several r~les has serious implications.

College and Liniver-

·sity teaching require teaching, publication, participation in the
"'·
I
l.

I

.

~
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formal and informal ·networks, and keeping up with the expanding knowledge, and. these responsibilities necessitate long hours devoted to the
professional

On the other hand, the professional wife continues

~ole.

the major responsibilities of the home and care of children (Theodore,
1971:1-24).
Graham argues that there is the difficulty of inadequate time for
women in academe to spend in both.child care and household tasks .. The
mother'~

concern for her children is not eased by possession of an

automatic.washer-dryer or a .dishwasher.

It is still increasingly dif-

ficult to find competent and reliable persons to assist with the children and housework.

Day care centers can be helpful, but do not solve

the problem of housework (Graham, 1970:729).
The previous studies show that employed married women have a
set of roles pertaining to

and occupation.

fa~ily

Difficulties do

exist in fulfilling the demands of the two sets adequately .. These difficulties derive from:

{l) the necessity to allocate time, (2) nega-

tive pressure from the woman's network, and (3) contradictory role
demands.

~~

The married

wo~n

with

~r1~tr~l~~n~g r~pon

sibil
ities. She must find time.. for child
_ ___......,,,.,.._.. _,,_...____________.....____

training~ ·guidance,
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.

.~~--~~~~~-~~lL aL_for _tb_~~~i ~.L.~!.'ob I~-~?_.9._f_,~~.~. )p~!:~!.!.?.~h~-~~b. ,~~... J11 ~

ness, ·~..~~~1cle.nts..,_,..p.r...epar.ation_Jnr"'~·s.cho.oJ~,__9m~ homework supervision.
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Doctors and schools expect mothers to take the children for checkups
and to attend parent-teacher meetings.
not the

f~ther,

At a time of crisis the mother,

is expected to sit with the· sick.child.: The

moth~r.

finds it increasingly difficult to find persons who are reliable_ and

.

'"""'
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will assist in caring for her children and running her house.
hold tasks present

ano~her

difficulty.

House-

The burdens of housekeeping,

shopping, cleaning, washing dishes and clothes, cooking and preparing
meals are usually carried out primarily or entirely by the wife.A_
~o

has to manage so that the_llY.s.baml_g_et..s.__g_JtQtlian of
-------

___________

her time_._--.....
He expects his wi f~--~~.LC!_JIQ.9. ~Lc.onui.9..ni.QJLQJ:.~j~s~.~!Q,..Pe
~-

around.

Women's roles sometimes include tasks which are extensions
of.
...._.,,....
........................, .....,. .,. .

----...........__,.._,..._.......,.__.,_.__ " _

_..._ _,, _ _ ~---·.._...,_~...T'""•-··~·-"l''('l;l~v.----~...

.,.._~

..............~•-'f<>"-~ .... -.-, ..-·~·J't,...

.,........,..,..,_.....~~

their husbands
' occ
u~!LrQl e~..i.~~)!{.QIDAD.Jna.Y..Jle,,
. .r~s.~ i r.~g,... tQ...J2,~r~tJ c i __ ____ ..__
..._....._............
.
..,

,,,,

pate in social activities related to her . . ,husband's
.,_.,.,. . ,. . -. '11'[(1!--.. 1QP.

~-~iv-.---

~-~...._

~¥.V,~.::..'-•·"""">

A further source of difficulty is the negative pressure which.may

arise from the woman's network,. particularly the husband.
A husband may show hostility toward his wife's job.

The husband
may feel threatened that the wife will outrank him in occupation
or level of success. His position as a br~adwinner may be threatened in the household. The husband may-fear losing ·power and
authority at home. The husband may feel threatened by sexual competition from the'.men his wife encounters in the course of her
work. The husband may need his wife to be available to help his
own success, to free him from time-consuming· tasks (shopping for
clothes, planning trips, maintaining links with their kin, and administering the home)" (Epstein, 1970:118-119) .
. Negative pressure may also arise from parents. They may feel

---------,-------------·--

-~-----..... -~...-~-·.

uncomfortable about having a career-minded daughter; they may feel am~~~~--~---·~~~~~~-

bivalent

-.. .

---·--------··--·~~-·-n.~-~-·

a~.9J!~.. ~t~ir_A2.Y.9h.t~r's

........ _ _ _ ...._,.,,,......

occupational success.

....,...,.,,~

"Success" might

-~-""~:.. ......_,.,•.__..._......,.,.,, .. ~......,.. ................... "-'"'""'-'"'-·~""'........_._""1,,,_,...,._. __ _.._ ........ ~:.. ..................... <e<r...-,,. .. ~, ...-u..,.. ~ ... __

~ , ...

be measured by the daughter's performance of the more traditional fe-

..,. _ .,..,_ ... ~...._.,..-~'lrM_,,,.....,,

. . ....,..~l!lo<.~~~~

·~_.._...._~ .....-~_..-...,,,~~-9').~l~"1l't>i.,,..,........,..,l>,\l:"_M.J__...,._ _,.\ill~-...-
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-
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male roles, while. at
the same time the parents feel .a deep sense of
..
pride in her success (Epstein, 1970:120-121).

-~~-ft-i"'M'l!"~~~~ _,,~, ~!l.n~,""'"""'"""'*·• .."'.,.,;""''""'""'"...,.~--"r"-"'*"'-•""""'"'-,.·'-."4'!.,_,...r.,...'t'9"·._.~,1>-1e~·' .. """"..i:~t>.•~··-'""""'ir~""~ ........ ·~ ·~-· ..· ~ .. ~

,,.

,.,

--·-·

The public as well may not support some kinds of women's jobs.

This is due to the fact that there is a cultural approval of women
ing in fields such as medicine and education, fields which are

--~

work~
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considered complementary to the female role (Epstein, 1970:143; and
Gamal, 1975:152).
A third difficulty is that role demands might be contradictory.
A working woman as a .female is expected to be helpful, accorrmodating,
and sympathetic; at the same time she is expected to be aggressive,
dominant, and to compete as a career person.
This discussion has given us an opportunity to specify the frame
.of reference of our s:tudy.

~le

wi 11 be dea 1i ng with ro 1e conflict

"strain" in terms of the difficulty of fulfilling role demands (Goode,
1~60).

·The difficulty arises when a person is in a multiple situation.

.

'

If a person conforms fully in one· direction, fulfillment will be difficult in another.
Marriea working women deal with two pr.iority demands:
work.

home and

There is the problem of inadequate time, particularly for pro-

fessionals, to spend on child care, household tasks, and those tasks
that are

ext~nsions o~

the husband's occupat.ional role.

Difficulty

also arises from the negative support of the woman's social network_.
Another source of difficulty is contradictory expectations required by the actor.

A working woman is expected to put emphasis on

physical appearance, to be helpful, accommodating; at the same time
she is expected to be aggressive, dominant, and to compete·.

Men:s

actions might be interprete9_J?L_female_co-w~rk~~~~L~-!~~-m in
te~o ~_Lr~_t.he.r

sex- r.e 1a
----·Some analysts

tban in wg_rl:!§.la tec!_r_o l es .

X

.

believe that. the employee·role is not essentially

different from the roles of wife and mother.

Specifically, they assert·

that the employed woman may integrate both career and mother'.roles

....~.,,.
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successfully by using a set of mechanisms.
choice of specialization.

One such mechanism is the

Parsons (1955) states that

. . . women are i'nfrequently employed in executive positions in
which they would be required to play roles associated with mascu1inity. They often specialize in fields that are usually supportive or nurturant (Nye and Hoffman, 1963:309).
According to Theodore, "The female professional developed as an extension
of the traditional role functions of the female in the family in tasks requiring nurturing, socialization, and helping" (Theodore, 1971 :5).

Kosa

and Coker indicate that "female physicians tend to practice in fields such
·as pediatrks, public health, and psychiatry where sex and profession can
be expected to be most compa ti b1e" (Kosa and Coker, 1965: 294) .

Ho 1ton

found Kosa and Coker 1 s hypothesis to have some credence· in social perceptions.

She indicates that women are inclined to select specialties

which can be integrated

with·th~ir

female role expectations.

Fields such

as pediatrics, public health, and psychiatry are considered appropriate
for reducing .time allocatfon difficulties ·(Holton, 1969:638-645).

'i. 1 (:/~···
1

Hanna Papanek refers to the assimilation of jobs in medic;:ine and
teaching to traditional feminine roles. One of Pakistan's leading women
doctors says, "Medicine as a profession for women, I feel, is an extension
of the mother complex, to give help, love, and, in short, mothering the
sick people" (Papanek, 1971 :525).

Goidsen and Kosa (1963) suggest that·

. . . in ·nursing and teaching the professional and female role can
be reconciled with relative ease because they prescribe compatible
duties to such an extent that the.professional duties are, in fact,
but sub 1i mated forms of the f ema 1e task (Kosa and Coker, 1965: 294) ..
John Kosa's (1967) study shows that "women physicians agreed that marriage and medical careers are compatible for women, provided reasonable
family· planning is observed" (Kosa, 1971 :710) .

. -·--
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Tropman, in a 1968 study, found that social workers perceive
their work as an extension of the traditional feminine role of "service"
--serving the community much in the.same way the woman is serving the
family (Paloma and Garland, 1970:742).

Baylin suggests similar results.

Shestatesthat specialization in fields such as pediatrics, social
work, the psychology of women, and certain forms of psychiatry provide.s
a special form of integration in a woman's life.

In such fields, women

lessen the distance between their two roles and hence reduce the contradictions in theirs.elf-image (Baylin, 1964:708).
Other social scientists refer to additional mechanisms to elimi·nate role difficulty.

Epstein discusses several mechanisms:

(1) me-

chanical housekeeping and help with the chil~ren, (2) el~mination of
social contact with

speci~ic

persons who disapprove of the work,

· (3) having a small family, and (4) compartmentalization by scheduling
(Epstein, 1970:103-150).

Paloma's study adds other mechanisms which

have been used by women interviewed for her study. These mechanisms
were:

(1) favorable definition of the situation, (2) establishment of

a salient role, (3) compartmentalization by. keeping DOme role distinct
from professional role, and (4) compromise· by limiting the extent of
professional role involvement (Paloma, 1970:196). Theodore indicates.
that

t~e

employed professional mother tends to discard the more margi-

nal professional tasks to free herself of investing time (Theodore~
1971 :23).
According to Altorki, career-family combinations can exist more
easily for women in the Middle East because of Eastern
family relations.

1.

~~....,.

valu~s

regarding

Older members live with the younger family and
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become actively involved in socializing their grandchildren.

The career

mother can be assured that her children are being cared for by trusted
members of the family.

However, she predicts that increased mobility

will change this situation {.Nikkel,

...-...,._

1974:10) .

l
CHAPTER III
METHODOLOGY
This thesis is of an exploratory nature and attempts to measure
the ·degree of difficulty with which women manage employment in combi-.
nation with domestic activities.

Relationships between

t~e

variables were expected to be important and are examined:
status and time allocati_on; (2) type of

oc~upation

following
(1) ~arital

and network support;

(3) the frequency of interaction with men at work and role behavior expectations; and (4) the

fr~quency

of interaction with men at work and

the problem of asserting an identity. .

THE RESPONDENTS
· A purposive sample was selected paying greatest attention to

ob~

taining informati.on from women with varying degrees of interaction with
men

~t

their place of work.

basis:

The

~ample ~as sel~cted

(1). nationality, sex, age, education.

on the following

All women selected were

native, betwe.en the ages of twenty and thirty-five, and all were collegeeducated.

(2) Selected occupations consisted of two groups:

(a) work-·

ers in the fields of education and medicine--school·teachers, college
teachers, college administrators, and physicians; and (b) workers in
other fields--social workers, newspaper editors, radio broadcasters,
interpreters, interior· decorators, and investigators.

(3) The frequency.

of the women's interaction with men in the work situation; i.e., least,

·--..
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occas·ional, and most.

Public school teachers have no contact with men

at. work; female public grade schools are segregated institutions which
are not supposed to be entered by men.
and manual workers are all women.

The administrators, teachers,

The school guard, messenger, and

the drivers are the only working men around, and they stay outside the
school; teachers have virtually no contact with them.

If teachers do

talk to these men, the teachers are expected to be veiled and to leave
a considerable physical distance between themselves and the men during
such conversations.
College administrators and teachers, social workers, investigators, and newspaper editors usually have occasional interaction with
men; such contact may take place through· letters, phone calls, and.
formal work meetings.

The frequency of contact varies.

For example,

telephone conversations might take place daily, weekly, or monthly.
The frequency of formal meetings also varies; there is no fixed schedFor example, college administrators and social workers might meet

ule.

monthly, from five to seven weeks, or from two to three months.

Meet-

ing take place whenever there is an urgent reason, and the interaction
takes place between males and females who occupy similar or higher occupational status.
Formal meetings as interaction situations are regulated by cultural expectations, norms, and.work instructions.

Meetings take place.

only for work purposes, and only subjects related to work are discussed.
A female worker is expected to be conservative in the way she dresses
and behaves and to keep a certain amount of space between herself and
the males attending the meetings .

.
~

~.

,,.--
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The third

categor~

is comprised of those with the most interaction

physicians, interior decorators, interpreters, and radio

with males:
broadcasters.

With the exception of radio broadcasters whose work

schedules might not require their going-to work every day, males and
females work in the same buildings and they see and talk to each other
on a daily basis.
male colleagues.

A female physician might share the same clinic with
Male patients are sometimes treated by woman physi-

cians except for internal examinations.
for

femal~

There are no dress restrictions

physjcians and interior decorators; thej, as well as inter-

. preters and radio. broadcasters, can go unveiled to the place of work.
·(4) Marital status:

single or married.

The use of specifically

defined categories of respondents allowed the researcher to gain some
perspective on the relationships among variables .to· be studied. .For
example, comparing single with married women enables us to find.out the
differences in the· degree of difficulty experienced by women with respect to time allocation.

Types of occupations help us learn the dif-

ference with respect to the degree of support
their type of occupation.

wome~

get, depending on

Frequency of interaction with men in the

work situation sheds light on the implications of expected behavior
and tne challenge to women's identity.
Thirty-seven working women were interviewed.
ing characteristics:
of age.

They had the follow-

(1) they ranged from twenty to thirty-five

·yea~s

Six of the respondents were between the ages of twenty and

twenty-three; twenty were between

t~e

ages of twenty-four and twenty-

seven; eight were between the ages of twenty-eight and thirty-one; and
three were between the ages of thirty-two and thirty-five.

~

34

(2) Although all respondents were natives of Saudi Arabia, a
large number of them had received some of their formal schooling in
Cairo, Lebanon, or the United States; only nine of the respondents had
received their complete educations in Saudi Arabia.

Twenty-eight of

the respondents received their education in both Saudi Arabia and
abroad; i.e., neighboring Arab countries and the United States.

How-

ever, the majority, twenty-two out of the twenty-eight, have been educated in Cairo.

There are also variations with respect to their level

of educatio.n when they went abroad:

some went at grade school level,

others at college level, and still others at both levels.
(3) Twenty-two of the respondents were single and fifteen were
married.

The length of their marriages ranged from nine months t·o

twelve years.

Thirteen of the married respondents have children, with

the number of children ranging from one to five, and the children's
ages ranging from six months to ten years.
(4) The length of time the respondents had worked ranged from
two months to ten years.
(5) The respondents' incomes ranged from SR 1800· to SR 5300* per
month.

At the time of the in.terviews, two respondents had decided to·

quit working for awhile, three respondents had decided to

chan~e

their

jobs, and one respondent had decided to quit working and return to college for graduate study.
The findings of the study and its implications should be limited
to the sample until further research is done.

Respondents wi11 not be

*$1.00 (American) equal. approximately 3.50 Saudi Riayls.

'~

.,.-....
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identified in order to protect their privacy.

According to Gordon,

"Rarely does anyone argue with the idea of avoiding harm to the respondent . . . harm can be done to the respondent by leaking information
which could be· used against him/her by legitimate authorities" {Gordon,
1969:147-157).

The individual respondents will be referred to by a

number (~ee Appendix

B).

While including every respondent's views on every subject might
have provided additional material of interest, the.constraints of
scholarly writing prohibited such an approach.
this thesis, I have

c~nsistently

Therefore, throughout

noted the number of respondents who

replied to each question in a similar way, followed by representative
. samples of some of their responses.
PRELIMINARY CONSIDERATIONS
The data· for this .study was collected during the summer of 1976
(May-September) in Jeddah, Saudi Arabia.

Jeddah was chosen for this

study since 1t is one of the two largest and most dominant cities.
Jeddah and Riyadh, the capital of Saudi Arabia, overshadow all other
cities in their educational, political, and

~dministrative

roles.

Jeddah has a population estimated at between 150,000 and. 300,000 ..
(Malik, 1973:1).
teristics,

Being a commercial· city with multi-functional charac-

it has attracted many foreigners and others from Arab and

Moslem countries for wor_k opportunities.

The city is a major port by

the .Red Se.a, and a major point of entry for those making Moslem pilgrimages and other travelers.

~,_,-;-..

~

Diplomatic representatives and consuls

36

of foreign countries and branches of foreign firms, shipping companies,
and banks are located in Jeddah.
Jeddah has also witnessed women entering some professional fields
and working in salaried positions.

King Abdul Aziz University in Jeddah,

established in 1968, was one of the first in the country to admit females as regular students, and to provide job opportunities for women
of Saudi Arabia.

There are several women's organizations and clubs

which have been formed for charitable, social, entertainment, and. educational functions.

There is also an adequate amount of information .

. available about professional women in Jeddah,
the purpose of this study.

wh~ch

will help achieve

The researcher has lived in Jeddah,. and

is more familiar with the city than with other cities in Saudi Arabia.

PROCEDURES USED WITH.RESPONDENTS
Sampling School Teachers
Since statistics necessary for this study are not available, much
personal effort was made to determine the exact number of professional
women in Jeddah.

Government officials, particularly in the educational

field, were contacted:by phone to ascertain the number of women in
their.profession.··
The General Superintendent (male) of the female
.
.

schools of the western part of the country was
mission to interview te.achers.

conta~ted

to obtain per-

The Female Schools Superintendent (fe-

male) provided the researcher with figures of native workers with and

!.

·without college degrees.

Intermediate and high school principals were

I

als-o contacted to get preliminary. information about teachers.

Eight

hundred seven teachers at the grade school level were excluded, sin6e

.....:.-
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they had not acquired college degrees.

Non-native teachers, the majori-

ty of whom teach in intermediate and high schools, were also excluded.
One intermediate and one training school for teachers were excluded
s i nee they have handicapped ma 1e teachers.

The survey s.howed that there

were twenty-seven ·native school teachers with college degrees at the
time the survey took place.

Those teachers were distributed among the

nine intermediate and three high schools in Jeddah.
The· twenty-seven teachers were divided i n~o two .groups:

single

(eighteen) and married (nine) women; then individuals were assigned
numbers and a sample of four married and four single women was selected
randomly.
Sampling College Administrators and
Teachers
College·administrators were contacted at their places of work and
by telephone.

Forty-two native professional women in college teaching

and administration were found.

(It is not unusual for teachers at the

college le.vel to teach and/or work in administration.) Twenty-ei·ght of
the forty-two women were excluded because they reported that they did
not interact with men in their work situations.

Two other women were

excluded; one was over thirty-five years old, and the other was on
leave.

This reduced the population to only twelve possible respondents.

Numbers were assigned to each of the twelve women, and a sample of four
single women and four married women was selected randomly.

!~::

~
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Sampling Social Workers, Investigators, Newspaper
Editors, Interpreters, and Interior Decorators
- Due to their limited number, social workers, investigators, newspaper editors, interpreters, and interior decorators were known to each
other.

Since they were few in number, plans were made to interview all

of them.

However, only four social workers with college degrees, one

investigator, and one i-nterior decorator were available; they were all
interviewed.

There were five newspaper editors.

Only two were inter-

viewed; the other three were difficult to contact.
usually have other jobs, particularly in education.
terpreters; .however, only one was interviewed.

Newspaper editors
There were ·six in-

One interpreter was out

of the city, and four out of the six do not have direct interaction
with males at work.
The researcher identified ten radio broadcasters.
t~n

Four of the

were i.nterv.i ewed--two married and two s i ngl e--s i nee they ·were the

only ones available.

The researcher had great difficulty in .contacting

the other six because some of them were out of the city, others were
out of the country, and still others were too busy to be interviewed.
Sampling Physicians
Of twelve

physicians~

only seven--four married and three single--

were available for interviews.· Two of .the physicians were excluded
since they did not have much interaction with males in their work situation.

Another physician was not working for the government; she has

her own clinic.

,.
l

the city.

...(7~·

-

One refused to be interviewed and another was out of
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Some professional women hold identical or similar occupations, but
do not have the same degree of interaction with males at work (e.g.,
college administrators, interpreters, and physicians).

This discrepancy

is due to the fact that they work under different organizatiohal systems
with different work rules.

In addition, they might work in the same

organization, but some of their jobs require less fnteraction with
males than others.
The sampling frame for the purposive sampling, ··then, consisted of
six types of women: married with least interaction with men, married
with occasional interaction -with men, married

wi~h

most interactjon

with men, single with least interaction with men, single with occasional
interaction with men, and single with most interaction with men.

Table

I illustrates the breakdown of respondents into these six categories.
TABLE I
MARITAL STATUS AND DEGREE OF INTERACTION WITH MEN
Degree of Interaction with Men
at Work
Married Single
Occu2ation
School teachers
Least
4
4
College administrators and teach5
4.
ers
·Occasional

Most

Totals

"'... ~";.

....

4

1

1
1

3
2

4

15

22

2
1
1

Social workers
Newspaper editors
Investigators
Physicians
Radio broadcasters
Interpreters
Interior decorators
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CONTACTING THE RESPONDENTS
Respondents were contacted by telephone to make appointments for
Finding respondents' homes was time-consuming because

interviews.

streets and building names/numbers were not

al~ays

availabJe.

Trans-

portation for the researcher was available, but not very convenient,
since women are not allowed to drive in Saudi Arabia.

It was often

frustrating waiting for a male relative to' provide a ride when the
family driver became tired.

He did not understand what ·r was doing,

and was not very comfortable with the idea of a woman going to a
11

stranger's house in the evening.
11

He once commented, "You a.re just

wearing yourself out, Aunt, while other women are relaxing at home and
enjoying their tea.

11

I was impressed with the enthusiasm exhibited by the respondents
who participated in this study.
and comfortably;

~hey

They discussed their situations easily·

were cooperative and·appeared to be open in their

respondent role; and many had outstanding verbal and.conceptual ski.lls.
Some respondents showed much. curiosity about the nature of this study,
and expressed the hope that they could read it when it was complete_d.
Although respondents' appeared to be answering questions honestly
and frankly, discussing relationships between males and females in the
work situatio.n was a touchy subject.
tions among the respondents:

The topic produced several reac-

some seemed uncomfortable, while others

seemed surprised that the subject was broached.
! .

were candid during their interviews.

Respondent #37 said to me, "I'm

highly impressed by what you are doing.
you.

However, respondents
.

I feel comfortable talking to

You are doing a good job as an interviewer." The researcher was

.;:::.::.-··-·
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also supported by Respondent #21, who said, "After seei.ng what you are
doing, I'm encouraged to go to graduate school. 11
For the most part, respondents kept the focus of the study in
mind.

Some who had a great deal to say sometimes wandered off the sub-

ject, but it was easy to bring them back to the focus of this study.
It was decided in advance to interview at least

t~irty-two

women;

after thirty-seven respondents had been interviewed, it was felt that
enough information had been collected.

A. sample of thirty-seven re-

spondents seemed adequate considering the number and availability of
professional women in Jeddah.

Time was also a factor in bringing the

data collection to an end, and it was felt that no new information
would be added by further interviews.

According to Glaser and Strauss,

the researcher should stop data collection when no new data are found.
The criterion for judging when to stop sampling the different groups
pertinent to a category is the category's theoretical saturation.
Saturation means that no new additional data are being found whereby the sociologist can develop properties of the category (Glaser
and Strauss, 1967:61).
THE INTERVIEW

It took almost ten weeks to complete the

On the

intervi~ws.

average, four respondents were interviewed each week.

It was incon-

venient for most respondents to be interviewed on weekends ·Or during
the day.

Respondents were interviewed in a place where they felt com-

fortable and secure.

According to Gordon, ''If ego threat

i~

to be

. minimized, it is usually necessary to find a place where privacy is
assured" (GordQn, 1969:251). Twenty-four respondents preferred to be
interviewed at their homes, and thirteen chose their work place .

.:::~ ~ ~

·~:
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Each interview lasted almost two hours.

Conversation during in-

terviews, taking notes, and the standardized questions were all in
Arabic (the researcher's and the respondents' native language).

How-

ever, most respondents read and speak English and some of them commented
spontaneously in English.
This study is of an exploratory nature, but there was also interest in testing the hypotheses stated; consequently non-standardized
interviews as well as standardized questions were felt to be valuable
research tools.

According to Gordon, ''It is possible to combine the

objectives of discovery and measurement in the same interview" (Gordon,
1969: 72).

A.considerable part of the interview wai
of the guide questions.

open~ended wit~

the aid

During the interview the conversa.tion was fo-

cused on the.followin'g areas:

(1) the difficulty of comb·ining job and
.~

home responsibilities, (2) the support women get from their social network in the choice of their professions, (3) the behavior expected from
professional colleagues, and (4) the way women are treated at work.
The sequence of the topics was varied by the interviewer and subtopics were discussed to fit particular situations.
were omitted when it was felt that the
obtained indirectly.

~nformation

Some questions
had already been

From time to time the researcher added or removed

some of the questions if the situation warranted such changes.

How-

ever, the interviews were structured by the guided questions to serve
the main objectives of. the study.

The interview. guide was also helpful

in recording the answers in certain topical areas.

-~

•)<
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After a number of
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interviews, the researcher almost memorized the questions and they ·
appeared spontaneous.
In standardized questions, respondents were asked about the adequacy of time they had for both work and -home responsibilities.
standard responses ranged from much to little.
11

11

11

11

The

They were asked

how much support they received from their social network for the type
of occupation a woman was pursuing; answers ranged from
11

~·much"

to

little. 11 The network includes a woman's own family, husband, parents,

si.ste~s,

brothers, her own rela.tives, ·husband's family., and people she

comes into contact with at work (e.g., drivers, guards

clients,.~a-

ti ents).
The third index was the degree of contradictory behavior ·expectations

perc~ived

by working women at their place of work;. responses

ranged from 11 much 11 to. 11 little. 11 "Contradictory behavior expectations"

....

was interpreted to

me~n

the expectation that a professional woman was

expected to be helpful, accorrmodating, accepting, and sympathetic, and
at the same time was expected to be aggressive, dominant, and to compete as a career person.

Respondents were given questions with re-

sponses whjch ranged from very much" to "little.
11

11

The respondents'

answers we.re paired according to the amount of contradiction.

In the

section of the questionnaire dealing with the way women are treated in.
sex-related roles vs. work-related roles, no standardization was used .
. It was felt that open-ended questions were more appropriate.

Accord-

ing to Gordon, "It is possible to collect part of the information in
one way and part in the other" (Gordon, 1969:78) .

.........-;"..

~-.

~

44
COMBINING QUALITATIVE AND QUANTITATIVE DATA
Editing the vast amount of data included:

(1) translating the

material into English. Translation from one language to another is
time-consuming, and there is

a~ways

the possibility of modification

since some expressions and ideas are culturally grounded.

However;

great care was taken to maintain the context as much as possible.
(2) Selecting.the material relevant to the objectives of the study.
(3) Searching for concealed meanings that are reported plainly.
(4) Developing a systematic analysis to summarize the material.
Although data obtained from interviews and standardized questions
were combined, the emphasis in this study is on qualitative data analysis.

According to Gordon, "It is possible to combine the .objectives of

disco~ery

is

pl~ced

and measurement in the same interview, but as more emphasis
upon one objective, the other must be subordinated" (Gordon,

1969:72).· There is always difficulty in assessing qualitative· data,
since it is not standardized .. However, Goode and Hatt indicate that
in order to gain standardization, depth is often sacrificed, thus the
qualitative interviews, if properly analyzed, may get at deeper meanings (Goode and Hatt,:1952).

The standardized questions were used·to

fulfill the measurement objective of this study.
of the sample

~nd samplin~

Due to the small size

procedures, no statistical tests have· been

attempted.
Combining quantitative and qualitative data
of the data and provided more insight.
check in analyzing the information.

aid~d

in the analysis

It also proved useful as a

In general, quantitative data was

compatible with qualitative information. -However, some respondents•.

~-:

~·
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answers in some cases were not consistent.

When such inconsistencies

occurred, more reliance was placed on the information obtained from the
lengthy interviews.

Inconsistency could have been due to the fact that

some respondents felt ambiguous about some questions.

There was also

the possibility that the order in which the questions were presented
influenced the results (Carp, 1974).
The complete interview guide, with examples of questions and
probes used in the open-ended portions of the interview, and the standardized question used, are included in Appendix A.

/ >.
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CHAPTER IV
TIME ALLOCATION .

In this chapter we are investigating the relationship.between
marital status and time allocation.

It was hypothesized that married

women with children would experience more difficulty than single women
in allocating time between work and home roles due to the fact that
the obligations of the mother-wife role are so demanding.

In the

mother-wife role; time is required for child care, housework, and the
husband; in the·professional role, time is required for a variety of
professional duties.

The professional wife-mother must fulfill the

responsibilities of both her home and her job ..
Both the qualitative and the quantitative data support our hypothesis.

It was found that relationships do exist between marital

status and time

alloca~ion.

Married women.reported more difficulty

with ·respect to.time allocation than did single women.

However, it

was f9und that the degree of difference was .not as great as might have
been expected.

Married women reported the use of various mechanisms

to allocate their time satisfactorily.

l.

In this chapter; qualitative and quantitative data will be incorporated to illustrate the degree of difference in the difficulty of
allocating time between married and single respondents.

For clarity

of presentation, a discussion of married respondents will precede

tha~

of single respondents.· Secondly, the mechanisms used to reduce time

,?'·
~
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difficulty will be explained.
not equally successful.

It was found that these mechanisms were

The data on the success of time-allocation

mechanisms indicates that the respondents fell intri three categories:
the adaptors, the temporary wi thdrawers, and the non-compensators ..
These.categories will be discussed in the last part of this chapter.

DIFFERENCES OF TIME ALLOCATION BY
· MARITAL STATUS
Married_ Respondents
The data suggest that married women had more difficulty than
single women with respect to time allocation.

Ten of the fifteen mar-

ried women in the sample indicated that they had difficulty with the
allocation of their time.

They reported that they did not have enough

time to do housework properly, and that they did not have enough.time
for their children and husbands.

They were also concerned about the

limited amount of time for their own rest and entertainment.
Respondent #5, a school teacher and mother of a preschool child,
described her situation in the following way:
Working hours are inconvenient. I wish we could leave school ~fter
teaching our classes. That way I would use the time for personal
things, like reading. What bothers me sometimes is that I don't
have enough time to do my housework the way I want to. The housework ·gets done, but I want to do it better and rush less. What · ·
bothers me is that I feel so tired after work. This could be·due
to the fact that opportunities for entertainment are so -limited.
Teaching is so demanding, and the constant hot weather depresses me.

I
I

!

Respondent #7, a school teacher, married, with no children, said:
I don't like the working hours. We are not allowed to leave after·
teaching our classes. I could use more time to.rest, .to do more
for the house, and to spend more time with my husband. The limited
amount of time I have doesn't allow me to rest enough. What really

./...r:r~-
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bothers me is that I am so exhausted physically. This could be due
to the fact that I do work as a volunteer in the evenings. I work
thirteen hours a day.

A college administrator and teacher with three children (Respondent #17) expressed similar sentiments.

She described her situation of

working, being a mother, and being a wife in the following manner:
being a mother and a wife could be managed but at the expense of your own rest and entertainment. I try to devote enough
time to my children and my husband. Then if there is time left,
w~ich is li·ttle, it is for myself.
·
Working~

A physician with a preschool child {Respondent #27) reported dissatisfaction with her working hours:·
1·don't like the working hours. Since I have to·work in ·the evening,
I don't have enough time for.my own rest and entertainment .. I have
a governess, and my cousin lives with me. This helps; however·, I.
wish I had more time for my child, and to do housework the way I
like it done. It is. just that there is not enough time.·
A physician with a preschool child, who was very dissatisfied
:

with the small amount of time she devoted to her child (Respondent #28),
said:
I don't like to work because I want to take care of my child at
this age. My job doesn·'t allow me to devote enough time to my
child, since I have to work in the mornings and. in the evenings.
Working mornings and evenings doesn't allow me enough time to
rest, to run the house the way I want.to, and to schedule my time
the way I want to.
An editor, mother of two preschoolers, al.so expressed dissatisfaction
;.

with the amount of time she could devote to her children, housework,
and husband.

Respondent #37 reported:

for a newspaper requires.a lot of time. It might be more..
appropriate for a single woman. I found out 'that my job demands a
lot of time, sin.ce I was doing original work.· It makes me feel
that I do not give enough time and care to my children, housework,
and husband.
\~orking

49

Single Respondents
The data suggest that only seven of the twenty-two single women
·in the sample expressed difficulty in the allocation of their time.
·Four of the seven reported some difficulty because of home· res.ponsibilities.

Such situations as the absence of the father (divorced mother,

father travels occasionally) or a sick mother to care for ·created a
burden for the working daughter.

Respondent #2, a

scho~l te~cher,

the

eldest daughter with five siblings and a divorced mother, reported:
I don't like my working hours. I wish we could leave after teach. ing our ·classes. Thqt way I would be able to use the time for
things that interest me. For example, I enjoy sewing and reading.
What really bothers me most is feeling responsible for.supervising·
the household, since my mother is divorced.
However,

~he

reported that housework was distributed:

"Most of the

housework is taken care of by my mother, my sisters, and the servant.·
I also help on weekends and in the evenings."
A social worker, Respondent #20, the eldest daughter of a family
~'\

with one brother, often helped with her father's business.
\

in charge of the house when her father was away.
so~,

She was also

As a .dependable per-

she wanted to participate more in the housework.

She reported

dissatisfaction because she did not have time to help her mother:
mother always has somebody to help her with housework.
w1sh I had more time to ·help.

"My

However, I still

I don't have enough time to do that.

This is what bothers me. 11
A school teacher, Respondent #4, reported that her mother and
sister had physical problems.
sible for housework.

Consequently, she was

~nttrely

respon-

She talked of her situation:

What bothers me sometimes is that I lack opportunities for entertainment and visiting. I don't have much time for those things.
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The thing that bothers me quite a bit is trying to find a
to help. Besides, servants are expensive. My mother and
have physical problems; they need help with housework, so
them.

servant
sister
I help
·

Large families with low incomes, unable to afford servants and
receiving ho help from sons, place a burden on their daughters.

Re-

spondent #3, a school teacher whose family had fourteen members, told
of her situation:
entertainment.

"What bothers me is that I have no opportunity for

I have many sisters and brothers. There's a lot of

housework and brothers don't help at all.
servant.

We can't affbrd to hire a

11

It appeared that professions such as medicine and college teaching demanded a great deal of time.

Three single professional respon-

dents told of their physical tiredness and lack of tim for adequate
rest.

Respondent #11,

her

~hysical

had

~esponsibilities

weariness.

~college

administrator and teacher, reported

She was very involved in her career, and also

at home as the eldest and only daughter.

I am expected to help with housework--sometimes I am in charge of
everything at home when my mother is away. I don't have enough
time for all of my responsibilities. What bothers me is that.
sometimes I worry about home chores. I wish I did not have to do
so much. What really bothers me is that I am physical1y tired.
Working in administration, teaching, sometimes going back to work
in the evening, and helping with housework is more than I can
handle sometimes.
Respondent #26, a physician, expressed her dissatisfaction at not getting enough rest because of her professional time schedule:
What really bothers me is that I am too exhausted psychologically
. and physically. I can't stay at home enough--! don't socialize
enough with my family, and I don't do enough visiting. All I do
is go home to eat·and sleep. My job requires a lot of time. I
work evenings and mornings. I don't lead a normal life; I'm not.
myself. My job takes so much out of me. When I get home, I don't
feel like talking:or laughing or being myse.lf. I just don't have

........~,
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enough time to rest, to be with my family, and to help with the
housework.
From a structural viewpoint, more married than single women experienced difficulty in the allocation of time between work and home
roles.

However, the quantitative data show, in general, that the de-

gree of difference in difficulty is not as-great as might be expected.
·Table II summarizes

t~e

differences in degree of difficulty in time

allocation by marital status.
Table II shows that 29 percent of the married women,· compared
with 36 percent of_ the single women, reported adequate. (much).time for
housework (Question 1). Time for children was also reported as adequate, with 42 percent of the married.women, compared with only 14 percent of the single women, reporting that they have much time for child
care.

Only 8 percent of the married women. reporte.d that they had too

little time for child'care, compared with 36 percent of the single
women .. Ti.me for husband was also reported as adequate:

46 percent of

the married respondents reported much and 46 percent reported-some.
{Question 3).
in this regard.

Of course, no comparison can be made with single women
It appeared that single women had

ing than the married women· (Questions 4 through 7).

~ore-time

for visit-

However, the dif-

ferences were not striking.
The main differences appeared with respect to time for doing
work-related jobs at home.

Forty-three percent of the married women

showed little time, while none of the single women reported having
little.time {Question 8).

Differences also appeared with respect to

-dedicating time for themselves.

Only 14

p~rcent

of the married women·

reported having much time compared to 48 percent of the single women .

..

;
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TABLE II
DEGREE OF DIFFICULTY IN TIME ALLOCATION BY MARITAL STATUS

L

Question
1. Do you have time after working hours for housework?

Marital
Status Much Some Little Total (N)
45
Single
36
18 100% (22)
57
Married 29
14 100% (14)

2. Do you have time after working hours for child care or
younger brothers, sisters,
the aged?

Single
Married

14
42

3. Do you have time to devote to
your husband?

Single
Married

46

46

4. Do you have time to get together with your family?

Single
Married

5. Do you have time to visit
friends?

50
50

36
8

--

--

8

100% (13)

50
29

50
50

-21 .

100% (22)
100% (14)

Single
Married

14

--

52
57

33
43

99% (21)
100% (14)

6. Do you have time to visit
relatives? .

Single
Marri.ed

26
7

47
64

26 . 100% (19)
29. 100% (14)

1.· Do· you have time for family

Single
Married

23
7

55
64

. 23
29

101% (22)
100% (14)

8. Do you have time to do work
related to your job at home?

Single
Married

55
29

45
29

43

--

100% (20)
101% (14)

9. Does your schedule allow you
to dedicate time to yourself?

Single
Married

48
14

38
50

14
36

100% (21)
100% (14)

social activities?

--

100% (14)
100% (12)

--

(--)

Table III shows that' married women experienced more. fatigue than
single women.

Twenty-nine percent reported that they felt very tired

while doing housework, compared with 10 percent of the single women
(Question 10).

This is consistent with the qualitative

infor~ation,

since married respondents often expressed their opinion that housework
was monotonous.

""-.,
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TABLE I II
DEGREE OF FATIGUE BY MARITAL STATUS
Marital

Status

Question
10.

11.

Much Some Little Total (N}

Are you tired when you do
your housework (or help
with housework)?

Single
Married

10

Are you tired when you take
care of your children or
younger siblings or the
aged ~fter working?

Single
Married

9·
17

29

48
43

43

45

45

99% (11)

58

100% (12)

25

29

101% (21)
101% (14)

It is interesting to note that married respondents did not report the same result

~ith

respect to child care .. Fifty-eight percent

reported that they were a little tired for child care {Question 11).
This could be due to the fact that most married women wanted to devote
more time to their children, and to do things for them.

They might

have felt deep down that they should give priority to their children's
demands.
MECHANISMS FOR ALLOCATING TIME
·Qualitative data indicated that married respondents have not
internali~ed

difficulty in the allocation of their time.

Respondents

occasionally spoke of sets of mechanisms that·facilitated handling home"
and work responsibilities.

According to Goode (1960), strain ''diffi-

culty" is likely to be associated with a mechanism of reducing it.
The mechanisms mentioned by the respondents could be categorized as follows:
gation of

~

tas~s.

(1) management of time through scheduling and deleMos~

married respondents arranged ·Schedules to

..

~
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coordinate work and home responsibilities, with no overlapping.
married women in the sample except for one had domestic help.
also reported that they had

~elp

with their children.

All
They

(2) Compromise.

Wives were careful to control the extent of their career involvement.
(3) Establishment of a salient role; .that is, giving priority to family
demands when the strain became too great.
nition.

(4) The mechanism of redefi-

Women redefined their situation favorably and were thus able

to overcome psychological feelings of guilt.

A woman might also legi-

timize her occupational role and commitment to her family and.herself.
(5) Reduction of social relationships.

Most married respondents· re-

ported limited visiting with neighbors, friends, and

relativ~s,

and

attendance at few, if any, social activities.
There are other techniques which were seldom mentioned by the
respondents. - These techniques are:
role distance.

(1) compartmentalization through

That is, the wife tries to keep her home role distinct

and separate from her professional role.
through.role relaxation.
the fewest demands.

(2) Compartmentalization

For example, absence of the husband makes

Three respondents reported

~hat

their husbands

worked in the evenings and during the day. ·This freed the wives from
investing a portion of their time for their husbands' demands.

In

addition, the husbands' absence facilitated the wives' organization of·
their time.
Management of Time through Scheduling
and Delegation of Tasks
Most married women in the sample arranged schedules to coordinate work and home activities.

,,....-·

All married respondents except one had

~·,

'
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full-time domestic help.

Four of the women relied on their mothers when

they were temporarily without domestic help.
lived with their husband's family.

Two of the respondeDtS

One lived with a sister-in-law in

the same house, and the other lived in the same building with her husband's parents. Two of the respondents lived with their own families,_
and one respondent lived in the same building with her
respondent's cousin lived with her.

family~

One

To sum up, eight of the married

respondents had help from their mothers, and the other two had help
from their husbands' families.
This is consistent with the quantitative findings.

Table.IV

shows that 79 percent of the married women reported that they frequently
had seryants, compared with 71 percent of the single women (Question
12).

This is also confirmed with the findings of Question 13, since 86

percent of the married women frequently had some help with
housework
.
.
compared with 95 percent of the single women.

It

app~ars

also that -75

percent of the married respondents frequently had help with their children (Question 14).
TABLE IV
PRESENCE OF DOMESTIC HELP BY MARITAL STATUS

Question
12. Do you have a servant?

reMarital quent-· Sometimes · Never Total {·N}.
Status
l~
Single
71
14
14
99% (21)
Married
79
14
7 100% (14)

13. Do you have somebody to '.
help with the housework?

Single ·
Married

86

--

14

100% (21.)
100% (14)

14. Do you have somebody to
help with the children?

Single
Married

75

--

--

--17

100% (12.)

..--

95

5

8

--

--

(~-)

"'-
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This finding was supported by four respondents.

Respondent #5

described her situation as manageable:
The difficulty that I have sometimes is finding a servant to stay
with my child. I worry about leaving my child when I hire a new
servant. However, this is a temporary problem. Servants usually
come and go. I am thinking about having my mother live with me
when I have my second child.
My eldest child will be going to school, and my mother will be
·supervising the younger child. If my mother can't come and live
with me, I might quit working· for one year.
Then the respondent

w~nt

on to explain how she was managing her respon-

sibilities:
In general I can manage home and work activities. My husband works
in the evening and that's why I have time to do some work in the
evening. I do cooking, work related to my job which· doesn t take
much time, and I supervise my child. I think with time scheduling
I will ·be able to manage my responsibilities even after I have my
second child.
In general I'm satisfied with myself. It's just that sometimes
I feel bad when my child is sick, and I go to work. I don't want
to quit working--! prefer to work. · I quit worktng once for one
year and I didn't like it. It was boring. I felt that ·1 wasn't
doing anything useful.
1

Respondent #7 lived with her in-laws .in the same building.

She

described her situation quite favorably:
Time scheduling is very important in handling my tesponsibilities.
I don't really have a problem of time allocation.· 'I organize my
time to do things, but at the expense of my rest. It bothers me
that my husband doesn't help. He feels housework is women's responsibility. However,. I have a houseboy who comes twice a week.
I cook early in the morning. I have two days off, and that helps..
I visit relatives only on special occasions.
··
Teaching·doesn't demand as much time as being a physician, which·
was my real desire. My husband prefers that I teach, since it is a
clear-cut job. The time needed for doing homework, for example, is .
not much.
Then this respondent redefined ·her situation favorably to legitimize
her occupational involvement and commitment.
satisfaction:

,,.,..

She expressed self-
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My husband's family doesn't like me to work. They feel it would
be better if I spent more time with my husband--their son! Colleagues sometimes give me the impression that I am too involved in
my work. I don't really care. I am very satisfied with myself.
I want to contribute to developing my country. I realize our society's urgent need for qualified teaching of religious subjects.
That is why I am insisting on working. One of my.obligations as
a member of this society is to participate in teaching the illiterate. That is why I feel it is necessary that I work in the evenings. I will con~inue even if my husband objects.
Then this respondent reported her pregnancy.

At that stage she was

thinking of quitting her evening work only:
My mother-in-law lives in the same building. She doesn't mind having my child when I go to work. However, I feel it wouldn't be
fair to leave my child all day. That's why I won't be able to continue.working in the evenings. I wish we had good nursery schools.
I don't mind leaving my child with my mother-in-law. The thing
that I am thinking about is that, you know, she is a different
generation. Her.socialization of my child will be different from
mine.
Respondent #13 lived with her
often·had a servant.

Thi~

sister-in~law

in the same house and

helped her manage her work and home

activi~

ties. - It was obvious that she was dissatisfied with the way things were
going:
Everything is running in the house. However, I don•t like the way
things are. I feel that I want to discipline my children my way.
It bothers me that I don't run the house myself. It bothers me
that I don't cook for my husband.
However, she was insistent·about continuing to work.
she got satisfaction from working.

She reported that

She talked about her attempt to·

manage and have more time for housework through compromise as well as
by having domestic help:
If I just teach, I'll be able to have more time to rest, to care for
my children and my house. I l l try to get the necessary qual ifica-·
tions so I can teach in the university without working in adminis.tration. My husband suggests the same thing. That way I would
'be able to just teach my classes on certain days and not have a
daily schedule of going to work. Consequently, I would have more
time to run my family life better. I don't want to stop working,
1

,....
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and I won~t. Sitting at home is boring and monotonous. My husband
is not much in favor of my working. However, he doesn't show it;
he agrees mainly to please me. He also feels that if I quit working I will be spending my time visiting, which I don't find very
interesting. My husband doesn't like it either. I do visit, but

not continuously--just occasionally.

Management through Compromise
The data also suggest that wives were careful to control the extent of their career involvement.

Like Respondent #13, Respondent #16

expressed her attempt to compromise between home and profession, and
to allocate more time for home demands.

This respondent lived tempo-

rarily with her own family and they often had a servant.
I am living with my family temporarily until I can furnish my own
apartment. When I move out, a servant will help me with my housework. I'll send my child to school when he reaches school age.
My husband is not demanding. Because I don't feel comfortable
about leaving my children with servants, I'll take them tq.my
parents• house. They won't mind at all.
This respondent was managing because· she got a lot of help.from her qwn
family.

She felt that in order to solve the problem of time allocation,

professional involvement had to be cut bac.k as deemed necessary:
I will try to just teach, so I can organize my time· better. When
I am just teaching, I can go to the university on certain days.
I don't like to go to work daily. I would like to just teach my ..
classes and go home, then I could prganize my life better. I will
be so happy. if I can do that. My husband suggests that I ·quit
teaching and work only in administration, since teaching is so
time-demanding.
In the future, if I find it difficult to handle both responsibilities--for example, if I have another child-~! might just work in
administration, although I prefer teaching.
Then the respondent expressed priority to family demands when strain became too great.

"Most i'mportant to me is my family.

If I ever feel un-

satisfied, or my husband is bothered, or the children are not happy, I
wi 11 quit working. 11

~;

y-
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This leads us to the establishment of a salient role, which was
expressed by two respondents, #28 and #37.
Establishment of a Salient Role
At the time I interviewed them, Respondents #38 and #37 had decided to resign their jobs in order to alleviate their problems with
time allocation.

When the strain becomes too great for some women,

·they may resign from their jobs, at least temporarily, to alleviate
the tension.
Both respondents felt that their families came first in importance
when the job began to take too much time.

However, it should be noted

that neither of these respondents had family help, and both were very
concerned about socializing their children themselves.

Respondent #28

expressed herself as follows:
·The first· five years are very important for a child's socialization.. I worry about my child when I leave him with a servant.
My mother is not always available to stay with my son. I would
prefer to stay at home until my child reaches school age. My
job doesn't allow me to devote enough time to my child. Society
and I benefit when I work, but at my child's expense. My son has
priority; working makes me less caring about my child.
Respondent #37 expressed a similar attitude.

She reported:

I was feeling guilty about my childr·en. I worry about them. My
husband expects too much. We socialize a lot. He doesn!t realize
I'm tired. I don't like to do work related. to my job at home.
Conflict of time was the major reason that I decided to.quit .working. Neither my family nor my husband's family live in the city
so they are not able to help me. I don't want my children to be
raised by a servant. I don't like to work at. the expense of my
children.
However, the respondent showed her desire to work when the children
reached school age:
·when my children reach school age, I will go back to work. I love
my work. It's a good job--very interesting. Sitting at home is

.~
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boring and monotonous.
People look up to me.

As a working woman, I fee1 respected·.

It is interesting to note that only one respondent expressed

dis~

satisfaction at giving priority to her family. Actually she was oscillating between giving priority to the family and participating in other
activities.

On one occasion, Respondent #35 reflected on her

al socialization:

tradition~

"I feel that when a woman gets married, ·she should

devote her time to her husband and children.

She has to give priority

to her fami'ly .. So I feel as a wife I have to give priority to my family." Then she expressed her deep desire to do other things, and her
dissatisfaction at being restricted to just a family role.

Her response

indicated the way in which the female role places limitations on the
full realization of the professional role.

She said:

However, I feel that as a person, I am not only created to be a
wife and a mother. It is not an ultimate goal. I feel t have the
potential to do other things. I am capable of organizing an effective women's organization, and can do more for broadcasting.
My responsibilities as a wife and a mother restrict me. What
bothers me so much is that I am not patient enough wi.th my children.
It is something in my personality, and not because 1·work. I do .
find children's demands are fairly irritating. I wish I participated more in other activities, but family responsibilities do not
allow me to. It bothers me sometimes. I wish I did not have kids
so I could do other things. I give enough time to my family members--I 'm satisfied with myself in that respect. However, I wish
I could do .other things. I don't like to be just a good mother and
a wife.
·
The Mechanism of Redefinition
Anotner mechanism to manage time allocation cited by some women
in the sample is the mechanism of the favorable redefinition of the
situation. This was best described by Respondent .#15, who was determined to continue working.

She described her situation as favorable be-

cause of the help she gets·from her family ·and domestic servants.

,,,..,

#.
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also talked of her limited involvement in social activities as a method
of managing her time:
I spend more time with my children than non-working mothers. Some
of them spend a lot of time visiting, shopping, and in beauty
shops. I don't want to stay at home--housework doesn't require much
experience or brains. I won't learn by sitting at home. When· I'm
at work, my mother and sister supervise my children. Since we live
in the same building, I seldom have to worry about leaving my children with a servant. It's hard to find good servants. However,
I'm not going to quit working.
Reduction of Social

R~lationships

It appears from qualitative data that married respondents tend
to reduce their social relationships in order to spend more time at
home.

Respondent #5 said:

I don't do much visiting. I never did enjoy it--even before I was
married. I don't participate in women's organizational activities.
· I prefer to spend evenings at home with my child and my husband,
when he comes home from work. Most of our friends are working men
and women. We visit them, but not often.
Respondent #15 expressed a similar sentiment:
I don't participate in women's organizational activities. When
my children become older, I might participate if child care facilities are available. I don't like going visiting; I would rather
stay with my kids. I often visit my family, since I can take the
children with me. I don't participate in job-related activities
because I don't have the time and transportation is a problem. My
husband is out of the city, my children are still young, and I
prefer to stay with them.
Table V shows that married respondents reduced their social relationships, whereas single respondents showed greater participation in
all areas except those surrounding the respondent's job.

Sixty-two

percent of the married women reported little participation, compared to
19 percent of the single women, with half the single women reporting
much

participat~on

(Question 15).. This finding should be interpreted in

light of the fact that some respondents (e.g., physicians, radio

·~
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broadcasters, interpreters, and newspaper editors) reported that work
activities were limited and/or that women were not allowed to participate.
TABLE V
PARTICIPATION IN SOCIAL RELATIONSHIPS BY MARITAL STATUS
Question
15. How much do you participate
in activities related to
your job?

Marital
Status Much Some Little Total {N}
Single
50
31
19 l 00% (16)
15
62 100% (13)
Married 23

--

--

58

100% ( 12)

--

24

53
92

101% (17)
100% (13)

52
29·

29
57

19
14

100% (21)
100% (14)

65 .
62

3.0
38

5

100% (20)
l 00% (14)

--

16. How much do you participate
in activities related to
husband's job?

Single
Married

42

--

17. How much do you participate
in social organizational
activities?

Single
Married

24
8

18. How much do you participate
in family of orientation or
relatives' activities?

Single
Married

19. How much do you visit your
family or close relatives?

Single
Married

--

--

(--)

This lack of opportunity could also be true in regard to the participation of women in activities related to their husbands' jobs, since
58 percent of the married respondents reported little participation
(Question 16).

Reduction of social relatiODShips is well documented in

the data with respect to participation in social organizational and
other activities.

Ninety-two percent of the married women, compared to

only 53 percent of the-single women,.

report~d

little participation in

social organizational activities (Question -17) .

.~

'
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However, it should be noted that there are other factors which
are related to the limited participation of women in organizational
activities.

Transportation problems were.reported by some respondents,

while other respondents felt they should devote evenings to their fami1ies, since they worked in the mornings.

Also mentioned were the in-

convenience of taking their children with them, and feeling uncomfortabel about leaving children home and being away from them both morning
and evening.

However, the significant finding is that both married and

single women considered family visiting important.

Sixty-two percent

.of the married women and 65 percent of the single women reported much
visiting (Question 19). This could be due to the fact that in Saudi
Arabian society the individual's loyalty and obligations to his/her
family are significant, although some changes are taking place.

An-

other possible explanation is that family gatherings are one source of
entertainment, since outdoor entertainment facilities are relatively
·limited in Saudi Arabia.
On the other hand, it appears that married respondents were not
much involved with frequent family marginal activities such as weddings,
meals, and i'nvitations.

Fifty-seven percent of the married women re-

ported some participation in these activities compared to 52 percent of
the single women who reported much participation (Question 18).
The qualitative data also show that most married respondents reported that their visiting was limited to neighbors, friends, and acquaintances--not close relatives.

Part of being a housewife is visit-

ing; the respondents did not seem to approve of this custom.
as a social interaction was less important to them than social

~

,,.,-~

Visiting.
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interaction associated with employment.

In addition, the qualitative

data show that married respondents reported little participation in
activities related to their jobs or in social organizational activities
when compared to singie respondents.
Compartmentalization through Role Distance
Few married respondents defined their management of home and
work activities as "role distance"; that is, keeping home roles distinct and separate from work roles.

For example, Respondents #8 and

#15 commented, "At work I am an employee; at home I am a wife and
motner.

Quantitative findings are consistent with this information.

11

Table VI

that 50 percent of the married women reported that they

sh~ws

did "some" thinking or talking about family problems at work and 43 percent reported little of such behavior (Question 20).
11

11

Fifty-eight

percent of the married respondents reported some worry about their children at home (Question 22). This finding is compatible with qualitative
i.nformation, since most mothers did worry about leaving their children
to go to work.

However, this was not an overriding feeling, but rather

an occasional one. Onlyl7 percent of the married women reported that
they did much thinking and worrying about children.
11

11

Married respoQdents seemed to think about and discuss work problems at home less than single respondents.

Only 36 percent of the mar.-

ried women reported that they thought about or discussed work problems
at home compared with 52 percent of

t~e

single women (Question 21).

To sum up, compartmentalization through role distance was used by
married respondents as one mechanism of managing home and work activities smoothly.
I.

~

,,.-

However, it appears that married respondents thought
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TABLE VI
THE USE OF COMPARTMENTALIZATION THROUGH ROLE
DISTANCE BY MARITAL STATUS
Question
20. How often when you are at
work do you think/speak
about family problems?

Marital
Status Much Some 'Little Total {N)
Single
38
48 100% (21)
14
Married
50
43 100% (14)
7

21. How much when you are at
home do you think or talk
about your work problems?

Single
Married

38

52

36

36

10
29

22. When you are at work, do
you think of your children
and worry?

Single
Married

--

--

--

17

58

25

100% (21)
l 00% (14)

--

(--)

l 00% (12)

about and discussed work problems at home far more (36 percent) than
they thought about and discussed family problems at work (7 percent).
Compartmentalization through Role
Rel axatio.n
Three mar.ried respondents indicated that their husbands' evening
and morning employment enabled them to organize their time more· efficiently.

This was best described by Respondents #5, #6, and #7:

11

My

husband works in the evenings as well as during the day, and that's
why I have time to do what I want and can organize my time.
consistent with Epstein's statement,

II

•••

11

This is

when the obligations of

one or more statuses are under-demanding, the possibility of role strain
will be reduced. 11 The absent husband makes the fewest demands (Epstein,
1970:143).

~
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HOW SUCCESSFUL ARE THE MECHANISMS?
It should be realized that the mechanisms for reducing difficulty
are not always necessarily successful.

It appears from the data that

respondents could be ·divided into three groups:

first, women who are

successful in managing both responsibilities; second, women who feel
their jobs are too demanding and who have decided to· resign, at least
temporarily; and third, women who continue to work but are dissatisfied
with their performance.
The first group we label the "adaptors." The view of this group
was best described by Respondent #6, a married school teacher with two
children:
I'm satisfied with myself. in general. I organize my time. My husband works both mornings and evenings. This gives me time to do
the things ·r want to do. I usually spend my evenings supervisi~g
my child with his homework, doing my homework for my job, and cooking for the next day. I don't have an evening job. I rarely visit
relatives and friends, and I never participate in women's organizational activities. One of my children goes to school, and I
usually have a servant sit with my preschool child. When I don't
have a servant, I take my child to my mother. I worry when .my
child is sick and I have to go to work. Most of my friends are
teachers and physicians.
.
I enjoy my present working hours--! have two days off and l usually do personal things during weekends like taking my children
for a ride or going to the beach or shopping.
I devote most evenings to my family. I feel my family has priority over anything else. If I ever ..feel I can't handle both home and
work responsibilities, I'll quit working. In other words, my family has top priority. I will not work at my family's expense.
She continued, speaking for the majority of working mothers .in the
sample:
The problem that working women are faced with· is the difficulty of
finding a servant or a nursery and kindergarten school that is convenient. Sometimes I have problems finding a servant. I don't want
to quit working. When there is a convenient nursery school, I'll
send my son to it. Sitting at home is boring. I did that once,

,..-·

67

and I didn't like it . . Besides, I want to benefit others by working.
Although I have had difficulty finding a servant this year, I
won't have that problem next year. I plan to put my child in a
school. Sometimes I have transportation problems. My husband
usually has to take me to work. I feel that our main. problem is
the lack of entertainment facilities, particularly for children.
We spend most of our leisure time on weekends ·at home. It's a
long ride to the beach, and it's not always convenient to make the
trip.
The second group is labeled the "temporary withdrawers.'-' This
group includes w9men who feel that their jobs demand too much of their
time and that they do not get enough help from their families.

They

alleviate the tension by deciding to resign from their jobs, at least
temporarily.

This solution was best described by Respondents #28 and

#37 .. Respondent #28 said, "I would prefer to stay at home until my
child reaches school age.
to my child.

My job doesn't allow me to devote enough·time

I work evenings as well as mornings. 11

Respondent #37

reported:
My job demands a lot of my time. It makes me feel that I don't
have enough time for my family. Conflict of time was ·the major
reason I decided to quit working. When my children go to school,
·I'll go back to work.

The third group is the "non-compensators.

11

It includes a few

women who expressed dissatisfaction with their situation of oscillating
between two values:

(1) giving priority to children and nusband, and

(2) desiring more involvement in other activities.

This point of view

was best expressed by Respondent #35:
~ feel that as a wife and mother I have to devote my time first to
my husband and children. However, I feel that as a person I have
the potential to do other things. I wish I could devote more time
to other activities besides my family.

~~

-
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FURTHER IMPLICATIONS
The data suggest several issues.

(1) Distress about leaving children to go to work was felt

by

most mothers, but this feeling was occasional and situational rather
than overriding.

Only Respondents #28 arid #37 revealed signs of guilt

because of possible harm to their

child~en.

(2) The need for good nurseries and kindergarten schools for
preschool children was mentioned by most working

mother~

The data suggest that this need has arisen due to:

in

~he

sample.

(a) the occasional.

difficulty in finding satisfactory servants, (b) the high cost of servants, (c) dissatisfaction with servants as mother substitutes, (d) the
inconvenience of taking children daily to the woman's mother, and
(e) dissatisfacti9n with child care by the husband's

fam~ly.

(3) The data also show that eight of the fifteen married respondents did not wish· to quit working.
.boring and monotonous.

They felt that sitting at home was

Some reported that housework was a low status

type of job.
(4) Transportation was seen as a problem by both single and married women.

Six of the fifteen married women mentioned this problem,

as did nine of the twenty-two single women.

Transportation became a

serious problem for women whose jobs required morning and evening attendance as well as for those which required movement from one place to
another.

The data suggest that (a) brothers and husbands provided

transportation for some respondents, but it was sometimes an inconvenience for them; (b) respondents complained that husbands sometimes
disapproved of their wives riding in cabs by themselves; (c) in some

~

-

,.-·#

69

fields women were prohibited from' riding in cabs by themselves; and
(d) taxis were expensive.

Respondent #11 spoke for the majority of

working women, "Transportation is a common problem for working women,
particularly for those in professions such as medicine and college
administration, which require morning and evening attendance.

11
·

(5) It appeared that the difficulty of allocating time which married women experienced came from traditional patterns of working hours.
Institutions which employed women did not

see~

to adjust working hours

to permit women· to allocate their time more efficiently.
(6) ·Feeling physically tired was also mentioned by respondents.
This could be due to the lack of institutional facilities for physicaJ
exercise.
(7) Some respondents may have put more importance on the way their
childre~

were raised than others.

The length of time they had worked

could have been another interval variable. ·women who had worked longer
might have learned to develop schedules and to allocate their time
more effectively.
To sum up, the findings with respect to time allocation do sup-·
port our hypothesis. ·It appears that married women experience more
difficulty with time allocation than do single women.

However, the

degree of difference in difficulty is not as great as was expected,
partly because single respondents contributed to housekeeping du ti es.

~

,...,:.--:·

CHAPTER V
NETWORK SUPPORT
Network support is important if a woman is to increase her selfconfidence and secure her occupational identity.

Supportive networks

are crucial as well in the reduction of role conflict.

According to

Epstein, "The woman is dependent on the emotional and practical support
of all family members.

Where the network of role relations is support-

ive·, role strain will be eliminated" (Epstein, 1970:147-148).
The husband's app.roval or favorable attitude toward the wife ·s ·
1

employment is important for her career plans.

According to Theodore,

"In order to minimize conflict, the professional woman must be married
to the 'right' husband" (Theodore, 1971:24). A woman probably needs
the husband's cooperation and good will. to combine her career and home
obJigations effectively.
In this chapter, the relationship between the type of career and
the nature of network support is examined.
·two groups:

Careers are divided into

(1) those in the fields of education and medicine such as

school teaching, college administration and teaching, and the practice
of medicine; and (2) those in other fields such as social work, newspaper editing, roadio broadcasting, interpreting, interior decorating,
and investigating.

"Network" is defined to include a woman's own family

(e.g., husband, parents, sisters, brothers, her own relatives, and her
husband's family) and .people with whom she comes into contact at work

;""'#A
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(e.g., drivers, guards, messengers, clie.nts, and patients). The term
"support" impl ie's "approval
It

~as

11

and "agreement.

11

hypothesized that women who worked in the fields of educa-

tion and medicine would experience the least difficulty with respect
to network support.

Women who worked in other fields were

expe~ted

experience the most difficulty with respect to· network support.

to

This

hypothesis was partially based on the fact that working in the field.s
of education and medicine is culturally approved as an extension of·
the feminine role, and because an all-female clientele is served by
women in these professions.
It was found that the data support our hypothesis.

Women who

work in education and medicine do receive more support than women who
work in other fields.

However, it should be pointed out that the

amount of support received is determined not only by the type of career,
but also by the work structure.
from the network when:

Women might get less positive support

(1) jobs require working at night, movement

from one place to another, and traveling; (2) working for long hours;
or (3) working with men.

This is what is meant by the work structure.

In this chapter, approval or disapproval of the idea of women
working by their husbands, their husbands' families, and their own families--particularly their parents--will be discussed.

Respondents, dur-

ing the interviewing and answering of standardized questions, tended
to synthesize the idea of working with the type of career they wer.e
.

.

pursuing. The discussion on married women will precede that on single
women, since married respondents have more complicated networks.

-~
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Secondly, approval or disapproval of the type of occupation and
work structure will be discussed.· The discussion in this section consists of two parts:

(1) more support for working in education and

medicine vs. less support for working in other fields; and {2) disapproval vs. approval for work structure.
Quantitative and qualitative data will be incorporated to support
our analysis.

However, the emphasis will be on the qualitative data,

part1cularly in the section on the approval vs. disapproval of the idea
of working, since standardized questions were not used in this section.

APPROVAL VS. DISAPPROVAL OF THE IDEA OF WORKING
Married Respondents
. The data on network support do not present a clustered pattern.
_There is a diversity of approval and disapproval for the idea of working.

The qualitative, data suggest the following pattern:

(1) five out

of fifteen married women intervjewed reported that. the husband did
apprbva; (2) ten of the fifteen

ma~ried

no~

women did not report disapproval

on the part of their husbands; (3) all married respondents reported
approval from their own families except two; (4) only

t~ree

of the fif-

teen married women reported disapproval on the part of the husbands'
famiiies; and .(5) respondents reported that they had noted both approval and disapproval on.the part of drivers, guards, and messengers, with
some respondents stating that they did not know how thes-e workers felt.
(1)

Husband's Disapproval. The data suggest several reasons that

husbands disapproved of the idea of working.

These reasons included:

(a) working was tiring and took too much of their

~

-
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wives~

time; (b) it
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was difficult to manage the demands of both work and home smoothly;
(c) husbands did not like the idea of leaving children with a servant;
(d) husbands liked to see everything in order in the house; (e) husbands
did not approve of their wives working because of vacation schedule conflicts; (f) husbands complained about providing transportation; (g) husbands might not have
and (h) husbands

~tked

migh~

to see their wives financially independent;

have felt deep down; that a woman's place was in

the home.
Five married respondents described their situation succinctly.
Respondent #8, a married school teacher, reported:
My husband is not in favor of my working. He thinks working takes
up too. much of my time and is exhausting. However, I like to work,
and enjoy having my own income. My husband feels I should be at·
home and·everything in the house should be in order. He feels it's
difficult for me to manage work and home demands. This could be
true because this is my first year of marriage. He also thinks it
will be more difficult to manage if· I have a baby. He doesn't like
the idea of leaving children with a servant. I don't live for washing and cleaning. Work gives me more satisfaction than doing housework.
I shall insist on working even when I have a baby. I can leave
him with an aunt. She would like to keep my child, since she
doesn't have any children of her own; When my aunt is not available, I'll leave my child with the servant. When the child gets
to school age, I'll send him to school~ Some people think that a
woman works just for money--that if she were well off she wouldn't
work. I don't agree with that assumption. I don't work just for
the money. Working is' stimulating; you feel useful. It's boring
to sit at home and wait for your husband. My parents don't mind
if I work.
·
Respondent #13 coJllTlented,
My husband doesn't object to my working to please myself.· In general, he's not in favor of my working for the following reasons:
I go to work at the same time he does; we have a schedule conflict
with respect to vacation; and he complains because he has to pro~
vide my transportation.
My parents are very supportive and often encourage me to conti.nue
working. I enjoy working and I expect to continue working. I don't
want to be restricted to housework and go from one visit to another.

~-
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Respondent #15, a married college administrator and mother of five children, reported:
My husband is not very supportive.

working?--you don't need to work.

11

He says, "Why don't you quit

My husband's objections could

be due to the fact that he might feel I don't give him enough time
or that he feels I am too independent.
My brothers are surprised that I am working. They say; "Now you
have worked and you know what it's like to be employed. Why don't
· you quit?"
My husband and brothers might still feel deep down that woman's
place is in the home--or maybe they feel that working is tiring for
me. My father is more supportive of me that anyone else.
I like to work and enjoy it. I learn from working. It's good
experience. I feel that I'm more confident and that I can express
myself better. I'm happy with myself.
(2) Husband's Approval.

Ten of the .fifteen married women re-

ported that their husbands did not disapprove of the idea of their working.

Husband approval could be due to the fact that these women were

able to manage both demands· smoothly.

Respondent #6, a married school

teacher with two chi 1dren, said, "My husband doesn't mind. if I work at
all.

It's up to me.

He feels I am managing.

I don't know·about my

husband's family--they live out of the country."

Respondent #35, a mar-

ried broadcaster with two children, reported, "My husband is
ing, but was jealous at the beginning.
trouble at work.

e~courag

It also bothers him when I have

My father used to encourage me very.much."

(3) Family of Orientation.

All of the married respondents re-

ported that they received support from their fathers.

Even the six .re-

spondents whose fathers were not alive at the time of the study reported
that they had always received a great deal of encouragement.

Fathers

might be supportive because their daughters' accomplishments are an
extension of their own.

Practically all married Moslem women keep their

fathers' names after marriage.

ft~

All respondents except two reported

~hat
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they were supported by their mothers and by the restof their families
of orientation. The encouragement women get from their mothers could
be due to the fact that the daughters are fulfilling the dreams the
mothers once had.

The two respondents declared that their mothers were

not very supportive; these two mothers felt that working was too tir1ng
for their daughters
duties.

a~d

Respondent #15, a married college administrator and mother of

five children, reported,
· me. 11

that the daughters were shirking their home

11

My mother feels that my work is tiring for

Respondent #29, a married physician with two children, said, "My

own family encourages me and is proud of me, and they want me to continue working.

My mother just feels that my work tires me. 11

(4) Husband s Family.
1

Only three of the fifteen married women

reported that their husbands' families--particularly mothers-in-law-were disapproving to some extent.

Those three mothers-in-law felt that

the wives·should give:more time and care to their husbands and their
houses.

Disapproval of sisters-in-law might have been due to the fact·

that they were envious because they did not have comparable professional
qualifications.
Respondent #7, a married school teacher, said, 11 My husband's
family feels that I should devote more time to my husband and housework,
and that I don t need to work since I don't need the money.
1

don't care--! feel I am enjoying what I do. 11

However, I

Respondent #13, a married

college administrator ·with two children, reported, "My husband's family
discourages

~e

from working. However, I feel that deep inside they

·wish they were capable of working like I do. 11

Respondent #16, a mar-

ried college teacher w:ith two children, sai·d, "My husband's family,

-·
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especially my mother-in-law, were not very encouraging about my working.
At the beginning my mother-in-law was worried that I wouldn't be able
to handle both demands, but now she realizes that I can. 11
(5) Drivers, Guards, and Messengers.

It appeared that respondents

were not sure about the way drivers, guards, and messengers felt about
working women.

In describing their individual experiences, they assumed

that some approved while others did not.

Some respondents reported that

they did not know how the drivers, guards, and messengers felt.

Re-

spon.dent #8, a married school teacher, said, "The drivers sometimes tell
us that woman s place is in the home.
1

handle home and work demands."
how drivers and guards feel.
working women."

It's difficult.for a woman to

Respondent #13 commented,

11

I don't know

However, one messenger seems to respect

Respondent #14, a married college administrator and

mother of one preschooler, said, "The driver who takes me to work seems
understanding.· He reads the newspapers and makes positive comments
about women who obtain jobs. 11
Single Respondents
The qualitative data show that the family of orientation, with
few exceptions, is supportive of single professional women.
suggest the following pattern:

The data

(1) none of the single respondents re-

ported tha.t their parents disapproved of their working; (2) only two respondents reported that one member of the family of orientation disapproved of their working; (3) only one of the twenty-two women reported
that, except for sisters, all members of their families were critical.
(1) Family Approval.

Four single respondents explained quite

clearly how their families supported them.

·~

:...·

Respondent #11, a college
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administrator and teacher, reported, "Everybody in my family approves·
and supports my job. They don't mind if I work. 11

Respondent #22, an

investigator, said, "My family doesn't mind. if I work.

They are sympa-

thetic to me and fel.t sorry for me when I couldn't find a job. 11

Re-

spondent #26, a physician, cormnented, "My family doesn't interfere with
my work decisions.

It's up to me to work or not to work, and where I

work is my decision."

Respondent #32, a radio broadcaster, said, My
11

parents don't mind at all that I work.

It doesn't matter to them where

i work either."
(2) Disapproval of Member(s) of the Family.

Two respondents re-

ported a lack of support from a member or members of the family.

Re-

spondent #20, a social worker, said,
My uncle, in general, is not supportive of my working. In general,
women relatives in the family seem to accept the idea of working.
They say today's younger generation has a different way of life.
It's better for me to work than to be sitting around in the house.
Some say, "God bless you and help you, since today your generation
has to work." My father is proud of me because I am educated and
I work.
Respondent #31, an interior decorator, reported:
Sometimes relatives wonder why I'm working and why I allow myself
to become tir~d. For example, my grandmother doesn•t value my
working. She feels it's nonsense for women to·go to work. My
parents are very encouraging, however. My father is the one who
·suggested I start my own business and he will help me financially.
(3) Family is Critical.

Respondent #21, a social worker, de-

scribed her situation:
Men and women in my family are sort of critical, just about the
idea of working, since I am the first girl to work in my family.
Almost all girls in my family are supportive of me because I work.
It doesn't matter what I do.

~
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APPROVAL VS. DISAPPROVAL OF THE
TYPE OF OCCUPATION
The data suggest that women working in education and as physicians
received positive support from their social network, but women working
in other fields experienced ambivalent reactions from their social network, experiencing both positive and negative support.
latter group of respondents received--or thought they

Perhaps the
received-~con-

fl icting or contradictory values or messages from society.

On one hand,

society respects professional occupations; on the other hand, society
disapproves of work structure which disturbs the traditional and expected behavior of women.
Approval
The data show that the professions of teaching and medicine were
considered more prestigious than those of social work or interpreting.
T~ere

was less positive support for women who provided

serv~ces

with

which the public was unfamiliar (e.g., broadcasting, newpaper editing,
and doing surveys for social work).

Women who specialized in such

fields as law, political science, and clinical psychology appeared to
receive the least support, since these fields are not yet
Education and Medicine (More Support).

op~n

to women.

Four respohdents described

public approval of women working in education and medicine.

Respondent

#9, a college administrator, reported, "My mother and brothers approve
of my job.

My mother feels I have high social prestige because I work

for a university." ·Respondent #30, a single interpreter, said; "My .
father doesn't mind my job as an interpreter and my working with men.

~
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However, he would prefer that I work for the university because of the
social prestige and to avoid peoples' comments because I work with men."
Respondent #18, a single social worker, reported, "Women relatives and
friends of the family (men and women) often comment, 'Why didn't you
choose teaching? Teaching would be better for you--it has more social
prestige and you would be more popular."'

Respondent #26, a physician,·

said:
Patients seem to approve of women working as physicians because we
have high social.prestige. Male patients I come into contact with
often say they want their daughters to be physicians. Teaching, I
feel, is the only profession that this society accepts. But being
a physician comes next.
Social Work, News Editing, and Broadcasting (Less Support).
There appeared to be less public

suppor~

for women who did surveys for

social work, or engaged in broadcasting or news editing.

Four respon-

dents described reactions and comments they had received from.others.
Respondent #19, a single social worker, said:.
People we meet don't seem to know what we are doing. They don't
accept our work because they are not familiar with it. They feel
that what we do is not useful--there is no appreciation for what
we do.
.
A driver asked me, "Why don't you work as a teacher?" Some people
think that teaching is the best occupation for a women. This could
be because teaching is the first thing that women do.
A broadcaster, #34, described the manual workers' disapproval, "Guards
and drivers don't know how to evaluate our work because they don't know
what we are doing inside the station." Respondent '#37, a married
editor with two children, reported,

11

I don' .t know how the drivers fee 1..

It seems to me that the driver who· takes me to work thinks I go to work
for the money.

He doesn't understand why I work.

proves of my working."

·~

I feel that he

~isap
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law, Political Science, and Clinical Psychology (Least Support).
Respondent #22, a single investigator who had graduated from a college
of law, reported:
Both men and women have said to me,· 11You 1.re really in bad shape.
What made you decide to go to a college of law? That's a man's
occupation--you won't find a job. Some relatives, friends of the
family, and neighbors have said, "Men don't like to marry women who
graduate from law schools. We wonder who is ever going to marry
you.
People in charge--men--felt that law was a man's field. It was
an unfamiliar situation for them to deal with. When I asked permission to start a private business, I got no reply. I faced difficulties because this was a new field for women. This has happened
in other societies.
I suffered ·a lot.from society's rejection. I felt sick, I wasn't
sleeping well, I was taking pills to help me relax. Here I went
through all that effort, I got a degree, and I couldn't get a job
in my field. I felt as if I had been rejected by the whole system.
I insisted that I wouldn't work in any other field. After two
years, I finally got a job. My male colleagues were surprised that
I got the job. My boss was encouraging, and my colleagues accepted
me. I have been conservative, serious, and have dressed respectably. Everybody was so happy for me after I got my job.
11

11

Two other respondents--a psychologist and a woman with a degree in
political science--had difficulty finding jobs in their fields.· They
finally gave up their searches; one settled for social work and the
other for journalism.

Respondent #21, a single·social worker, expressed

her dissatisfaction at being unable to find a position in clinical psychology, 11 The thing that really bothers me is that I don't work in my
field of specialization.

My schooling was a waste of time and effort."

Respondent #37, a married editor, said, "My field of specialization is
political science, but there are no opportunities available to me.

I

didn't realize that when I specialized in that area I wouldn't have any
opportunity to work.
Conclusions.

11

The quantitative data appeared to support the find-

ings of the qualitative data.

...

~
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Table VII shows that all those who worked in the education and
medical professions received much support from their sisters compared
to 92 percent of those who worked in other fields (Question 26).

Ninety

percent of those who worked in the fields of medicine and education received much support from their mothers compared to 85 percent of those
who worked in other fields (Question 27).
A lack of approval was evident among drivers and guards.

Fifty-

five percent of those who worked in other fields received little support
from drivers and guards compared to only 7 percent of those who worked
in education and medicine (Question 30). Those who worked in education
and medicine received "much" support (43 percent) or "some" support
(50 percent), while those who worked in other fields received 18 percent
and 27 percent respectively. It should be realized that lack of approval from drivers and guards is associated with behavior accompanying certain jobs.

For example, the qualitative data suggest that working at

night, working with men, going· to peoples' houses, and being unveiled
were not approved.

It is also suggested that some drivers and guards

might have generally disapproved of the idea that women went to work.
Differences in husbands' degrees of support could not be made, since
only three of the fifteen married women worked in fields other than
education and medicine.

Consequently, percentages are not meaningful.

However, the qualitative data show the type of occupation was
not a determinate factor in a husband's support.

A husband's support

was likely to be associateq with the idea of working in general, and of
the work structure.

Five of the fifteen married women reported that

their husbands disapproved of

'~

t~e

idea of working, and four reported
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TABLE VII
DEGREE OF SUPPORT FROM SOCIAL NETWORK BY TYPE OF OCCUPATION

Question

Occu-

Qation

Much Some Little Total {N}

How much support do you receive
in the choice of your career
from your network?
Your husband

23.

Your father

24.
25.

Your brothers

26.

Your sisters

27.

Your mother

Ed/Med*
Other**

69

·r

3-1
t

-t

100% ( 13)
t
t

Ed/Med
Other

100
82

--

--

100% (20)
100% (11)

Ed/Med
Other

95
76

5

15

8

100% (21)
100% (13)

Ed/Med
Other

100
92

---

--

8

100%. (22)
100% (12)

Ed/Med
Other

90
85

10

15

---

100% (21)
100% (13)

9

--

9

28.

Your own relatives

Ed/Med
Other

78
46

13
38

9
.15

100% (23)
99% (13)

29.

Your husband's family

Ed/Med
Other

54
t

23
t

23

100% (13)

30.

Drivers, guards, and manual
workers

Ed/Med
Other

43
18

50
27

7
55

l 00% (14)
100% (11)

·r

-r

-r

* Education/Medicine
** Other Occupations ·
i" Numbers that are less than ten are excluded, since they do not
show meaningful percentages.
that their husbands were less supportive about the wives working with
men.

Regarding the husbands' families, meaningful comparisonscouldnot

be made since only three of the fifteen married women worked in fields.
other than education and medicine.

However, the qualitative data show

!!";<:'!'
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that only three of the married women reported disapproval from their
husbands' families.
There was greater support from relatives for those who worked in
education and medicine than for those who

~orked

in other occupations.

Seventy-eight percent of the educators and physicians received 11 much 11
support compared to 46 percent of other professionals (Question 28).
However, qualitative data suggest that the support was also related to
the idea of working and of work structure.

Differences also appeared

in the degree of support respondents got from their fathers.

Those who

worked in education and medicine received greater support than those who
worked in other fields:

100 percent compared to 82 percent (Question

24).

The qualitative data are consistent with this finding.

All re-

spondents spoke of their fathers' encouragement and approval of their
working.

However, some respondents reported that their fathers ·were

less supportive when their daughters worked with men, worked at night,
or traveled for their jobs.
The~e

was greater support by brothers of women who worked in

cation and medicine than of those who worked in other fields.

edu~

Ninety-

five percent of the former group received much support compared to 76
percent of the latter group (Question 25).
To sum up, qualitative and quantitative data seem to support our
hypothesis.

Women who worked in education and medicine experienced

less difficulty with respect to network support than women working in
other fields.

-/
~
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It should be noted, however, that respondents working in these
other fields implied that they had received network support.
spondents spoke of the support they had received.
Respqndent #18, reported,

11

Ten re-

A social worker,

In general, professional women are respected

in our society and looked upon highly." Another social worker, Respondent #21, said:
I have gotten the impression that my education and professional
status are admired by others. People I meet, although illiterate,
look up to me. They hope to see their daughters. educated one day,
just like me.
Respondent #22, an investigator, said:
Women who come to my office like my job. They feel more comfortable
having a woman make the investigation than they would with a man.
Male co-workers feel I am something special. They want to have me
·around, since I'm the first woman to work in this field. My boss
is encouraging and supportive; he wants me to work hard and get experience. After I got the job, everybody was so happy for me. I ·
felt I had proved that a woman from Saudi Arabia would work in the
fi~ld of law.
A radio broadcaster, Respondent #33, commented, "My family--including
my father--doesn't mind if I work in broadcasting.

I like my job, es-

pecially since not many natives work in this field.

I'm proud of my-

self; I feel confident." Respondent #37, a newspaper editor, said:
My husband, my family, my husband's family, my relatives, and my
friends respect me and are very proud of me. They all encourage
me. They are open-minded. I feel I am respected because I work
in journalism, and I have to be intelligent.
Disapproval
It appears that the work structure had an effect on the degree
of support women received from their network.
following pattern:

The data suggest the

(1) disapproval of working at night, movement from

one place to another, and traveling for the job; (2) disapproval of

,..,,..~
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co11111itment to work (i.e., working long hours is not supported); (3) with
respect to contact with men at work, the data show three trends:
(a) those who do not approve but give no clear reason; {b) those who
worry about societal disapproval; and (c) those who do not.object to
women working with men.
(1) Working at Night, Movement from One Place to Another, and
Business Traveling.
experienced.

Six respondents spoke of the disapproval they had

Respondent #19, a single social worker, reported:

My father doesn't like it when my job requires me to travel. I'm
trusted by my family, but they are afraid people will talk. They
say, "What would people say about a girl who travels and stays away
from home overnight by herself?" Comments like that come from
relatives, friends, women, and men, but mostly from those who are
uneducated. The traveling I do is inside the country, from one city
to another.
Our driver doesn't approve, and it bothers him if we go to
peoples' houses in the evening or at night for research purposes.
He doesn't approve of our work--maybe because we're women working
at night.
Respondent #24, a physician, said:
I like to go to the hospital occasionally to follow up on my patients. If I were a man, I would probably have more freedom of
movement. A male physician can go to the hospital occasionally to
follow up on his patients. In my case, I can't take a cab by myself because my brother-in-law doesn't like it. He's the one who
takes me. to work.
Respondent #37, a co-editor, reported:
I feel it's difficult for a woman to be involved in the news business because of our lack of freedom of movement. A woman can work
just for the women's section of the paper. Other news work might
require that I travel, and my husband doesn't allow that.
(2) Working Long Hours or Commitment to Work.

Five respondents

had experienced disapproval because they worked long hours or were very
comnitted to their careers.
and administrator, said:

Respondent #16, a married college teacher·
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My parents are proud of me, particularly since I'm the eldest in
the family. They encourage me to work. My husband complains and
doesn't like it at all when I sometimes go to work in the afternoons. I almost quit my job because of this situation. My husband said, "If your job continues to require that you work in the
afternoon, you should quit. 11 He provides me with transportation;
he doesn't like me to take a cab by myself.
Respondent #23, a single physician, reported:
My fiance encourages me to work and to be active. However, he feels
that getting too involved in different activities might wear me out.
My father used to encourage me to be a doctor when I was young.
My mother doesn't mind at all that I work--she just likes to see
me rested and doesn't like to see me wear myself out.
Respondent #24, a single physician, described her situation:
I feel that people around me are happy that I am a doctor. They
are very supportive. The technicians are happy because I'm a doctor and the women's husbands feel the same way. Women patients
trust me. They sometimes go to see a male doctor and then come back
to me. Some of them will not let male doctors examine them. They
feel more comfortable around me because I'm a woman--it's less embarassing to them. I feel that the reason people are happy with
me might be due to the fact that I am a gynecologist and they feel
that my specialization fits me best as a woman.
As a gynecologist, I sometimes have to be away from home most of
the day. I can't be bound by fixed, regular hours. I feel this
disturbs my family, particularly my brother-in-law. I wish I had
more freedom to go to work whenever I feel like it.
I'm applying for graduate study abroad. My brother-in-law doesn't
like the idea, and my uncle doesn't accept it either. They feel I
have enough degrees. My brothers are encouraging, but wish I would
get married first, so I wouldn't be alone. My mother and sisters
feel the same way.
'(3)

Contact with Men·at Work.

The data suggest a pattern of both

disapproval and approval of workin$ with men. The approval/disapproval
comes from the family, the public, and drivers.
three groups:

There are, in fact,

(a) those who do not approve but give no clear reason;

(b) those who worry about societal disapproval; and (c) those who do
not object to women working with men.

There is no single pattern of

disapproval or approval with respect to family members.

;JI,~
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Ten of the thirty-seven women interviewed expressed disapproval
of working with men.

Seven of the ten are single and three are

m~rried;

six are working in the field of education, three are social workers,
and one is an investigator; and three

~ave

least interaction with men

at work, seven have occasional interaction. The disapproval of the ten
respondents shows this pattern:

(a) three mentioned father's disap-

proval; (b) two mentioned mother'.s disapproval; (c) four mentioned
husband's disapproval; (d) two said one member of the family disapproved
(i.e., grandfather, uncle); (e) four mentioned driver·s' disapproval;
(f) two said father did not disapprove; (g) one said drivers and guards
did not mind if women were veiled; and (h) two said they did not know
how the drivers and guards felt.
Respondent #7, a married school teacher, described

h~r

situation:

I ·wanted to be a doctor, but my father discouraged me. He thought
I would be on call at night. Sometimes I have to accompany strangers at night for.emergencies. He has told me, "You are not used to
working in a mixed atmosphere, men and women together at work."
This i·s how he justifies his argument. He also has said, "As a
girl from Saudi Arabia, you have a cultural setting that is completely different from any other girl in othe·r societies."
My husband is in favor of the kind of work I do, but he is not in
favor of the idea that women work with,men.
Respondent #9, a single college teacher and administrator, said:
mother doesn't want me to work with men. For example, she says
she doesn't want me to work on TV or radio, be a nurse, or.work for
a foreign company, because I will come into contact with men. My
brothers feel the same way, but don't feel as strongly as my mother.
I rarely talk to the drivers or guards. I don't like to do that.
It seems to me that they don't mind women working as long as they
are veiled.
My

· Respondent #14, a married college administrator, said, "My husband
is jealous--he doesn't like me to work

w~th

.men." Respondent #16, .a

married college teacher, agreed, 11 My father might disagree with the idea

.,,,._,.,,.
·~,
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of working with men.

My husband doesn't like it either.

Sometimes I

have formal meetings with male colleagues, and I dress respectably."
Respondent #20, a single social worker, said:
My father doesn't mind if I come into contact with men at work. My
grandfather does. He doesn't mind if I work as a teacher, but he
is not supportive of the kind of job I have, since I come into contact with men.
'
In general,.drivers we come into contact with are afraid of something happening to us as girls and sisters. If somebody looks or
stares at us, they yell at them. They act as protectors.. However,
the older.drivers are the ones that are really bothered, especially
if we have a formal meeting with the man in charge. Once he sent
a message through the female maintenance worker that we should be
veiled.
Respondent #18, a single social worker, reported:
One driver doesn't seem to approve of my work. He says, "You're
from a well-off family--why do you work? You also come into contact with men at work. 11 He doesn't like it, and sometimes he refuses to give me a ride. I wish I worked on TV, but my brother
advised me not to for the time being. He advised me to wait until
society becomes more familiar with and accepts the idea of seeing
·
native women on TV.
Respondent #4, a single school teacher, reported, "My mother supports my working as a teacher. She doesn't like women working with
men. 11 She continued:
My father doesn't mind if I work with men. He doesn't mind i'f I
work as a radio broadcaster or as a secretary in an embassy. He
doesn't even mind if I work for a TV station. I think his liberal
attitude is a reaction· to my mother's conservatism~ My father
doesn't mind my working with men as long as I'm respectably dressed.
My uncle would object to some extent if I worked with men. I
don't know how drivers and guards feel--my contact with them is so
limited.
Respondent #1, a single school teacher, said, "My father is not in
favor of women working with men, but he doesn't mind that I work.
don't know how drivers and guards feel about it.
is so limited."

.~~
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With respect to women working in radio broadcasting, the

da~a

show that such work was not accepted, particularly at the beginning.
Two respondents who were employed as radio broadcasters spoke of their

experiences. Respondent #34 said:
At the beginning, working in radio broadcasting was not desirable.
Disapproval usually came from the older generation men and women-relatives and friends of relatives. They gave me the impression
that announcers were not good morally. They made me feel that I
shouldn't do it. This could have been due to religious beliefs.
They might have felt that it was wrong for my woman's voice to
be heard on the air.
However, there are fewer objections now that they've seen women
-0n TV. Therefore, I'm much better off. I think.if I decided to·
work for a TV station, my rel&tives would be upset--they wouldn't
forgive me.
Illiterate drivers and guards give an impression of disapproval.
I don't know why. They don't evaluate what we're doing. It could
be. because I work with men, I go. unveiled, and I don t say things
.of interest to them. They might feel that woman's place is in the
home. Once a driver said to me, "You'd be better off at home
raising your kids. 11 Our private driver is open-minded and he respects what I do. However, society is gradually. changing. It
seems that the dr1vers will just have to face the fact that they
should accept us, since they see us daily.
1

Another radio broadcaster agreed that working for a radio station was
more acceptable than it had been previously.
working for only four months.

Respondent #32 had been

She commented:

The people I work with seem to accept my working at the station,
since the ministry has agreed that I'll be an official employee.
Now I'm just a ·broadcaster; I don't go to work every day.
Guards seem to be surprised that I am a nativ~ and work ~ith men~
not because I work at the radio. station. They often ask me if I'm
from Saudi Arabia.
The second group of women contended that their families did not
object to their working with men, but they worried about what other
people would say.

Respondent #5, a married school teacher, said:

I wanted to work as an interpreter. I would have preferred that
to teaching. There are two reasons I decided not to work for
foreign companies or foreign affairs: first, these are not government jobs and I could be laid off any time; second, soc.iety doesn't

~·
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accept women working with men. I don't want to be a leader in
this--I'm afraid of society's disapproval. My father and husband
aren't very much in favor of my working with men. This is not
their personal opinion, because we socialize with mixed groups.
It could be due to the fact that they're afraid of society's disapproval. My husband feels that working for the Ministry of Education is better, since it is more secure and safe for a woman.
He feels they protect women more, since they are more reserved.
Respondent #30, a single interpreter, reported:
My father doesn't. mind if I work in a place with men and my fiance
doesn't mind either. My brothers don't mind if I work with men.
They would be more in favor of my working in a field with women
only to avoid people's comments. They do not mind themselves; they
.
are quite aw.are that I could manage.
Relatives and friends of the family (men and women) are surprised
when I me.ntion that I work in the hospital or with a foreign company. They ask, 11 Why don't you work in the university or teach?"
I.'ve thought of quitting my job and working· somewhere else where
there are just foreigners. However, I feel I should try to prove
that ·women from Saudi Arabia can work with men with no problems.
The respondent transferred to another job in a foreign company at the
time I interviewed her.
The third group of women indicated that they had family approval
of their working with men.

Respondent #8, a married school teacher,

reported, 11 My husband·doesn't mind if I work in radio broadcasting or
TV.

My parents don't·mind if I work with men."

Respondent.#31, a

single interior decorator, said, 11 My father doesn't mind if I come into
·contact with men at work. ·working in my field requires a woman to meet
men.

If a woman is from a conservative family, she won't be able to

manage." Respondent #33, a single broadcaster, described her situation,
"My parents don't mind if I work at the

radi~

station.

My father

doesn't really mind if I come.into contact :with men at work."

\
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WOMEN'S REACTIONS
The society of Saudi Arabia is changing rapidly and it seems that
women are getting conflicting or contradictory values or messages from
society.

Society respects professional occupations, yet disapproves of

the social structure of the work when that social structure

~hallenges

the traditional social setting of women and the traditional, expected.
behavior.

In other words, society approves of professional occupations

only when traditional expectations are carried

~o

the work situation.

There is an ambiguity with respect to the positive image "support" .
women get from the public.
professio~als;

On the one hand, the public approves of

on the other hand, it disapproves of nonconformity to

traditional, expected behavior.

In other words, the public does not

yet provide a positive, clear approval for modern behavior accompanying
professional occupations.
Respondent #30, a single interpreter·, spoke of reactions she had
received from others because she ·worked with men:
Drivers were surprised. They don't seem to approve of my job because I work with men. It bothered them that we were with men and
because we weren't veiled. They don't· respect women workers who
·work with men.
The biggest difficulty is that others [society as a whole] are
not supportive. I get this impression from relatives and some
friends· of my family, not from educated and working women .. Their·
dtsapproval is based on the fact that I work·with men, not because
I ·am an interpreter. This bothers me a lot. They can't believe
that I can work with men and still be conservative. This was the
most difficult thing I faced: society's disapproval of my working
with men. I don't have any other difficulties. I love my. work.
Respondent #36, a single editor, said:
I get much encouragement in my writing, even from people in charge
[Minister of Education]. Female colleagues and friends of my uncle
are also encouraging. I wish I worked just for the newspaper and
could quit my other job.

,.,,-?"" ,~
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The way I feel is this: although I receive all this encouragement,
I feel that society does not yet accept women working in the journalism field as colleagues. I have gotten that impression from
people's comnents. One colleague said, "Can you imagine?--a colleague woman came to the office to hand in her work, and she wasn't
covering her face. Some men colleagues came in to look at her.
My brother said, 11 Try not to pass by the printing press to pick up
· your mail . Try not to ta 1k so 1ong with men on the phone. This
gives me the impression that our society is not ready yet to have
women in the journalism field as colleagues.
I was offered a job with the newspaper and would have had a separate private room, and would have come into contact with male colleagues only for work purposes. I refused. I'm not in favor of
men and women working together. I might be too cdnservative--more
than I should be. I think women could work in all fields: in
telephone companies and computer centers, for instance, but not in
airports, since they would come into contact with men. I· support
limited contact with men to avoid problems. Some tell me I am too
conservative.
I prepare a program for the radio, but I can't present it myself
since it is against- the instructions of the ministry I work for.
They prevent women who work for them from working on radio or TV.
11

11

Respondent #37, a marri.ed editor, reported,:
Another problem 1. have faced is my· behavior--what is right, anq
what is wrong? I. had an appointment to inverview ·an authority,
and I asked a woman friend to accompany me, just to be on the safe
side. In other societies I could meet with him alone. Some people
have a double standard of morality. Anything might seem all right
for them when other women do it, but not when it comes to their
own daughter~ or sisters.
Society has created an obstacle. A woman can· have a professional
occupation, but is

exp~cted

to practice traditio·nal behavior.

Society

does not yet present positive support for modern, marginal behavior.
Expected traditional behavior, as drawn from the data, is as follows:

(1) a woman is!not expected to.work. at night,- do much moving from

place to place, or travel as a part of her

jo~;

(2)' a woman is riot ex-

pected to work long hours; (3) a· woman is expected to do two jobs and
to handle them both smoothly, and she is expected to give priority to
l

her family; (4) a women is expected to avoid contact with men, if at
all possible, but if the job requires such contact, she is expected to

,,.,/"'
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dress and behave conservatively; (5) a woman is expected to be accompanied in public by a man who is related by blood or marriage, and she
is not expected to take a cab by herself; and (6) a woman is expected
to be veiled and not to be heard or seen by the public ..
This kind of ·paradox may be natural in a society which is undergoing change.

Changes in material culture have been much greater than

in immaterial culture. (cultural
. lag).
~

selves in an ambiguous situation.

women
find themConsequently,
..
.
.

Society approves of women in profes-

sions, but does not yet accept the modern behavior that·usually accompanies those professions.
With respect to behaviors such as

i~teraction

with men, appearing

in public without a man related by blood or marriage, taking a cab
alone, and wearing the Abbaya, respondents could be divided into three
groups:

the conformists, the adapters, and the progressives.

The Conformists
The conformists are those who react to social disapproval by behavtng in a conservative manner.

Respondent #9, a single college ad-

ministrator, reported:

My family doesn't like'the idea that I work with men.

I don't like
it either. Working with women is comfortable. I don't have to
worry about the way I dress or talk, and I ·don't have to cover my ·
hair. A woman who works with men is under pressure with respect to
her behavior. Besides, my religion forbids me to be among strange
men.
Respondent #16, a college teacher, described her situation:
I wouldn't feel comfortable working with men.· r·would' have t_o be
conservative in the way I dress and behave. When we socialize with
mixed groups, my husband and I are concerned that I dress respect·
ably.

..,.--""'
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Respondent #25, a single physician, although a cooperative and understanding person, attempted--more than other respondents--to answer questions during her inte_rview cautiously and carefully.

She said,

11

1 don't

mind traveling to other countries outside Saudi Arabia to participate
in professional conferences or meetings if there is a man there who is
related to me by blood or marriage."

Respondent #7, a school teacher

who has no contact with men at work, reported,
with men.

11

I don't like working

Women are more understanding about my problems and needs.

If

there were good reasons for women to mix with men, our religion would
have permitted it. 11
The Adapters
The adapters are those who behave fn ·a conservative manner, in
keeping with societal customs, but are not personally satisfied.
feel that this is the safest path to follow.
cussed their adaptive behavior.

They

Seven respondents dis-

Respondent #7, a married school teach-

er, and Respondent #24, a single physician,

expres~ed

their

dissatis~

faction at not being able to take a cabbythemselves without risking
family and work disapproval.
have to adapt to the

They had both decided that they would

situation~

Respondent #7 reported:

According to instructions I received at work, a woman is not .sup~
posed to take a cab by herself. Sometimes I wonder ·if they realize
that I teach hundreds of students and am a dependable person. It
is rather ridiculous to be told that I cannot be responsible for
myself.
Respondent #24 said, "I wish I had more freedom to go to work whenever
I ·liked.

I would like to be on

my

own--for example, to take a cab.

However, I don't like :to upset my family. 11

F••

~
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Respondent #20, a single social worker, described her solution to
the problem of going from place to place as a part of her job:
During field work I sometimes pretend that my co-worker is my
brother. This way the public is more accepting. Sometimes if the
driver shows disapproval that we are going from one place to another, we pretend that we don't like tt either.
Respondent #11 expressed her

dis~atisfaction

with the custom of veiling:

I don't believe in covering my face, but as an employee, I'm required to do it. What bothers me most is that I have to instruct
students to cover their faces. I tell them I don't agree with the
custom myself, but that I am instructed to tell them to cover their
faces.
The Progressives
The progressives are those who are trying to get more social approval for their modern behavior.

Respondent #22 said, "I insisted

that I was going to work in my field.
before I got a job.

I was

unemploy~d

I wanted to open up the law.field for women."

Respondent #23 reported, "I don't wear the Abbaya.
openly, freely, and frankly.
Arabia."

for two years

I express my opinion

Some people think that I'm not from Saudi

Respondent #30, a single interpreter, was very expressive and

determined:
I· am persistent and confident about what I'm doing. Even though
society didn't accept the idea of women working with men, I did it.
All I wanted was to prove that a woman from Saudi Arabia could work
with men and manage.
Respondent #34 reported:
I don't wear the Abbaya when I work. The way I feel is the society
should accept everything that is new. Society is gradually changing. Some don't seem to realize that there are changes go~ng on.
Their mentality is 'way behind.
It

seem~

that the so-called virtual social identity vs. actual

social identity exists.

That is, the character and behavior expected
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from women by the society comprise the virtual social identity, while
the character that the women could possess, were there fewer restrictions, is their actual social identity.
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CHAPTtR VI
EXPECTED BEHAVIOR
Difficulty, or strain, occurs when an actor is e?<pected to play
11

11

I

two or more roles that involve behaviors which are contradictory.

The

actor's perception of the contradictory behavior determines ·the extent
of the strain.

It has been delineated that employed women are placed

in this impossible position.

Behavior required in the marketplace

(aggressiveness and competitiveness) is incompatible with the requirement that women be accepting and accommodating.

A women .is expected to

perform a supportive function as a female and a competitive function
as a career person.

As a female, she is expected to raise the status

of others; as a career

person~

she is expected to challenge and to com-

pete.
It was hypothesized that women with the most on-the-job interaction with men (physicians, broadcasters, interpreters, and interior
decorators) w9uld experience the most difficulty in terms of contradictory expectations.

Women with the least interaction with men at work

(school teachers) were expected to experience the least amount of difficulty with respect to contradictory expectations.

Women with occa-

sional interaction with men (college teachers .and administrators, social
workers, investigators, and newspaper editors) should be somewhere between the two extremes .

.,..,,,...._<"'
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It is assumed that in a segregated society, there.is a common
standard of behavior to which all women are expected to conform.

The

women support and help each other and learn to relate well to each
l

!
l

other.

In a desegregated work situation, both sexes are exposed to an

•

l

ambivalent social interaction situation. This ambivalence could be due
to the lack of well-established conman expectations.
pectations might come from male colleagues.

ContradJctory ex-

A man might expect. a.woman

colleague to be helpful and accepting as a female, .while at the same
time he might expect her to compete and challenge as a.career person.
The frequency of interaction of career men and women in Jeddah,
Saudi Arabia was
and most.

~ound

to fall into three categories:

Working women with the least interaction were those who

actually had no interaction with men at work.
category

ieast, occasional

~ere

Women in the "occasional"

the ones who came into contact with men through phone

calls and formal meetings.

The third category comprised women with

the most interaction with men.

They worked in the same bui.lding with

men, seeing and talking to the men on a daily basis.
The data, in general, do not demonstrate that contradictory
_expe~tations

are affected by the degree of interaction of men

and women at work.

Instead, the data suggest the following:·

(1) women with least and occasional
divided into two groups:
discrepancy in personal

{a) those

to. fulfill

~,T~«

with men can be

(the majority) who perceive no

behavior expectations; and (b) those who

express dissatisfaction with
they will

interac~ion

~emale

be overly supportive.

colleagues'

expectation that

Members of both groups tend

the sex-role expectations of their colJeagues.
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(2) Women with the most interaction with men at work can also be divided into two groups:

(a) those (the majority) who do not perceive

·any discrepancy in personal behavior expectations; and (b) those who

report that contradictory behavior is expected by male

colle~gues.

(3) It was found that qualitative data, in general, are consistent with
the quantitative data.

The quantitative data show that the amount of

contradictory role expectation is similar regardless of the degree of
interaction between men and women on the job.

For the most part, women

with the least interaction do not experience the least contradiction
in role expectations from women colleagues .. Likewise, the expectations
of male colleagues do not show a clear pattern of greater contradiction
among respondents with the most interaction.
For clarity of presentation, differentiation will be made between
the two types of behavior; that i-s, personal behavior expectations and
work behavior expectations.

In this chapter, qualitative and quantita-

tive data will be incorporated to illustrate the differences in the
am?unt of contradictory personal .behavior expectations by the degree· of
interaction women have with men at their work.

Further discrepancies

in personal behavior, such as women's appearance and

man~er,

will also

be discussed.
Secondly, different types of contradictory work behavior expectationi will be examined, apart from the degree of interaction women have
with men in their work.
include:

relationshi~s

These contradictory

war~

behavior expectations

between teachers and students and among col-

leagues themselves, ma·teri.al to be covered, quality vs. quantity in·
education, and public 'expectations.

Two additional issues were discussed

~·
~

... ,.. ...
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by respondents:

(1) the dominant trend in the work situation is cooper-

ation rather than competition, and (2) it appears that males are supportive of women colleagues.

These two issues will be discussed later

in this chapter.
CONTRADICTORY PERSONAL BEHAVIOR EXPECTATIONS BY THE
DEGREE OF INTERACTION WITH MEN AT WORK PLACE
Women with Least and Occasional Interaction
The qualitative data show that women with least and occasional
interaction could be divided into two groups:
who showed no

disc~epancy

(1) those (the majority)

in personal behavior expectations by col-

leagues, and (2) those who expressed their dissatisfaction with· discrep·ancies in personal behavior expectations.

It appears that respondents

in a more homogenous environment found that this environment reaffirmed
their

s~curity

and was not threatening to their identity.

They reported

that they were expected to be supportive and cooperative, and on occasion to discuss and argue.
by their colleagues.

They tended to behave in the manner expected

This group could be labeled "high positive con-

ciliators. 11 Six respondents illustrated this point of view.
Respondent #6

s~id:

The work atmosphere is characterized by mutual understanding and
closeness. In general, I am a cooperative and forgiving person.
I'm not sure what:they expect from me. I assume that they expect
me to support them. I do that when it is convenient.
Respondent #10 reported:

~·
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I .am more helpful with female colleagues than with males. I cooperate with female colleagues and support them. I'm also encouraging
.and sympathetic. I'm not a shy person--! discuss and argue. They
expect me to do so. Sometimes female colleagues expect me to be
helpful because we are all women. Male colleagues expect me to cooperate more than anything else, but they also expect me to take
part in discussions about work.
Respondent #12 said:
I try to· cooperate with female co 11 eagues--not because of duty, but
· because of ·sisterhood. I take their family emergencies· and i 11nesses into consideration. Our work atmosphere is one of coopera- ·
tion, not competition. Female colleagues expect me. to be helpful
and cooperative. In fact, they think I'm a more cooperative person
than they expected me to be. I don't like to be.critical and picky
with my cqlleagues, and I really don't feel that contradictory behavior is expected from me. I cooperate with male· colleagues .. Our
work is complementary and interrelated. They expect me to cooperate
and accept their opinions. What I actually do is agree when I am
convinced that they are right and argue when I feel they are wrong.
Respondent #15 commented:
During formal meetings with male colleagues, I'm serious, formal,
shy, and conservative. I'm not myself; I just talk and smile when
it's necessary.. Male colleagues expect me to be conservative and
shy and to agree with them. They expect agreement because they are
in higher positions. In fact, our relationshi.P with males is
limited, and they don't really know much about us. There's no contridiction in the behavior I'm expected to exhibit.
·
The data show that what women actually did was consistent with
what they were expected to do.
The second group was few in

numbe~

and could ·be labeled

''lo~

positive conci.liators." They tended to behave as expected by colleagues
but they expressed their dissatisfaction with discrepancies in personal
behavior expectations.
Respondents reported that, as women, they were expected to be
very helpful and sympathetic, yet as workers, they felt that they should

~..,
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be more critical and assertive.

Respondents indicated that

femal~

col-

leagues showed ambivalence about being critical, assertive,. and showing
independence.

Colleagues

mi~ht

admire such traits, but actually pre-

ferred the supportive colleagues.
bivalence.

Four respondents spoke of their am-

Respondent #8 described herself as follows:

I'm usually cooperative with female colleagues because there's a
bond between us. I sympathize with them and support them. They
expect me to be that way. Sometimes I wish I didn't feel that I
have to be supportive with my ·colleagues. I wish I could be more
critical. It seems to me that sometimes some colleagues take advantage of me because they know that I'm a ~upportive person.
They might think I'm not capable of being any other way. I notice
that colleagues don't take advantage of those who are independent,
critical, and competitive. Still, they dislike that kind of per-.
sonality. They prefer the supportive personality.
Respondent #11 said:
I sometimes sympathize with female colleagues when it comes to vacation plans. I don't punish my colleagues, except verbally. I do
criticize their work if I ·feel it's necessary. I am a very rational
person when. it comes to making decisions and evaluating. What
bothers me is that women expect me to be very sympathetic about
their vacations and when they·don't come to work on time. They expect me to consider their family problems, such as a child's sick-.
ness. They feel we are all women and know and understand each
other. They feel there should be a kind of forgiveness and.understanding. since we· are all women. So I. really sympathize with female colleagues, whether I like to or not. I really can't say
exactly·what male.colleagues expect from me. We don't have much
.contact with men--just formal meetings ten or twelve times a year.
W~ freq~ently talk on the phone on a day-to-day ·basts. Those who
have worked with me for a long time expect me to speak my mind.
They know that's the way I really am.
Respondent #13 reported:
What I would really l.ike to do sometimes is refuse to do favors.
For example, when I am asked to let a student register for more
hours than she is supposed to. I'd like to be able to refuse to
·do extra work when I'm asked too--somebody else could do the work
for a change .

..,,.,,.<··
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Women with Most Interaction with Men at Work
The qualitative data show that women with most interaction with

men at work could be divided into two groups: (1) those (the majority)
who do not perceive contradictory role expectations, and (2) those who
do perceive contradictory role expectations.

Respondents reported that

they were expected to be supportive. and to argue occasionally .. This
group might be called "conciliators," since they appeared to behave as
expected by colleagues. Three respondents described their situations.
Respondent #27, although reporting her supportive role, wished
she could change it somehow.

She said:

I try to be forgiving, cooperative, and friendly with colleagues.,
but I express my opinion frankly. I try not to hurt others or be
too critical. That's why I feel I couldn't have a job that required exercising a lot of authority and giving orders. I try not
to be ·aggressive, and I try to sympathize with others. Colle.agues
expect me to be this way. That's why being a physician is appropriate to my nature. However, I would. like to behave differently
sometimes.
Respondent #30

expres~ed

herself clearly:·

I don't feel I'm· expected to perform in a way that is contradictory
to my real nature~ At work I argue, discuss, cooperate, and sym-·
pathize only when necessary. Colleagues expect me to behave in
this· manner, according to how I feel.
Respondent #35 reported:
In general, I cooperate, forgive, show affection, support, and en-·
couragement. I like to be this way. I don't really know what
colleagues expect from me exactly. Our relationship is formal and
serious. I assume that this is what they expect .
.Members of the second group of responderits

we~e

aware of incon-

gruent expectations and they tended to violate those expectations.

They

were the ones who told· me what they were expected to do, and how they

_..,,/ _,...,..
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violated the expectations of males.

This was best described by Respon-

dent #26:
Female colleagues expect me to forgive and sympathize. A female
colleague expects me to cooperate because of affection and kindness,
and to empathize because we are all women. Men are different. In
general, I'm a cooperative, sympathetic, and forgiving person.
That's the way I am with both males and .females. But I also argue,
object, and discuss. Males.want me to accept their opinions more
than women do. Males expect me to cooperate with them because they
feel they have more responsibility. They expect me to be forgiving
like a woman, yet serious like a colleague. Males don't expect me
to argue, discuss, and object, but I do it a lot anyway.
Males expect me.not to compete, but I do. I don't compete with
them for promotion to hospital director. It would be pointless,
because there is no.opportunity for me, as a woman, to be a hospital
administrator. However, I -compete with male colleagues with respect
to the number of _patients I examine and the number of successful.
operations I perform. Sometimes I agree with male colleagues, but
they expect more. Male colleagues want me to ask their advice more
than female colleagues do. They feel good if I ask for their help.
Male colleagues also expect me to accept their opinions when it
comes to making decisions. ·
Respondent #31, an interior decorator, expressed similar feelings:
Male colleagues expect me to be conservative and yet to.be.myself.
At the beginning they were afraid to talk.to me. They know I am
native, and they assume that women from Saudi Arabia are ."conservative .. However, I started to talk to them and sometimes I asked
their opinion. Most of the time I tried to be conservative. I
want to talk to them, and I don't want to. I didn't like the work
atmosphere, partly.because I felt I had to be conservative.
Respondents' awareness of incongruent expectations could have
been due to the fact that they were in a heterogeneous soci a1· envi ~on- .
ment; that i_s, they came into contact with ·men in a work situation.
Qualitative Data Analysis
As a means of indicating the degree to which women felt contradictory expectations from colleagues in the
I

-- l
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~ork

setting, the
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respondents were asked how much they were expected to behave in particu1ar ways by male and female colleagues.

These "expected ways of behav-

ing" consisted of four pairs of contradictory types of behavior. Thus,·
if a respondent indicated that she was expected to

b~

accepting "much"

of the time, and also indicated that she was expected to

"much"

a~gue

of the time, this was recorded as "much" contradiction in role expectaOn the other hand, if the response pattern in these two behav-

tions.

ior expectations was accepting 11 much 11 of the time and arguing "little"
of the time, this was recorded as "little". contradiction in role expectations.

Paired responses of "some" of the time to one behavior expec-

tation and "much" or "little" to the contradictory

~ehavJoral

expecta-

tion were recorded as "some" contradiction in role expectations.
·'four sets of

pair~d

The

behavioral expectations were: Accepting-Arguing,

Raise the Status of Others-Critical, Sympathetic-Assertive, and

H~lpful-.

Competitive. ·
Table VIII shows the percentage of paired responses to all four
sets of contradictory behavioral expectations which indicated much,
some, and little contradiction by the degree of contact with me.n in
the work· place. These expectations were felt to be possessed by the
women.colleagues with whom the respondents worked .. In general, Table
VIII indicates that contradictory role ·expectations were experienced
to a similar degree by all respondents regardless of the amount of contact the respondents had with men on the jqb.
ferent levels

o~

At each of the three dif-

contact with men ("least," "occasional," 11 most 11 ) , the

most frequent response pattern showed little contradiction in role expectations, with much contradiction being the least frequent response ..

~~--
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It is interesting to note, however, that there was somewhat less contradictory behavior expected by female colleagues in occupations where
there was occasional contact with men than in occupations where there
·was little or much contact with men.

It.is also interesting that the

greatest degree of contradictory expectation was in.dicated by women who ·
had little contact with men (17 percent indicating much) and not in
those occupations where women had the most contact with men (10 percent
indicating much).
TABLE VIII
PAIRED RESPONSES INDICATING CONTRADICTORY EXPECTATIONS FROM WOMEN
BY DEGREE OF INTERACTION OF MEN AND WOMEN AT WORK
Amount of
Contradiction
Much

Least
17%

Degree of Contact
Occasional
7%

Most
10%

Some

33%

33%

38%

Little

47%

60%

46%

· N/A

- 3%

5%

Total

100%

100%

99%

Number of Paired
Responses (N)

30

43

39

Table IX utilizes the same. format as Table VIII, but shows the
expectations of males rather than female colleagues.
are more in line with ·the hypothesis that women in

Here, the results

~ccupations

contact with men would show a much larger percentage of "much

~

with much
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contradiction" (14 percent) than women in occupations where there was
only occasional contact with men (4 percent).

This comparison, how-

ever, should not be over-interpreted, since responses from those in
occupations where there is much contact with men also show a larger
percentage of responses indicating "little contradiction" than do the
responses from those in occupations where there is occasional contact
with men (50 percent and 40 percent respectively).
TABLE IX
PAIRED RESPONSES INDICATING CONTRADICTORY EXPECTATIONS FROM MEN
BY DEGREE OF INTERACTION OF MEN ·AND WOMEN AT WORK
Amount of
Contradiction
Much

Degree of Contact
Occasional
Most
4%
14%

Some

36%

25%

Little

40%

50%

N/A

19%

11%

Total

99%

100%

Number of Paired
Responses (N)

47

36

To sum up, the hypothesis must be rejected.

Women with the least

contact with men do not experience the least contradiction in role expectations from women colleagues, and the expectations of male colleagues
do not show a clear pattern of greater contradiction among respondents
who have the most contact with men.

,,,..,..,-·

However, this conclusion should be
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vi.ewed cautiously, since the qualitative data are more in line with the
hypothesis.

They show that the perception of women with least and occa-

sional interaction with men is that contradictory expected behavior is
a by-product of personality differences of. the various respondents.
Women with the most interaction with men at work perceive the contradictory role behavior as a by-product of a positional factor; that is,
of being with men at work.

This finding should be examined more thor-

oughly, using a larger sample.

FURTHER DISCREPANCIES IN PERSONAL
BEHAVIOR EXPECTATIONS
Regardless of the degree of interaction with men, the respondents
reported various contradictory personal behavior expectations: These
contradictions dealt with women's appearance and conservative behavior
.at their place of work.
Women's -Appearance
. Although school teachers had no interaction with men.at work, they
were

e~pected

to be conservative in the way they dressed.

Some reported

that although they did not· believe in covering their faces in public,
they did it because of orders from their superiors, and asked students
to cover their faces also.

Three respondents spoke of the way they

oressed and of their feelings about covering their faces.
Respondent #1 reported:
We are instructed to wear long sleeves, even though we are all women
working together and no men are allowed inside ·the school. It is
not considered desirable for women teachers to dress up, although
some do during the time that we are turning in grades and the

_,.--~
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students aren't around. It seems unreasonable, even to students,
that teachers have to act this way.
Respondent #2 said:
I notice that some teachers--particularly those who teach religious
subjects--uncover their faces in public. This is a double standard.
They ask students to do things they do not conform to themselves.
This causes value confusion for the students.
Respondent #8 reported:
There are many instructions regarding our appearance. For example,
we're not supposed to wear short sleeves. ·using make-up, wearing
wigs, and polishing our nails are all frowned upon. .I don't believe in covering my face, but as an employee I have to. I don't
believe that uncovering the face is against religious teaching. ··
Some colleagues believe as I do. I have seen them coming to work
uncovered, then covering their faces when they reach the institution guard.
Conservative Behavior
The data also suggest that conservative behavior among respondents
is the dominant behavior when women come into contact with men.
ever, there are differences among respondents.
ment of four types:

How-

The data show a develop-

(1) respondents who felt that they should be. con-

.servative with male colleagues (conformists); (2) respondents who acted
~onservatively

out of fear of being misunderstood; (3) respondents who

were conservative because they were following work instructions; and
(4) respondents who behaved in a conservative manner but reported dissatisfaction.
(1) Conformists.

Five .respondents felt that they should be con-

servative with their male colleagues in the way they dressed, talked,
and sat. They reported satisfaction with .their own behavior among·male
colleagues.

They felt that they were expected to be conservative and

that by being conservative, they would be assured of self-respect.

'9;'.
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Respondent #9 said,

11

! am usually conservative in the way I dress

when I attend formal meetings with male colleagues.
don't draw attention to my appearance.
related to work.

11

I do that so I

I usually talk about subjects

Respondent #30 reported:

In general, ·I am conservative in the way I dress and behave. For
example, I don't laugh much· or tell jokes. I'm not conservative
because of any work regulations, but because this is the way I am.
I'm careful about the way I set my.hair, and don't use much make-up.
I feel that I'm behaving in the right manner, since our society is
hot yet accustomed to the idea of women working with men. That's
why I'm serious. ·
Respondent #35 said:
The relationship with colleagues in general is a sort of brother~
hood and companionship, while at the same time it's formal and conservative. I wear the Abbaya and I sit with considerable distance
between myself and males. I leave the door open when there is a
. meeting with one male colleague. This doesn't bother me--it's the
way I like to behave. They expect me to be this way, and they support this kind of behavior.
(2) Fear of Misinterpretation.

Five of the respondents expressed

·their fear ·of being misunderstood if they behaved less conservatively.
This fear is partially due to th.e fact that there is a lack of association between males and females, and, therefore, a lack of common expectations.

Several respondents discussed their uneasiness.

Respondent #12 said:
Generally I'm careful, formal, and conservative with male colleagues.
I don't want to be misunderstood, and I don't want them to think
of me as immature. I don't know enough about their backgrounds,
values~ and attitudes.
Respondent #20 commented:
I feel more comfortable with female colleagues about the way. I talk,
the subjects I talk.about, and the words I use. I'm more relaxed
with women because I know how they think. I also have·some idea
about their work performance. I'm less confident with male colleagues. This is partly due to the fact that I qon't know how good
they are at their work. I'm still a relatively new employee.
I
don't know a11 the rules yet, and I'm afraid I' 11 do somethfog
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wrong. In general, I'm careful around male colleagues--! just try
to be serious and talk about subjects related to work. I'm afraid
if I act natural, they might misunderstand me.
However, I feel that if I continue to work with male colleagues,
thi.s fear might go away. In fact, this already happened to some
extent after we worked with them in one project. I also became more
relaxed when I found out that one of the male colleagues is a relative of mine.
Respondent #32 stated:
In general, I m conservative because I'm afraid my behavior will be
misunderstood. I feel more at ease with female colleagues than
wfth men workers. We are instructed not to close doors ·when we are·
alone with male colleagues, and we are also instructed to wear long
dresses. That's because other workers--particularly guards--are
watching us carefully.
1

(3) Being Conservatively Dressed because of Work Instructions.
Two respondents talked about instructions they had received concerning
their dress at work.

Respondent #10 said, "I generally dress as I

please around male colleagues, except for what is necessary, such as
wearing the Abbaya.

Respondent #33 reported:

We are instructed to wear long dresses and cover our hair. However,
I don't wear the Abbaya around male colleagues. Our relationship
is a professional relationship. It s formal and serious, and
there's no time for talking about other subjects. I'm usually conservative in the way I dress, walk, and talk. I don't talk loudly,
·1augh, or tell jokes in the halls. Gµards ar~ usually in the halls
staring at us. I· usually wear loose clothes and don't use· make-up.
1

(4) Dissatisfaction with Conforming.

Four respondents reported

dissatisfaction because they felt they could not be themselves at work.
They felt they had to be conservative in order to conform to the expectations of colleagues, husbands, and society.
Respondent #15 stated:
I wish I could act more naturally in formal meetings wjth male colleagues. I mean, 'I'd like to be less serious and shy, and be more
at ease .. I feel like I'm playing a role--like I'm acting. I want
to be formal and conservative, but not shy. I wish I could be.
myself and discuss, argue, and criticize.
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It seems to me the reason I'm not myself is because there is so
little interaction between the two sexes. I guess I'm also afraid
of what male colleagues would think of me if I acted differently.
Besides, I know that my husband and father are not in favor of my
meetings with men. That might explain why I don't smile, laugh,
or discuss anything except work.
I am usually afraid that I'll be misunderstood, but since meetings
are held only once a month, I don't have to worry about this situation very often. However, I would be more bothered if meetings were
held often--like once a week.
Respondent #26 said: ·
I feel I'm confined to a certain behavior. I have to be serious,
formal, and conservative. I do th·is, since the idea of men and
women working together is still new to our society. I'm afraid of
being misunderstood if I smile. This bothers me.
Respondent #31 expressed a similar feeling, "There is no 'dress code'
where I work, so I go to work without the Abbaya.
non-native.

All my colleagues are

But it still bothers me that I feel I have to be conserva-

tive." Being under pressure to act conservatively was also mentioned
by Respondent #4, who·had no interaction with men at.work:.
I wouldn't mind working with men. However, I feel that some problems might arise. When a woman works with a man, she is under
. pressure to be conservative in the way she dresses; talks, and behaves. Working with women is much easier. Women colleagues talk
easily, laugh, and tell jokes. A woman can't be that way with male
colleagues, particularly at the beginning of the professional rela-.
tionship. A woman would be afraid that her behavior would be misinterpreted.
Respondent #34, who had most interaction with men at work, expressed
her dissatisfaction with job regulations which regulated relationships
between male and female colleagues.

She said:

With the increased number of female workers--particularly from
other Arab countries--instructions are issued to regulate the relationships between male and female.colleagues. For example, males
and females are not supposed to be seen together·a lot. The door
is not supposed to be closed when one male and one female are in
a room together. Rules like this.make the relationship a little
bit tense. However, the relationship between male and female col- ·
leagues is much easier and friendlier when there is a small number

.""-
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of female workers. I don't wear the Abbaya and I go unveiled.
seems to surprise the guards, and they act rough.

This

Differences among respondents could be due to factors such as:
(1) differences among respondents individually (traditionally-oriented
or modern-oriented); (2) marital status (married or single); (3). differences in instructions regulating male and female interaction (strict or
flexible); (4) the length of time w~men had worked with men:· (5) the
number of male workers compared to the number of female workers; and
(6) the nationality of the male workers.
Working with Women vs. Working with Men
The data also imply that women prefer to work with other women
because there is less pressure to· behave in a conservative manner,. and
because there is more opportunity for close personal relationships.
However, some women would like to work with men in order to have the
opportunity to be exposed to a different perspective:
and to. gain valuable

~xperience.

to learn more

Respondents also reported that there

was a more serious work atmosphere and a better professional relationf

ship when.men and women worked together professionally.
Respondents #4 and #11 spoke of the advantages and disadvantages
of men and women working together.

Respondent #4 said:

Working with women is relaxing. However, I feel that when the ·boss
is a man, women are more under control. They are more organized,
less contentious, and more obedient.
·
I have noticed that women argue and object even when the woman
boss is right. It seems to me that with men bosses, there is less
discussion and argument. Then' the women only argue when they feel
·
they qre rig~t.
Respondent #11 co1T1T1ented:
Working with women bothers me in one way. Sometimes I feel they
are too ~omfortabl~ together and not serious enough. For instance,

..,,,,,.,.,....,...,..~
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one wi 11 say, 11 I'11 write this letter tomorrow instead of today. 11
It would embarrass me to show anger or dissatisfaction when they
act unconcerned. However, working with women is better in·anpther
way. If I have a personal problem, I'm able to talk about it. I
feel more at ease with women than with men.

Respondent #27 stated:
I don't care whether I work with men or women. However, I feel I·
would prefer working with men, since they discuss different subject~.
A man devotes much of his time to work. A woman devotes
only part of her time to work since she has oth~r responsibilities.
Respondent #35 reported:
Working with males is good--you get a chance to learn more and to
benefit from their experience. Women somehow have a li~i~ed perspective.
.
I wish I had more opportunity to attend work meetings with male
colleagues. Maybe this doesn't happen because I'm not an official
employee. Another explanation might be the traditions surrounding
the relationships· between men and women.

CONTRADICTORY WORK BEHAVIOR EXPECTATIONS
Regardless of the degree of interaction women have with men.at
work, they

see~

to expect various types of contradictory work behavior.

These contradictory expectations include:

(1) work relationships (e.g.,

between teachers and students, and among workers themselves); (2) material to be covered and methods of teaching; (3) quality and

qu~ntity

in education; and (4) public expectations.
Work Relationships
It appears that

~ork~related

relationships oscillated between

non-institutionalized and institutionalized behavior.
· (1) Relationships between Teachers and Students.

Teachers were

expected to have both formal and informal relations with students. Two
respondents expressed their dissatisfaction with instructions regarding

-···
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their relations to students.

Respondent #2 said, "Teachers are expected

to be formal and keep distance between themselves and their students.
This is inconsistent with modern educational objectives." ·Respondent

#9 agreed:
I'm expected to be strict with students and I'm not in favor of
doing this. I know that some students might take advantage of a
teacher if she's friendly and nice, but I feel that treating students nicely is much better than being strict.
This response was affirmed by Respondent #11, who complained that some
students took advantage when teachers were nice.
students seemed to dislike strict teachers.

At the same time,

She said:

Sometimes I feel that the students hate me. This could be due to
the fact that I'm serious and objective. They argue and object
abo.ut their grades. I fee 1 that exceptional grades should be
earned, not given .away. They want to have higher grades than they
deserve.
I also object when they come to class late. I do this for their
own benefit, but they don't seem to appreciate it. They want me to
be. less serious and less formal with them. They want to be spoiled.
Th'is situation bothers me very much. Non-natives sometimes give
them better grades than they deserve. They do it because they want
to avoid problems.
·
It seems that the way in which teachers spoke to

th~ir

students

played an important part in the determination of the teacher/student
relationship; that is, the relationship depended not only on what the.
·teacher said to her students, but how she said it.
(2) Relationships between

Colleagues~

Some respondents felt that

personal relationships were in conflict with professional

relations~ips.

For instance, some workers were allowed flexibility in their working
hours, sometimes arriving late or leaving early.

Occasionally workers

found themselves in the difficult situation of receiving orders from
highly-placed citizens• which were in conflict with the work instructions
of their organization.

-~·

Five respondents expressed their dissatisfaction
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with the existence of personal relationships in the work situation.
It appeared that the emerging values of bureaucracy were conflicting
with.traditional values, artd respondents felt ambivalent about this
conflict.
Respondent #2 stated, "Permission to take the day off or to come
to work late because of family problems or sickness are usually given
to those who have a friendly relationship with the boss.

11

Respondent

#13 said, "Some students are allowed to register more than they are
supposed to because of favors; other students are not.

Personal rela-

tionships are also considered with respect to employee attendance."
Resp~ndent

tionships.

#19 was very dissatisfied with professional/personal ·relaShe commented:

No professional relationship exists at work--instead, there are personal relationships. Competition is not based on good performance,
but on other things. You feel you don't have any privacy. Most
subjects discussed at work are personal rather than intellectual.
It is a close-minded atmosphere, and there's no opportunity for ·
learning. There's not much opportunity to express an opinion
frankly and honestly. It's possible that we're influenced ·by nonnatives. They tend not to "rock the boat." This has a bad effect
on the work a~mosphere. Bosses are not used to betng criticized.
Respondent #21

report~d,

"Sometimes at

w~rk

you are ordered to do things.

This creates conflict between what you feel you should do and what you
are ordered to do.

11

(3) The ~ierarchy of Authority.

Ambiguous f~elings about the dis-

tribution of authority and responsibility were mentioned by respondents.
For

i~stance,

a man.

a school guard represents authority simply because he is

Having too many directors, as well as having responsibility with

no authority, caused women to feel they were being pulled in too many
directions.

--

Respondent #8 reported:
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I feel that the school guard represents authority. He feels he's
more powerful than the teachers. Just because he's a man, he's
considered the school protector. I can't argue or fight with him
even if I'm right. Some teachers cover their faces as they approach
the school so the guard won't see them uncovered. The same thing
applies to the messenger. The guards and messengers watch the
teachers going in and out of the school. Sometimes teachers are
questioned at work after guards or messengers have reported something about them to the teachers' superiors.
Respondent #10 said:
The relationship between the di rector and the employees is not cl ear.
I get instructions from several differ.ent directors. I have no
clear authority to make decisions. What I have is responsibility
·
without precise and clear authority. ,
Respondent #17 .was very dissatisfied with the c.entral ization of authority:
I'm in a top position where I work, but !·don't have much authority. There is a tendency to centralize authority. This centralization encompasses student affairs and employee affairs. T~e authority is centralized in the hands of the general director. They don't
want centralization of authority in the women's section. This·
really bothers me very much. It's contrary to the qevelopment of
this college and it causes cQnfusion about responsibility and authority. I had a hard time getting qualified administrators and
teachers for our college--! even had trouble getting furniture!
Material to be Covered and Method of Teaching
Three teachers told of the material they were expected to cover
and the new teaching methods they were expected· to use.

Respondent

#1 said, "There is so much material to be covered and the students are
expected to understand it all well."
much material to teach.

Respondent #2 added, "There is

At the same time, I am

~xpe~ted

to perform as

well as my students." Another teacher expressed her dissatisfaction
with the old and new methods of teaching, as well as the amount of material to be covered.

Respondent #4 reported:

I am instructed to follow the new method of teaching--that is,
starting with the -sentence in teaching English as a second language .

.--,~
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However, there is so much material to be covered, and I know from
my own experience that the old method--starting with letters--is
much better.
The comments of the respondents implied their dissatisfaction
with their lack of adequate power or authority.

They also pointed out

the practice by their superiors of controling women workers.
·Quality and Quantity in Education
There is disagreement about the relative values of quantity and
quality of education.

A possible explanation for this dissensi9n is

the country's urgent need for native labor.

However, trying to conform

to the seemingly incompatible requiremen_ts of quality and quantity has
created_ a difficulty situation for education professionals.
A number of respondents were dissatisfied with the concern about
quantity rather than quality of education.

Respondent #2 said:

We're instructed to watch students carefully during tests, and students who cheat are supposed to be punished. However, the people
in charge feel it's undesirable if the success rate of students is
low. Students who don't show up for exams get an 11 F, 11 then we're
asked to make up tests for them.
Respondent #5 agreed, "Written instructions are quite clear--the teachers are supposed to be strict with students who cheat.
people in charge

expe~t

However~

the

a high ratio of successful students." Respon-

dent #6 reported, "It bothers me a lot to be asked to be strict with
students while at the same time I know that the number of students who
'make it' is considered very important."

Respondent #8 said, "People

in charge seem to be more concerned with quantity than quality. 11 'Respondent #11 commented,

11

!

feel that education should be fair and

strict, but sometimes I feel I don't have to be this way.

It seems to

me that quantity is considered more important than qualitY.."

,,.-·

Respondent
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#17 stated, "I wish more consideration was given to the quality of our
students instead of just the number who pass."
Public Expectations
Respondents perceived contradictory public

expe~tations.

Parents

interfered with educational instruction and expected their demands to
be met.

Patients expected all the treatment they wanted, with no con-

sideration for the number of patients each physician had.

Clients

asked for specific designs and then asked for something entirely different.

The public expected newspaper editors to confine themselves to

the advocacy of the society's values; they wanted no discussion that
would disturb those values.
A number of respondents described the situation as it affected
their professions.

Respondent #11, a college administrator, said:

Public opinion is very powerful. It has a lot of influence on the
way the education system is run. Students' families interfere with
the way students dress; some have objected to letting female students attend school unless they are in uniforms. Parents interfere
with the way teachers treat students. With regard to admission and
registration, people complain and write letters. Sometimes their
objections and demands are unreasonable. It's a shame that complaints, objections, and asking· for favors sometimes come from the
educated class and those who have power .in terms of money and occupation. As a result, people in charge are afraid of complaints.
They don't want problems.
Respondent #23, a physician, reported:
Many patients come in every day. I'm expected to give each patient·
as much time as they want, and I can't. Sometimes patients are
aggressive and rough. They complain that.they don't get enough
treatment and attention. Patients don't realize how·limited our
time is or how many patients have to be examined. Besides, there's
a lack of equipment.
Some patients don't trust the doctors. It could be due to the
fact that some physicians are non-native, and patients think that
they only care about money. Another reason is that sometimes patients have a certain medicine in mind; and want to use it. They.
want to be treated nicely and with a lot of patience.

,,.--
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Respondent #31, an interior decorator, stated:
Clients sometimes change their minds after we have agreed on a design. For example, one buys a rug, then comes to me and expects
me to change my design. This bothers me a lot. If they don't want
to confine themselves to a certain design, why bother to go to an
interior decorator?
Respondent #37, an editor, said:
From people's reactions to my writing, I get the impression that
some don't like the direct approach, and some misunderstand my
writing. For example, when I wrote about the Abbaya, some women
thought I was insulting them since they don't wear it; others thought
I was trying to "corrupt" women or make them revolt against the
Abbaya. Still others co1TU11ented that I didn't know enough about our
Islamic teaching. What I was trying to say was that the Abbaya was
not an obstacle--that women could continue to wear it and sti.11 wor~
FURTHER IMPLICATIONS
The data suggest that the dominant trend among the respondents in
the work situation was cooperation rather than competition.
was relatively rare for the following reasons:

Competition

(1) some respondents

were not interested in promotion, because promotion was sometimes based
on something other than good qualifications or job performance.

(2) An-

other explanation may be that there was no opportunity for competition.
For example, the work was complementary or separated; family and frien.dship ties existed among· some colleagues; feedback and guidance were not
available; male colleagues were in higher positions, worked longer, and
had more access to power; and workers were few in number in any one
field of specialization.
not like to compete.
competed in their work.

(3) Some respondents reported that they did

(4) Only three respondents reported that they
Three women reported that competition existed in

their p1aces of employment, but that it was hidden and was not based o·n
professional relationships.

--
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Lack of Interest in Seeking Promotions
Some respondents reported that they were not interested in seeking promotions. This could be due to the fact that the bases for promotion were not based, on competence and professionalism.

Respondent

#6 expressed her feelings about promotion:
I don't care to be promoted to principal or whatever. I'm only
concerned with doing good work. For example, I want to take teaching methods courses. I'm not interested in competition. Promotion
is based on the number of years at work--my income will. be raised
automatically next year. I just want to get more experience and
learn more.
Respondent #10 reported:
I've noticed that promotions aren't always based on qualifications,
experience, or good performance. That's why I'm not interested in
promotions or competition. I have no interest in having a top position or being in charge. It's artificial to be in charge or to
be in a top position.
Respondent #12 said:
Being in a top position doesn't interest me. I just don't like it
when unqualified persons are promoted over me. I'd just like to see
our work being done better. But I'm not interested in being promoted or in being in a top position.
Lack of Opportunity for Competition
Complementary or Separate Work.

A number of respondents reported

that opportunities for competition with men were not available, since
the two sexes worked in a complementary fashion or were completely separated from each other.

Respondent #9 reported, "There's no opportunity

for competition since our work is complementary.
leagues have the higher positions."

Besides, male col-

Respondent #11 said:

With women colleagues, no opportunity is available for competition.
I don't even know enough about what the other colle~gue does to
compete with her. I like to see my students have higher grades and
better performances, but this doesn't mean that I wish others bad
luck. I don't want to compete with men either. The male section

.,-.-
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is the source of decisions
ally ask for our opinions.
the-men's section to solve
tive problems.
Competition appears more
try to get better grades.

and instructions, though they occasionOur work is complementary; we depend on
our academic as well as our administrabetween male and female students. Girls
Teachers also compete with each other.

Respondent #18 reported:
There is no opportunity for us to compete with male colleagues.
Our work is separate. We're responsible for women's affairs and
they're responsible for men's affairs. We sometimes might try to
show male colleagues that we're doing a better job. However, they
aren't interested in competing with us.
Family and Friendship Relationships.

Family and friendship rela-

tionships appeared to facilitate a cooperative atmosphere rather than a
competitive atmosphere.

Respondent #4 talked of friendships at her

school:
Teachers usually cooperate at work. Only one teacher is competitive. She wants her students to get better grades than the other
students. In general, the reason there's not much competition is
that colleagues know and visit each other. Some teachers were
friends before they became teachers; some went to school together.
This makes the work atmosphere one of cooperation rather than
competition.
Lack of Available Feedback.

The lack of feedback to professional

women was best described by Respondent #34:
The reason there's no competition is that the library is inconvenient, and we don't have enough qualified supervisors. There's not
much criticism or guidance, and no feedback from the public. Every
colleague has his own program and tries to do it well. The relationship is mainly a work relationship. I go to the station to
tape and then go home. There's no competition, but there may be if
one program is divided between two colleagues.
Position of Male· Colleagues.
by two respondents.

The position of males was described

Respondent #22 reported:

I don't really compete with male colleagues. There's no opportunity for competition. I'm still a new worker and I don't have much
experience. In fact, I ask their advice, since I'm not familiar
with the nature of the work yet .

..--·
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Respondent #35 said:
No opportunity to compete with males exists since they occupy higher
positions and have more power. The number of programs I tape is
limited. I'm not an official employee, and I don't hold a high position or go to meetings or conferences. I don't have any authority to make decisions--to add or cancel a program, for instance.
This bothers me a great deal.
Number of Professionals.

Three respondents spoke of the rela-

tively few women in some professions.

Respondent #20 reported:

There's no opportunity for competition. I have no colleagues whose
work is similar to mine. That's why we consider each other's int~rests.
Even if we do similar jobs, the client is the one who
benefits.
Respondent #23 said:
I have only two female colleagues and they don't really care to
compete. One has been working for a long time, and she's not very
enthusiastic; the other is dissatisfied with the work atmosphere.
It seems like they only do what they are supposed to do. There's
no opportunity for competition. I wish there was--it makes people
perform better.
Respondent #29 commented:
I'm the.only professional in my field where I work, so there's no
opportunity for competition with colleagues. There u~ed to be one
male colleague, and there was competition between us. We competed
over the number of patients we examined.
Dislike of Competition
Some respondents did·not like competition; seven respondents expressed their disapproval of competition.
don't compete.

Respondent #1 reported, ".I

Cooperation is better than competition."

said, "I don't care for competition.

Respondent #2

I just want to be satisfied with

myself and my work.''. .Respondent #16 commented, "I don't care much for
competition.

What I care about is the interests. of my students.

is no other teacher teaching my subject.
cooperate with her.

--·
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There

If there were, I think I would

Respondent #21 showed disapproval of competition:
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There is so much competiti9n these days. I've had a negative attitude toward competition ever since I spent time in the United
States. I think competition is useless. I would be feeding on
others in order to win. I'm sort of pessimistic and I think negatively. I don't value such things as competition. Even though it
may be a good thing at work, I can't do it.
·
Respondent #27 said:

I

I don't like com~etition. I just don't care for it. I want to be
good to my patients. I'm still in the process of learning and at
the beginning of my professional career. I ask for colleagues' advice and suggestions.
Respondent #28 reported her dissatisfaction with the limited atmosphere
for learning,

11

! don't compete, and I don't like competition.

There's

no opportunity for.learning--no work meetings, no discussions, no seminars.

11

Respondents Who Compete
Three respondents reported that they did compete.

Respondent

#13 said, "Although the general atmosphere at work is cooperation, I
sometimes try to finish my work before female colleagues and I try to
make my work look good.

11

Respondent #20, a social worker, stated,

11

!

sometimes compete with male colleagues by trying to finish my work
faster and better.

I.feel we are attempting to prove to male colleagues

that we are capable as women and as co-workers.
physician, commented,

11

!

11

Respondent #26, a

do compete with male colleagues with respect

to the number of patients I examine and the number of successful opera- .
tions I perform.

However, I don't compete with them for the position

of hospital administrator."
Three respondents reported the existence of competition where
they worked.

'•.
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Respondent #8 said:
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Competition is there, but it's hidden. You see it among teachers
comparing their students' grades, and you see it when supervisors
praise teachers' performances. I do compete, but I consider the
feelings of my colleagues. I don't take advantage of a situation
to show that I'm better than my colleagues.
Respondent #19 reported:
I have noticed competition between two female colleagues. They do
their best to show that they are better than others. I don't mind
competition, but I wish it were based on a work relationship, rather than a personal relationship.
Respondent #33 stated, "Competition is hidden among my colleagues.
Everybody tries to improve his/her program. 11
It appears that cooperation among the majority of the respondents
was more valued than competition.

However, this condition may change as

the number of qualified native professionals in any one field

incr~ases.

Competition will become more prevalent when the supply of professionals
is greater than the demand.
Mutual Dependence and the Support of
Male Colleagues
A number of respondents reported that male colleagues have been
supportive of them.

They said that male colleagues encouraged them in

their work, helped them, and gave them suggestions.
mutual dependence between men and women.

There is a sort of

The dominance that men enjoy

in the traditional world is carried over to the professional world;
thus the men have no reason to feel threatened.

Men have authority;

they make the main decisions; and they occupy higher positions than
women.

Women do not compete with men, but turn to them for help and

guidance.
Nine respondents mentioned the support they had received from
male colleagues.

,,.,- .

Respondent #12 said, "I'm teaching one class and
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working in administration.
my graduate study.

The male teacher encourages me to continue

He also praises my students and my work.

11

Respon-

dent #18 stated, "Male colleagues are encouraging, helpful, and cooperative with me.

Male colleagues respect us.

perience, since they have worked longer.

Most of them have more exThey give us suggestions."

Respondent #24 reported, ''Male and female colleagues are cooperative.
I ask both for advice, since they are older and have worked longer.
In general, they are helpful to me.

11

Respondent #27 said:

I'm still in the process of learning. I ask colleagues for their
advice ·and suggestions. I want to learn from them. They are nice
to me, help me, and teach me how to treat patients. I have two
male relatives working in the same hospital. This might be the
reason everybody--males in particular--treat me so well.
Respondent #30 reported:
Our relationship with native male colleagues is one of cooperation,
brotherhood, and companionship. In fact, we asked for help from
one of them when we were told that we should consider the way we
dress and behave. We asked him to help us with our objections
to this kind of attention.
Respondent #34 said, "There's a lot of respect from colleagues.

You

can see it in the way they talk to us--they give us straight answers.
There's consideration for my physical and family emergencies." Respondent #36 stated:
.

.

I consider my male colleague as my spiritual father. He is the one
.who guides me. He helps me, gives me suggestions, and criticizes
my work constructively. ·Male colleagues praise my work. They are
supportive.
To sum up, the degree of contradictory role expectation is fairly
similar for all women professionals, regardless of the degree of inter;

action they have with men on the job. Therefore, our hypothesis must.
I

be rejected.

Contradictory ex pee ta tions might come from either or both

men or women colleagues.

-

However, it should be realized that the
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respqndents' perceptions of contradictory personal behavior expectations
of colleagues did not carry an implication of personal conflict.
spondents were expected to be supportive and cooperative.

Re-

The majority,

with a few exceptions, conformed to those expectations.
This finding seems to support the theorem of integration as an
orienting idea.

People generally want to do what they are supposed to

do, and this is what the society needs to have done in order to continue.

However, there are always some persons who cannot conform. This

could be due to individuality or to unique situations (Goode, 1960:
485).

Role demands are not always so pleasant that conformity with

them becomes automatic.

Conformity can be a source of difficulty.

The

data showed that some respondents were dissatisfied with their own unnatural, conservative behavior.

In order to gain respect among male

colleagues, professional women felt they had to be overly formal in
their dress and their:actions.

This was a matter which disturbed some

women more than others.
Conformity to work behavior expectations was perceived by the
respondents in an ambivalent way.

Relationships among individuals· at

work fluctuated between formality and informality.

There appeared to

be some contradiction between institutionalized authority and· personal·
authority.

Work instructionswereoften incompatible; for example, job

demands created some strain between the norms of quantity and quality,
untversalismand particularism. It seems that work behavior itself is
in a state of transition, since the whole society is undergoing change.
The area of employment vacillates between institutionalization and deinstitutionalization; between.more bureaucracy and less bureaucracy;
1

..,~
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between a hierarchy of organized staff, rules, and regulations and a
de-emphasizing of such a hierarchy.

---

CHAPTER VII
THE PROBLEM OF ASSERTING AN IDENTITY
In this section the writer will discuss the problem professional
women have in asserting an identity in the work situation.

For the

purposes of the study, we are trying to discover whether the exclusion
of males in the work situation· has an effect on the development of
women's identities.

Our hypothesis is that women with the least inter-

action with men at work are not placed in sex-related roles rather than
work-related roles.

Second, those with the most interaction with men

at work face the most difficulty in asserting their identities.
It is realized the the whole process of being identified may-be
characterized by ambiguity.

That is, a male's action which is seen as

either more or less placing female colleagues in sex-related roles instead of work-related roles depends on a woman's interpretation of that
male action.
In order to analyze males' actions toward their female colleagues,
Erving Goffman's concepts of deference and demeanor will be used.

Def-

erence characterizes activities such as salutations, compliments, and
nonverbal expressions.

Demeanor describes any appearance, gesture, or

verbal contact, such as jokes or serious comments.

Deference and de-

meanor establish the meaning of the relationship, and they work together
to create a particular image of self for each participant in the situation (Goffman, 1967).

_.-·.·
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This study will focus on three deference and demeanor rituals.
The three dimensions center on· male deference which women may interpret
as discriminatory or as placing them in a "typical female category.
11

The first dimension is the invasion of a woman's personal privacy; for
example, when men address women with certain adjectives, such as
"pretty," "pleasant," or "accommodating." . A second dimension is the
action of a male toward female colleagues which could be interpreted
as the action of a superordinate to a subordinate, such as treating her
as a listener

only~

ignoring her almost totally, resenting any indepen-

dence she exhibits, and speaking to her only when it is necessary.

A

third dimension is where women perceive men as imposing certain "feminine11 traits upon them, such as compassion, helpfulness, empathy, and
faithfulness.
·The analysis of colleagues' actions will be primarily focused on
male action.

However, female colleagues' actfons as well as actions of

other workers (e.g., clerical workers, drivers, and guards) will be
considered.

Patients'· actions toward professional medical women will

also be included.
Regardless of the degree of interaction with men at work, respondents reported discrimination within the work organizations.

This dis-

crimination will be discussed.
Our consideration of female colleagues, other workers, patients,
and organizations is based upon important implications derived from the
data.

These implications will help delineate the problem professional

women have in asserting an identity.

,..,,..,.
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The data suggest the following:

(1) women with the least contact

with men (school teachers) showed a mild reaction.

They did not make

much distinction between their treatment in sex-related roles and their
treatment in work-related roles.

(2) Women with occasional contact with

men'(college teachers and administrators, social workers, investigators,
and newspaper editors) were able to differentiate between being treated
as females and being treated as co-workers.

(3) Women with the most

contact with men (physicians, radio broadcasters, interior decorators,
and interpreters) had a "clear perception of the difference between being
tr.e.ated as women and being treated as colleagues.

They also had strong-

er emotional reactions about their treatment as women.
WOMEN WITH LEAST INTERACTION WITH MEN
Female Colleagues' Actions
Coll11lents of school teachers did not reflect a belief that female
colleagues placed the teachers in sex-related roles rather than workrelated roles.

The respondents reported mutual friendliness, courtesy,

arid consideration between themselves and their female colleagues. They
-called each other by f:irst names; they praised each other's work and
compli~ented

each other's appearance; and they were considerate with

each other in times of emergency.

They reported that they talked with

each other about work and other subjects.

The relationship among female

colleagues was described as a sisterhood relationship·.

They expected to

be help-oriented and compassionate, and only one respondent spoke of
feelings of superiority or inferiority between colleagues.

-
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Respondent #1 had only a mild reaction to the matter of sexrelated roles vs. work-related roles.

She said:

We are all women working together. I'm being treated as an employee
and as a co-worker. I feel that I am treated as a teacher and not
as a woman. For example, there's no s·pecial consideration for those
with physical and family emergencies.
Respondent #6 illustrated clearly that there was no differentiation made
between treatment as a female and treatment as a colleague.

She re-

ported:
I don't know what.you mean about the difference in treating me as
a woman or as a colleague. I feel I'm treated as a teacher and as.
a colleague. We address each other by first names, we frequently
compliment each other's work and appearance, and we talk together
. about work and other things. I like my job. I think of each
student as a daughter or as a sister.
Respondent #3 commented,

11

1

Ther~ s

I

no superior or inferior relationship

between me and my colleagues--we're all equals."
.,;Three respondents spoke of their conformity to expected feminine
·traits.

Respondent #4 said:

All of us treat each other as sisters. There is no formality and
it's not a matter of being respectful or disrespectful. Our relationship is based on compassion, affection, love, and empathy.
Female colleagues frequently praise my work and sometimes praise
·my appearance. They don't ask me personal questions. The school
principal is reasonable about our family emergencies.
Colleagues don't act superior as a rule. The only example I can
think of is when a rich teacher likes to show off, and she makes
poor teachers feel .inadequate. The guard calls me by my first name
and sometimes addresses me. I respect him because of his age and
think of him as a father. I know he respects me as a teacher.
Respondent #7 stated:
I feel I'm treated as a teacher, an employee, and a daughter. Older
colleagues expect me to be helpful and empathetic. They blame me
if I don't conform to their expectations; they say, "You're just
like a young daughter--why don't you do so-and-so?"
Respondent #5 reported satisfaction with the work atmosphere:
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I enjoy the work atmosphere with women colleagues very much. In
fact, it's the only thing that makes me continue working. The
working atmosphere is full of cooperation, caring, affection, and
empathy.
The data showed no indication that these women felt discriminated
against because of the deference they showed each other.

There appeared

to be several reasons for their comfortable relationship.

They were in

a homogenous enviroment.

Feminine traits were viewed by colleagues and

some respondents as desirable; thus respondents conformed to their colThey were not confronted with making a choice

leagues' expectations.

between a passive female identity or an aggressive, male-like identity;
rather, they had access to a full range of identities.

Consequently,

women's consistent.application of colleagues' expectations :made being
a woman resemble having a "total identity."
It is important to note that some respondents felt closer to some
colleagues than to others.

This could be due to the fact that there

were both native and non-native teachers, and non-native teachers were
in the majority.

The native teachers felt that they had more in common

with each other than with non-natives.
I

WOMEN WITH.OCCASIOrAL CONTACT WITH MEN
I

I

I

i

Male Colleagues' Actions

With respect to women's personal privacy, a number of the respondents differentiated between two types of male action:
place in an informal setting

(lett~rs,

that which took

memos, phone calls) and that

I

which took place in a formal setti~g (business and professional meet1

ings).

They pointed out that malet practiced a double standard in

their treatment of women.

--

During

~nformal

contacts, where there were
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no .Gultural restrictions, some male workers attempted to invade the
personal privacy of women by such means as extending phone calls, bestowing compliments, attempting to find out women's names, and making
funny comments.

During formal meetings, where the cultural strains

were present, men treated women as co-workers.

Duri~g

all colleagues discussed subjects related to work.

these meetings,

None of the male

colleagues called women by their first names or referred to them as
"pretty" or "pleasant."
It should be noted that male co-workers with whom women came into
contact during formal meetings were not necessarily the same colleagues.
with whom they came into contact in informal settings.
The respondents could be divided into three groups.

The first

group, few in number, interpreted male actions in informal situations
as an invasion of their personal privacy, and they reported dissatisfaction with male actions.

Respondent #13 said, "It bothers me when a male

colleague calls me by my first name.

I only talk about work.

I am con-

.servative with men and would like to keep our relationship formal."
Respondent #36 told how she coped with males' attempts to invade her
privacy:
When I first started to work, there were two male colleagues who
kidded around and complimented me. I put an end to their comments
--I quit talking to them! At the beginning people wondered if I
was really the one ·who was writing-- I wrote on a variety of sub..:·
jects and my writing was stylish and influential. Male colleagues
couldn't seem to believe that a woman could write so well. They
thought a man was actually doing the writing. I was amused by
their reactions--it was disappointing to th~m.to find out that .they
were wrong.
·
Female colleagues were also suspicious about my writing, but not
as much as male colleagues. Now my relationship with male colleagues is sort of companionable. They call me "sister" and I calr
. them "brothers." We work well together, and when they have family
celebrations, such as weddings, they sometime$ invite me. They

-'"'-...
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respect me a lot. They make me feel as though they are really my
brothers. For example, they defend me when somebody objects to
my writing. They tell me, "You are a dear sister. They respect
me; they respect my brother when I send him in with material. They
try to be friendly and hospitable with our driver. They respect my
opinion and try to not put my work down.
11

The second group of the respondents showed a tolerant attitude
toward male actions.

They were aware that some men were attempting to

invade their personal

privac~,

but they did not see this as a problem.

They interpreted male remarks as fun or diversion rather than insulting.
Two single college administrators described their reactions.

Respondent

#9 reported:
Sometimes some male colleagues are interested in talking with me in
a personal way or want to find out who I am. However, I don't encourage them. It isn't that their attention upsets me--it's just
that I prefer to nave a formal relationship with them.
Respondent #12 said:
Sometimes some male colleagues try to find out my name. They like
t0 talk a long time. I guess you could say they treat me as a
woman, not a co-worker, but this doesn't bother me. They might ask
me questions about my plans for graduate study or make amusing comments or complain about having too much work to do. I don't get
the impression that they're trying to bother me. Their talk is
innocent. What I usually do is become more formal, and talk only
about work. I'm· afraid that they might get the idea that I want to
have a personal relationship or that they will think I'm immature.
I don't know them well. I don't know anything about their morals.
That's why.I'm careful and conservative.
Female colleagues treat me as a co-worker and as a lady. We compliment each other's work and appearance. We talk about work as
well as other subjects. I cooperate with them because of sisterhood. We consider each other's health problems and emergencies.
Some colleagues who have higher degrees might show superiority . .
It appears from the previous data that women in both groups attempted to maintain formal relationships with males.

They avoided

talking to them except when it was necessary and they avoided talking
about subjects that were not

work~related.

Respondents might have felt
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that by keeping the .relationship formal, their self-respect as workers
would be guaranteed.

This belief was best. illustrated by a single so-

cial worker, Respondent #18, who said:
I have the impression that working women are respected by their
co-workers as long as they are conservative in the way they dress
and behave. In other words, instead of acting feminine, they must
be more masculine. Then they will be respected.
The third group· of the respondents--the majority--did not interpret males' actions as discriminatory.

Respondent #10, a single college

administrator, reported:
I feel I am treated as both a woman and a co-worker by both male and
female colleagues. During formal meetings with male colleagues, I
wear the Abbaya and am conservative in the way I talk. However,
when I discuss work matters, I am treated as a co-worker·. Neither
male nor female colleagues act superior toward me. Guards, drivers,
and messengers treat me as an employee.
·
A married college teacher, Respondent #16, was aware that some males
discriminated against women teachers with respect to teaching authority.
However, as a native teacher, she was not discriminated against.

She

said:
Male colleagues usually address me as sister or Mrs. The professor I'm working with calls me by my son's name. In my case,
I am not treated with mistrust or suspicion by male colleagues.
This could be because I'm a native teacher. For instance, male
teachers show me their finals questions. During the year I'm the
one who puts midterms and other quizzes together. It's not the
same way with some non-natives and foreigners. I was bothered once
when the male teacher's final was given to my students instead of
tbe one I had prepared. With some male colleagues I have a family
relationship; that is, we visit each other. Those colleagues ask
me about my husband and children. With other colleagues, I only
talk about work.
There's nothing unusual about my relationship with female colleagues. We call each other by first names, which I prefer. We
compliment each other's appearance. They praise my teaching techniques. We consider each other's family emergencies and responsibilities. I feel I am a teacher and a lady .
11

. . .b

11

11
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Respondent #18, a single social worker, spoke of the influence of Islamic teaching:
Brotherhood and sisterhood is the way I would describe the relationship between male and female colleagues. This kind of relationship is partly due to the fact that some colleagues are related
by blood or marriage. Another possible explanation is the influence of Islamic teachings. Male colleagues call us "sister" and
we call them ''brother" or "Mr." They respect women. They feel
working women need support and encouragement. They listen to our
opinions. However, at the beginning, the relationship was conservative. Male colleagues were nervous. They were also curious
about us and surprised that women were working. There is a consideration for our personal problems--for instance, if a child is
sick or a woman is having her occasional period.
Another social worker, Respondent #20, reported that she was not
trusted when she first started working.

However, she did not interpret

this as discrimination, but felt that the lack of trust stemmed from
her newness on the job.

She stated:

Sometimes male colleagues think that some of the work is too difficult for a woman to do. However, I challenge them, a~d I do the
work. I wasn't trusted when I first started working because I was
new, and had to prove myself.
An investigator, Respondent #22, reported her satisfaction with the way·
she was treated by male colleagues:
As a woman, male colleagues show respect for me by the way they talk
to me and address me. I go home earlier and start working later,
so I don't meet men coming in and out of the building. I sign my
name first in the attehdance book so I don't come into contact with
men. At the beginning males were surprised and curious to find out
about me. My boss said once, 11 Why don't you sign your report by
your last name [family name]?" This could be due to the fact that·
my first name shows I'm a woman. I was the first to enter the
field of law. My boss is trying to avoid hassles if some people
in charge object to my working in this office.
However, I'm treated as a co-worker. My opinion is respected and
colleagues trust my judgment and decisions. We treat each other
with respect and understanding. They talk to me with ease. They
don't try to get me to empathize with them and they don't ask me
personal questions. In fact, I have worked for only eight months
and I'm the only native woman here.
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At the time I was interviewing the respondent, she received a scholarship and decided to go on to graduate school.
Female Colleagues' Actions
The actions of women toward their female colleagues differed from
male actions in several ways.

Females usually called each other by

first names, regardless of their occupational positions.

This could

have been due to the fact that relationships among females were less
formal and because they interacted on a daily basis.

Another possible

explanation is their similarity in age, qualifications, and positions.
The way in which males addressed women could have been based on
the fact that the relationship was essentially formal and work-related.
Addressing women in a formal manner helped preserve the social distance
between males and females.

This was also found to be true with respect

to appearance compliments.

Women got compliments from women colleagues

and not from male colleagues. Women colleagues discussed various subjects among themselves, while only work-related subject were discussed
by mixed groups for the most part.
WOMEN WITH MOST CONTACT WiTH MEN
Women with most contact with men included physicians, interpre- .
ters, interior decorators, and radio broadcasters.

The data show that

women with most contact with men in occupational setting were the most
aware of the difference between being treated as women and being treated
as professionals. Their comments reflected a great deal of perception
and they expressed strong emotional reactions about being treated as
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women rather than as professionals.

The fact that this dichotomyexisted

angered them.
Male Colleagues' Actions
Respondents with the most contact with men could be divided into
two groups:

those who were aware of and strongly resisted the attempt

of any male colleague to invade their personal privacy; and those who
reported that they were treated with respect.

The women in the first

group persisted in maintaining a formal relationship with male colleagues.

Respondent #?3, a single physician, differentiated between

actions of natives and non-natives:
Male colleagues sometimes compliment me on my appearance. I won't
let anybody say, "You look cute. 11 Non-natives say things like that
sometimes, but they quit when l show them that I don't like it.·
Native colleagues never make comments like that--the relationship
is one of mutual respect. In general, male colleagues--both native
and non-native--avoid asking me embarrassing questions. Almost
everybody calls me "doctor." I like to be called "doctor, 11 particularly by those I don't know very well. I don't mind if my
friends who are the same age as I call me by my first name.
An expressive and conversational physician, Respondent #24, has persistently maintained formal relationships with male colleagues:
We address each other as "doctor." I prefer to keep our relationship formal and to protect my self-respect as a lady. This way no
jokes or humor will take place. I don't permit comments on what
I wear or my appearance, such as, "Your dress is nice," or, "The ·
way you set your hair is nice." If any male colleague starts talking like that, I avoid talking to him--he has no right to comment
on my clothes.
By.being formal and serious, I avoid embarrassing stories, particularly concerning my work as a gynecologist. In general, I'm
conservative with male co1leagues. I avoid talking about subjects
that bother me. I·talk with them about housing, transportation;
inflation--things like that. When they. start talking to me about
appearance and clothes, the relatio~ship becomes female-to-male,
and not physician-to-physician.
Then the respondent reported the advantages of working with men:

~~""'!....:.
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Still, I'd rather work with men than women. I like to have women
friends because I fee 1 more at ease with them. I don't know why I
prefer working with men. Maybe it's partly because women get
jealous and might compete about things like appearance.
Male colleagues are sometimes more cooperative than female colleagues. For a man, work comes first; for a woman, it comes second.
If I ask a man for help, he will respond better, since he considers
work essential. A woman has other responsibilities to worry about.
Male colleagues show gallantry toward women. For instance, they
say, ''This work is too tiring for you," or they let me be seated if
there is one available seat. Female colleagues feel we are all
women. I like to.work with men since I learn and get experience .
. Sometimes male colleagues ask me about my future plans for study.
They suggest that it would be better if I got married before I went
abroad to study. It embarrasses me when they talk about marriage.
I don't like it when male colleagues say I'm physically weak and
start to take over when I'm delivering a baby. They tell me that
gynecology is a man's field. I insist on delivering the babies myself. It bothers me when I can't manage and have to ask for their
help. I admit that men are stronger physically. God creates them
that way.
Another physician, Respondent #26, talked about the differences
between male colleagues educated in Saudi Arabia and those educated
outside Saudi Arabia.

She reported:

I feel there's a difference between those who are educated inside
the country and those who are educated outside the country as far
as the way they view women is concerned. Those who are educated
in Saudi Arabia don't talk to us, or ask our opinion, or even sit
with us.
I expect a male colleague who has been educated inside the country to respect me as a physician but treat me as a woman. He won't
ask my opinion, he won't be friendly, and he won't talk with me
about anything except work. In fact, he won't talk to me about
anything except when it's necessary. He expects me to be shy and
to agree with him. I feel it's the other way around with those who
are educated abroad.
Then the respondent spoke of the benefits of her professional relationships with male colleagues:
My relationship with colleagues is characterized by respect and
companionship. Natives usually know what family I come from. They
respect me as a doctor. They know what I went through to become.a
doctor. I'm always serious and formal. I want to be this way,
s i nee it's unusua 1 for women to work with men in our society.

·'"<.
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The differences between male colleagues educated inside Saudi
Arabia and those educated outside Saudi Arabia could be due to the fact
that those educated inside the country may lack experience in interacting with "unrelated" females in schools and colleges.

In a work situa-

tion, these males seem ambivalent about their interaction with female
colleagues, since there has been a lack of established common expected
behavior.

Thus, males' manners or actions toward female colleagues are

not necessarily interpreted as superordinate to subordinate.
Respondent #27 a1so spoke of differences between native and nonnative colleagues:
Male colleagues consider my family responsibility. For example,
they don't put me on call at night, except when it's necessary.
Native colleagues treat me as if I am a member of the family. We
treat each other respectfully. I talk with colleagues about different subjects. I'm not a shy person, but I'm too emotional sometimes. I must try to be more rational.
Female colleagues treat me like a sister. At receptions, I participate and talk to foreigners. All of my colleagues are proud of
me as a doctor. However, some non-native colleagues feel that they
are superior to natives, and they are suspicious about medical
operations performed by native doctors. They are not suspicious of
me because I'm a woman, but because I'm a native. They sometimes
make nasty comments like, "Patients go to native physicians for
understanding, not for good medical care."
At the university, I feel that I'm viewed primarily as a female.
At the hospital, I feel I'm a physician. During breaks we all get
together and have .free and frank discussions. We compliment each
other's appearance.
However, to be frank with you, men in general don't trust w9men's
capabilities. They feel women can't work for long hours and think
rationally. They feel women often talk too much and complain about
family problems. When a woman and a man disagree on a certain
issue, a man might tend to withdraw. He feels a woman is helpless
and he doesn't want to be hard on her.
It appeared that the respondents differentiated between the actions of native and non-native males.

The respondents reported

th~t

non-native colleagues were more likely to attempt to invade a woman's
personal privacy than ·native colleagues.

.........

Physician-respondents #23
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and #24 appeared to resist male colleagues' actions, while physicianrespondents #26 and #27 did not seem to feel it necessary to resist
such actions, nor did they seem to feel that their capability was being
challenged.
as a problem.

In general, the respondents did not perceive males' actions
Although they reported their awareness of what it was to

be treated as a worker and colleague, they reported that they were
treated with respect.

They responded with an appropriate action (such

as avoiding conversation with male colleagues) to show certain males
that their behavior was undesirable.

In this way, the women felt that

they were demonstrating to the men that they were serious workers.
The second group of respondents reported that they were treated
respectfully.

Respondent #32, a single radio broadcaster, said:

I'm respected by my colleagues at work. It shows in the way they
talk to me--they say, 11 please, 11 "thank you, 11 etc. They don't talk
in a rough way. They address me as 11 miss 11 or usister. 11 I call
them "brother" or Mr. They don't make embarrassing comments like,
"You look nice, 11 "You look pretty," "Your dress is nice, 11 or "Your
hair looks nice. 11 It really depends on how they say it. They don't
use bad words or try to be funny or nasty. They don't hurt my
feelings. If they criticize my work, they criticize it objectively. I get consideration if I have a family emergency or get sick.
We discuss all sorts.of things. We have some rules at work such as
don't close the door when you're alone with male colleagues. This
is to avoid misinterpretations by guards or other workers.
11

11

Respondent #33, a single radio broadcaster, reported a similar work
situation:
Male co 11
eagues ca 11 me 11 sister" or 11 mi ss. 11 I ca 11 them 11 brother"
11
11
They treat me with respect. Nobody enters our room·exor Mr.
cept those who work in our department. Males who do not have any
business with our section are not allowed to come into our room ..
The idea is to limit the.number of men who.come in and out just to
look at women. There are more women working in our section than in
any other section. Female colleagues call me by my first name,
and I do the same :with them. There is nothing unusual about our
rel at_i onshi p.
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Respondent #34, a married radio broadcaster, reported:
I have a close relationship with male colleagues, particularly those
I've known for a long time. They treat me like a sister, and I feel
they are my brothers. Male broadcasters treat me nicely and with
respect.
The diversity of interpretation of male colleagues' actions seems
to be related to such factors as the number of male colleagues with
whom women come into contact, the nationality of colleagues (native,
non-native, or foreign), the educational level of colleagues, the location of the country in which male colleagues received their education,
the position colleagues hold in an organization, and the differences in
sex-related rules and regulations from one organization to another
(i.e., the nature of interaction between men and women workers--the use
of space, when and how interactions take place).
Male Clerical Workers' Actions
'A number of respondents reported deep dissatisfaction with the
actions of some of the male clerical workers.

They spoke of a lack of

respect, of invasion of their personal privacy, and of being treated
like subordinates.

This dissatisfaction was best

desc~ibed

by a single

physician, Respondent #26:
Most clerks in administration offices are native. When I first
started working, some of them were really nasty. They wouldn't do
the things I asked them to do. I complained, but they didn't care.
If the clerk was reprimanded by people in charge, he would say,
"The blame came from a man, not from you. 11 He would feel that I
couldn't harm him directly because I'm a woman and don't have any
authority or power over him. When I lose my temper, some of them
say, "If you weren't a physician and a woman, we'd argue with you
more seriously." They say, "We're not going to even talk to you.
If you were a man, the situation would be different--we would.be
equals." Some don't even call me "doctor," and I don't like that.
When I complain, I'm told not to take it seriously The longer I
work, the less hassle there is. Workers think of me as a sister
and a co-worker, but not as a 100 percent physician.

"-~
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Respondent #27, a married physician, said, 11 Some of the administrative
clerks don't call me 'doctor,' and they're disrespectful."

Respondent

#29, a married phyisican, reported, "One administrative clerk is rough
and nasty.

He tries to be bossy.

He criticizes my work and he's nosy.

He even calls me by my first name."

Respondent #34, a married radio

broadcaster, described her situation:
Those who are not highly educated and some of those who are literally religious-oriented still think like "old time. 11 They consider
me--as a woman--good for nothing but doing housework and having
children. They don't believe that a woman could be a manager in
charge of something. I've gotten that impression from poorly edu, cated people, not from colleagues. Guards are also rough. They
have no respect for women. They say, "Hey, you woman!" Some males
who work in clerical administration are envious because of the money
I make, even though I'm a woman. Other male broadcasters at the
station and the people in charge treat me nicely.
Actions of Manual Workers (Drivers and Guards)
Manual workers' .actions were viewed in a negative way by a number
of respondents.

The women claimed that their personal privacy was in-

vaded by manual workers.
talking to each other.

Some guards and professional women avoided
Some. guards would not address women directly;

others would shout, "Hey, you

woman!·~

Other manual workers would not

take orders from professional women.
Respondents could be divided into two groups on the basis of their
judgment of manual workers' actions.

The first group (few in number)

reported dissatisfaction; the second group (the majority) did not feel
that the actions of manual workers presented a serious problem.

The

second group exhibited tolerant attitudes, and interpreted the actions
of the workers as a natural product of their educational level and the
influence of their cultural environment .

..--
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Three respondents expressed dissatisfaction with the manual
workers' actions.

Respondent #34 reported:

Guards are tough. For example, they say, "Hey, you woman! 11 They
talk to us like we're trash. They have no respect for women at
all. They re supposed to search employees going in and out of the
station. The guard wants to show you he's better than you, even
though you're something inside the station.
1

Respondent #34 said, "Drivers and manual workers call me by my first
name.

I wish they d learn to address me properly." A married
1

editor, Respondent #37, expressed a great deal of dissatisfaction with
the actions of males who occupied lower echelon positions in organizations.

The respondent did not specify the kind of work these men did.

She saw them in the halls frequently, and assumed that they did manual
or clerical work.

She stated:

Some workers make us conscious that we are women. They whistle and
giggle when they see us. They watch the way we walk and talk.
It's disrespectful and disgusting. They don t think of me as a
serious professional.
1

The feelings of the tolerant group were described by several respondents.

-

Respondent #6 reported:

The guard yelled at me once, "Hey, you woman! Where are you
going?'' At the beginning I was shocked, then I realized his mentality as an uneducated person. He just meant that I'm a woman.
He didn't mean to insult me. Some are Bedouin and this is the way
they are. They act naturally.
Respondent #26 said, "Some drivers call me 'woman.'

When I complain,

I'm told not to feel bad about it or take it seriously. 11

Respondent

#29 reported, "Some manual workers ca 11 me -'aunt,' others might say,
'doctor.'

Sometimes they don't do what I ask them to do, but this hap-

pens to male colleagues too. 11 Respondent #27 stated:
Manual workers feel very insulted if I lose my temper or if I give
them orders in a curt way. This could be due to the fact that I'm
a woman. Deep down they respect me and they take orders from me
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because they like me. I don't often ask them to do things,. particularly the old workers. They don't like to let on that they
respect or like me. Sometimes they stand only for male colleagues
to show their respect, but they give me symbolic gifts to show that
they like me. They call me by my first name. They don't feel
that my status is any higher than theirs, even though I'm a doctor.
I ca 11 a11 of them 11 uncl e. 11 I empathize with them and 1i sten to
them. In general, drivers and manual workers respect me and treat
me like a daughter. I have relatives who work in the hospital.
This might partly explain why I get such good treatment. If somebody bothers me, he's punished.
Respondent #33, a single radio broadcaster, said:
Guards ca 11 us 11 girls 11 or "women, 11 but then, they ca 11 ma 1e workers
boys. 11 They're surprised that women are working in the station.
I avoid looking at them. They treat us roughly, but they do the
same thing with male workers. Some of the guards are supposed to
inspect all workers going into the station. I realize that they
haven't been around women very much. Other guards are usually walking around or standing in the halls. They don't bother me. The
only thing they do to women is just stare at us.
11

Another respondent even reported that she had been treated respectfully.
Respondent #24 reported:
Most manual workers seem respectful. They don't bother me. They
never stare at me or try to find an excuse to come to my clinic.
Everybody calls me doctor. 11 Manual workers treat me nicely and
take orders from me. There's no problem. I've only been working
for a short period, but this is my impression.
11

The diversity of interpretations of manual workers actions cou·ld
1

be due to such factors as the frequency of association between native
professional women and manual workers in cities, differences in respondents' individual personalities, and respondent's previous interaction
with manual workers; and not just the fact that manual workers lacked .
education, as some respondents reported.
Patients' Actions
Respondents fell: into two groups as far as their reactions to
patients' actions were concerned.

"""·

Some showed dissatisfaction with the
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actions of patients, and others showed tolerance and perception.

Those

who were dissatisfied cited the way patients addressed them, a lack of
trust on the part of some patients, the practice of some male patients
to challenge their identity as serious workers, and the remarks of some
male patients to the professional women.
voiced their dissatisfaction.

A physician and an interpreter

Respondent #26, a single physican, said:

I usually face a problem with patients. They call me by saying,
"Woman." When I complain, I'm told not to feel bad about it. Thank
goodness this way of addressing me is decreasing among patients who
come to the hospital more than once. On the other hand, I still
have the problem with new patients. Some patients ar~ not convinced
that I know what I'm doing. I call the police when patients get
aggressive. They apologize, but they say, "I'm apologizing only
because you're a woman." Young female patients are convinced that
I'm a physician and they want to be the same. Older female patients
sometimes go and check with another doctor after I examine them.
My patients are from Yeman, Syria, Lebanon, Palestine, Egypt, and
Sudan, and a few are natives.
Respondent #30, a single interpreter, reported:
It's tiresome to work with male patients. They talk too much and
sometimes ask embarrassing questions just to see my reaction. They
sometimes refuse to follow doctors' instructions. I'm always
serious and rough with them. They're looking for an excuse to talk
to me and to make the conversation last longer. It's partly because
they've probably never been around women except their mothers,
daughters, or sisters. I always try to be very serious. I want
them to quit treating me as a woman. It really bothers me that
they don't consider me a serious person doing her job. They should
have respect for my profession and be more cooperative. They argue
and exaggerate their pain to get me to empathize with them. I
don't smile or laugh very often. I try deliberately to act tough.
It bothers me to treat them that way, but I feel I have to. Women
patients try to find out about my family and ask why I'm working.
They feel comfortable that a woman and a native is helping them by
acting as their interpreter.
Four physician-respondents exhibited a tolerance and understanding
of their patients' actions.

Respondent #23 said:

I

Patients sometimes complain. Sometimes they don't trust my treatment and go to another doctor. They do that because they want to
double-check, and not because I'm a woman. The same thing happens
to male physicians. ~emale patients try to arouse my sympathy more
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often than male patients do. For instance, when a patient doesn't
want to .wait for her turn, she says that she has been waiting for
so long, or that she came a long distance to see me.
Respondent #25 spoke in a sensitive manner about her patients.

"We

should be understanding about our patients' manners and their backgrounds.
rough.

This way we avoid giving them the chance to be aggressive and
I try not to be too easy or too hard.

11

Responden~

#27 stated:·

Patients call me by my first name, but I don't really care. Sometimes
they say woman or doctor. They don't mean to putmedown or insult
me. I know what their home environment is 1ike. Some of them are aggressive and they just need to be treated with dignity. They feel so
bad when a woman ye 11 s at them. They don• t seem to fee 1 the same way
if a male physician yells at them. When I first started working, some
patients would go see another physician after I examined them. Maybe
they were uneasy because I'm young or because I'm a woman. However,
they do the same thing with male physicians. My colleagues taught me
how to treat patients. Now the patients trust me and recommend me to
their friends. In general , I ve noticed that pa ti en ts don't trust
physicians. What bothers me is when aggressive patients fight. If I
don't do just what they want, they get mad. Some of them say, "You' re
just a woman--otherwise we'd cause you trouble." Female patients call
me by my first name and treat me as a friend. Some of the male patients are tough and aggressive, even with male physicians. I
think I would have more hassle with male patients if I worked at.
night. I've asked to treat only women patients at night.
11

11

11

11

1

'.

Respondent #29 reported:
During the first two years, some patients didn't trust my treatments
but the same thing happens to male physicians. People were surprised
to learn that there was a native woman physician. Somemale·patients
came to the clinic just to see what a woman doctor looked like. The
uneducated call me by my first name or say, lady." Educated people
call me "doctor."· Now that I've been here awhile, patients have
changed--they trust me more and bring their children to me.
11

The diversity of interpretation of patients' actions could be
due to differences in length of time spent working or individual personalities of the respondents.

Another explanation might be the availa-

bility of female colleagues who have been working in Jeddah, Saudi Arabia for some time.

They might have taught the younger professionals

how to deal with the actions of patients.

-·"*
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WORK DISCRIMINATION
A number of issues of discrimination were raised by the respondents.

These issues included lack of sufficient authority for women in

charge and lack of opportunity for participation in decision-making by
women.

Opportunities for women, particularly those who are single,

to participate in conferences or receive deserved promotions are few.
Educational policy is made to further male interests.
These issues were discussed by several respondents.

Respondent

#11, a college administrator, talked enthusiastically about her hopes
.for the future:
I wish we [women'~ section] would beco~e academicaily independent.
Unfortunately, we still don't have enough good professionals to become administratively independent. Our section is dependent on the·
male section. They are the source of authority. The women's section doesn't have much authority in important issues--the main decisions are made by the male section. That's why I spend so much
time trying to get things done. The women's section is growing
fast. We are facing urgent academic and administrative needs, but
those in charge haven't realized it yet. This might be due to the
fact that there's discrimination against women, but I'm not sure.
As women we don't have the opportunity to participate in conferences. When we asked why we were excluded, we were told, "It's
. the society's tradition. 11 When it comes to promotion and financial
reward, men get it first and faster.
It seems to me that boys' education comes first in importance.·
There's more interest in educating males than females. This is
my personal impression~ I'm not denying that there's an interest
in girls' education, but it is not considered as important as boys'
education.
Respondent #14, a college administrator, also deplored her lack of paticipation in the decision-making process,

11

!

wish we could participate

more in making decisions and could be independent.

I know the students

would benefit from the change. 11 Respondent #17, another college administrator, spoke of her desire for development as well as professional
equality
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The words of a woman are not as effective as the words of a man.
A woman having the same qualifications and holding the same job
as a man has to exert three times the effort to get things done .
if it gets done at all.

Unfortunately, she added, this problem arose not only in
with men, but in dealings with many women as well.

deali~gs

Even non-natives

and foreigners, she told me, preferred to take orders from men.

To top

all this, a foreign consultant was respected and taken more seriously
than a native--male or female.

She also questioned the decision of

schools and universities to extend so many contracts to foreign teachers
when there were qualified citizens available.

She was grateful to the

people in charge and to the government for providing facilities where
women could realize their educational rights.
for more.

However, she kept hoping

She felt that girls should have access to good libraries,

good teachers, and adequate equipment for specialization.

She also

expressed the hope that the development of sports facilities for girls
at schools and universities would receive more attention.
It is important to note that none of the respondents with least
contact with men reported that they would prefer taking orders from a·
man rather than a woman.

This could have been due to the fact that

women with occasional and most contact felt that the men's section in
the organization was the main source of decision-making.

In addition,

women were given instructions by phone and at meetings with male colleagues.

Respondent #11 reported,

11

Female colleagues sometime prefer

to take orders or get information from males, not because we are women,
but because the men's section is the main source of instructions and
final decisionsj• Another possible explanation is that women might have
felt deep down that their male colleagues had worked longet and had

................,
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more experience.

Respondent #26 said, "I don't mind taking orders from

a woman who has had experience and is well-qualified."
Respondent #26 continued:
I still feel that professional women in our society are not considered equal to men. For instance, women can't go to conferences.
I feel that we're not trusted to be representatives of our country.
We have asked why· we were not included in conferences and the answer
was, "It's the system." This exclusion deprives us of a valuable
opportunity for learning.
Respondent #27, a married physician, said, "Women don't have a chance
to get into hospital administration.

It's just out of the question."

Respondent #35, a married radio broadcaster, complained:
As a woman I can't
I don't know why.
tunity to attend.
Maybe it's because

participate in conferences outside the country.
I've had invitations, but I was denied the opporI don't participate in making decisions either.
I'm not an official employee yet.
FURTHER IMPLICATIONS

(1) The data show that a woman's work might be suspect if it is
well done.
dent #15,

This was best described by a college administrator, Respon~ho

spoke of her_ dissatisfaction:·

My impression is that some male workers are surprised when we
[women] finish our work correctly and neatly. I feel ·that I'm
treated as a woman, not as a professional, when my work is questioned.
(2) Rules and regulations at work were sometimes interpreted as
being discriminatory.
anger at not being

A social worker, Respondent #19, spoke.of her

resp~cted

as a person:

During formal meetings with male colleagues; we are instructed to
meet in the presence of the boss, and even to call. them from her
office. This really bothers me. I don't feel that I'm trusted.
I don't feel that I have my own identity .
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(3) The data also suggest that a woman might be treated as a
serious, dependable professional at her place of work, and as a young
girl at home.

This has an effect on her perception of herself.

A col-

lege. administrator, Respondent #11, best described this situation:
My job gives me an identity as a person and as a human being--just
like a man. I'm educated, I have a good job, and I earn money.
However, at home I'm still treated like a girl. To my parents, I'm
just their young daughter. They like to tell me how to dress and
what time to come home. I'm not supposed to travel by myself. My
brother, of course, does whatever he wants. When I object, my parents say, ''He's a man, and you're still a girl. We dori't want ·
people to gossip. They're not convinced that I have grown up.
This bothers me. However, relatively speaking, my family gives me
a lot of freedom.
11

(4) The data indicate a trend toward the stigmatizing of unmarried, educated women.

Respondent #11

had some thoughts on this problem:

There is fear of marriage to an educated women, particularly one
who is college-educated. Families might feel that educated women
will try to dominate their sons. A man feels that an-. educated
woman will treat him as an equal. Even those men who. have a Ph.D.
degree feel this way. This could be partly due to the fact that
interaction between males and females is limited in our society.
Women and men who are not related have few chances to' associate.
Consequently, a stereotype of educated women is developing.
I feel that my chances of getti_ng marrted are decreast,ng a.s r. get
more education. A man admires a woman who talks, argues, and expresses her opinion, but when it comes to marriage, he prefers a
naive woman.
Some time ago, men started to marry women from outside their own
country. Their justification was that they couldn't find educated
women here. Now women.are going to school and getting an education,
but men still marry women from outside their own country. There
are few chances for educated women to meet ma 1es from their own
country. An educated woman can't marry someone who proposes if she
'
doesn't like his personality. Consequently, with the limited
chances for a woman to meet other males, all she can do if somebody
proposes and she d.oesn't like him is say no. Others think, "Poor
girl, nobody is proposing to her.
· An educated woman meets more people, sees men at universitie·s,
and talks to some at work. She has an idea about the man she would
like to marry. Before, marriage for a woman had so much of an economic function because a woman depended on the husband for support.
Now if a woman wants to marry, she is basically looking for a good
companion and not for somebody to take over economic responsibility.
11

11
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Respondent #21, a social worker, agreed:
It's sad but true that the majority of educated males in our society
would prefer to marry women who are less educated than they are,
or not educated at all. They think such women are easier to live
with--that they can give orders and these women will obey. I don't
want somebody to have control over my decisions or my whole life.
I'm called an old maid. In spite of my education and the fact
that I'm working, I am, generally speaking, still nothing. I've
gotten that impression from· family and from relatives and friends
of my family. That's the way they look to me. They feel I
haven't achieved· much. I don't have a complete identity. I feel
that if I reach a certain age, I might as well forget about marriage. You lose hope. This society gives me that feeling .. But
I still believe that I am something after all.
Respondent #22, an investigator, said:
Educated or working women .are considered masculine --this is the
stereotype that has developed. In our society men choose wives
based on physical appearance, wealth, youth, and willingness to
be obedient.
11

11

(5) It seems that respondents feel that males, to some extent,
have an ambivalent attitude toward them.

While the men appear to

accept the women's progressive movement, they do not unanimously choose
educated women as their wives.

Further research, with a larger sample,

could examine the previous projection.

Perhaps this ambiguity is natu-

ral in a society which is undergoing change.

Moderniza~ion

is accom-

panied by a new ideology that openly clashes with the traditional
idology; this leads to confusion and anxiety for some.

CONCLUSION
To sum up, the data show a diversity of interpretation of male
colleagues' actions.

Women with most and occasional contact with males

at work were the most ·aware of being treated in two distinct ways:
women, and as colleagues.

Some of the women interpreted males' actions

as discriminatory, and they resisted the challenge to their
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professional identity.
sion.

Others interpreted male .remarks. as fun or diver-

Still others felt that they were not being discriminated against

by men.

Women's reactions to the actions of patients and manual workers

fell into the same three categories as their reactions to men as a
whole.
It appears that the whole area of identification of women is characterized by ambiguity.

The women's own interpretations apparently de-

termined whether men's actions were seen as placing
in sex-related roles or work-related roles.

~emale

colleagues

That is, a man could be-

have in precisely the same way with two women with the result that one
woman would believe she had been discriminated against, and the other
. woman would not.

According to Daniels, the judgment of discrimination

is influenced by two contingencies:

the woman's immediate response

and her previous .interaction with the male.

For example, whether a

man's addressing· his female colleagues by their first names or flattering them with "feminine" adjectives are considered discriminatory or
not may depend on how the female sees herself in relation to the male.
In addition, if the male is flattering to a woman who has previously
worked with him as an equal, the woman may consider the remark as fun
or diversion

r~ther

than insulting (Daniels, 1967).

The data show, in general, that the exclusion of males in ·an
occupational setting seemed to reduce the problem of identification for
the professional. women· of the sample in Jeddah, Saudi Arabia .
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CHAPTER VIII
CONCLUSIONS
The findings of this study must be limited to the respondent ·
group.

Hopefully, further research will be done in additional cities

and regions to determine the limits of the applicability of the findings~

However, the findings are sufficiently broad to suggest ·their

relevance to the prescribed diverse population.
In this chapter, implications of the findings for theory and
further research are discussed.

It has been suggested in role theory

(developed by Goode, 1960) that the individual role relationship is
overdemanding.

Difficulty or "strain" which is aroused in fulfilling

role obligations or demands results.
be

asso~iated

However, the strain is said to

with some mechanisms for reducing it.

At the same time,

successful achievement in reducing strain is sometimes determined by
structural elements.

Social scientists have determined that the em-

ployment of mothers outside their homes places them ·in a continuing
conflict between career, marriage, and motherhood.

Some social scien-

tists, however, believe that the employee role can be successfully.integrated into the woman's total life.
To summarize the results, it was found that the data generally
support a11 the hypotheses except Hypothes i .s #3 .
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. . .,,,--""·
.

----a,.~

156
HYPOTHESIS #1
There seems to be a relationship between marital status and time
Married women reported· more difficulty with respect to time

allocation.

allocation than did single women.

However, it was found that married

women utilized several mechanisms to minimize time difficulty.
mechanisms could be categorized as follows:

These

(1) managing time through

the scheduling and delegation of tasks; (2) compromising (the wife
limited her career involvement); (3) giving priority to family demands;
(4) redefining the situation favorably; and (5) limiting social relationships.

Additional mechanisms reported by only a few respondents

included:

(1) compartmentalizing through role distance {i.e., keeping

home roles distinct from career roles); and (2) compartmentalizing·
through role relaxation (i.e., the absent husband made the fewest demands).
This finding is compatible with Bates' (1956) and Goode's (1960)
statement that the individual tends, when difficulty (strain) is aroused,
to act to reduce that .difficulty.

However, Seaman {1953) and Goode ·

(1960) indicate that there are limitations on the mechanisms which mtnimize or reduce the difficulty.

'.

The findings of this study support Sea~

man's (1953) and Goode's (1960) conclusion.

The respondents' mechanisms ··

for minimizing time difficulty were not always successful.

In this re-

gard, the data show the development of three types of respondents:
(1) the adapters, who were able to allocate their time effectively;
(2) the temporary withdrawers who felt that the job demanded too much
time and decided to stop working temporarily; and (3) the dissatisfied
~dapters,who
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reported their dissatisfaction with their own performance.
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The variation in respondents' reactions· could have been due to
differences in their personalities or in their personal situations.
Some respondents could not allocate their time satisfactorily because

they did not have adequate resources or energy. Others acquired jobs
that were more time-consuming than those of other respondents.

Working

as a physician appeared to demand more time than being a school teacher.
HYPOTHESIS #2
It was·found that relationships existed between the type of occupation and the amount of network support.

Women who worked in educa-

tion and medicine seemed to receive more support ·than did women who
worked in other fields.

This may have been partially due to the fact·

that educating and healing the sick were perceived as extensions of
traditional feminine roles, and because these professionals served a
female clientele. This is compatible

wit~

Epstein's statement; that is,

a woman may avoid role conflict entirely where there is cultural approval of her status, and where roles are defined as complementary (Epste1n,
1970: 142).

According to Bailyn, employment

a~

a social

worker is

considered to have a positive effect on a woman's self--image. This
is due to the fact that female social workers are faced with problems similar to those which they may face in their private family life.··
Consequently, the distance between the two roles is reduced to ease .
their problems (Epstei n, 1970:142).
1

However, the data show that social

workers received less ·support than educators and physicians .. This
could be partly due to the fact that at the time of the social survey.,

I,~
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workers were required to visit strangers' houses in the evenings, and
this activity apparently hindered the growth of network support for
social workers.
It was also found that the degree of support was not only determined by the type of occupation, but by other variables as well.

Two

of these variables were the degree of interaction of men and women at
work and the organizational structure at the place of employment .. For
example, women might have received less positive support from networks
when (1) working at night, moving from one place to another, or traveling; (2) working for long hours; (3) working with men; (4) holding jobs
that had low prestige; (5) performing services ·which were not observed;
and ·(6) specializing in fields in which jobs are not yet open to women·.
The data also reflected a development of different types of network support.

(1). Regarding support of .the mothers and sisters of the

respondents, two types emerged:

(a) high positive support from mothers

and sisters; and (b) low positive support from mothers.
behavior of drivers and
positive support; and

gua~ds,

~b)

two types emerged:

lack of positive support.

(2) Regarding

(a) ambivalent
(3) Regarding sup-

port of husbands; husbands' families, relatives, fathers, and brothers,
two types emerged:

(a) positive support; and (b) low positive support.

According to Epstein, a husband's disapproval of his wife's job
could be due to his fear that his wife will outrank him in occupation
or level of success (Epstein, 1970:118). The data did not indicate
this finding to be applicable to the subject study.

The segregated

system in Saudi Arabia has been carried to the occupational sphere.
Males are still the source of authority, still make the final decisions,

F
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and still occupy the highest positions.

Consequently, men did not fear

that women in the professional world would outrank them.

Men were not

threatened since their dominant role was carried over into the occupational sphere.

It was found that the limited amount of interaction be'

'

tween men and women at work reduced the possibility of husbands and
wives

~eing

threatened by sexual competition in the course of their

work. ·This condition was particularly true with respect to women who
had least interaction with men at work.

Even for women with occasional

men at work, the interaction was usually structured and

interaction

wi~h

regulated.

Women with the most interaction with men at work, relative-

ly speaking, were few in number.
According to Epstein, negative pressures may be brought to bear
by parents, who sometimes feel ambivalent about their daughters' occupational success (Epstein, 1970:120-121). The data showed that parents
might exhibit low positive support only .under certain circumstances,
such as when daughters worked late at night, worked with men, or

tra~

veled in connection with their jobs. While it is true that marriage is
still valued and encouraged, some respondents felt that· they were not
desired or valued as
highly educated.

poten~ial

companionable wives because they were

This is compatible with Horner's (1972) argument that

women have a motive for avoiding success:

they expect social rejec-·

ti on.
With regard to public support of professional women (drivers,
guards, and messesngers), it was found that women who worked in the .
fields of education and medicine received more support than women who
worked in other fields .

.,.--"
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Generally, women are faced with an ambiguous situation.

Society

approves of women in professions, but does not yet accept the modern
behavior which usually accompanies the pursuit of those professions.
Less support was given to those women who worked with men, traveled in
public without a male related by blood or marriage, took cabs alone,
or failed to wear the Abbaya or cover their faces.

The data showed

that women developed three types of reactions to society's disapproval
of their interference with traditional, expected behavior:

(l) con-

formists (compensation and conservative actions); (2) adapters (compensation and conservative actions accompanied by personal dissatisfaction);
and (3) progressives (action to gain more

so~ial

approval for modern

behavior).
Differences among respondents could have been due to

~uch

factors

as place of education and orientation values; that is, some might have
been tradition-oriented while others might have been modern-oriented.
HYPOTHESIS #3
In general, the quantitative data did not support Hypothesis #3.
It was found that the

degr~e

of contradictory role expectations was

fairly similar regardless ·of the degree of interaction respondents had
with men on the job.

Women with the least interaction with men did not

experience the least contradiction in role expectations by their female
colleagues; expectations of male colleagues did not show a clear pattern
of greater contradiction among women with most interaction with men. ·
However, this comparison should be interpreted cautiously since
the qualitative data were more in ·line with the hypothesis.

,
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showed that the contradictory expectations were affected by the degree
of interaction women had with men on the job. The qualitative data
further suggested that perception of contradictory behavior by women
with least and occasional interaction with men was a. by-product of respondents' personality differences.

Perception of contradictory role

behavior by women with the most interaction with men was a by-product
of associating with men at work.
Respondents' perceptions of contradictory personal behavior expectations did not

neces~arily

include a feeling of personal conflict.

Respondents were expected to be supportive and cooperative, and,.in
general, they fulfilled that expectation. More specifically, the data·
showed a development of two general types of reactions by the respondents to expected role behavior.

(1) Regarding women with least and

occasional interaction with men, two types.emerged:
conciliators; and (b) low po.sitive conciliators.

(a) high positive

(2) Regarding women

with the most interaction with men, two types emerged:

(a)

concili-

ators; and (b) non-conciliators.
Regardless of the degree of interaction with men, the respondents
were aware of contradictory expectations in regard to their appearance.
Although some respondents (school teachers) had no interaction with men
at work, they were expected to be highly conservative in the way they
dressed.

The data also showed that conservative behavior was the domi-

nant behavior when women came into contact with men at work.

Respon-

dents could be placed in four categories:· (1) those who conformed because they believed they should behave in a conservative manner;
(2) those who were conservative because they feared that any other

.,.,.,,.,.,
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behavior would be misundersto9d; (3) those who adapted and behaved in a
conservative manner to comply with regulations at work; and (4) those
who were conservative but reported dissatisfaction with thei-r own beha vi or.

Women's ambivalence about their own behavior among male colleagues
is caused by the emergent pattern of interaction between unrelated men
and women in the work situation.

This interaction violates the tradi-

tion of the society in Saudi Arabia.
It was fourtd that work behavior expectations were viewed as a
major problem. The whole area of employment seems to vacillate between
institutionalization and de-institutionalizati"on. This uncertainty·is
also seen in. worker relationships, rules and regulations at places of
employment, and the hierarchy of authority.

These are natural conse-

quences of a society undergoing change.
Further implications were reported by resp_ondents.

Cooperation

seemed to be the dominant trend in work situations, rather than competition.

This was due to such factors as:

(1) promotions were not al-

ways based on qualifications or good performance; (2) work was sometimes complementary or separated; ( 3) family and b1ood ti es .existed
among some colleagues; (4) feedback and

guidanc~

were not always avail-

able; (5) male colleagues held higher positions, had worked longer, and
had more professional experience; and (6) workers were few in number
in one field of specialization surveyed.
It was found tha,t males have been supportive of female colleagues, perhaps because the men did not feel threatened by women.
·Men's dominant role in the society carried over to the working world:.

~~·
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men held the higher positions and made the decisions.

For the most

part, women did not compete with men.
It was reported by respondents that they preferred working with
women to working with men
the way they behaved.

beca~se

they could be less conservative in

On the other hand, working with men was con-

sidered desirable by some respondents because of the opportunity to
learn and to get more experience.
HYPOTHESIS #4
The data support Hypothesis #4.

There was .a relationship between

the degree of interaction of women with men at work and the difficulty
the women ·experienced in asserting an identity.

Women with the most

interaction with men had a great deal of perception about the difference between being treated as women and being treated as colleagues ..
The

exclu~ion

of males in

occupatio~al

settings seemed to reduce the

problem of projecting an identity.
The data showed that respondents dealt with the problem of asserting their identities in several ways.

First, with respect to male/

female colleagues, (1) it appeared that women with least interaction
with men were all of one type: mild, noting no differentiation between
their treatment as females and their treatment as co-workers.

(2) With

respect to women with ·occasional interaction with men, three types
emerged:

(a) those who were resistant to

ch~llenges

to their identity; ·

(b) those who were tolerant and interpreted male actions as fun or diversion; and (c) those who did not interpret male actions as discriminatory. (3) With respect to women who had most interaction with men at work,

~

.......................
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two types emerged:

(a) those who were strongly resistant; and (b) those

who did not interpret males colleagues' act1ons as discriminatory.
The diversity of interpretation of male colleagues' actions could
have been dependent on the following variables:

the number of male col-

leagues with whom women come into contact, the nationality of colleagues (native, non-native, foreigners), the educational level of colleagues, the country where they received their education, the positions
the colleagues held in the organization, the differences in work regulations from one organization to another, and the use of ·space, or when
and how interaction between the sexes took place.
Secondly, two types of women emerged with respect to the interpretation of patients' and manual workers' actions:

(1) dissatisfied,

and (2) tolerant.
The diversity of interpretation of patients' actions could have
been due to differences in length of time respondents had
personalities of the respondents.

wo~ked

and/or

Another possible explanation was the

availability of more experienced colleagues who might have helped facilitate the understanding and judgment of less experienced professionals.
The diversity of interpretation of manual workers' actions might
have been due to factors such as:

(1) the frequency of association be-

tween respondents and manual workers; (2) differences in respondents'
personalities; and (3) respondents' previous interactions with manual
workers.
Thirdly, with respect to actions of male clerical workers, there
was only one type of response:

.....~.~~~

:&,....,.,..-

"dissatisfied."
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RECOMMENDATIONS FOR FURTHER.RESEARCH
There is a need for detailed, accurate, published statistics
covering the population of the labor force of Saudi Arabia to facilitate research and predictions.

Comparative studies would be useful in

determining the limit of the findings' applicability.

Comparisons be-

tween the degree of interaction between men and women at work and of
network support are also needed.

We might compare the same types of

occupations and control for the frequency of interaction between

~en

and women at work and examine the relationships between.frequency of
interaction of the sexes and of network support.
Different classifications of respondents such as place of education, level of education abroad, and being alone or being accompanied
by the family when studying abroad could be useful to see differences
in the way respondents perceive contradictory expectations or identity
problems.

Comparative studies on native vs. non-native colleagues could

be done with relation to expected role behavior.
Comparative studies on native male/female colleagues educated
abroad vs. those educated inside the country could be useful for examining expected vs. actual behavior.

Classifications between respondents

oriented to modern roles and those still attached to traditional roles
could be useful to see differences in personal behavior expectations
and work expectations.

Classifications could be made of respondents

according to the length of time they have worked and the number of children they have, to see differences in the ways mechanisms of reducing
the time difficulty are handled. Over time, studies could also be done

.,,..~_.,-""
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to see differences among the respondents.

Comparative studies could be

made between female professionals in different organizations.
Comparative studies of men (father, husbands, male colleagues)

could also be useful. Team interviewing is suggested: a female interviewer should interview women and a male interviewer should interview
men.

Comparisons among social

classe~

could be made, examining profes-

sionals, non-professionals (clerks), and manual laborers for differences
in network support or identity ..
A study could also be made comparing actual with expected behavior
in the work setting.

Participant observation is suggested in such a

study.
Based upon the previous suggested studies, other hypotheses could
be formulated and tested.

Subsequent research could explore more

thoroughly why types of workers differ so markedly and why there are
differences with these types.
More studies by specialists about the status of women in Saudi
Arabia would be useful.

A review and an objective analysis of pertinent

literature about Arab women and women's status in Islam could also increase understanding of the social forces affecting.the presence and
role of women in Saudi Arabia.· The time limitation for this study did
not allow the researcher to pursue such research.
Combining the two methodologies is useful and is recommended for
further research of exploratory and measurement purposes. The

possi~

bility of developing more types, as well as other ways of grouping
types, could emerge with the use of a larger sample.

,.,,~-·
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The typologies approach was useful because:

(1) it sets up and

relates different variables; (2) it provides a framework within which
the relationship can be examined for different groups; and (3) it sets
forth a specific way in which different types of individuals can be
identified and described.
American theoretical literature was used only to provide a framework for analysis purposes.

The purpose was not to impose _American

concepts, but rather to use the literature as a tool for investigation
and exploration.

Such a technique seems possible; however, careful .

consideration should be given to the achievement of objective analysis
for the data.

In addition, the researcher's flexibility in collecting

the data seems to be crucial.
The findings generallysee.mto support Altorki's

(Nikkel, 1974)

statement that career-family combinations can exist in the Middle East,
including Saudi Arabia, because of Eastern values regarding family relations.

Respondents on different occasions spoke of the child care

help they received from their own families or their husbands'

families~

However, it appears that this situation might change with the increase
in mobility.

It is also true that with the emergence and spread of a

conjugal family pattern, the primary responsibility for managing the
. household will fall upon the wife.
respondents live

eith~r

It appears from the data that seven

with their own family or with their husband's

family in the same house or the same building, facilitating the division
of household labor among a number of relatives.

However, one predicts

that this situation will change gradually; some respondents spoke about
the difficulty of taking children to their mother every day, and the

..~"""
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difficulty of finding a reliable person with whom to leave their children.

Others expressed their dissatisfaction with the way their chil-

dren were being raised by an older generation, and still other expressed
their dissatisfaction with the way their homes were being managed.
On the other hand, the data do not support Beck's (1957) statement
that it is .a tragedy that modern Moslem women are breaking with the past
and seeking advanced education and professJonal accomplishment, thus.
disqualifying themselves for the traditional Moslem role.

It seems

more likely, as Theodore reports, that the female professional has developed as an extension of the traditional role functions of the female
in tasks requiring nurturing, socializing, and helping (Theodore, 1971:
5).

It appears as well that wearing the Abbaya is not an obstacle;

women who continue to wear the Abbaya are working.
'The changes have not been really ·destructive.

Respondents re-

ported that males (colleagues, fathers, husbands, brothers) respected
employed women.

Women in the sample had self-esteem and a positive

self-image because they felt that society was benefiting from their
work.

It is true that women experienced difficulties because they had

q dual responsibility; however,they considered such difficulties tolerable.

Respondents showed a genuine desire for participation in their

society's developmental process. This does not involve a challenge to
the traditional concept of woman's role as wife and mother, but it represents .a desire that a woman's life should not be limited to this role.
Planned changes are needed in order for women to participate effectively in the occupational sphere. These changes include more sharI

ing of household responsibilities between husband and wife; effective

~~~
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kinderg~rtens;

planning for good,standardized nurseries and

changes in

working hours to conform with the needs of working mothers; convenient
transportation; equal opportunities for job trajning; and participation
in professional conferences and

More authority should be

~eetings.

given to women to match their responsibi'lities.

There should be real

opportunities for women to work in fields other than education and medicine.
In addition, if interaction between the sexes and restrictions on
women's behavior become less problematic, some difficulties experienced
by professional women will be alleviated.

The mass media and women's

organizations could play a significant role in the development of more·
positive attitudes toward career women by the· public.

If such changes

take place, women will be less misunderstood and less suspicious of
their reactions.

Less energy will be spent trying to understand women's

reactions, and w@men will have more control over their working lives.
These changes could be accommodated without too much disturbance,
because of the strong societal elements of religion and close family
ties.

It is possible that we will find a way to integrate changes and

tradition with no destructive tragedy.

It appea_rs that the new behav-

ioral pattern is challenging the old; however, there is hope that a .
"middle way" of acGepting modern culture without completely breaking
with the traditions.of Islam can be found.
wom~n

Changes in the position of

·are not n·ecessarily anti-religious.

Instead, the changes could

be viewed as an opportunity for the development of women as a valuable
labor resource in the further development of the society of Saudi
t~·
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Arabia, as well as the opportunity for women to work out their full
potential .
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APPENDIX A
INTERVIEW GUIDES AND STANDARDIZED QUESTIONS
Time Allocation:

Interview Guide

This is a guide for non-standardized discussion on time allocation.

The following are examples of the questions that were. raised.
--I would like you to tell me about your home responsibility.
--Do you consider your housework time consuming?
--Is it tiring?
--Do you have somebody help with housework?
--Are your husband/parents appreciative of your housework?
--Is your housework satisfying?
--Does your job allow you .to dedicate as much time to your house-

work as you would like to?
--Does your job allow you to

devo~e

enough time to your children?

--Do you have somebody help with children?
--Would you leave your job if you felt you were not giving adequate
time to your responsibilities as a wife and a mother?
--Would you stop working if you had children? Why?
--Would you stop working if you were married? Why?
--What are the things you have to do for your job in the evening?
--Now

te~l

me about your job.

--Is it time consuming?
--Are working hours and vacations convenient?

~-·,
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--Is your work tiring (physically, mentally)?
--Do you think more training would make your work easier?
--Are your colleagues (supervisors) considerate? How?
--Is transportation to your work easily available?
--Do you participate in other activities?

If no, why?

--Do you think you are able to manage all responsibilities you
have? How?
--Do you feel you are facing difficulties in handling your•responsibilities?
--What are these difficulties?
--How much, if any, do these difficulties bother you?
--Do you have any other comments you would like to m_ention with
respect to your job and home responsibilties?
Time Allocation:
1.
SOME

Standardized Questions

Do you have time after working hours for housework? MUCH

LITTLE
2.

Do you have time after working hours for child care or young-

er brothers, sisters, the aged?

MUCH

SOME

LITTLE

3.

Do you have time to devote to your husband?

MUCH

SOME

4.

Do you have time to get together with Your family?

MUCH

LITTLE

SOME

LITTLE

~·""·

LITTLE
5.

Do you have time to visit

6.

Do you have time to visit relatives?

7.

Do you have time for family social activities?

friend~?

MUCH

SOME

MUCH

LITTLE

SOME
MUCH

LITTLE
SOME

180

Do you have time to do work related to your job at home?

8.

MUCH

SOME

Does your schedule allow you to dedicate time to yourself?

9.

MUCH

LITTLE

SOME

LITTLE

Physical Demands:
10.

Standardized Questions

Are you tired when you do your housework after working (or

help with housework)?
11.

MUCH

SOME

LITTLE

Are you tired when you take care of your children or younger

siblings or the aged after working?
Delegation of Tasks:

Standardized Questions

13.

Do you have somebody to help with the housework?

How

FREQUENTLY

FREQUENTLY

Standardized Questions

do you participate in activities related to your
LITTLE

How.much do you participate in activities related to your
MUCH

SOME

LITTLE

How much do you participate in social organization activi-

MUCH
18.

~uch

SOME

husband's job?
17.

NEVER

NEVER

MUCH
16.

SOMETIMES

Do you have somebody to help with the children?

Reduction of Role Relationship:
15.

FREQUENTLY

UEVER

SOMETIMES

SOME

UTILE.

How much do you participate in family of orientation or rela-

tives• activities?

.~

LITTLE

Do you have a servant?

14.

ties?

SOME

12.

SOMETIMES

job?

MUCH

MUCH

SOME

LITTLE

l

./J
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How much do you visit your family or close relatives?

19.

SOME

. MUCH

LITTLE

Compartmentalization through Role Distance:

Standardized Questions

How often when you are at work do you .think/speak about fami-

20.

ly problems?

MUCH

LITTLE

How often when you are at home do you think or talk about

21.

work problems?
22.
worry?

SOME

MUCH

SOME · LITTLE

When you are at work, do you think of your children and
MUCH

SOME

Network Support:

LITTLE

Interview Guide

--How does your family (parents, brothers, sisters) feel about
your job?
--Does your family think your job takes too much of your time?
Or that your job is too tiring? Or that you do not have enough time for
yourself?
--Do they think you do not help enough in housework?
--Do they feel you do not participate enough in family social
activities?
--Do they object to you working with men?
--Does your family complain about providing you with transportati on?
--Did your family ever ask you to stop working or to change your
career? Why?

(Type of job,

~ime-consuming,

reasons)
--Does your husband like your job?

,__...-.....

working with men, other
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--Does he think your job takes too much of your time? Tiring
for you?
--Does he help you with housework?
--Does he like to help you?
--Does he object to your working with other men?
--Did your husband ever ask you to stop working or to change your
career? Why?

(Type of job you have, inadequate time for him, .working

with men, other)
--If your husband were to ask you to change or stop working, what
would you answer?
--How do you think your in-laws feel about your job?
--How do you think your own relatives or husband's family feel
about your job?
;-How do you think your colleagues feel about your job?
--Do you think drivers, guards, and manual workers like to see
women in your job?
--Do you think you would be more or less supported by your family, husband, relatives, others (drivers, guards) if you had a different
job? Why?
--How do you like your job?
--Would you rather have another job? Why? .
·Network Support:

Standardized Questions

In the following

questions~

you will be asked to rate how much

support you receive in the choice of your career from your network.
Check one.
23.

....---rl

Your husband

MUCH

SOME

LITTLE

183

LITTLE

SOME

24.

Your father

25.

Your brothers

26.

Your sisters

27.

Your mother

MUCH

SOME

LITTLE

28.

Your own relatives

MUCH

SOME

29.

Your husband's family

30.

Drivers, guards, and manual workers

Expected Behavior:
~-How

MUCH

MUCH
MUCH

SOME

LITTLE
LITTLE

SOME

MUCH

SOME

LITTLE
LITTLE

MUCH

SOME

LITTLE

Interview Guide

do you like the work atmosphere with male/female colleagues?

--Would you rather work with men or women? Why?
--How do you actually act at work with colleagues?

(Help, .encour-

age,' forgive, compete, criticize, argue)
--Do you feel you are free to conduct yourself as you please, or·
are there restrictions on your behavior?
--How would you like to act?
--Do you feel you have to dress, act differently when being with
male colleagues? How?

Does it bother you?

--Do males expect you to act differently from females?
--What are the things that you are

required/expecte~

How?

to do and

which seem contradictory?
Expected Behavior:

Standardized Questions

In the following questions you will be asked to rate how much you
are expected to behave in the following manner from male/female colleagues.
31.

_....----·

Accepting

MUCH

SOME

LITTLE

184

MUCH

32.

Raise the status of others

33.

Sympathetic

34.

Helpful

MUCH

SOME

LITTLE

35.

Arguing

MUCH

SOME

LITTLE

36.

Critical

MUCH

SOME

LITTLE

37.

Assertive

38.

Competitive

SOME

MUCH

MUCH
MUCH

SOME
SOME

SOME

LITTLE

LITTLE

LITTLE
LITTLE

The Way Women are Treated: ·Interview Guide
--What kind of relationship do you have with female colleagues?
--How do you treat each other?

(Address, compliment, subjects

discussed, ask opinion, ask for help)
--Are you bothered by the way you are

treat~d?

--Are there any men employed where you work?
--What is their nationality? .
--How often do you see males at work?
--Do native males treat you differently from non-natives? How?
Does it bother you?
--How would you describe your relationship with males at work?
--Do males treat you differently from females? How?

(Address,

compliment, subjects discussed, formal vs. informal, work is trusted,
opinion is considered, doubt your ability, asking personal questions,
speak freely)
--Are you bothered by the way you are treated? Why?
--How would you 1ike to be treated?
--How would you describe your relation with workers in administration?

-~,...,,--..-··
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--How do they treat y'ou?

(Address, take orders, way of talking

to you)
--Are you bothered by the way they treat yo·u?
--Do

th~y

treat you differently now from when you first started

working?
--How do you react to them?
--Do they treat your male colleagues the same way?
Drivers, Guards, Manual Workers:

Interview Guide

--How often do you come into contact with drivers, guards, and
manual workers?
--How do you feel about the way they treat you?

(Loo~

at you,

talk to you, address you, take orders from you)
--Are you bothered by the way they treat you?
Patients:

Interview Guide

--How do you feel about the way patients behave towards you?
(Looking, addressing, following treatment, talking)
--Do female patients treat you differently? How?
Organizational Level:

Interview Guide

--How do you feel about the system (organization rules)?

(Auth-

ority given, making decisions, job training, promotion, conference participation)
--Would you say you are being treated as a woman or as a worker?
How?
--Would.you like to add anything about yourself, job, home?
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APPENDIX B
RESPONDENTS WHO TOOK PART IN THE STUDY
#1 - 24-27 years old; single; school teacher
#2 - 24-27 years old; single; school teacher
#3 - 20-23 years old; single; school teacher
#4 - 24-27

yea~s

old; single; school teacher

#5 - 24-27 years old; married; one child; school teacher
#6 - 32-35 years old; married; two children; school teacher
#7 - 24-27 years old; married; no children; school teacher
#8 - 24-27 years old; married; no children; school teacher
#9 - 20-23 years old; single; college teacher and administrator
#JO - 24-27 years old; single; college administrator
#11 - 28-31 years old; single; college teacher and administrator
#12 - 24-27 years old; single; college teacher and administrator
#13 - 24-27 years old; married; two children; college teacher and administrator
#14 - 20-23 years old; married; one child; .college administrator
#15 - 28-31 years old; married; five children; college administrator
#16 - 24-27 years old; married; two

childr~n;

college teacher and ad-

ministrator
#17 - 32-35 years old; married; three children; college teacher and administrator
#18 - 24-27 years old; single; social worker
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#19 - 24-27 years old; single; social worker
#20 - 20-23 years old; single; social worker

#21 - 24-27 years old; single; social worker
#22 - 28-31 years old; single; investigator
#23 - 20-23 years old; single; physician
#24 - 24-27 years old; single; physician
#25 - 24-27 years old; single; physician
#26 - 28-31 years old; single; physician
#27 - 28-31 years old; married; one child; physician
#28 - 28-31 years old; married; one child; phy'sician
#29 - 32-35 years old; married; two children; physician
#30 - 24-27 years old; single; interpreter
#31 -

24~27

years old; single; interior decorator

#32 - 24-27 years old; single; radio broadcaster
#33 - 20-23 years old; single; radio broadcaster
#34 - 24-27 years old; married; two children; radio broadcaster#35 - 28-31 years old;· married; two children; radio broadcaster
#36 - 24-27 years old; single; newspaper editor
#37 - 28-31 years old; married; two children,

~F~-_...

ne~spaper

editor

____.-·

_
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GLOSSARY
Abbaya: A black cloak or cape. The face covering and the Abbaya are
worn by women of Saudi Arabia when going out in public.
Foreigners: Citizens of western countries, such as Europe and the
United States.
Islam: A religion of submission to the will of God. Islam requires of
its believers five obligatory duties or acts known as the "Pillars
of Islam. 11 The first is bearing witness to the oneness of God and
to the belief in Muhammad as his Prophet. The second requires five
daily prayers at prescribed times. The third is the paying of alms.·
The fourth is fasting during the month of Ramadan. The last pillar
is to make the pilgrimage to Mecca at least once during the be- ·
liever's lifetime.
Moslem: A follower and believer of the religion of Islam.
Natives:

Citizens (women/men) of Saudi Arabia.

Non-natives (Arabs and Moslems (women/men) from countries other than
Saudi Arabia.
Saudi Arabia: The kingdom of Saudi Arabia, located in the central
Arabian Peninsula of Southwest Asia. The word 11 Saudi 11 refers to the
surname of the royal family controlling the country, and "Arabian"
refers to the Peninsula or to its characteristics. Saudi Arabia
is divided into four main geographical divisions: Najad, Al-Hijaz,
Al-Ahsa, and Asir. Al-Hijaz is the western province. It contains
the holiest cities in Islam, Mecca and Medina. Jeddah, where this·
study was done, is the country's main port on the Red Sea, and is
located in the provinc~ of Al-Hijaz.
Veil: Refers to the wearing of a face covering of black cloth in addition to the Abbaya .
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