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Abstract

Despite the growing number of women in the IT field irhBan, they are undeepresented in

senior management positions in théormation TechnologylT) field. Specifically, the purpose

of this study is to gain better understanding of the factors that influence Bahraini women in their
career advancement t@per managerial levelwithin the IT field. The underrepresentation of
women in the IT field has been widely studied in the contextVekterncountries, however,

there are few studieim Eastern Arabic countries. Th&udy will explore how the culture in

Bahrain society, which is Arabic and Islamic, shape the experiences of womengnaorthe IT

field. The Individual Differences Theory of Gender and IT (IDTOGIT) (Trauth, 2002; Trauth et

al., 2004; Queensberry & Trauth, 2007) was used in this studycasceptual and aanalytical
framework for understanding the factors that
field. This theoryexaminesthe variations between womnismpersonal characteristics and their

ways of responding to the environmenitah f | uences i n understanding

the IT profession.

An interview methodology was used for investigating the work experience of a group of ten
Bahraini women in a senior or middle management position in the IT field.intbeview
methalology helps in getting a more complete picture of what happened in their career
advancement, and how they achieved high managerial positions in the IT fieldoface and
semistructured interviews were conducted with the cases in order to investigdtectors that
hinder or facilitate their career advancement in the IT field. The constructive grounded theory
analysis (Charmaz, 2006) was used for aswadythe data othe interviews. The key findings of

this studyarethat women in IT careers, espaly at the early age of their career, need to show a
hi gh l evel of perfor mance, productivity, anc
advancement in the IT field also demands a high level of commitment and motivation to the
organisation, determinatn, challenge and ambition, and interest in IT work. The data analysis
has showed that all of these identified individual characteristiesnecessary and have a
significant impacton the ability and way of responding to the environmental influences
identfied in this study. The most important environmental influences identified in this atedy

management support, relatgimp with peers, training, organisatiah structure and rules,



understanding the IT role, cultural impact on women in the IT field, \wark-life balance.
Examining the influence of these individual and environmental factors together and the links

between them hefigl tounderstand the participation of Bahraini women in the IT profession.

The research findings will help in understandiogne of the reasons behind gender segregation
and wo me repesentatiod & ithe IT field in Bahrain. The study findifgsher offer
insights into how to I mprove womends career

contribution to knowledg in the area of IT and gender by addressing the factors influencing

womenos career advancement in t he I' T field.

knowledge by establishing the basis of further studiesvomen in IT careers in Bahrain

focusingon career advancement.

Xi
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Chapter One: Introduction

1.1 Introduction

Despitea significant growth ofnformation TechnologylT) during the past two decades as well

as the demand of IT specialist skills, armthi ncr ease of womendBs part
workforce, they still have low participation rates in many countriesWo me n 6 s
underrepresentation in the IT field is clear in several aspects, including, IT access, aalogtion

useof IT, IT education and IT workforce and the structure of the IT wockfotself (Huang,

2006). This chaptetbegins with a comprehensicev er vi ew of womend6s unde
the IT fieldinternationally and Bahrain. Following this, theotivation of the study, key terms,

research problenresearch questionsignificarce of theresearch, researabjectives and the

structure of the dissertation are provided respectively.
1.2Women in the IT Field

Although the demand of IT jobs continues to grow, women are still underrepresented in the IT
field. The percentage of women IT occupations and education are lower than male in many
countries. Also, the occupational segregation in the IT fisldobvious, whereas men
concentrated in more valued anigherpaying jobs, such as technical management and network
administratorand women in lower valued and lowgaying jobs, such as data entry and system
operator/administratoA brief review of womed s i is theul® feeldis providedbelow with

available statistics on IT employment and education in a number of cowantried the world.
1.21Women in the IT Labour Force

Information technology has become a vital and potent force in develapiogntryin aspects
such aseconomy, health, education, society and others. Desipitesignificant growthand

demand inlT jobs cemandon a global scale since the beginning of the 1990s, women are still



underrepresented in the Field at all levels. The percentage of women in IT occupations is
lower than men over the past 20 years in many western coufidéesaiter & Adams, 20Q9
Trauth & Quesenberry 2007). The issue of women's underrepresentation is not limited to the IT
workforce as women continue to be underrepresented in the o8mence, Technology,
Engineering and MathematicSTEM) fields. The environment o8TEM field is dften
characterized as a chilly climate, which tends to be afeinated, highly impersonal, and

i ndi vi dMosghnsos) Jones & Major201Q p.169.

The studiesn women and IThave revealed that the problem exists in many countries over the
world such asn US, the UK, Australia, Germany, the Netherlands, India, Nig&aath Africa

and ot he rlisformatioly Edmmunibation and Technolog () profession is gender
neutral in other areas of the world such as Malaysia, Singapore, and HoggoKor( Cr ai g,
p.755). O06The underrepresentation of women i
studied in the context of western countries such as North American and Western European
count r i e 2006, gl#&yuThenUsS, Bureau of LabowBtatistics(BLS) projects that most
computer and information systems occupations will remain among the fastest growing jobs for
years 2012022 (BLS, 2013) Despite this growth in the IT jobs in the US, the numider
women is still lower than meWomen inthe US represented 41% of the IT workers in 1996,
32.4% in 2002 (ITAA, 2003, 2005), 26.4% in 2011 (BLS1P0Q and 47% in 2013 (BLS, 2014).

Also, in Canada, women represented 30% of the IT workforce at the early 1990s, but in 2005 the
rate has declined @6% in 2005 Wolfson, 2006)

In the European Union (EU), there has besmce 1997,a significant growth in hardware

manufacturing and particularly in software and IT services, and in the employment in computer

2 C

servicesbut this pattern has not beentmahed by a parall el i ncrease

IT work (Webster2 006 ) . Webster (2006) showed that,
employment in IT has remained resolutely around an average of 28% across the EU in the
professional areas of IT wkar For example, in 2001, the percentage of women in the IT
workforce was 15% in the UK, 14% in Austria, 18% in Italy, 29% in Ireland, 17 % in France,
15% in Belgium (Webster, 2006). However, the statistics in 2007 indicated an increase in the

participationrates of women in the IT professions in some Europe countries, but they still made

k



up less than 30 % of the IT labour force. Accordiageskills UK analysis, in 2013vomen
represented 22 of the UK IT workforce,30% in France, @ in Germany, 8% in Audria,
28% in Italy, and24% inlreland(e-skills, 2014 i (see Figurd).

Figure 1. Female Representation Amongst IT Sector (IT firms) Within the EU15, 2013

Belguim
Denmark

The Netherlands
United Kingdom
Sweden
Luxembourg
Ireland

EU 15 avergae
Finland
Germany
Austria

Greece

Italy

France

Portugal

Spain

S
=

5% 10% 15% 20% 25% 30%

Source: eskills UK analysis (2014of Eurostat 203 data

According b the Australian Bureau Statistics (ABS) data (as cited in ACT, 2@E3pite the
growth in IT jobsIN Australiasince 1990s, women constituted 26.6 % in ICT occupations in
February 2011, and over 28% of the total ICT workforce in February. Zd8larly, in India,

the IT industry has generated nearly 2.8 million direct jobs opportunities inf@0@men but
women still constute only 30 % of the IT employed&umar & Anita 2014).



1.2.2 Women in IT Education

The low participation of women in IT ogers is aligned with the disproportionately low number
of girls pursuing computing disciplines such as computer science (CS), information systems (IS)

management information systems (MIS) at all levels (undergraduate, Masters, PhD). Male

dominance in thd T f i dnhilarly nefiected im teaching @ah st udent enr ol | me
(Ghoshal & Passerini, 2006). AccordingNelson & Veltri (2011p ),thi s o6t he fr equen
phenomenon for womends underrepr d@E&tCantpj on i n

2001) which disproportionately and at all stages leaks female students from middle and high
school through college to graduate schools and IT career n ac ad e miThe issueof i ndus
low percentage of women in computing disciplines existaany countries, although thereais

increase in the importance and need of IT personnelaahdrtage of IT specialist skills in the

labour market. According to the statistics of Eurostat (2009), the percentage of women receiving
first and second taary degrees in computing in 2009 is quite low in the European countries and

US, for example, 16 % in the UK, 13% in Switzerland, 15% in Germany, 18 % in Italy, 19 % in
Sweden, and 19 % in the United Stateee tablel). From 2011 to 2013the proporin of

female applicants onto computariences/ITrelated higheducationcourses made up ju$2% of

the applicants in the UK {gkills, 2014).

Women inAustralia made up 25% of those with university level IT qualifications in 2@

according to ABS Z014). In India, accordingo Catalyst (2014)the percentage of women

enrolled in Engineering/Technology undergraduate degree programs i2@02was 29%ln

the subSaharan Africa, African women have low participation rates in science and technology
eucation (Galpin, 2006) . Gal pin (2006) discus
undergraduate computer science (CS) in some universities in tigakaban Africa from mid

1990's to 2003. For example, Botswana, 10%(1998); Eritrea, lessl@§an(2001); Nigerian
Polytechnics and some Universities, around 30% -({81@0s); University of Nairobi, Kenya

11% (2001); Kenyatta University, Kenyd 4.3% (2002/2003); University of Makerere, Uganda

- 27% (2002); Zimbabwean Technical Colleges, 41.7996); South African Universities, 31%
(2001); Techni kons, 37% (2001)06 (Gal pin. 2006



Table 1: The Percentageof Women Receiving Firstand Second Tertiary Degreesn

Computing
Country Male Female Female (%) Male (%)
Icelard 418 73 14.87% 85.13%
Malta 497 148 22.95% 77.05%
Cyprus 1,444 226 13.53% 86.47%
Estonia 2,904 426 12.79% 87.21%
Slovenia 3,071 450 12.78% 87.22%
French Community in Belgium 3,327 494 12.93% 87.07%
Latvia 3,373 567 14.39% 85.61%
Former Yugoslav Refblic of Macedonia | 3,641 652 15.19% 84.81%
Bulgaria 4,611 666 12.62% 87.38%
Croatia 4,896 817 14.30% 85.70%
Lithuania 5,015 891 15.09% 84.91%
Switzerland 5,798 902 13.46% 86.54%
Norway 6,204 1,341 17.77% 82.23%
Portugal 6,443 1,558 19.47% 80.53%
Ireland 6,856 1,664 19.53% 80.47%
Slovakia 7,603 1,677 18.07% 81.93%
Denmark 8,147 2,108 20.56% 79.44%
Belgium 9,459 2,364 19.99% 80.01%
Finland 11,132 2,630 19.11% 80.89%
Sweden 11,192 2,652 19.16% 80.84%
Romania 11,213 2,683 19.31% 80.69%
Austria 11914 2,928 19.73% 80.27%
Hungary 12,215 3,375 21.65% 78.35%
Czech Republic 17,591 3,863 18.01% 81.99%
Netherlands 23,991 4,254 15.06% 84.94%
Italy 25,709 5,710 18.17% 81.83%
Turkey 49,970 9,041 15.32% 84.68%
France 58,148 10,037 14.72% 85.28%
UnitedKingdom 78,303 15,702 16.70% 83.30%
Spain 81,264 17,975 18.11% 81.89%
Poland 81,788 19,773 19.47% 80.53%
Germany 108,241 19,917 15.54% 84.46%
United States 441,483 106,838 19.48% 80.52%

Source: Based on Eurostat data (2009)



1.2.3 OccupationalSegregation in the IT field

The computing disciplines and professions are gender segregated, with male dominance at all
levels (Ghoshal & Passerini, 200®)espite the growth in the IT professions since the 1990s,
women continue to be segregated both horiziyngand vertically in the IT field. As showed

above, the statistics of the IT workforce in many countries indicate that men represent not less
than 60%. e IT workforce is horizontally segregated by genddnereasthe proportion of

women in high technid¢astatus andhighly paid jobsislowT he fAhor i zondanbe segr e
understood as separation of women workforce from men in terms of the type of work which
requires less technical skil§Ghoshal & Passerini,(®6, p. 30). Whitehouse (2006p. 122)
mentionedthabi n spite of perditions that the spreac
break down the gender segregation that characterized employment in the industrial era, women
are underepresented in professional computing occupatiorsutiir the advanced world, and

those who do take up work in the IT sector are most likely to be found in routine and
compa ati vel y | Manmy vpomenaho jerdeoed the IT occupatigrare locked into

lower paying, lower skilled ani@ssprestigioudT jobs with little opportunities for advancement

and less visibilityOverall, women are found working much more often in what are considered to

be Asoftero aspects of the I T profession, for
such as help && and customer service, and work project management, while men continue to
dominate in technical areas such as analysts/programmers, networkedesighmaintenance

(Ghoshal &Passerini, 2006; Myersfoody, Beise & WoszczynskR006).Demaiter & Adams

(2009 p. 37 viewed thatbvo men st i | | tend to be segregated
such as database analysts, web dgsn e r s | and s.yngenerah it ts eepontad ithati a n s 6
6women are more often assi gahalehging and tess sekhsicalt h at
expertiseb6 ( Myer)s et al ., 2006,

The IT workforce is vertically segregated by gender and it is more evident in the high managerial
positonsThe " verti cal ste@sgparatignaof women avork ferde eertms of low
paying, low ranked jobs which involves relatively low dsmnmaking powers in an
organiational contexi (Ghoshal & Passerini2006 p. 30). According to TattersallKeogh,
Richardson & Adan(2006), vertical segregation means the concgatraf individuals in the



lower echelons of an organisation (EOC). Women's patrticipation in IT occupations are low and it
decreases as women climb the corporate laiffentling & Thomas, 2009)Vorld-wide, there

are few women in senior management posgioemployed by government departments
responsible for ICTand theyare more likely to be in low level jobs than in IT management
(Galpin, 2006) Women are underrepresented in IT lgmanagement levels, althoughe
research showed that women tenddtojobs which require management, communication and
social skills réher than high technical skill&ing (2004)for exampleviewed thatdwith respect

to management, it is believed that women, make ideal managers inrgecisdions based on

the strengthof their communication, social skills, relationship management, team building, and

multitasking(as cited irHazzan & Levy 2006,p. 10).

Few women have brokentiig| ass cei |l i ngd i n tbythe Glass Ceiiing!| d, w
Commission in the BA (n.d.) as: 6. . . invisible, artificial b
individuals fran advancing within their orgar@ion and reaching their full potenfial he glass

ceiling keeps women in the middheanagementevels of theorganisationsAccordingto the
Germany's Gender Research Gréaup he " gl ass ceiling" phenomenort
arigid barrier that blocks women's access to leading positions whemmgen can advance in

an organiation, but only to a certain point, usually in middinagement, not to upper
management or a (awcitediinsGhoslzak& Passerini, @00& 8. Wpmenwho

face the glass ceiling in the IT fielhight be due to the fact that managerial jobs require years

of experience, and women are stillam entry level of the career ladder, whereas men already

had years of experience, enabling them to fulfill the requirements for managerial pésitions
(Tijdens, 1997, p457).

The phenomena oflender segregaticemd gender gam the IT workspacenanifest on a global
scale.Since the 1990sithe majority of women are employed in routine and specialist work,

while men are engaged in anatgi and managerial activitiés i n t he computi ng i
US and the UK (Shuttleworth, 199@.25). In US few wmen have made fewrimads into high

tech employmentStatistic§rom US Bureau of Labor Statistics (2013Be figure belowmdicated

that women accounted for 39.5% of the total web developers, 37.4% of database administrators,



and 34.9% of computer systerasalysts, but 28.6% of the total IT managers, and 7.5% of

computer network architects in 200 3see figure 2).

Figure 2: Percentage oEmployed Womenin IT Occupationsin U.S
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In the UK, women are also heavilgpresented in the lower skilled, less well paid occupations in

the IT sectorAccording to a survey carried byskills, the UK Skills Council for Business and

Information Technologyi (see figure 3), wmen accounte for 59% ¢ the total database

assistantaind clerks and 24% of the IT user support in 2008, but they accdonjedt 19% of

IT managers and 14% of IT strategy and planning professionals and 14% of software

professionals.



Figure 3: The Representationof Femalesin Individual IT Occupations
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The occupational segregation and the differences between women and men in the diiefield

also reflected by the gender pay gap in ITupations.Labour statistics show that women who

are fulttime workers in IT occupations have lower weekly earnings than nheraddition,
women'sabsence from the higbaying and valued IT jolsd to have a gender pay gap in the IT

sector. Gender pay gaps def ined as O0the percentage diffe
women with similar characteristics, estimated
226). For exampleaccording to the Office of National Statistics (201f8)¢ median gross

weekly for men full time employees in the associate professional and technical occupations was
624.7 and 519 for women in the UK in 201@so, according to BLS (2013a)hé median

weekly earning of fultime wage and salary workers in computer and matheah@ccupations

was$1,452 for menand$1,174 for women in the US in 2013.

The research of gender and $fiowed that the problem of gender segregation in the IT fields
also exis$ in severalother countries such asthe European Asian, African and Astralian
countries. For exampléjaltio & Heilmann (2006 p. 783 showed thain Finland the 4CT

sector is a sector of young men; in over half of the Finnish ICT companies, the majority of

employeesare males under 85They viewed that the ICT sector asmasculine environment,



whertehebdbe exists some kind of suspicion towa
information and communication technology. Wom
or supportive assignments, and their career progmressay stop at the glass ceilof@altio &

Heilmann, 206p. 784).

Nielsen & Hellens Z006 p. 1110 indicate that in Australia the IT industry appears to be
constructed as a masculinized domain, undttiac’y e t o0 mo st wo.rAecordingnd mart
to Von Hellens & Nielsen (2006 womenin Australiaare not only in a minority but also are
overrepresentenh jobs that tend to have lower formal qualificatipage atthe lower leveland

lower skilled jobs.Also, G¢here are income disparities between med aomen with women
concentrated i n | oS3teehByina&BelnP@06m46¢)upat i ons o

In Inda,womenés parti ci p artatalowsratedespitd theegrowtlif thé T e | d
sector.For example, in 20Q@vomen constitute 30% of the Mork force in India (Muthumani

& Saranya, 2014)The IT industry isone of theimportant componestof the Indian economy

and asa market in the worldgenerates billions of dollateroughlIT services, such as software
developmentand business process somircing. Muthumani & Saranya (2014p. 184 also

mention that job opportunities in the field of information technology created a job demand
rivalled all others in the history of the Indian labour forarda | so t hat 61 ndi a h:
population ofemployed women and the largest number of certified women professionals in
information technology, finance, and healthaa s er vi ces |. Haveverawomemr t he
in India are still underrepresenteéd the IT field and some efforts have been made ey th

government to recruit and retain more women in IT.

Galpin 006) showghatin the subSaharan Africathere is a lav number of women working as

IT professionals and women are unlikely to be found in management or system analysis
positions, as well ageachers or lecturers of computing courses, although they can be found as
programmers and operators. The | ow causedtini ci pat
part by lower literacy and education rates of women inSaffiaran African compared to mers

well as by societal and other factors that influence the choices of women who do have the

opportunities to study beyond the secondary ev&d(pin , 2006p. 1282)
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Olatokun(2006) mentionghatin Nigeria,the ICT industry is highly sex segregatedhereas
women are found in disproportionately high numbers in the |lepaast and leassecure jobs
while they areunderrepresented in all ICT decisioraking structures, including policy and
regulatory institutions, public and private compani@#is is because ICT decisiemaking is

regarded as a technical area (typically for male ex@é@$atokun2006,p. 443).

1.3 Bahraini Womenin the IT Field

Notwithstandingsignificant growth in the IT professions in Bahrain during the past decade, there
remains a gender imbalance. Women still face difficulties in achieving equal representation and
opportunities in the ITield. Despite the need for qualified @rofessionalsn the public and
private sectorand the high numbers of females pursuing acadstity in the IT disciplines,
women arestill underrepresented in IT careeiSor the year 2012012,eleven IT programnse

were provided by theHigher Education Institutions Bahrain, andthe percentage of student
enrolled in computingvas 3%out of all programmes provided by higheducation institutions

(Secretariat general of the higher education council, 20{&e Figure}).

Figure 4: Student by Programme in 201312012
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Overallw o0 me padtisipation in the IT workforce is increasing; however, it is emial tothe
numbers of graduas from IT education. Aey are still unable to make significant gains in the
upper level managerial positions in tlield of IT, and their ability and skills are undetilized

relative to men in higér technical rols. According to information requested from the University

of Bahrain, since 2006, the percentage of IT female graduates exceeded IT male graduates by

morethan 20 per cent (see Table 2

Table 2: Percentage ofGraduatesfrom IT College (university of Bahrain) and Share of
Male and Female Employeesn IT Occupationsin the Public Sector Accordingto Year

Male Female Male Female | Male Female

Number of Graduate

(%) 36.99% | 63.01% | 38.33% | 61.67% | 35.65% | 64.34%

Number of employees i

. 58.24% | 41.76% 57.60% | 42.40% | 58.95% | 41.04%
IT occupations (%)

Number of employees i

. 205 147 216 159 237 165
IT occupations

Sour c e :scdlactiombased on data requested from CSB and UOB (2009)

Ironically, although therere more female graduates than male graduates in IT education in
Bahrain, men represent a higher percentage in IT occupations. For example, according to the
information requested from the Bahrain Civil Service Burd@$B), which concerns the
distribution of employees in IT occupations classified by gender and occupational status between
2007and 2009 in the public sector, the total percentage of women in IT occugpatian09 is
41.0%%, whereas it is 585% for men (see Table)2Moreover, the difference between the
number of females and males in IT occupations in the public sector from®Q009 increased

in favour of males fronb8to 72 individuals (see Tablg.2

The gap between the percentage of male graduates (35.65 per cent) and male employees in IT

occupations (58.95 per cent) (as shown in t@plmight be justified by the percentage of ron
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Bahraini employees who constitute 17.16 per cent out of the totatber of IT employees in the
Ministriesin 2009 (see table)3

Table 3: Numbers of Employeesin IT Occupations Accordingto Gender and Nationality

2006 2007 2008 2009

Male 125 41 148 57 157 59 173 64 237
Female 118 5 143 4 154 5 160 5 165
Percentage| 84.02 | 159k | 82.766 | 17.33» | 82.93s | 17.066 | 82.86 | 17.166
Total 289 352 375 402

employee

Source: Aut hor 0s taceguesdtes ramiCEBI(200% s ed o

According to data requested from C8B2012, the difference between the number of females
and males in IT occupations in the public sector from 2009 to 2012 increasedundawmales

from 72 to 113 individuals (see figub).

Although women in Bahrain have showed their capabilities in pursuing IT academic study; they
are still marginalized within highly technical IT careers. They tend to be segregated into routine
and low technical roles like system developer or spstiathile men work in higher analytical

roles. For example, with reference to Table 3, since 2006 females have had a slightly higher
share in occupations relating to computer and information systems development and
administration, while the number of felaa working in technical maintenance/services and
support is 29 compared to 84 males in 2009. Similarly, women have a low share in networking
and security control 13 females compared to 41 males in 2009 (see table 4).
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Table 4: The Distribution of Employeesin IT Occupations Accordingto the Nature of Job
and Gender Since2006 to 2009

Occupational Group

M F M F M F M F
Systems _ Development a5 |59 49 |50 |47 |53 |44 |57
Administration
Specialist/ Adisor/ Consultation 27 30 36 39 43 39 58 46
Teqhnlcal Support/ Service 67 3 60 16 68 o5 84 29
Maintenance
Networks and Security Control 27 5 35 12 38 17 41 13
Quality Assurance 3 7 2 17 7 12 4 12
Programming 4 1 4 2 4 3 4 2
Database Administration 9 5 10 3 9 4 7 3
IS Analysis 8 5 10 5 10 9 11 8
M: Male, F: Female
Source: Authordés collection based on da

Women in Bahrain have had lower participation in IT management workforce compared to men,
and they are stillnable to advance to higher managerial level in the field. For example, in 2009,
therewere27 male in senior management positiacc@mpared to only 7 femaeand 30 male

as head conpared to 15 femase(see Figure 6 Moreover, the difference betweehettotal
number of seniomale managers and senif@male managers is increasing in faroof males

from 16 individuals in 2006 to 20 in 2009.
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Figure 6: Number of Senior Managersand Heads in IT Directories Accordingto Gender

and Year
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Such figuresdd to the questioto why women in IT careers do nadvanceat the same rate as
men? This research intends to address \tiyy question by investigating the expmarce of a
number of successful women (senior managers) in IT in Bahrain, in order to explore which
factors influenced the advancement of womenthe IT field. Only by understanding the
influence of those factors, can recommendations be made to enaklevoroen to advande

higher IT managerial position

Comparingthe statisticsof women in the IT inBahrain is not much different than any other
place in the worlcsuch as the US and Ukxcept that women in the computiaducationat
university levelare well represented in Bahrais shownn table 2above Most of the studiesf
women in IT careerarereconducted in the UK, US and Australia. According to Galpin (2006),
international research has shown that in most countries, there are few womengstongirds
information technology careers, and there is much research, particularly in the US, UK and
Australia into why ighisthe caseGurer& Camp, 2002p. 1279).
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Al t hough there is much internationallTfieelsear ch

relatively little has been researched or written about women in the IT education and professions

in the Arab countries. Most of research and reports related to Arab countriesridbasssue of

the gender digital gapand providestatisticson the aspects of IT access, use and adojatieh

not on the IT employment anéducation Very few researchesn Arab countrieswvere found
which point to womenos [professiennandaniost of these also lack
statistics on IT emplment. Thus, this knowledge gap will be partly addressed by this $tady.
example. Zineddine & Kindi (20119tatethat therehave beerdrastic change and adoption of
ICT during the last decades in UAE, Oman, Egypt and Jordphut thatmany economical,
educational, and societal constrainisderEmirati women from penetrating the ICT job market

Al Marzougi & Forster (2011jound that In general, very few womeim the MiddleEast and
North Africa (MENA) regionwork in CSIT fields andhatEmirati womenare not attractetb IT
carees and they are lagging behind in the local CSIT secKinaggar (200,/p. 4) statéhatin
Omandvomen in the Arab Gulf region in general and in Oman in particular are at a higher risk
of being margi nabwlkedgebc sferdom ctomdany®s Kreoal es
gender steadying of ICT jobs, and employers are not encouraged to dembigsin IT jobs
(Elnaggar,2008). Hassan, (2005%tates that n Egypt, women constituted about 36% of total
workforce speciated in scientific and technological fields in the public sector in 2004s)
cited in Mandour, 2009) However, according to Mandour (2Q09%. 15 6despite
employment rates that women experience in ICT sector, Egypt isestiljnisecas one of the

few African countries where women have high potential in signifiggparticipating in the
sectol. In Jordan women arealso underrepresented in the IT fiel&Kreisai 2009) Khreisat

(2009)has investigatdthe availablestatisticsand found thathte percentage of females enrolled

in computer science and computer information systems undergraduate programs was only 26%

in 2007 in all public and private universitieShe alsdfoundthatthe percentage of women in the

public sector in 2006 was 37.4% imetIT workforcein Jordon Moreover, she showed that the

edu

W |

majority of women worlhgi n I T in Jordon occupy the | owes

makers, 2% are project leaders, 44% work in software maintenance asrdlated tasks, 27%
are data entry pavanel and receptionists, and only 11% hold jobs related to hardware security
and net wor k Kheeisal, 200®pe202).n g 6 (
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In summary, women are underrepresentedhim IT fieldsin several aspest Researchand
statisticsindicatethat womenare umlerrepresented in IT education at different lewelsnany
countries like the US antK, while women in Bahrain have a higher percentage in the IT
educationStatisticsalso show that ihin the IT employment structuréhe same IT employment
patterns ocauinternationally and inBahrain whereas women are concentrated in the- low

valued, lesstechnical and lowpay jobs, and underrepresented in the high level positions.

1.4 Motivation of the Study

The motivation for conducting this studly derived from several factorsFirst, my motivation

came orignally from my personal desire f@mbarking on a PhDwhich has increased after |
received my MSc degree in IT, and also my aspiration to improve my career prospects and my
personal growthSecondthe lackof job satisfaction was factorthatled meto do this studyl

was the only woman in the IT teamair work organisationComparing to the males in the IT
team, Ilwas not satisfied with the lowalued tasks | waBeingassignedAlthough | was the one

who own the highest college degrees in the team, my knowledge was not utilized and my
abilities were undevalued in the work.l felt that men were given more attention from
management and people in the organisatitan me and they have higher visibility and
importance in the wotkTherefore, as | am a woman worg in the IT field,| am part of the

story. llive the experience and | understand what women feel and face in thisvfield men

are preferred

Third, there is yet no studg Bahrainon womenin the IT professions The numbesof women

who enrolin the computing and IT programet undergraduate leveand work in IT arenot low

in Bahraincomparedo other places such as the US and. Btldweverwomen work in IT in

Bahrain are segregatedn low-valued IT jobsand are still underrepresented in highIT
management positienTherefore this study is an attempgb understand the factors impactiog
womends career advanc e m@&henfullyumdetstoosl, thisBtudfy coeld d i n
help in planningo enhance Bahrainy 0 me paftisipation in the IT field which is a driving

force in theeconomic and development Bahrainand also to enable women in IT to achieve
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leadership positions in the IT domaiall of these factors havenotivated me to conduct this

study as a way to Iimprove womenb6s participat:i

1.5Key Terms

Career advancement

Career advancement implies a series of work experiences in which responsibilities, skills,
authority, commitment, anchanges in level of reward increase in a relatively linear fashion over

timed(Parasuraman & Greenhaus, 1997, p. 145)

Information technology

Information technology (IT¥includes all tools that capture, store, process, exchange, and use
information. Thefield of IT includes computer hardware, such as mainframe computers, servers,
laptops, and PDAs; software, such as operating systems and applications for performing various
functions; networks and related equipment, such as modems, routers and swittesalaases

for storing important daégReynolds, 2010, p. 4)

Information Technology Career

Information technology career refers to tfiechnical and professional level careers in the
design, development, support and management of hardware, softwadtie)edia and systems
integration servicds(Ohio Department of Educatiom.d. For example, the following are
considered part of the IT careécommunicationscomputer design, computer manufacturing,
computer programming, computer sales, computencgerdatabase management, data service,
database management, data service orgatien, expert systems, information science
management, internet, intranet, networks, operations, personal computers, personal computer
user services, security, system analysigstem development and programming, and word

processing(Apel, 2003, pp. 123).
Gender

Gender refers tdthe different roles men and women play in a society or a community. These

roles are determined by cultural, social and economic factors and wditfén and between
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cultures and countries. Gender roles are different from sex differences in that sex differences are

biological, and for the most part, unchangeaéoghaddam, 2010, pp. 72Z23).

Manager

0fhe term O6manager 6 sonwhoaariesyuttha four fundanentabfungtionp e r
of managemeft planning, organizing, leading and controllifigieuwenhuizenRossouw &
Tertia, 2009 p. 43.

Managerial levels

Orhree levels of management are normally distinguished, namely top marseecs/middle
managers and firsine (supervisory) managers. These also called strategic, tactical and
operational managemér{iNieuwenhuizen, et al., 2009, p. 43)

Top managers

6Top managers (strategic managers) are people in executive positiortseegnubtmally have

titles such as chief executive officer (CEO), president,-piesident or managing director
(MD)6 (Nieuwenhuizen, et al., 2009, p. 48 op managers are responsible for managing an
entire business or major part of it. Top managers espansible and define the purpose, goals,
strategies and longerm plans of the business. They report to other executives and the board of
directors, and they supervise the activities and performance of senior/middle managers
(Nieuwenhuizen, et al., 2008, 43)

Middle managers

Mi ddl e manager s ar e specialists wi t h respon
operations. Examples of middle management jobs are marketing manager, information
technology manager, customer service manager, operationagerarand human resources
managed ( Dlabay et al., 2011 p. 150) 6They are responsible for implementing the top
manager 6s str at egy-termygoald, estratedies @ndnptans. nThey iganenally

report to top management and supervise the workveddonanagemeatNieuwenhuizen, et al.,

2009, pp. 4314).
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First-line/supervisors

drirstline/supervisors (operational managers) have titles such as sale managers, section head or
office manager. They are responsible for implementing the plans and issdi@gnulated by

middle managers over the short term. They generally report to senior/middle management and
they supervise operative employees. Operative employees are the workers in a business who do
not hold managerial positions. They report to firase managers/superviséri®Nieuwenhuizen,

et al., 2009, p. 44)

Upper managerial levels

In this study the upper managerial levels encompass the middle and top managers.

1.6 Research Problem Statement

Despite the growing numberof women in the IT field n Bahrain, women arestill
underrepresented in highlT manageal positions. The overall purpose of this study is to gain
better understanding of the factors that hinder or facilitate Bahraini women in their career
advancement to upper managerial levelthe IT field.
Sub-problem 1
Investigate senior women manager'sperceptions toward the factors that hireteor
facilitated their advancement to upper managerial levels in the IT field.
Sub-problem 2
Investigate the strategies used dniorwomen maagers to overcomthe factors that

hindeedtheadvancemerib upper managerial levels in the IT field.
1.7 Research Questions
This research aims to answer the questionfactorsthatinfluencethe career advancement

womento upper managerial levein the IT field in Bahrain, and hoivcan be used fotareer

advancement. More specifically the following research questions are addressed:
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Main research question

What factors influencéhe career advancemenf womento upper managerial levels in thg

field in Bahrain, and howan theséactorsbe used focareer advancement.

Research question 1

What are the factors that hinder or facilitate the career advanceshembmento upper
managerial levels of women in the IT field in Bahrain?

Research gastion 2

How do those factorsan be used fothe career advancement to upper managerial levels of
senior IT women mangers in Bahrain?

Research question 3

How have senior IT women managers in Bahrain overcome the factors that hinder their career

advancemat?

1.8 Research Significancend Contribution

The underrepresentation of women in the IT field is an important topic of concern geven th
increasing significance of the IT field. The field of IT is one of the most important fields that has
a dramatic ippact on nationds development and has
economic sector. The level of development in the IT industry and the availability of high

specialist IT skills are linked to the economic and competitiveness of countries globally.

According to Tattersall et al., (2006. 1256, wo me n6s wunderrepresentatio

should not be looked upon a@o me n 6 s but mthdr @ pngblem for the industry as a

wholed

Arab countries realized that ICT is one of the magbortant factors in achieving sustainable
growth, and ithas become an effective force for accelerating political, economic, and social
development o€ountriesandthat itsexclusion will limit the process of glelopment. According

to El Louadi & Everard (20060 wo men i n the Arab worl d have

an

economic and soci al d @.v1234)@md nt és mecommédnded thae Arab n at |

gover nment Sshoulddé enable women to fully
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s t a k e hnedd doancrsasegob opportunities to women in the field of ICT, giving more room

for female creati viEl@ady 2086p.ii N, and producti on

This PhD study is the first of its kind in tikengdom of Bahrain, even though the phenomenon

of women 6 s -vepreksentation in the managerial positions in the IT field in is not new in
Bahrain. This study will contribute to raising the awareness among employers, decision and
policy makersabout the factorsaffecting women in IT careers in Bahrain. It Whelp in
developing and making effective strategies, policies, programmes and efforts to support women
in the |I'T field. Enhancing womendés participat
in order to execute the current trends and projectshwiéed IT workers and IT skills diversity.
Recently, many projects have been initiated for the purpose of transforming the services and
processes of government and businesses from the traditional manner to electronic and online
services, for instance,-§overnment, Hearning, ETendering projects. The progress of these
projects depends primarily upon the extent of existing qualifications and experience that is
suitable with what is requiredn the implementation of ICTs. Therefore, business and
governmenin Bahrain will need to ensure the IT workforce is prepared to meet the IT demands

of the future angdhouldma ke posi tive investment. Mor eover,
IT education and IT workforce in Bahrain fagirly low, it is important to idetify the factors
affectingthe advancemenof womenin the IT field. By identifying these factors this study will

help Bahraini women in IT in understanding the factors affecting their career advancement and

what stategies can be used to resptmthe tallenges they face in the IT field.

The underrepresentation of women in the information technology (IT) field has been widely
studied in the contexts of western countries such as North American and Western European
countries(Huang, 2006)whereasfew studies come fronthe Gulf CooperationCouncil (GCC)

or Arabic countries. The academic literature on women workinigpenT field in Bahrain is

almost norexistent.Al Marzouqi & Forster (2011p. 549 claimed that their exploratory study

of the underrepresentation of Emirate women in the United Arab Emirates (UAE) information
technology sector i&he first research on this issue conducted in the UAE/GCC r@giestern
countries differ from Arabic countries at the level of societal, cultural, and Bucalo

Zineddine & Kindi (2011)is of opinionthat western countries are more open societies where
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women strive to participate in their economies beside men, however, women in Arab countries
facednany cultural, societal and religious facttinataffect teir participation in the ICT sector.

Trauth, Quesenberry & Huang (2008 7 believe thatwithout indepth understandings of the
influential factors from the surrounding of the secidtural contexts, solutions intending to

improve the social inclusioof women in IT may only have limited effect and may not be far
reachin@ This study will be conducted in the socoltural context of the Kingdom of Bahrain

which is one of th&astern Arabic and Islamic countries, and hence, the research findinigs wil
help Iin understanding s ome -cepresantaton imtheaBfield s b e h
in Bahrain based othe understanding of influential factors from the surrounding soaltural

context of Bahrain, and in making recommendations to stakekade decision makeon how

t o enhance womenos representation i n | T wor
management, in particular. The findings of this study will be compared with previous studies in
order to find common and different influentfakctors between women in the IT field in Bahrain

in an Arabic context and women in other countrieslt will thus contribute in better
understandingf thecultural influencesiboutwomen worlng in the IT field, and to the cultural

diversity in gendem IT studies.

Thi s study wi || contribute t o t he under st an
representation in the IT management by exploring the influential factors responsible for gender
imbalancs. This study will contribute to the literature of womia IT carees by deepening the
understanding of factors influengwo mendéds car eer Taalth, Queseabareyr&t i n
Huang (2008) suggest that more research is needed in articulating how cultural factors influence

the image of gender, the imagetethnology, and gender relat® with respect to technology.

This study will fill the research gap in the gender and IT field literature through examining the

cul tur al i mpact i n womeno6s c arrAeabiccontaxd v ancement
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1.9 ResearchObjectives

To accomplish the purpose of the study whictoianderstandhe factors that hinder or facilitate
Bahraini women in their career advancement to upper managerial levels in the IT field, the

researcheaimsto accomplish the followingbjectives

1 Review literature and researchelated to the research probldam build a theoretical
foundation on which to base this research and to justify and clarify the research method
selected inthis study.Researcher intends to review literatiaed researchon the
followings:
o0 Gender and technology, considering the theoretical and conceptual framework
used to understand gender and technology relation.
o Women in IT careers, considering the factors impacting womeningpik IT
careersn prior reseaira.
o Womenodés career advancement in the | T fi
methodologies used, and key findings and conclusions reactpedr research
1 Choose a research design appropriate forekearch problem and questions which aim
touner st and factors affecting womenO6s career
1 Conducttheresearctthenanalyseand interprethe collected datguided by the research
guestions and purpose.
1 Synthesse and validatethe researchindings and make compason with the literature
reviewand prior researcto increase the credibility argkneralizability of the research
1 Make recommendations based on the findings and conclusions to the stakeholders and
decision makers in Bahrain about how to make efftait enhance womenés p:
in IT workforce and how to attract more women dmalv to advance to higr IT

managerial positions.
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1.10 Organisation of the Thesis

This thesis is structured as follows: first, the introduction chapter provides a congvehe
overview ofthe researchopic and problem, and the aim of conducting this reseattiapter

two will provide relevant literature including how gender andat€ theoried in the research,
factors impactingon women workng in IT careers, and then kefactors identifiedin the
research n womends <car eer a dGhaptetheendeschiibethe contexhod | T
Bahrain, focusing on the IT sector and Bahraini women in a number of specific aspects related to
the research probler@hapterfour presents the research design used in this study, including the
epistemology methodologyand methoddescription of the data collection and analysis process,
and code of ethichapter fivepresents the background fil® of the cases in this studynd

data analysis Chapter six presentshe findings and discussionafter analysg the data
constructed based ohe interviewsof the casesChaptersevenpresenta summary of thetudy

and discusssresearch findingas they relate to the literature in womenT. Finally, it provides
recommendations to initiate the change for women in the IT fi€ldaptereight discusseshe
contribution of knowledge, limitations of this studyndthe need for further research. Finally it

provides the main conclusion thfe study.
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ChapterTwo:Fact ors Affecting Womemos C;
the IT Field

2.1 Introduction

This chapter provides an overview of theoretical amdpirical literature on gender and
technology focusing onwomen in the IT fieldesearchThe purmposeof this research is to gain
better understanding of the factors that hinder or facilitate Bahraini women in their career
advancement to upper neagerial levels in the IT field. Therimary aim of this research is to

answelthe following research queshs:

1. What are the factors that act as barriers or facilitators for the career advancement to upper
managerial levels of women in the IT field in Bahrain?

2. How do those factors influence the career advancement to upper managerial levels of
senior ITwomen mangers in Bahrain?

3. How have senior IT women managers in Bahrain overcome the barriers that hinder their

career advancement?

To build a theoretical foundation on which to base this research and to justify and clarify the
research method used tddaess the research questions, a literature review is provided in this
chapter. The main purpose of the literature review work was to survey the theoretical
perspectives used in gender and | T research,
underrepesentation in the IT research, and explore the research methods, key findings and
recommendati ons of previous st udiThischapteriswo menod
divided into two sections; (1) the theoretical foundations of gender and ITralesead (2)

women in the IT workforce. The first section begins with a background overview of the
theoretical foundations of gender and technology reseanctthen provide an overview of the

theoretical perspectives used in the gender and IT reseHnehfirst section ends with the

rational forthe theory chosefor this study. The second section begins with a comprehensive
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overview of the factors impactingn women workng in the IT field. Next, it focuses on the
factors infl uenci nigtowamagemerd s tha I Vieddn Folowireg rihis, a
review of earlier studies that focused on the career advancement of women in the IT field is
provided.

2.2 Theoretical Foundationsof Genderand IT Research

Theintersection of feminist scholarshipégender and technology studies basie a long way

over the last quarter of a century (Wajcman, 2009). In the'd 3@l 1988, various early
feminist theories were used to conceptgalthe link between gender and technology, sash
liberal feminism, socialist feminism, and feminist standpoint theoBuring the 199G,
postmodern feminist theories have been emerged to offer a new vision of technology and gender,
and theydocus on the mutual shaping of gender and technology, in which technology is
corceptualised as both a source and consequence of gender réldiajsnan, 2009, pl43).
These current feminism approaches challenged the earlier feminist debate andddwmadot

only more accurate for explaining the actual practices of electrammmanication and
behaviour but also more to the achievement of feminist political ga&tsatliff, 2006, p.1018).

Next, an overview of a nunep of feminist approaches utiéid in the context of the gender and
technology literature are presented.

2.2.1 Feminist Approachesto Technology Studies

Feminism the term was not coined until 1895)defined byKvasny & Chong (2006. 117) as

@ set of social theories and political practices that are critical of past and current social relations
which privlee men as a group. Feminism involves t he
belief that men and women should be politically, economically and sociallyéeé&eahinism

studies offered various theories and methods which always taken diverse and oveftappng

and did not develop in a simple chronological ordaamplesare, liberal, Marxist, socialist,
essentialist, existentialist, psychoanalytic, radical, and postmodern. Together, these theories

provide acconceptual frameworks that organize beliefeabt t he nature and ca:
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oppression and inequality and that propose methods for eradicating oppression and establishing
gender equalify(Enns & Sinacore, 2&) p.469).

Recent feminist scholars generally classify the rich history of femimmm three different
waves (Enns & Sinacor@002. The first feminism wave spanned from 1830 to 1920, and it
focussedon changing the existing systems of rules and laws to achieve equality for women in
society. The second feminism wave spanfredn the md-1960s to the mid980s, andgt
produce a variety of schools of thought about gender oppression, the appropriate goals of
feminism, and the optimal means of reaching tHeggnist goals (Enns & Sinacore, 2@) p.

470). Threemajor theories associatetth the second wave feminisms are liberal feminism,
Marxist/socialist and radical feminism. The third feminisms wave appeared in the 1990s, which
dave produced elaborations and critiques of pervious theories and include postmodern, women
of color, lesbia, global, and generatiex third wave feminism8 (Enns & Sinacore 2002
p.470).

The debate on womendés position in the 1T fiel
scholars started to utilize feminist approaches to understand the link bet)edar and
technol ogy and womendés exclusion frlavwbdeme | T
utilised in the technology studies to conceptualise the link between gender and women, and as a
framework foranals§ ng womends part cesin [ ariditocaddressthd geederp e r i
gap in IT. These feminist technology studies are seeto ggovide & more nuanced and

politically helpful framework for analyzing the relationship between technology and gender
(Faulkner, 20Q, p. 79). This chapterfocused on the review of three principle feminism
approaches in the gender and technology literature, which have served as the theoretical
foundations of thendividual differences theory of gender and (IDTOGIT) (Trauth 2002,

2006) that guides this studys will be outlined later in this chapter. These approaches are, the

liberal feminism, socialist feminism, and postmodern feminism.
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2.2.11 Liberal Feminism

The liberal feminisms defined as the belief that women are suppressed in society becauose of t

unjust discrimination (Jaggar, 1983). This perspective is based on the premise that men and
women are essentially the same, thus they shoatldreceive the same rights. It views that the
socialization of mendés and womemds oppresessisor
social role is linked to more social status and power (e.g. competitive and aggressive) than
womenos r ol e Qoeseqguently,rthe tiberé&ministsggelequality between women

and men in political, social, legal andoeomic aspects. The liberal feminists s@ée special

privileges for women and simply demand that everymuweivesequal consideration without
discrimination on the basis of se{Rosser, 2006, pl4). This approach arguthat Gvomen

should share the samnherent rights to make productive individual choices as men, participate

in the same opportunities and social contracts as men, and receive the same treatmeit as men
(Enns & Sinacore, 2@) p. 470). Lorber (2010) noted that, the solution of gender iamuz, to
theseconavave | i beral feminists, in particular, f
equality, including the division of paid work
|l ow pay of womenods | ob s ty fowloosewor @nd phildcareathey r e s
Agl ass ceilingd that | imited womenbés advancem

and gendered socialization of childédas cited inBranaman2011, p.30-31).

When it comes to technology jobs, the ld@lefieminists view that in order to address the gender
gap, the focus should be on employment, access, and discrimination issues. For liberal feminism
in the 1970s and 1980s, the solution was posed in terms of gettingummento enter science

and technalgy (Wajcman, 2007). The most notable aspect of the liberal feminism agenda to the
problem of women in IT is the recommendations for action advocated (Griffiths & Moore,
20069. Liberal feminists tended to be more con@stwith removing the barriers thatrgvent

women from entering and persisting in the IT jobs (Rosser, 2006hlighting the need to
improve access to ICT, ¢meed to encourage more wometo icomputing courses, and the need

for better equal opportunities adiversity managemetgislaton (Griffiths & Moore, 200%.
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Although the liberal feminism has drawn the attentimt h e problem of w
underrepresentation in IT, it has been criticized for its tendency towards technological
determinism and the way of addressing the gender gép iAdam Griffiths, Keogh, Moore,

Richardson & Tattersall(2006) mention thatthe liberal feminism approach does not address
underlying reasons for inequalities between men and women in IT and IS. Liberal feminism
perspective views the technology astn&uand situates the problem as it does with the failure of

women to engage with the IT and realize its potentials (Faulkner, 2000; Wajcman, 2007), rather
than questioning the shaping of the sciences arithédmgy as a masculine domalWWajcman

(2007 p.289 stated that oOofeminists at that time pa
the problem in women (their socialization, their aspirations and values) and did not ask the
broader questions of whether and in what way techoscience andiitgiors could be reshaped

to accommodate women. Women were being asked to exchange major aspects of their gender
identity for a masculine version without pr es
Griffiths & Moore (2006 p. 833 believe thatbt her e i s more to the wo
problem than getting more women into the IT industry and into thegagh more prestigious

jobs, althought hi s i1 s of course importanto. Acteording
IT industry needs to éimproved and many aspects need to be changed before women can
comfortably find a place within the IT industryrhese are according to Griffits & Moore (2006)

the unsuitability of the IT workplace for women (e.g. long hours, presenteeism, negative
percepions of paritime workers), deeply ingrained masculine culture of the IT, the instability of

the IT market, and other aspects in the context. $Wihideral feminismseesof the problem as

one of equality of access and opportunity, socialist and radgioahism in the 1986 analysed

the gendered nature of technology and put the spotlight on artefacts themgéyeman |,

2007).

2.21.2 SocialistFeminism
The termsocialist feminismnwhich has been used in the early 1970s, is based on the premise that

womends oppression results from the social, ;

which they live (Mills et al., 2010). In general, the socialist feminist perspective believes that the
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class and gender have equal weight in determining théigroand perspective of an individual

in society (Rosseg005.

The socialist feminism combines radical and Marxist perspectives to coriclada t WO man o0 s
oppression results from gendeclass and racebased inequalities. The radical feminism
believet hat t he patriarchy is the root cause of v
and relations are shaped by mal asusgedtovedescriband pr
the dnasculinist projects of the domination and control of womenretdre (Wajcman, 1991,

p.17). Radical feminism viewswo men and men are fundamental
power , womends <culture and womenbés pleasure
controlled and dominated by men, operating through patahioititutions like medicine and

militarismo (Wajcman 2010, p.1 4 6 ) . Mar xi st feminism believes
rooted from the capitalist societies which shapes the class and gender relations in a way that
situates men in the ruling class amdmen in the subordinate class. The Marxist feminists

a s s u memenatethd ruliny class,andthe dominantworldviewis ma s ¢ u(Ratliff, @6,

p.335) Marxists feminists seek to have programes that provide for a more balamce
distribution of resouwres, andto help women to take advantages of these resources (Rosser,
2005).

Drawing upon the line of Marxist and radical thoughts,féreinist standpoint theoyhas been
developed in the late 1980and early 198§, and it serves as a way of analysfishe Gelations
between the production of knowledge and practices of piiMarding, 2004, p.1). The theory
postulates that knowledge and varied experien€@omen are based upon such factors as race
and social class (Harding, 2004). Dependingtlo@ Marxist analysis of class and lives of
working people, this theory holdéhat women's social developmentand experiencesare
differentfrom men's,andtheseexperiencesakenwith the sexualdivision of laborandwomen's
portionof this work, including mothering,homemakingandotheremotionalandrelationallabor
including nursing and social work (Hartsock 1983, 2004), enable women to interpret the
materialworld from a uniquestandpoind(Ratliff, 2006, p.335).
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In gender and technology studies, faminist standpoingpproach has been utéd, duringthe

1980s, to analyse the link between women and technoldglike the liberal feminism, socialist
feminists have shifted the focus of their analysis away from the technology access, to ways in
which the technologies have genderdthe socialist and radical feminists have focused the
analysis on the gendered nature of technoscientific knowledge, culture, and artefacts themselves
(Wajcman, 2007) Feminists analysed the social factors that shape elitfebechnologies at
different points in its development and consumption, especially the way technology reflects
gender divisions and inequalitied/gjcman, 2007)They examined the very processes whereby
technology is developed and used, as well as thdszelvy gender is constitut€ajcman,

2010. This analyss hasportrayed the technologies as inherently masculine and coedither

ways in which women have been denied access to technicalatkiltene,in schools, military

and workplace. Wajcman (200%tated that G&ocialist feminist frameworks, then, saw
masculinity as embedded in the machinery itself, highlighting the role of technology as a key
source of male power (Cockburn, 1985; McNeil, 1987; Wajcman, 1991; Webster,61989)
(p.147). For exampleCockburn (1985and Brayton, (2006) hawexamined the technologies of
production utilized in the capitalist public and paid workplace. Cockburn (1985) and Wajcman
(1991),&laim that the sexual division of labor under patriarchy and capitalism has gieeto ri
particular gender roles and values that locate women in the private home sphere with children,
and men in the public work sphere with technofi(Brayton, 2006p.7 6 0 ) . Womenods w
under capitalism beme restricted to domestic duties, food, ahddcare, thus this had limited

her access to technical skills needed in the workplace for productivity. Cockburn (1286

viewed that under capitalism men are given more social power and statugothan as they

had the necessary technical skilis productivity, while women do not have such skills. She
statedfurther thatthe construction of men as strong, manually able and technologically endowed,
and women as physically and technically incor
masculinty is limited as it only attends to those technologies whighutilised in the capitalist

public and paid workplace, and valued under capitalist and patriarchal structural relations
(Brayton 2006).

Wajcman (1991 p. 159 has bordered her analysis twlude the reproductive, domestic, and

architectural technologies and she argued in her bBekinism Confronts Technologthat
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technology is more than a set of artefacts,tbatdGechnology is also a cultural product which is
historically constitutedyy certain sorts of knowledge and social practices as well as other forms

of representatiam Wajcman (1991) views that artefacts are not neutral or Jfedee however
social/gender relations are materialised in tools and techniques, whereby technaslogslig

shaped, but shaped by men to the exclusion of women. Wajcman ([§98fLyiew that the

language, symbolism and culture of technology are shaped as masculine and incompatible with
femininity. Shehas argued the determinism of technology and gemdeereby she viewed that

the gender identity and the gender and IT relationship ashaped through the social
interactions and the changing of the influences in the coniéxs. does not meadhat all

women lack technological skills or that all mkave technical expertise, but that women and

men are both structurally located through norms of hegemonic gendér(Rri@gon, 2006, p.

760). According to Wajman (199p. 159 gender ighot just about difference but about power;

this technical expedie i s a source of mends actual or po
i mportant part of womenods experienc@ Thgf bei
association of computing with masculinity goes back to the early experience with access to
tednological equipment in the home (family) and at school (education), the design of computer
progr ams and games, and to 6chil dhood for n
responsibilities at home, and girls' extracurricular activities are genenaltyh more restricted

t han (Wajoman 1991, p. 154). Therefor®, enter the technology worldio learn its

language, women have first to forsake their feming(¥yajcman 1991, [l9).

The socialist and liberal feminiperspectives wenafluential inthe early studies of gender and
information technology and it was a significant part of the intellectual history of this field. These
feminist perspectives have contributed into changing our understanding of what the technology
is, anddroadening the camept to include not only artefacts but also the cultures and practices
associated with technolog@$Wajcman, 2009, p.143)They have provided us with many
writings on the socially constructed nature of gender characteristics (masculinity and femininity)
and their association with technology (Trauth & Howcroft, 208®\wever, in recent years, the
feminist perspective has fallen out of favan the research due to the emerging thoughts of the

postmodernism feminist®( thirdwave feminismyhich emergedn the mid1980s and viewed
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that the feminist standpoint theory is no longer a viable position as it holds essentialist, reductive,
dualistic, and deterministic thinking (Ratliff, 2006).

The feminist perspectivieelievesthat the patriarchy is the rochuse of the gender division, and
emphasised the role of technology in produ@atyiarchy However,dhe imposition of a strong
notion of paatuniavermsgdndfer patternso 1is probl
patriarchy theory entails a vision efo men6s oppression as an eterrt
falling prey to biological determinism and essentialism which universalizes the experience of
womera Consequent | y, avdidhcengentratingyon evenier ahly asovictilms of
patriarchy, thezby treatingthemasmee o0 b j e c t (6reenHill &Wilssrt, 2005yp6158

159)

Also, the feminist perspective has been criticizeditaends to ovegeneralig about men's and
women'sbehaviarg and also as itends@é o gener al i zoe aasigroopnbed do@so me n
not account fodifferences among woméKRatliff, 2006, p.338). This impliesthatnot all men

are competent with technology and not all women are incompetent with technolothe In
1980s and 1998, some postmodern and pestucturalism feministdookedto women as one
category with shared characteristics, however they gemder as performative (Ratliff, 2006).

They challenged the notion dfender categories as dual, oppositional, and fixed, arguing instead
that sexuality andyender are shifting, fluid, multiple categod&orber, 2001, p. 32). They
argued thatrather than thinking of feminism, we need to think of feminisms as multiple and
dynamic, and in the process of ongoing transformat{®ajcman, 2009p.147). Thusthe

recent work offeminist researchers alsmncerns on the debates about differences between
WO men rat her than on equality, and they bec
experiencesThe feminist writings in the secowdave feminism were drawn dad on the
industrial technology witlpatriarchal character, artidey werepessimistic about the possibilities

of redesigning technologies for gender equality (Wajcman, 2009). In contrast, thevdkied
feminism (posteminism) andrecent cyberfeminist tughts offer possibilities for destabilising
gender differenced’he feminist approaches of the thinive feminism (1990s) and the digital

age are positive and optimistic about the possibilities of information and communication
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technologies to empower wam, transform gender relations and liberating women (Wajcman,

2009) ,as it will be discussed next.

2.21.3 PostmodernismFeminism

The postmodern feminism is an approach to feminist theory that incorporatedrpogitralist

and posimodern perspectivessenerally, this approach rejects having a universal theory and
unitary truth, emphasizing instead situated knowledge and pluralistic discourses (Adam, 2002). It
seekst 0 uncover t healitwasycsnstiiutad bywlanguade. The common notion
among these perspectives is that women are not one fixed group, and there is no universal truth
for all women, i.e. not all women share a common oppression (Ratliff, 2006). In the gender
research, the postmodern femini&samines the ways societies crebédiefs about gender at

any time with discourses embedded in cultural representations od (lextiser, 2005, p.269).
Postmodernism feminism is often associated with the work of Judith Butler (1990, 1993) and is
mar ked, i n part , thoyghttwviich vidivigendegas b didcursove donstruction
and performance rather than a biological f&at(iff , 2006) The linguistic turn emphass the

role of languageand discourse in constituting the knowledge and reality. The language is
viewed s the place where our sense of ourselves, our subjectivity, is consé(dteddon,

1997, p.21). In the Western culture, binary opposition such as amhwoman, reason and
emotion, culture and nature, hard and soft, have been productive of linguigatasadcpolitical
hierarchies, and such binaries in language have privileged masculinity over femininity
(Wajcman, 2009).

One of the major voices in the pedtucturalist feminism is Judith Butler (1990), evhas
connected the linguistic turn notions ttee way of conceptuaing gender and sexualityshe
argued that gender proves to be performative, that is, constituting identity which is constructed
and constituted by language. She defined gender as:
dGender is the repeated stylization of the bodyetaoErepeated acts within a highly rigid
regulatory frame that congeal over time to produce the appearance of substance, of a
natural sort of being. A political genealogy of gender ontologies, if it is successful, will

deconstruct the substantive appeararmf gender into its constitutive acts and locate and
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account for those acts within the compulsory frames set by the various forces that police

the social appearance of gen@éButler, 1990, p33).

This conceptualestion of gender and sexuality as pemative has led the postmodernism
perspectives to Oreject a dwualistic view of g
pointing to the inseparability of the body f
p.1018). Consequently, withinte post moder n feminist perspecti\
coherent group with a singular identity; they are constantly creating new identities and
subjectivities, freeing themselves fDurepps | abel
& Wiebe, 2010, p.711).

I n the gender and t echn oA Magifestodar Gyborgs:sSciend2,0 n n a
Technology, and Socialist Feminisntlie 1980s (1985) was an influential work that tried to link

the socialist feminism with a postmodern apploée language (Mills et al., 2010). Haraway
(1985) introduced her metaphor of thai-tebhcyborg
culture,the boundaries are no longer clear between human, animal, and machine. She argued that
the old hierarchicatlualisms of the Western culture such as madwoman, heterosexuaind
homosexual are no longer stable in thaeah culture (Ratliff, 2006). As such the feminist

cyborg theoryffers@ new vision of technology and gender in which women and men cak bre

free of the binary divisions allocated to gender, and take pleasure in rejecting wholeness and
unity linked to identity (Brayton, 2006, p761). The theoryejecst he possi bi l ity ¢t}
can be viewed as a category of analysis, and women seireyasire with different unique

identities thatareinfluenced by different factors, and that there is no belaWat is universally

associated with femininity.

In contrast to liberal feminisnthe postmodernism feminist approaches to technology studies
avoids the technological determinism and gender essentialism. Instead they view that the gender
technol ogy relationship is fluid and situate
identities and reaion to the IT differ and varypostmodern femist approacheare ofview that

there areno universal solutiontfit all women. Thus, as Brayton (2Q0%6.761) states that &his

permits the reinterpretation of differences in society and the creations of new identities from
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multiplicities where womerare able to be fused with technol@gplso, this implies thatno
universal research agenda or application of technologies will be appropriate and that various
women will have different reactions to technologies depending upon their own class, race,
sexudity, country, and other factadgRosser, 2005, p.12)herefore, the recent feminiatork
shifted 6away from a focus on equality to a
(Wajcman, 2009, p. 147), and suggestdtiple strategies targeting asany barriers to women

in IT as possible (Rosse2005.

In contrast to the liberal and socialist feminism which view the women as victims within a
patriarchy or capitalism society, the current postmodern feminist approaches are optimistic about
the poswilities of information technologies to transform gender relation and empower women.
For example, the technofeminism perspective postulates that there is a mutual shaping of gender
and technology, in which technology is conceptualised as both a souramrsetjuence of
gender relations (Wajcman, 2010). It sd®at both of the gender relations and ICTs themselves
are seen as subjsedor transforming, changing and evolving over time (Wajcman, 2007), thus,
@ender power relations will influence the procedstechnological change, which in turn
configure gender relatioB$Wajcman, 2009, PL49). Cyberfeminism, as another example, argue
that the cyberspace and internet cam beeans for dissolving the gender and sex differences and
empower women in socie8. This approach sedhat the cyberspace, internet and the
technological innovation are impactiog the culture and practices of everyday life, providing

up new opportunities in which womeare intertwined with technology. As such, the current
postmodem feminist approaches mavebeyond the social construction of technology as
masculine, and became conamabout the potentials of the new ICTs and computers in
eliminating the embodied bias for sex differences and empowering women in the digital age.
They seethat ICTs can be a potential means for making changes in the society required for

liberating women (Wajcman, 2009).

Although the postmodern feminist approaches such as the feminist cyborg theory,
cyberfeminism, and others have challenged the toamditi construction of technology as
inherently masculine, as in the liberal and socialist feminism, they are not without limitations

(Brayton, 2006). Postmodern feminism has been criticized for its focus on the organic and
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technological body, while thémae r i al ity of the body f@Aon the
preoccupation with discour@€Ratliff , 2006, p.1019). Also, the postmodern feminist theorists
who study science and technology, have been satidior an overly utopian view of technology
(Ratliff, 2006). Not all women in the world have the same level of access to the Internet and IT
due to the differences in the education, economic power, infrastructures, and the dominance of
English within cyberspace (Brayton, 2006). Brayton (2006 763 stated thatdhey are
challenged for being abstract and not connected to the-soktizal inequalities that result in
differing levels of access and interest by women to technologies and cybérSperefore,
postmodern feminisns viewed as just ano#n Western invention and imposition, and it seems

out of place when considering the problems of women who are barely to eke out an existence
(Nzomo, 2003).

In summary, the feminist theories of technology have come a long way over the last decades
during the 20th century. The contributions of these feminist theories, ranging from liberal
feminism through socialist feminism to postmodern feminism, have helped in understanding
gender and information technology. The feminisneotiies were used to conceptualihe
relationship among women, gender, and information technology. The debate on women and IT in
the liberal feminism focused on the equality of access and opportunity, and thus provided
recommendations to increase the likelihood for women entering, pegsasd advancing in the

IT field. The socialist feminism took the debate beyond the equal access tdfigld,lTocusing

on Othe gendered nature of technoscientific
artefacts t hemsel v239)0The mdm jcanmizution of adeialigt femipist
perspective to the technologies studies was exploring the gendered character of technology itself.
They have drawn the attention to the social and cultural context where technology is constituted,
and arging that the technologies are not just artefacts free of social values, but they are shaped
as masculine or feminine by the social and cultural circumstances within the society. The liberal
and socialist feminist perspectives saw that technology is sinedusly organized by the
socially stratified systems of patriarchy and capitalism which assume men are the developers,
producers, and primary users of technological products and processes (Brayton, 2006).
Currently, there are not many explicit applicasaof the liberal and socialist feminism theories

in the information system researcFhese feminist approaches of the 1980s (the secave
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feminism) were challenged by the postmodern feminist approaches which challenged the
traditional construction of thnology as inherently masculine and shaped by men to the
exclusion of women. The postmodern feminist approaches bring strong resistance to the
essentialismpatriarchy and hierarchy, and thejeced the tendency of universali;sg wo men 0 s
experiences (g. Butler, 1990; D.J. Haraway, 1991; Harding, 1991; Trauth, 2002) (Adam, 2002).

Mills et al., (2010 p. 879 noted that@oststrcturalist/postmodern feminists were critical of
socialist feminismds approach t o hédscusivdyge anc
produced nature of subjects,é.and [to] the go
their perspective, only fragmentary and provisional truths are pa&§jbM/ithin postmodern

feminist approaches women are not seen as aifedl group with same identitiegthey are
constantly creating new identities and subjectivities, freeing themselves from labels, cultural
expectations, and norgMills et al., 2010,p. 771). Moreover, the postmodern feminist
approaches of the 1980and today are much more positive about the possibilities of the
technologies of the digital age to transform gender relations and empower women. Within the
current approaches gender relations and technology and their relationship are changing over
time. Ha away 6s wor kpndwapsssiliifies forefeminists to explore the ways in

whi ch wo mar@edtwined with t2chnologies and the prospects that ICTs can offer for
women, rather than portraying women as victims of technological change asactmswave

feminism (Wajcman, 2009). In the studies of women and information technology, each feminist
approaches have had different contributions. The liberal feminist and postmodern feminist
perspectives were used as a foundation to remedy the gengerbygaoroviding the
recommendations to increase the likelihood for women access to the IT, whbilst the social

feminist perspectives were used to describe the barriers faced by women in IT. Next we see the
impact of these feminist approachesanceptalizing andanalysinghe gender and IT.
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2.2.2Theoretical Perspectivesn Genderand IT Research

A fundament al concern when attempting to unde

workforce and to reserve the gendabalancds the choice andse of theories about gender and

IT. Within the body of gender and IT studiggender is a neglected area of investigatiod a

lacks theoriations Adam, et al., 2004Trauth, 2002 Trauth, et al., 2004frauth, 2006 Adam et

al., 2006 Trauth 2002Trauth et al., 200Y. The dearth of gender and IT stud®sbvious in the

top MIS journals (Trauth, 2011) Adam, Howcroft, & Richardson (2004) conducted an
investigation on gender research publisimetthe top European MIS journals, and they found that

only nineteen papers on gender were published during the peoiod1993 to 2002. Kvasny,
Greenhill, and Trauth (2005) conducted a similar investigaborthe top American MIS
journals, and they found that only 42 papers on gender were published duringaeop&B76

to 2004. Adam et al., (2006) attute the cause of this neglect and unitheoristion of gender

in the IT literature to the development of IS as a discipline. The IT discipline is relatively recent
and draws on a number of primary referendscidlines, including, computer science,
management science, organisational science, cognitive science and economics (Robinson &
Richardson, 1999). These disciplines from which IS has arisen have been primarily associated
with the development and use offdmation systems in narrow technical terms, often
disregarding their orgasational and social context (Adam et al., 2006). As a consequence, the
IT has emerged as a discipline and gender was not within the main parameters and discussions of
this disciplhe (Adam et al., 2006).

Looking at the genddheoryinformed within gender and IT research, it usually refers to
feminist studies and literatures on gender and technology which are mostly feminist in nature
(Light, 2006). The undertheoason of gendetakes on different forms in gender and IT research
according to Trauth (2006). Trauth has classified gender and IT research into three research
types; pre-theoretical, implicittheoretica] andinsufficienttheoretical researchFirst, the pre
theoreticalresearch hasno theory in evidence to guide the conceptualization of the research
project or to inform the data collection and analysis. Rather, the focus is typically on compiling

and representing statistical data regarding the differences betweemdeaen with respect
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to technology adoption, use or involvement in the IT profegs{@nauth, 2006, p.1154)

Second, the implicitheoretical research, which dot explicitly articulating a particular theory,
nevertheless, is guided by a theamuse for example, quite often the theory of inherence
differences. This approach is considered to be a typen@értheoriation in that the lack of

explicit discussion of theory makes it difficult for others to discuss, challenge or extend the
research (Trauth, 2006, p. 1154)Third, the insufficientheoretical research, reflects explicit
theoryin-us e t hat has been seen that it does not
womenos relationships to i nTrauth2®@5).i on technol o

Three dominant collections of theoretical perspectives are used in gender and IT research to
understand women's une@presentation in the IT field and data about gender and IT:
essentialism, social construction perspective, and individual diffeseradé gender and IT
Essentialist perspective basedith@ssumptionon the inherent differences between men and
women. The social construction perspective focus on the social construction of IT as a male
domain that is incompatible with the social constian of the female identity. The individual
differences perspective focus on the variations among women in their experience with the IT

field. Next is an overview of each of these three theoretical perspectives.

2.2.2.1 Essentialism in Gender and IT Reseh

Gender and IT research adopted the essentialist perspective, which embraces the notions of the
liberal feminism, tend to problemagisvomen rather than technolo@iyohan & Faulkner, 2004)

This type of research can be underithplicit-theoretical esearchaslabelled by Trauth (2006)

in that no particular gender theory is articulated, however, it ideduby the essentialist
theorisng of gender. Essentialismdhe assertion of fixed, unified and opposed female and male
naturé (Wajcman, 1991p.9). Essentialismas defined by Adamet al., (2004p. 229 as Ghe

belief that there are essential, fixed, probably biological, male and female characieBsses!

on this belief, gender and IT reseamho adopted the essentialist perspectiifiezuses on the
presumption of inherent differences between women and men to explain the perception of IT as a
male domain, the differences in women and men relationship to IT, and the participation of

women in the IT professid@{Trauth, 2002, p. 99Within this perspective, researchers refer the
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differences between males and females in the IT to inherited, fixgushahological differences
between males and femalasgrouplevel (Trauth, 2002) Researchers view gender as a fixed
variable and more often ethoy positivist and quantitative research method in searching for and
explaining the gender differences with regard to IT relying on stereotypical characteristics.
Gender and IT studies adopted the essentialist proposition have been criticized for several
reasons (Cockburn, 1983, 1985; Wajcman, 1991, 2000). The studies presume gender
essentialism and technological determinism as it sees gender and technology as fixed variables.
Adam et al., (2004p. 23] argue thatboth gender and technology need to be probleswtio

be seenasculturplr oduct r at h e These btadies akdam, ét gli, (20894p.221).

noted dlichotomize male ah female [as two groups with different or opposing inherent
psychological characteristic] in searching for differences rather than looking at the ways in
which particular roles and technologies may be seen as geadered

Essentialist research in women didprofession tend to focus on the issue of low number of
women and how to attract more of them, which
tackle the question of why women are absent in the IT. Tthissresearch, which more often
employsquantitative methodss viewed as limited in scope. It has been criticized for solely
examining the differences between males and females in IT, disregarding the context and the
cultural influencesTrauth, et al., (2008. 17 view that these studiesddinot consider context

when concluding that the reasons for the underrepresentation of women can be found within
women themselvésAdam Q001,2002)argued that the statistical research figures and statistics

can be endlessly analysed, but the impontaqtirement which is looking at deeper underlying

A

reasons for womenos aibes gouldeot bepastpondde c hni cal di

Recommendations of the essentialist research for addressing the gender imbalance in the IT field
suggest that men and womée treated differently with regard to IT. Hence, this can be
problematic in enacting policies as there are two differgmes of IT workforce: a female IT

work force and a male IT workforce (Trauth, 2002). Thus, as Trauth (p0ABJ stated, within

the essentialist researcfihe policies for addressing the gender imbalance would focus on

assumed inherent differences between women and men and the equality issue would focus on
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seems to be disappeared (Adam, 2001).

2.2.2.2 SocialConstructionismin Gender and IT Research

Social construction perspective is basedBe r g e r & L u c kboak,nrhebéSocial( 1 9 6 6)
Construction of Realitywhich views thatreality is ®cially constructed and the sociology of the
knowledge mustnalysethe process in which this occar@erger & Luckmann, 1966, p. .1)
Accordingly, gender and IT studies assume that the societal factors are the primary constructs
that shape individuals and their relationship to IT (Marini, 1990). Gender and IT literature within
this perspective dichotomize males and females as two sepanaps grith opposing set of seci
cultural characteristicsvhich areaffected by different sstof sociological influences, which
subsequently affect their relationship with technology (Trauth and Quesenberry, 2007).
Researchers view gendéas a social convéion whereby social norms dictate acceptable
attributes and behaviors for men and women, including their choice of égK®alis/an, 2006,

p. 223). In this sense, they view that the causes of gender imbalance in the IT workforce refer to
social and culttal factors (Trauth, 2002) whereby, ¢he social shaping of information
technology as masculine interacts with the social construction of femininity in such a way as to
place IT outside the domain of won@girauth, 2002p. 101)

Early writings in gendeand technology which adopted the social construction perspective are
linked with the socialist feminism. For example, as previously mentioned Cockburn (1983, 1985)
and Wajcman (1991) demonstrated how technol og
the social and cultural factors in a way as to place women away from technology. The primary

idea of the authors is that the technology cannot be understood unproblematically as a neutral
tool simply by obtaining the required set of skills, and they seelkderstand why and how

women are excluded from IT education and occupations (Tapia & Kvasny, 2004). Also, they
provided strong evidences that worisaabsence or presenceamaledominated domain is due

to soco-cultural factors rather than bmsychologial forces. Empirical studies within this

perspective examige the influence of the mald o mi nat ed cul ture of I
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participation and progress in IT careers, focusing on outcomes, such as salary, promotion rates,

turnover, or career aspirations (Mie & Nelson, 2006

Although the social construction theory is a robust perspective as it has dragged the attention to
the influence of the context where women receive messages, it focus on monolithic messages,
which makes it difficult to investigate thaversity of people (Trauth and Quesenberry, 2007).
Research within this theory can be under the insuffidiembretical type as Trauth (2006)
labelled which reflects theown-u s e t hat does not fully account
w0 me n 0 isnshipe tb amformation technology and the IT fi¢ldrauth, 2006) As labelled

Trauth (2002, p. 102)ocial construction theory can be problematic becéhsemessage is that
women in the IT profession, as a group, are different from men, as a grdbp, pnofession,

albeit for sociological rather than biological or psychological re@sdnsaddition, the social
construction theory has been criticized as there is no universally male or female cultural traits,
i.e. what is considered masculine in sosoeieties might be feminine in others or vice versa
(Wajcman, 1991). Hence, addressing the gender gap in IT workforce basédoome n 6 s
perspectivé is problematic as gender differences exist differently in different societies
(Wajcman, 1991). Moreover, ¢huniversaking tendency of this perspective is problematic as it
dypically emphasizes a single characteristic of gender while ignoring the effects of race,
ethnicity, sexuality, and social class on the-g##htity of womeid (Tapia & Kvasny, 2004, p.

87).

A number of important recommendations have come from social construction research to address
gender imbalance in the IT profession. According tauth (2002) these recommendations are

based on two viewpoints. One is helping women to accommodate and "fitting in" the IT domain,

for example, support structures such as mentors (e.g., Townsend, 2002) support groups (e.g.,
Ahuja, Robinson, Hemmg, & Ogan, 2004), role models (e.g., Cohoon, 2001, 2002), and positive
societal messages about women working in IT (e.g., Joshi et al., 2003; von Hellens et al., 2001,
2000 - as cited inTrauth & Quesenberry, 2007). While the alternatigeto focus on
reconstructing the | T (Thotm2002)for example ffccusiag oa thed o ma i |
social shaping of female gender identity and the imi cat i on f or womenos

workplace technologies (e.g., Webster, 1996; Wajcman, 2000), and the prospects offered by the
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cyberspace and internet for woaseitedbifrauthr&p ower m

Quesenberry, 2007).

2.2.2.3 Individual Differences in Gender and IT research

Individual differences are the unique characteristics of an individual that significantly play a role

in determining his/hebehaviourand performance. At the forefront of gender and IT research

that embracg t he noti on of i ndi vi dual di fferences

differences theory of gender and IT (Trauth, 2002; Trauth et al., 2004; Trauth, 2006). The
Individual Differences Theory oGenderand IT (IDTOGIT) is a framework for exploring eéh

ways in which social shaping of gender and IT profession operates at an individual level (Trauth,
2002). Within this conceptual framework, women are viegedindividuals, experience a range

of different sociecultural influences which shapes their inekions to participate in the IT
profession in a variety of individual wag€Trauth, 2002, p. 103)Thus, IDTOGIT investigates

the varied individual responses to generalized sogitural influences(Trauth, 2006) and
emphasizes thathe subtle gendeshaping of individuals and technology needs to be addressed
at the individual level§(Trauth, 2002, p. 115)

The IDTOGIT inhibits the middle ground between the essentialist and social constructivist
perspectives, through investigating the combination mérsonal characteristics and
environmental influences in order to understand the participation of women in the IT workforce
(Trauth, 2002). The IDTOGIT rejects the essentialism and has added depth to the social
construction by considering the individuahriances among same gender groupnlike the
essentialist and social construction perspective, IDTOGIT focuses on diffemsiticesrather
thanbetweergenders, and examines women as individuals who possess different abilities, talents
and skills, and respond to social shaping in different and unique ways (Trauth & Quesenberry,
2007).

The IDTOGIT has theoretical linkages to a number of ferhiaproaches. According to

Rosserds (2006) classification of feminist
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has linkages to: liberal feminism, socialist feminism, feminism standpoint theory, postmodern

feminism, and poststructuralist fermism. Trauth (2011p. 577 stated that

&Consistent with liberal feminism, it is concerned with removing gender barriers to equal
access. But It relates to socialist femi
societal factors that explain thesal shaping of technology and technology professions.
The recognition in thandividual differences theory of gender and ¢n individual
characteristics and experiences aligns it with feminist standpoint theory (FST) which
emphasizes the situated knovgedof marginalized individuals. The influence of
postmodern and postructuralist feminism are evidenced in the recognition that women

do not all speak with a unified voite

Based on these feminist perspectives, Trauth (2002) introduced the IDTOGH cumisists of
three general constructs that comprise the individual differences relevant to gender and IT, these

are, the personal data, shaping and influencing factors, and environmental context (see table 5)

(Trauth et al., 2004). Personal data includiEsnographic data (such as age, race and ethnicity),
lifestyle data (such as soeszonomic class and parenting status), and workplace data (such as
job title and technical level). Shaping and influencing factors include personal characteristics
(such as @ucational background, personality traits, and abilities) and personal influences (such
as mentors, role models, experiences with computing, and other significant life experiences).
Environmental context includes cultural attitudes and values (such tasledgtabout IT and/or
women), geographic data (about the location of work) and economic and policy data (about the
region in which a woman works). According to Trauth (20061156, the theory posits that
&collectively, these constructs account for tlifedences among men and women in the ways
they experience and respond to characteristics of IT work, the IT workplace and societal
messages about women and men ari Hence, together, these constructs explain women's

decision to participate, remain and progress in the IT profession.
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Table 5: Individual Differences Theoryof Genderand IT Constructs

High-Level Construct

Subcategory Construct

Personal data

Personal demographics(e.g., Age, Race,
Ethnicity)

Lifestyle (e.g., Socioeconomic Clag

Parental Background)

Workplace (e.g., Job Title, Technical level)

Shaping and influencing factors

Personal characistics(e.g., Educationg
Background, Personality Traits and Abilitie

Personal influences (e.g., Mentors, R

Models, Experiences with Computing)

Environmental context

Cultural Attitudes and Values (e.g., Attitud

about IT and/or Women)
Geograplhi Data (e.g., Location of Work)

Economic and Policy Data (e.g., about
Region of Work)

Source:Trauth, E., Quesenberry, J., & Morgan, A. (2004).

To date, the individual differences theory of gender and IT are used to improve understating of
the underrpresentation of women in the IT workforce. The major contribution of this theory is

the assertion that not all women are the same and they experience different influences and react
in different wag to the social shaping of IT. Hence, the recommendatibasmanagement
practices toward women ithe IT profession should ndbe generalize to a holistiziew of

womenas a grouprather there should be awareness of diversity issues facing women in IT

professions (Trauth, 2011).
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In summary, aeview of the lierature found that there had been several gender and IT studies
that applied the three aforementioned theoretical perspectives. The essentialist perspective relies
on the biological differences between males and females to explain the difference in their
relationship with IT, without considering the influence of the context. While the social
construction perspective argues that focusing only on the biological differences is not enough to
understand womends r el at i on s hocigcultwal fattorsimlst r at h
be examined also. However, the social construction perspecter emphases the role of
individual differences among women. Both the essentialist and social construction perspectives
have been criticized for several shortcogs with regard to the theoretical and analytical
robustness of the perspective (Trauth & Quesenberry, 2007). They do not provide an analytical
framework to fully understand women6s partici
gender and techimgy as fixed variables, and treat the gender at group Iéweladysis (Trauth,

2002). Inother words, they dichotolsg men and women as two separate groups with opposing

set of biological or psychological or sociological characteristics. This ontrast with the
postmodern thoughts of Haraway and Buitet hat t here i s no fAunivers
do not constitute a group with common characteristics, such as, background, valuesptsghavio

and etc., rather have come from a range of classess, raerual orientations, culture, and
geographical location perspective (Trauth & Quesenberry, 2007). Accordingly, Trauth (2002)
has introduced the individual differences theory of gender and IT based on several feminist
thoughts as a new alternative theéma foundation to explore the ways in which social shaping

of gender and IT profession operates at an individual level. As such, within the individual
differences perspective, women are seen, as individuals, experience differentutinical
influencesthat shape their participation in the IT field in varying ways. Thus, the individual
differences theory of gender and IT served as a new theoretical perspective for investigating the

IT gender gap (Trauth & Quesenberry, 2007).

2.2.3 TheRational for Theory Choice

Selecting and using the appropriate theory is critical in order to uaddrthe factors
influendngwo mendés participation in I T and formul at

gap. The role of theories about women and the IT prioiess to guide the conceptuaison of
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the research problem, the methods of data collection, the basis for analysis, and the conclusions
that are drawn (Trauth,2006).The essentialist and social construction theories do not provide an
analytical frameworktod | ' y under stand womendés participatd.i
before. Hence, théndividual Differences Theorgf Genderand IT (IDTOGIT) (Trauth, 2002;

Trauth et al., 2004; Quesenberry & Trauth, 2007) was selectadteeoretical foundatioand

conceptual framework to guide the research process in this study for a number of reasons.

First, the IDTOGIT conceptuakswomen asndividuals rather than categang them as a single
homogenous group. The theory focuses on the differences within tiadimebetween the sexes,

and moved away from the essentialist view to gender hwhichotomig all males and all

females as two gender groups that each have shared set of characteristics and interests, as in the
essentialist and social construction persipes. Thusthe theory enables conceptuslg the

relation between gender and IT at two different levels; one, treats women at group level of
analysis (i.e., gender), and the second one treats women at an individual level of analysis

(women as individus).

Second, in line with the postmodern thoughts, the IDTOGIT accounts for the variation of the
demographics, personal experiences and reactions to IT shaping among women in IT and does
not generali ze a$Te threexowosimets d thehgony enbblemvestigating

the individual identity, individual influences and environmental influences in order to understand
and explain the participation of the individuals in the IT workforce. Collectively, these constructs

enable explaining the diffemévariances among women in their relationshith&T field.

Third, the I DTOGIT accounts for the role of
power overthen), which a theoretical need in the gender research asgised byAdam et al.

(2002). In contrast to the essentialist and social construction perspectives which view women as
have no control or power to react to the influences in the context, the IDTOGIT views women as
individuals with ability to exert power over themselves in shafeg position and reacting to

the IT shaping as masculine domain and the IT gendered discourse (&rdptiesenberry,

2007). Furthermore, Adam & Richardson (2001) argue gleader research should emphasis

the making of knowledge through the lived expernces of womenods | ives.
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IDTOGIT is a useful approach as it enabkke creationof knowledge through the lived
experiences of women work in IT, by invegtiing the influencef the organiational settings on

their positions in IT.

2.3Women in the IT Workforce

There i s a smal/l but growing body of i terat
and information technology workDemaiter & Adams 2009)Gender and IT workforce has

evolved as an area of study in the late 1990auth & Quesenberry 7). As Burger et al

(2007, p. 265 statedsince information technology has only recently become a discipline in its

own right, [it is not surprising that] there are few studies about recruitarehtretention of

women into I Generally, studies invomen in the IT workforce seek to understand why

women avoid IT, or if they entewhy they struggle to advance in the field. The IT field is male

dominated and the gender segregation is prominent in education and workforce at all levels.

Although the ITfield has become a potent force for transforming social, economic and political

life in the globalize worldpa large number of women tend to be concentrated in the end user,

lower skilled jobs and comprise of a very small number in managerial, maio¢éeand design

personnd (Pande 2012, p.289).The quesi on come i n t hAenummberrofd i s f
researchestudieshavebeen conducted to investigate the barriers women face in the IT field and
attempéd to understand the reasons behind it, in orddini ways to help women overcome

these barriers. Nexollows an overview of what is known about the barriers or factors faced by
women in the IT workforce, followed by the empirical studies that examined their career

advancement in the IT field.

2.3.1 Factors Influence Womenin the Information Technology Career

Literature e women and IT careers has identified a number of interrelated factors that influence
womends choice to study |anhlIT careereAhtjee(R002) e r si st
proposeda model of barriers faced by women heftfield of IT that constrain@o mend6s ent r

persistence and advancement in the IT field. It is aclfde model of social and structural
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factors that i nfl uence womeno6s pependert Stagesp n a |

career choice, career persistence, and career advancement (see Figure 7):

1. Career choice in IT stage made during university education andlewalyjobs. It is
defined as thdikelihood that a woman will choose IT as a cadé@huja, 202, p.22).

Ahuja (2002) proposed that the main social barriers to the stage of career choice in IT are

social expectations and warfiamily conflict, while the career advancement in IT stage is

affected by the informal networks.

2. Career persistence in IT geduring the time when a woman is faced with issues related

to starting and raising a family. It is defineddse likelihood of not dropping out of the

work forced(Ahuja, 2002p.22).

3. The career advancement in IT stage durindpen the job status anshlary become

yardsticks of oneds overall career
advance in her career in the field ob(Rhuja, 2002, p.2223).

Figure 7: A Model of Social and Structural Factors Determinantso f  Wo me n 6
Choice, Persistence, and Advancement in IT

Computer training
structured support

Social expectations ..|' Computer attitude ]

[ 1 l !
[ Work-family conflict J‘I\ . [ Caresr choice in IT ]
) }
Ocoupational culture ’%[ Perzistence in IT careers ]
.

Lack of role models

~
b A . .
p . Caresr advancement in IT ]
Informal Networks
s . Ty
Lack of mentors

Institutional structure

Source Ahuja, M. (2002).
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The model proposed b&huja (2002) categose d f act or s i nfl uencing wo
two groups; social and structural factors, which may act as barriers terwdaning the three

career stages (choice, persistence and advancement) in the Tinedsbcial factorslefined by

Ahuja (2002 p. 29 isthes o c i a l and cul tur al bi ases fior val
view that women have of themselves If(@xpectations) and the external view of women
(stereotyping, for example) that is held by society in gederalAs seen i nl,thdhe Ahu]
main social barriers to the three career stages are the social expectatiorsnulgrkonflict

and infoormh net wor ks. The structural factors are t
model, which are the structure of institutes that can work to limit the opportunities. The main
structural factors of Ahuj ad mspotcepatiomarcalturé,1) | a
demographic composition and institutional structures. The effects of each of these factors are
presented in tablé. Table6 summarizes the effects of the structural and social factors proposed

by Ahuja (2002) and their interactioon womeld sareer choice, persistence, and career

advancement in the field of IT.

Table 6: The Effects of the Structural and Social Factors

Social factors

Social expectations Social expectatias will negatively influence attitudes towards compu

and their uséy women.

Attitudes formed regarding computers and their use will negatively influ

the choice of IT as a carefer women.

Social expectations will negatively influensgomen'$ persistence in I

careers.

Worki family conflict Worki family conflict will negatively influence the choice of IT as a catee

women.

Worki family conflict will negatively influencevo meth 6 ser si s
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careers.

Female IT workers will experiendggher levels of workamily conflict than

male IT workers.

Informal network

During the career advancement stage, a lack of fefriakally informal

networks will negatively influencw o meé 6assdvancement

Structural factors

Occupatbnal culture

The perception of occupational culture will negatively influemce mea
choice of IT as a career.

The perception of occupational culture will negatively influemce mea
persistence in IT careers.

Lack of role models

A lack of role modes will negatively influencevo meé 6sh oi c e

career.

A lack of role models will negatively influencg o meé 6 Ber si s

careers.

Mentoring

A lack of mentors will negatively influencg o meén 6csar eer a
the field of IT.

Organisational/

institutional structure

Institutional  structures will negatively influencew o meé 6 sc 4

advancement in the field of IT.

Interaction of social and structural factors

The relationship between social and structural barriers at careetgrersistage is likely to be recursiv

Computer training and structured support will reduce the negative effect of social expectat

attitudes towards computers in women.

Computer training and structured support will reduce the negative effectcial sxpectations o

attitudes towards computers in women.

The relationship between social and structural barriers at career advancement stage is likg
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recursive.

Sour ce: Based on Ahujabés (2002) modeéls acfare@aci

choice, persistence and advancement in the IT field.

Ahujads (2002) mo d e | presents a gener al frame
and advancement in the IT field. She has proposed recursive relationships between the social and
structural factors, and she called for longitudinal studies to test these relationships and the
influence of these factors on womends retenti
aims to under s trapredentatianmesentdf mamagerantr positions, studies

and research in womendés career advancement in
barriers faced by women that were found in the previous works. Next, an overview of these
studies is provided focusing on the factorsthditay a key rol e i n womenods
the IT field.

232 Factorsl nf l uenci ng Wo meimtbedManagementm ¢he I Eield

Career advancement is usuaibpnceived of as promotions in managerial ranks and attainment
of high manageridevels and pa§y(Tharenou, 1997, p.19). Worldwide, the managerial ranks in
many industries are gendered by nature (Aaltio, 20@khddhe relative failure of women [to be
promoted and advance] into the ranks of senior management botivate jand pulic sector
organigations in all developed countries is well documented in western litebgivadtio &
Huang, 2006, p.227). Tharenou (1997) has summ
advancement in management found in the literature. Acupridi Tharenou (1997), there are
three major categories of influences that have been identified in the literature: organisational,
social and individual factors. The orgsaiional factors comprise organisatiomglportunity
structures (size, promotion lders, occupation types), the social factors comprise male
hierarchies/gender similarity, informal networks, mentors, career encouragement, discrimination,
affirmative action/equal opportunity programs, and the individual factors comprise training and
devebpment, education, work experience, relocation, managerial skills, job performance. Other

factors may be considered as those brought to the work situation, comprising both individual
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(personality) and family factors (marriage, children, and spousal sygjpberenou, 1997 as
cited in Burke & Mattis, 2005, R3).

Il n the I'T field, although there has been some
duringthe last years, women remain significantly undgaresented at manageméstel in IT.

In addi ti on t o t he af or ement i opregessiohta csenor s I nf
management levels, women in the IT fieldoface culturachallenges anbarriers related to the

masculine culture of the IT field and the nature of the IT work which islicon§ with
womends gender role and soci al expectations.
in the IT field reflected in the literatures are: the male dominance of the IT culture (feminine
work styles, | imited woiahmetworks aral mentorng, steérentypichle i n
image of IT professionals and managers), and sitelconflict.

2.3.2.1The Male Dominanceof the IT Culture.

One key problem to women work in IT is the masculine culture of IT and the need to adjust to
this culture (Hazzan & Levy, 2006 The masculine culture of IT is a significant barrier to
women in IT and one of the contributing forces leading to the glass ceiling (Hayens, 296).
male dominance of the IT workforce, and specially the high technicahgeaal, status and pay
positions enhances thgerceptionof the IT workplaces as with masculine work types and
inhospitable and unfriendly work culture to women. Hence, this conception about the IT
workplaces and work culture may impactcareer accessd success potential of women in the
field. Many scholars have demonséd that women in the IT orgaaitsons often face a
606hostil edd cultural climate that seems to s
privilege men regardless of the congeties possessed by women (Ahuja, 2002; Margblis
Fisher, 2002; Roldan, So&, Yakura, 2004; Woodfield, 2002; Bagilhole, Powell, Barnakd,
Dainty, 20@; Nelson& Veltri, 2011). There are different ways in which the masculine culture of

IT workplaces maympactonwomen inlT and creating a glass ceiling.
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2.3.2.2Devaluing theFeminine Work Styles

Working within a masculine organisational culture, women find themselves isolated and
excluded as the work styles thate perceived as femininere not vaued as hghly as those
viewed as strongnasculine (Hayens, 200@ecause women are in the lowevel positions in

IT, and the lack of a balanced representation of women in IT careers, this may lead to new
technologies reflecting male values and stylledaing IT work even more (Burger et,&007).

The masculine work style and language, which are predominant and required in the culture of IT,
may contribute to feelings of exclusion, isolation to intimidation and harassment for women
(Major & Germano, Q06; Hayens, 2006). On the other hand, women who try to cope and
perform masculine work styles will be punished as she broke the gender stereotypes (Hayens,
2006) . Women who have succeededingahe ndrnmtve 6 6 ma |
prescriptims for women, thus they are pesatl through negative social sanctions, which
negatively impacio n  w o mseccessiil advancemetd managemeidt(Heilman, 2001)(as

cited in Burke & Mattis, 2005 41).

2.3.2.3Limited Wo me n 6 s toAlee tnlrenal Social Networks and Mentoring.

The male dominance of networking is a challenge for womeniagik IT jobs (Ahuja, 2002;
Hayens, 2006). Men and women tend to cluster with others like themselves, and in the
workplaces where males disproportionately occumsitmns of power, this propensity
disadvantages women, reducing their access to the influential and informal social networks and
ability to gain social capital (Hayens, 2006). Buoeial capitalis defined asthe ability of actors

to secure benefits byirue of membership in social networks or other social strudiiRestes,

1998, p. 6). The social capital includes the informal social networks, mentors and sponsors, and
women who have access to the informal network and have been mentored and spgwawored
greater opportunities for job promotions and career advancement. The social networks are
considered as a key facilitator for promotions in the career and achieving senior management,
executive and CEO/president levels in the IT field (Woodfield, 2@0632. As Ragins,
Townsend & Mattis (1998) stated that tdafluential male mentors, with prestablished

networks and credibility, can sponsor their female protégés into senior management circles, and
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provide inside information usually obtained in thkel Boys network8 Mentois may provide the

support, help, advices, coaching and networking, and serve as a friend providing a psychological
supportespecially during the negative forces or challenging and changing policies in the work
(Shakeshaftet al., 2007). Social networks are significant to gain the important information,
mentoring and opportunities in the work, and thiye important to gain knowledge and
understand the technical, cultural and emphasizes organisational issues relevant to the work
ervironment and also they lead to informal mentoring, which promote advan@efHagens,

2006, p.733). However, the social networks are rdatemi nat ed and women i n
have the luxury to create such social networks (geexeusive) as they arekens rather than

the majority (Kaplan & Niederman, 2006; Hayens, 2006).

2.3.2.4 Stereotypical Image of IT Professionalsand Managers The broader Culture and Social
Expectations

People use stereotypespa edi ct i ndi \ehdvwaeaandodentatitng, ana créatng
expectations that acts as cognitive shortddtgdman &Glick, 2012).The segregation of work in

society is based on the classical prescriptive gender mle stot ype s, whithe h i s
norms about how men and women shoultiave or should like rather than do behave or are

liked (Heilman, 2001- ascited in Burke & Mattis, 2005, p.46). Worldwide, men are seen as
beingori ented towards technical and i ndustri al
characteristics (for examml aggressive, ambitious, dominant, forceful, independent; self
sufficient, selfconfident, prone to act as a leader) (Eagly and Karau, 2002; Williams et al., 1999)

(as cited inBurke & Mattis, 2005, p.46), whereas women are seebeayj oriented toward
occupations need caring ability, welfare of other people and social integration, such as teachers
and nurse (Aaltio, 2006), and expected to have feminine characteristics (for example, helpful,

kind, affectionate, sympathetic, nurturing, interpersonansitive, gentle) (Burke & Mattis,

2005, p46). The stereotypical image of ti&IT professional is a white middieged male work

alone and with no discernible domestic commitmentsé@tarke et al., 2002; Faulkner, 2002;

Massey, Quintas, & Wield, B2; Millar & Jagger, 2001; Woodfield, 20@Woodfield, 2006

p. 1241).The early stereotype of an/I$ professional was a middidass white man with short

hair, white shirt, and dk tie, and this image eventually became more relaxed images of IS/IT
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professional, but they were still men and still white (Ferratt & Trauth, 20LH)s, the
stereotypical image of the techaiavork and the IT professionalay deter girls from becoming
interested in the IT field, while attract) boys.

Further, the genderomposition of the IT workforce reflects the stereotypical images that people
hold about what is the womends and mends rol e
entail (Woodfield 2009 . Men in the 1T field aiiktakas er eot
innovators and designers, whereas women are stereotyped as just a staff @Ual§o
Accordingly, there are different works for men and women in IT that have been identified based

on these stereotypes as s o cnithtfiedddThavavidenceswotime n 6 s
|l iterature show that womends work is not as v
men, more often, are given the professional and managerial jobs in the IT, whereas women are
given technical and services plsuch as computer operators, data entry clerk, programmers,
systems or web developer. Moreover, the stereotypical image of the people in the IT
management di sadvantage womenodos <career advan
field, and considered a@schallenge to women warlg in IT (Aaltio, 2006). For example, when

we picture an individual in a position of authority and management in the IT, our mental model

for the individual is more often that of a man as the commonly held stereotype of ITitsighor

often associated with the masculinity (Haynes, 2006), and usually people do expect men, rather

than women, in the senior management positions in the IT field.

2.3.2.5Work -life Conflict

The balancing between professional and private life is w eeallenging factor for men and

women in the IT profession due to the nature of the IT work (Liu & Wilson, 2001; Ahuja, 2002;
Webster, 2006Haynes,2006; Hazzan & Levy, 20Q06Vajor & Germano, 2006; Hoonakker et

al., 2006; Aaltio & Heilmann, 2006)Specifcally, women in IT &an experience significant

social pressure to fulfil traditional role expectations with regard to child rearing and child bearing
which are conflicting with the nature of IT work (Haynes, 2006). Much of the IT work is
managed as projecs or unpredictabl e wor k aqoftenjivalve b as e

tight deadlines and long working hours. Thus, workinthelT profession requires the ability to
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work for long hours and at any time the employers or clients need to. As WEQ€i§rp. 847
stateddong working hours particularly affect people in technical roles, who have to be available
to their employers and their clients, and those in senior manageintestvery common for IT
professiona to work for long hours even #@he unsocial working hours or weekends, like in
evening, and arrive and leave the work according to his/her own preference, like late at night
after children are in bed, or very early at weelsfiwdebster, 2006). It is also common for the IT
workers to spend their time outside the work in reading to update their knowledge and
information in IT and keeping up with the new technological development (Haynes, 2006).
Given these kind of working patterns, working time arrangemar@shallengng for women

with family and childcare responsibilities. Women with family responsibilities or domestic
commitments find it very difficult to be availabie work at any time in the day, or commit some
time outside the normal work to read, learn and tthemselves (Welier, 2006). Therefore,

some women in IT find it too difficult to reconcile between their work and personal life, which
causes stress for them and makes thexeldze IT field (Hazzan & Levy2006, p.8). Moreover,
working long hours is an essential factfmr career advancement to senior management
positions. In all companies, even with the strong equality programmes, the ability and
willingness to work long hours is very necessary for career advancement and promotions into
senior positions. Hence, this dmirags especially women who are unable to work for long

hours from pursuing promotioropsibilities in their organaions (Webster, 2006).

2.3.3 Prior ResearchonWo men6s Car eerinthedVReldc e me nt

An electronic research has been conducted for esear ch and studi es (
advancement in the IT career from 1995 to 2012. A number of papers have been found in
different journals and research areas, e.g., information system, management, career studies and
others- see tabl&. These papsrhave similarities in which they seek to understand the influence

of factors that may exi st as barriers to worm
strategies used by those women who have overcome these barriers and achieved high managerial
posgtions. Most of the research foundsed qualitative research methods and interviews with

women in senior positions in the IT field to investigate and understand the phenomena. This

research have revealed insights for interventions to remedy the gender Ijamanagement,
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and all of them called for future research to discoveddpth the factors influencing career
advancement of women in the IT field. Next, an overview of each research paper has been listed

in table7 is provided according chronologicaby the year of publishing.

Table 7: Prior StudiesinWomendés Car eerintAhedVReldc e ment

Author (Year) Title Journal

Liu and Wilson (2001) Developing women in a digital world. Women In Manageme
Review

Cross & Linehar{2006) Barriers to advancing female careers in| Women in manageme

high-tech sector: empirical evidence frg review

Ireland

Wilson-Kovacs et a| (2006) The glas<liff: women's career paths in th Equal Opportunitieg
UK Private IT sector. International

Armstrong et al (2007) Advancement, voluntary turnover ai Information &

women in IT: A cognitive study of work| Management
family conflict.

Aaltio & Huang (2007) Women managers' careers in informat| Journal of
technology in China: high flyers wit| Organisational Change

emotioral costs? Management

Wentling & Thomas (2007) | The career development of wom( Journal of Information

executives in information technology. Technology Managemern

Xian & Woodhams (2008) Managing careers: the experiences | Gender in Managemen
women working in the Chinese | An International Journal

industry.

Demaiteret al.,(2009) | really didn't have any problem with th The Canadian Journal g
malefemale hing until": Women in IT| Sociology

Organistions.
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Wentling & Thomas (2009)

Workplace Culture

that

in Information Technology.

Hinders ar

Assists the Career Development of Wor

Information Technology

Learning,

Performance Journal

and

Appelbaum et a(2011)

Is the glass ceiling cracked in informati

technology?A qualitative analysis: part 1.

Industrial

Commercial Training

and

Is the glass ceiling cracked in informati

technology? A qualitative analysis:(part .

Industrial

Commercial Training

and

Liu & Wilson (2001)

The research of Liu & Wilson (200Tgastng lighto n

development in technology, thesme (1) gender stereotypes and attitudes; (2) family

four

i dent i

fi

ed i ssue

responsibility; (3) working time constraints; and (4) lack of confidence. They have collected data

from 46 women emiled in IT intensive training programme at Middlesex University using

structured questionnaire consistinfj17 operended questions to elicit their respani®using

on the identified issues, followed by four focus group meetings, compasihy to12 women.

Also they conducted interviews with 17 female managers from various sectors and industries to

solidify the findings of their research. Liu & Wilson (2001) found that the four examined factors

are hindering the development and can negatively taffeer progression of women in the IT

field. The research participants expressed some needs necessary to empower women working in

IT:

1 Theydelieved there needs to be a paradigm shift in traditional thinking towards women

working in IT, in orderto chareg t h e

i wo me n 6as

1 They need more positive female role masdelo

womenos

O jobs

potenti al

mi

t o

nd set of

hel

excel

P

t hose who

promote societ

t o

t he

hi ghest

1 They need as womegreater access to specslor advance training in management, and

technical skills which help to boost their confidence.

They need improving their fam#friendly policies.

They need identifying who held power and could empower women work in the IT field
(Liu & Wilson, 2001,p. 413-414).
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Liu & Wilson (2001) provietdd empirical evidence that adts prior gender and IT research.

However, the impact of the factors affleeto men6s career advancement
greater depth. Their research focused on a small numbee-adgnttified factors rather than
exploring the whole picture of the participan
factors that might havas i gni f i cant effect on womendés | T <c
interviews with female managers worg in IT who lived the experience and more familiar with

barriers in the IT field can solidify the findings more than with mangersiagnk non-IT field.

Cross & Linehan (2006)

The IT industry wasecognisedas one of the leading growth and importsattors to the Irish

economy, anditsper cei ved to offer many opportunities
typingd (Cross & Linehan, 2006) . Cross & Line
increasing in highelevel education in Irelandyence women are expected to enter and advance

more in the professional and managerial careers in the IT field. However, there was a scarcity of
female managers in the IT field in Ireland, and the majority of management and technical
positions are held by em. Cross & Linehan (2006) have examined the experiences of a group of

Irish female managers in the IT field in orderget a betteunderstanding of why there was a

relative scarcity of femasan senior IT managers in Ireland. They had conducted ies/with

20 junior or middle female managers from different companies across Ireland, guided by broad
concept of the barriers to womends progressio
They found in their research four themes grounded inntegviews with the participants, these

were, (1) orgarsational policies, (2) networking, (3) mentoring, and (4) a-iseffosed glass

ceiling. The findings itheCr os s & L i06) @ B3astudy sugdesedl that orgaatisnal

policies such as recruitnt and selection policies, promotions policies, wlidek balance and
mentoring policies can have a negative i mp a
management positions. Women in their study discussed the lack of fairness and transparency of
the pronotion procedures in the work. The participants believed dir@imotion decisions for

top management positions involve subjective appraisals as to the suitability of the candidate in
terms of ofitodo with t he a&Aso,uhmpaeipants lsekeved that ma n a

working long hours is a barrier to their progression due to the lack of family support policies.
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Hence, Cross & Linehan (2006) suggested that the @ag@ms need to introduce family
friendly policies, and ensure that the orgational culture let the employees feel able to avail

these policies.

Cross & Linehan (20Q0&. 39 found that all the participants have empbadithe importance of
networking and mentoring for reaching senior management positions. They stated that all th
participantsdbelieved that the informal networkingasvital route to senior management levels,

as the key benefits associated with it include access to visibility, support and upward mobility,
increased career satisfaction, and greater respect ayghiteand They believed that women in

IT who lack access to the informal networks means they lack access to contacts, opportunities
and political information, which in turn increas¢he feelingof exclusion in the work. In

addition, Cross & Linehan (20p&ound that all the participants who were guided and supported

by mentas in the work believed this hadpositive impact in their performance and experience.

They believed that having a powerful menairwor k i s usef ul for bui l
confiderce and provide them the needed psychological support. But, they believed that due to
womenodos exclusion from the i nf oaccesa h manteringvo r k ,
relationshipand attract bt att enti on ofat powal f pllas fhemregnani g h e
Cross & Linehan (20Q6p. 37 research was the seéthposed glass ceiling which is a primary
individual factor t hat mi ght negatively i mpa
levels in the IT field. The majority of the participantsdedheir career choices based on their

need for harmony and balance between the career success and marriage and children. They stated
that the participantévere not dismissing their career aspirations, rather attempting to undertake

a costbenefit analysisbased on achieving a particular qualityifef, in making their decisiain

Wilson-Kovacs Ryan & Haslam (2006)

Wilson-Kovacs, Ryan & Haslan{2006) believed that there is a need for research into the reason

for wo me n 6 s c anmdérrepnegentation tasenior levels and their work experiences,
especiallyast her e was an increase in womends repres
technology domain. They noted that knowing about the numbers of those who join or leave the

IT field is not enough, Huthere is a need to expk indepth the challenges facingomen

professionals that hinder the advancement to theaok positions in the IT. Therefore, they
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have attempted in their research to explore and explain what happens to women as theg advance
to senior positions. WilseKovacs et al., (2006) have conducted -olepth ethnographic
interviews with two case studies of women in leadership positions in a leading multinational 1T
company in the UK private sector. Angdlyg the interviews have revealetme individual
factors that facilitated womenosarefa@gngieatheir adv an
senior positions women and the ways in which they sought to overcome them. The findings show
that the two women have a good understanding o&etamdvancement and displayed
considerable knowledge of how important the relationship between the employee and the first
line manager is for career progression from the early stage of the career. They also have problem
solving skills, a great sense of Wosatisfaction, and strong work ethics. They stressed the
importance of networking and mentoring as they may serve as a listening ear and cultivate

awareness of and abilities for the new career level (WiGmracset al.,2006).

The findings showed thdhe professional positions in IT is fraught with challenges and can hide
nontanticipated obstacles for women that ntynagevo mendés car eer s, and t|
provisions that help women deal with these challenges areexisted. For example, the
difficulties that make it difficult to navigate in professional positions illustrated in the interviews

ared ack of clarity over oneods new position,
acknowl edgment of oneds s uccewosrdram male pepst her
(Wilson-Kovacset al., 2006, p.684). Moreover, women lack access to the informal networks

which is a big challenge for women in the senior position. Hence, as Wileeecs et al.,

(2006 p. 683 stated thatthe lack of support, fiermation and resources in dealing with day

day tasks demonstrates the fragidity of the t

However, women have accepted the difficulties and the risky situation, and have considered their

job position as a challengeda way of proving oneself. They showed that women have to be

aware and adjust to the culture of the corporate life, and select the right tools for their career
advancement. They showed that they were awfirand accepted that their career progression

depend on the wellness and strength of the relationship with theilifestnanager, and they
showed the willingness to adapt their strate

though this can damage their emotional vbeling and seleésteem. Tey also have provided
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advices for women focusedn building confidence to seffromoton, which is part of

displaying the right professiondemeanoui(Wilson-Kovacs et al., 2006. 682).

The research of WilseKHovacset al.,(2006 p. 689 stressedhe importance of understanding
womends underrepresentation at seni or-deptevel s
rather than just knowing the reasons and the numbers of those who leave or join these sectors.
Thus, they suggested that freuresearch must identify, address and document in greater detail
the organisational and cultural factors that may lead to -gldEsituations, and examine in

closer detail the strategies individuals employ in overcoming barriers at the senior lexel. Th
viewed thatonly by doing so we can fully understand the extent of problems faced and envisage
solutions to overcome them in the IT industry and the SET daniBive research findings of
Wilson-Kovacset al., (2006) reflected the contexts in which tveo cases work, thus it is not
necessarily that @yone may encounter the orgaatisnal and cultural factorthat have been

found in their research. They relied in their research on only two cases offsematgsworking

in IT companieswhich restriotd the generalebility of the research findings.

Armstrong, Riemenschneider, Allen & Rej (2007)

The study of Armstrong Riemenschneider, Allen & Rei(2007) examined female IT
professional so cogni tion about b al antext iofn g WO I
advancement and voluntary turnov€he study fromArmstronget al.,(2007) aimed to answer

two research questions: (1) how do women in IT perceive the interaction of work and family
responsibilities? And (2) if there is an interaction, how des¢hwomen see it affecting
advancement and voluntaiyrnovef They have gathered narratives from 39 women wgik

the IT field in an U.S fortune 500 manufacturing orgation through six focus grogpusing
openended interviews. They have used quabf work life theory and the causal mapping
method to evoke the concepts and linkages regarding work and family. Armstrahg2007)

found four major concepts impawg on each other, and directly and indirectly influencing
womenos adv a mrgtiesnardnvoluntary tproover. They found that managing family
responsibilities, work stress, job qualities, work schedule flexibility play a major role in the

work-family conflict for women in IT (see figur@).

66



Figure 8: Concept Level Casual Map
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Armstronget al., (2007) suggested that the conflict between managing family responsibilities
(e.g. sick childreday-carg and work stress (e.g. meeting deadline, competition, long hours and
working overtime), could be eade¢hroughwork schedule flexibility (e.gflexitime, part time).

They found that work schedule flexibility was perceived by women in their study as the bridge
between family and work role, anddbuld havehelped them in balancingetween their work

and family roles and lower family role stress. Also, they founddhatflexible work schedules
have leen associated with high orgaatisnal commitment and job satisfaction for woiden
(Armstrong et al. 2007, [d49). On the other handhe flexible work schedule may ease the
stress of family role but not the stress of work role especially of woman who is looking to

advance within the orgasdition. The participants perceivebat the flexible work schedule
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mi ght negat i v eadyancanieft.demalwarkingweith fiexible or reduced work
schedules arseen as having less career motivation, and thertess likelihood to be promoted
(Armstrong et al. 2007).

Armstrong et al. (2007)also found that job qualities, which contained learning, using
intelligence, putting forth and time, and sedfiance, are very important for women and men

working in IT. Therapid technologyhanges in the IT field requigntinuous updating of IT
workerdos skills and | earning. Therefore, t he
stresful for mothers who work in the IT field. AsArmstrong et al. (20Q7p. 15Q stated

dnothers face the fear of their skills becoming obsolete, causing work related stress, which
interact with the challengef smanaging family responsibility Thus, the findings of the study of
Armstrong et al. (2007) have providadeful insights for the orgamisons to rethinkabout their

policies of training and work schedule for women work in the IT field.

Aaltio & Huan g (2007)

The study of Aaltio & Huang (2007) aimed to understand women career advancement within the

IT industry in China. They viewed that there were several gender and management studies focus
on the #dAglass ceilingo phewavanthara was little abdole we st
Chinese women managers in the literature. Their study was seeking to answer five research
questionsd 1) How do Chinese women managers fr ame
(2)What can be learned about culturattitutional and organetional values and priorities from

the subjective expression of individually experienced lives? (3)What are the barriers
handicapping women from entering senior managerial jobs? (4) How do women managers
balance work and life? (5) Whattsh e cul t ur al f r amio@aitio & Huargn fii de
2007, p.231).They have conducted-itepth interviews with 21 Chinese women managers in the

IT industry and asked them questions related to their managerial identities, careetfework

balanceand attitudes about the orgaatisnal culture and national culture.

Aaltio & Huang (2007) found two dominant career scripts for Chinese women managers in their
study, which have very much in common: high future expectations and strong belief in own

caqmcity. Women managers in this sdeveldpypnendaads cr i b e
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a ladder to climb and make a fortune. They saw the career as a way to advance to top managerial
positions, which means economic independence, high social statsslafudfiiment that could

not to be found in the family. This is contradicting with the traditional Chinese culture which
@mphasizes womends roles and responsibdlitie
(Aaltio & Huang, 2007, p.238). Moreover,Aaltio & Huang (2007) found these women
depeneéd on their individual excellence and acaspthe specific characteristics of the IT

industry which require working long hou@yell-educated and innovative staff who can devote
themselves to their work to pe with the fierce competition in the indusifAaltio & Huang,

2007, p237).

No matter what their specific career script, women managers in this study showed that the work
and career development has a higher pridotyhem than the family and persal life. For these
women,vork and careedevelopment waa priority when everything was going well in the
personal sphere. If there were negative aspects to their personal life, then issues of work and
career were perceived as less impoaéhaltio & Huang, 2007, p236). They have managed to
overcome the difficulty of balancing the work and family responsibilities by getting the help and
supportthroughmany ways, for example, thsupport from parents or parefitslaw; hired a

tut or f ormeworkcempldyat @G dlomestic helper to fill the roles of nanny, cleaning
lady, cook and shopper; and shared the family responsibilities with their hogpaittb &

Huang, 2007, p.237). Moreover, théseldom turned to their work orgaations for supporor

asked them to adopt policies and practices to ease their role conflicts. They thought they

themselves should solve any wddmily conflict(Aaltio & Huang, 2007, p.237).

The findings of the study have addamamenton t he
the IT overall and especially in China. A limited number of wonvereinterviewed in Aaltio &
Huangodés (2007) study, however they can serve
managers in the IT field. Any woman jang the IT field can learn from their experience, and

their strategies and ways they have used to overcome the challengesr imwaheto be

successful in the career.
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Wentling& Thomas (2007)

The purpose of the study of Wentling & Thomas (2007) was to develop -depth
understanding of career development of women in executive levels positions in information
technology. They saw that despite the increase of women in the IT workforce in the US, women
hold only 10% of uppelevel managerial jobs in the computer field. Tiségted that thdT field

is male dominated at the executive level position. In addition, it is affected by the shrinking
number of women pursuing academic study in computer science and engineering, both at the
undergraduate and advanced degree 16el33). Thus, they have attempted to understand the
dynamics underl yi ng wo memalydesthe semuercesrof edepty|@atirggp me n

to the womendés career choice, adjustment, and

Wentling & Thomas (2007) have built a conceptual framé&wor examining the factors that
mi ght hindered or as doisenipbrandnagementepasiians imtdevTafield, e me n
using five career development theories anddet® that are specific relevata women: (1)
Hackett and B-eficazoy d@adpPmBdachs,el f2) Far mer s (1
achievement motivati on; ( 3) Astinds (1984) S
t heory of career aspirations; and (5) Brookds
the data of thestudy by conducting senstructured interviews with twenfjve women in
executive level positions in information technology from across the United States. Their research
wasguided by the following five research questions:
1. What is the educational backgral of women in executive positions in
information technology?
2. What is the work history and development of women in executive positions in
information technology?
3. What life experiences have impacted the career development/progression of
women in executivegsitions in information technology?
4. What are the barriers and obstacles that hindered the career development of
women in executive positions in information technology?
5. What factors have assisted the career development/progression of women in

executive posions in information technology?
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Wentling & Thomas (2007) have found a number of factors effecting the career development of
women in their study, these are education and training, management and interpersonal skills,
mentor, role models, and personal/figniives. Education and training was one of the most
important factos to the career progression of these women. Half of thenmead t degre@sin

a technical area (e.g., computer science, engineering) or business, and all of them have continued
to puisue additional training and education. Hence, Wentling & Thomas (2007) showed that
women who aspire lorterm success in the IT field need to attain adequate technical skills and
knowledge through education and learning. They stateddtatation and traing was a major

way that [they] learned new things, stayed current in their fields, and remained adaptable to
changé (Wentling & Thomas, 2007, p44). Also, they found that both technical and
management knowledge are essential for career developmehe ifir field. Women have
pointed that having technical knowledgely was not enough for advancing in the IT field, but
management knowledge (efmance, project management and management development) and a
range of skills (e.g., leadership, managememtymunication and interpersonal skills) were also

required to assist in the IT career advancement.

Women in the study also showed that havangentor in the work was a positive factor during

their professional careers. Wentling & Thomas (200745 defined Mentor as Gsomeone who

has already gained the prerequisite experience and status needed to support and promote the
career of less experienced individéalall the participants had an average of four mentors
throughout their course of career, and mokthem were a malat senior level executive,
manager, or boss/supervisor. They showeddhatr mentors were the people they considered

to have most significantly influenced their career development, and they reported that their
mentors had providethem with substantial help, and without them their career progress may
have been hindered or made considerably more diffii¢Wentling & Thomas,2007, p.4%.

They believed that mentors provided the participants in their stjodlyopportunities/challeres

to demonstrate skills and abilities, suggested strategies for advancing participants careers,
believed in their potential, encouraged participants to take risks, shared his/her expertise with the

participants, and gave participants useful career adlvice
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The study participants indicated that having a role model is useful for career development.
However, female role models are difficult to find in the IT field. Most of them stated that they
did not have role models during the time they chose theirrsaM#hile the participants who did
have role models indicated five frequent ways in which role models influenced their career
choice Theseancluded the following: shared their expertise with them, gave them useful career
advice, encouraged them to meeghh performance standards, oriented them to job/career

opportunities, and believed in their potential (Wentling & Thomas, 2007).

The study participants indicated that the wbid balance is an obstacle that may have
negative impact on career developelhe three most frequents personal/family life events
reported in the study were, difficult balancing work and family responsibilities, having children,
and marriage difficulties (Wentling & Thomas, 2007). For the career, the participants had to
work in the time of family (spouse, children), personal/free time, and social time/friendships, and
too muchtravelling forwork. Moreover, some of thesawthis as personal choices they took,
rather than sacrificethey made for their career. On the other hasdime of the participasit
indicated that the family/life events in their personal life have helped in their career
development. For example, supportive and encouraging parents, supportive and encouraging
spouss, learning the value of hard work and good kvethics from parents, parenting and

raising children, and supportive children (Wentling & Thomas, 2007).

The study participants indicated six factors taconsidered to have been the most important

to their career advancement and success in theeld. fThese were, competency on the job
(produced high quality work), hard work, and willingness to take risks, mentors, educational
credentials, and continuous learning/training/development (Wentling & Thomas, 2007). In
addition, other factors that wereefjuently mentioned as important to their career advancement
and success in the IT field included: being flexible/adaptable to change, interpersonal/people
skills, focused on success/delivery of results, and depth and breadth of knowledge about
IT/business(Wentling & Thomas, 2007). Also, for many study participants the organisation
plays a key role in career development of women in executive positions in IT. The organisation

can create environments where women have the opportunity to develop differentbsgkill
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training and education, advancement/promotional opportunities, mentors, supportive work/life

balance policies.

The findings of the study of Wentling & Thomas (2007) provided useful insights for making
strategies to attract and retain talented woraad, strengthen their career development in the IT

field. Wentling & Thomas (2007) viewed that the literature has discussed broader issues
concerning the barriers and opportunities faced by women in the IT field. Hence, they suggested

to examine irdepthte i nfl uence of the personal and wor
career development in IT, amuvestigatingin how the obstacles to their growth can be removed

in order to further their upward mobility and increase productivity. Also, they suggested fo
future research t o identi fy and under stand
difficulties they are facing, and to initiate an honest and straightforward analysis of how these

problems can be resolved.

Xian & Woodhams (2008)
Xian & Woodhams (208) have examined in their research the career experiences of seven
women who have developed successful careers in the Chinese information technology IT
industry. They also sought to explore how far western theories may be suitable for guiding
researchinwmends career experiences in the Chinese
research questions of their study were:
1. To what extent do successful women in the Chinese IT industry use traditional
processes of setting career goals and using caratrges?
2. How do they make sense of their internal beliefs of career and gender roles within this
context? (p.413)

Xian & Woodhams (2008p. 423 have conducted loosely structur@tterviews with seven
Chinese wmen workng in a prosperous orgamison and receivinghigh compensation. They
have found that western theory development provides a useful theoretical framework to guide
research in nomvestern societies, but there were important features of stories that may not easily

be explained through wesh approaches. They believed thaestern models of career theory
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require critical adoption and modification to account for contextual and social factdise

other places of the world

They found that the study participaidsd a familiar open anitexible approach to career goals

and using strategies to achieve those gdq@lgl15). At the early stages of their career, all of
them had goals in a lose rather than operational manner in their mind, and they had a direction to
focus on them, such aslifmving and focusing on certain areas of IT work within their firk& 2
working years. Xian & Woodhams (2008. 41§ stated thatall seven interviewees had career
goals that may have been embryonic and unsure in the first few years but that shoseeviden

rationality and realism in the later years

The study participantsdicatedthat they were prepared to work in the IT field which requires
acceptance of masculinity norms and criteria. Also, in order to manage their IT career, they
accepted longvorking hours, work stressors and managed the combination of work and home.
Also, they indicated that they were facing cultural challenges related to the social expectations
and values related to women and their career activity, which affect the intaraal beliefs of

the women. For example, women are expedi®de humble, nurturing, submissive and
unassertive, and considering the family responsibilities as more impdin@mtheir career
prospects (Xian & Woodhams, 2008). In their cidtwystemwo mend6s wor k are per
value than menbds woarrke odweatudredto wogtheeanpath throughT
sociallybound value systems that serve to oppress the career activity of women at work, but they
also have to deal with potential canflwithin their own internal culturalfpound value systein

(Xian & Woodhams, 2008, pt20). The study participants had used training, learning and self
development strategies to overcome the discrimination resulted from these cultural values. The
study of Xian & Woodhams (2008) providemplications br career research and suggests
stronger emphasis on internal and social values. Also their research contains practical
implications, in which@he career experiences of these women could providemodelling to

other women who are also pursuing careers in the IT industry in &hidQ9).
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Demaiter& Adams (2009)

Demaiter & Adams (2009) believe that the masculine culture and image of the IT field may limit
and condition womenohst pianr ttihceiipratsitound.y Tthoe ye xspol uc
of IT work and the barriers and opportunities in the IT field hold for women. They had examined

the experiences of eleven successful women in IT in middle or upper pdditiegla within in

eight organiatons across Canada. Theyused semir uct ured i nterviews to
career history and their experiences in the IT sector. Demaiter & Adams (2009) found that
although women in their study had provided evidences on the masculine culturesurchTthe

old boysdéd network issue and the difficulties
that acts against women, they were overwhelmingly optimistidedhthey are equal to men in

the IT workplace. They acknowledged that the gendes Wias not evident in IT and denied any
awareness of gendeglated problems. Thus, they saw that women in the study were unable to
recognize the ways in which gendered organisational cultures limit their career development and
opportunities for advanceme For example, as Demaiter & Adams (2009) statedy tend to

blame the masculine image or stereotype of IT for turning young womerbawdyhen they

argued that this image was a false @iiEemaiter & Adams, 2009, »2). In addition, women in

the study were asked about whether having children had any impact on their career. Most of
them believe that having children negatively
the IT fieldneed continuous skills updating and learning, amked 6r long working hours, are

not combined with maternity leaves and childcare responsibilities. This finding dictgrhe
womends comments that gender wasp. Batguedthat el ev a
@his refusal to acknowledge the significe of gender, combined with the technical nature of

their field, may have facilitated their success, even as these factors serve as barriers for other
womerd They believed that such an attitude of denying the significance of gender in the
organisationatulture enable women to work like men in the IT field and their interaction with

the men in the work. Also, they argued that the study particigardy have downplayed the
significance of gender because the context in which they worked provided opjpestdioi

promotiora

75



Demaiter & Adams (20Q9pp. 4950) viewed that their research has provided insighthe

factors encouraging and discouraging the advancement of successful women in the IT field.
However, the small sample size and the uniquenesstudy sparticipants limited the
generalization of the findings to other women in the IT field. They suggested that future research
should explore more closely womends strategie
how these strategies may fostar hinder policies aimed at facilitating the employment and
advancement of women in the IT. In additigfuyture research needs to explore more closely

how the recent industry volatility and the greater reliance on formal education and credentials

shapew mends entrance and Gdvancement in the 1T

Wentling & Thomas (2009)

Wentling & Thomas (2009) have examined the impact of the workplace in the career
development of women in ITThe purpose of their study was to understand the characteristics of
the IT workplace culture, and in particular, the workplace environmental factors that hinder or
assist the career development of women in IT. They viewed the workplace culidhe ideep
structure of orgasations, which is rooted in the values, belied#titudes, practices, norms,
customs,and assumptions held by orgaatisnal members and that characterize a workplace
environment (Denison, 1996; McLean, 200@&s cited inWentling & Thomas, 2009, p.27). As
Wentling & Thomas (2009) stated that, thediltureis described in the literaturéas largely
White, maledominated, antisocial, individualistic, competitive, -eicompassing and non
physicab This culture has the potential to exclude women and minorities if they do not
conformd Thus, the IT culre is perceived by women as a not welcoming workplace
environment to women and they are nearly three times as likely as men to leave the IT workforce
(Wentling & Thomas, 2009).

The study of Wentling & Thomas (2009) was guided by the following four resegestions:
1. What is the current workplace culture for women in IT?
2. What workplace culture characteristics have hindered the career development of women
inIT?
3. What workplace culture characteristics have assisted the career development of women in
IT?

76



4. How satisfied are women in IT with their career development?

Wentling & Thomas (2009) used the social construction as conceptual framework fordihe stu
and for collecting and analygy the data. They have conducteddepth semstructured
interviews with25 women in IT from across the U.S. They found that the workplace culture has
played a negative role in the career development of the women in the study. Women in the study
felt that their workplace culture is male dominated, which is difficult for thefedbthat they

are accepted. Instead, they felt like outsiders and this feeling seffest selfconfidenceat

work. Also, they reported that they were excluded from the top level positions and not being
supported or encouraged for these positions,iargdifficult for them, especially those with
families, to get sympathy for their challenges. Conversely, Wentling & Thomas (2009) found
that the training and development prograes, resources, mentoring, and challenging work
opportunities provided by he organiation to the participants, have a positive impact on their
career development. Also, the employeented and the collaborative and teamworiented
aspects of the workplace environment had po:
Wentling & Thomas (2009p. 37 stated, thaéthe collaborative and teamwaedkiented aspect of

their workplace environment, working together on projects and building close relationships with

colleagues, benefited the study participants in their career devedpm

Wentling & Thomas 20092 p. 45 concluded that orgarations play a key role in the career
development of women in IT. Thus, they have provided some suggestions for the organisations

to attract and retain talented women in their IT workforce. Thedigwe that organisations must
haveanunder st anding of the personal and wor kpl a
career development in IT. Organisations need to work on creétiakplace environments

where women have the opportunity to advanos;eive equal treatment and access to
information and opportunities, remove barriers such as the glass ceiling that might hinder their
development, and provide support through role models and mentors in the work envidonment
Also, they need to take ingtiives to ease the wetite balance by providing programes such as

flexible work schedulegjay-carecentresand family leave.
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Appelbaum, Asham & Argheyd, (2011)
The purpose of AppelbaunAsham & Argheyd (2011) research was to study the effect of
bdancing work and family life on the presence of the glass ceiling and on career choices and
advancements for women working in the IT sector. They viewed thatdewemen who have the
knowledge required for Hech industries end up dropping out or changiageers in order to
advanceB(p.355). Thus, they conducted a case study to test three different hypotheses related to
work-family balance, promotion, and the glass ceiling in the IT field, these were:
1 Women working in the IT sector who are intrinsicaiptivated at maintaining a work
family balance experience higher stress than those who are not.
1 Women working in the IT sector for more than seven years without any promotion lose
any aspiration of getting promoted.
1 Women working in the IT sector do natel any presence of a glass ceiling hindering

them from getting promoted.

For testing these hypotheses, Appelbaum et(2011 pp. 452453 have designed an online

survey consisted of 11 questions to identify seven effddtsthe effect of participans 6 age on
the presence of the glass ceiling and preference of younger employees, (2) the effect of marriage
and family life on job related stress and reaching managerial positions, (3) the presence of
children and woriamily balance, (4) seniority andgmotion, (5) role of selimage and male

colleague perception on upward mobility, (5) timely evaluations and promotions, (6) effect of
female role models in higher positi@n$hey obtained responses on the survey from 41 female

employees wotikg in an ITdepartment of an international company headquartered in Montreal.

Appelbaum et al (2011) found that there is a glass ceiling hindering promefmmwomen in

the IT field, and thathe presence of the glass ceiling is thineunded. The participants abkess

than 40 years were very motivated and optimistic regarding their careers as contrasted to their
older counterparts. They statéthtthe collected data were not enough to approve or disapprove

if women working in the IT field haveot got any promatns for seven years, she lesny

hope of getting promoted. However, they were able to hint from the collected data that after ten

years of not being promoted, women lose the aspiration of getting promoted. Appelbaym et al
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(2011) also showed that thandings of the study indicateaharried professional women with

children experience higher stress than those unmarried or without children, which in turn
negatively impaahg on their performance and sgierceptions. They stated, that professional

women eperiencestresdue tothework i f e b al an c ecanhaved negative bffects t r e s
on professional w 0 me-iméags, anddhe pepceptioh of male colagyes i s e |
which in turn imposes a glass ceiling for an upward mobBi{#ypelbaumet al., 2011p. 456).

Hence, Appelbaum et.a2011) suggested that employers have to give female employees more
opportunities for more valued positions where they can utilize their talents and increase their
probability of career advancement. Also, tlseyggested that the employers can create strategies

that ease the balancing of wefdmily responsibilities, such as fléines and telecommuting.

The study of Appelbaum et.a(2011) approved the presence of the glass ceiling for women in

the IT field. However, it needs further qualitative studies to investigate the phenomenon of the
glass ceiling for women in the IT field, and how some women have already cracked this glass
ceiling. Thus, there is still a need for deep understanding of this phenomeénci,helps the

empl oyers in providing effective solutions th

2.4Summary and Conclusion

In summary, this chapter provided an overview of theoreticalliterature on gender and
technology, research onwomen wo r k i n I' T careers, and previ
advancement in the IT fieldased on the survey of the theoretical literatures, three theoretical
perspectives were used in the gender and IT research to understand womer's under
representation in thd Ifield, i.e. essentialism, social constructionism, and individual differences.

The Individual Differences Theory of Gender and IT (IDTOGIT) (Trauth, 2002; Trauth et al.,

2004; Quesenberry & Trauth, 2007) was selected as a concéptua@work to the reseeh
problemandaanal yti cal framework to understand wome
discussed in details in the chapteliain reason of choosing IDTOGIT was it views women and

men as individuals whbave distinct personalitieppssess difi@ntcharacteristics and technical

talents, and respond to the social shaping of gender and IT in unique and particular ways that

vary across culture®ased on thisthe IDTOGITwill be theused as an analyticeklhmeworkfor
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analysingthe dateof this research and understanding and interpreting the findings of the study

as will be seen in the chapters of methodology, data analysis, and findings and discussions.

The findings fromthe literature review reveal that there is a small but growing body of

it erature on womenod6s participation in comput
Focusing on the career advancementhie IT field, although there has been some improvement

i n womends repr es e ngasyeary womennremhi sigdifintty iumdgr t h e
represented at management | evel I n 1 T. The ma
IT field reflected in the literatureserethe male dominance of the IT culture (feminine work

styl es, Il i mi ted womends etwoke and mentbring, stelneetypicah f o r m
image of IT professionals and managers), and sitelconflict.

Literature review reveadlt hat pri or research on womends car ¢
to develop an wdepth understanding of career developtmef women in executive levels

positions in information technologyn most of the researcteviewed researchers attempt to
explore factors i mpacting wo methirocertain eontexterr adyv a
study the effect of predefined tacs using qualitativeesearch methods anddepth interviews

with a limited number of successful women in senior positions in the IT field, in order to

i nvestigate and get better understanding of
the uppe managerial positions in the IT fielBased on this finding of literature review, the
researcheselectedqualitative research approachesg@in better understanding of the factors

that hinder or facilitate Bahraini women in their career advancemermiper managerial levels

in the IT field, usinginterview methodology t@xplore and investigate work experiences of a

group of successful Bahraini women in senior or upper managerial level in the IT field, to build

an indepth understanding of their expm@ices from their own perspectives on the career
advancement in the IT field.

The priorresearchu ncover certain factors that can act
career advancement in the IT field, however the impact of each of these facurto rnee

examined, tested and measured in further research over a number of conditions like different
women in different career stages, workplaces and/or culturis. iterature review reveadl a

l ack of significant | it ertiathalT feld am espeziatiginthes c ar
Kingdom of Bahrain and the MENA regiof.o date, no significant work has considered

80



womends underrepresentation and <career advan
kingdom of BahrainThis PhD study is thérst of its kind in the Kingdom oBahrain thatims

to investigate and gain a better understanding of the factors that hinder or facilitate Bahraini
women in their career advancement to upper managerial levels in the ITABellis study is

based on Bhraini womenin IT careersthe next chapter will providan overview of the
economic, political, social and cultural aspects of the context of the Kingfi&ahrain, the IT

sector, and women in the education, employment in Bahrain.
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Chapter Three: Bahrain: a Muslim and Arabic Kingdom

3.1 Introduction

As this study is in an Arabic Islamic culture, it is necessary to provide an overview of the
economic, political, social and cultural aspects of the context. As this study is based on Bahraini
women n the IT in the Kingdom of Bahrain, this chapter will provide a brief background about
Bahrain. This chapter will begin with a description of the geography and people, religious and
culture, and economy. It will then provide an overview on the IT sectBahrain. Finally, it

will then examine the education, employment and laws in Bahrain, focusing in particular on the

position of women.
3.2 Context: Geographyand People Religion and Culture, and Economy

Geography and people

The kingdom of Bahrain (naenchanged from State of Bahrain, February 14, 2002) is an
archipelago made up of 33 islands located in the Arabian Gulf between the Kingdom of Saudi
Arabia and Qatar. Bahrain is part of the Gulf@meration Council (GCC), which comprises six
countries shiang similar cultures and language: the Kingdom of Saudi Arabia, the United Arab
Emirates, the Kingdom of Bahrain, the State of Kuwait, the Sultanate of Oman and the State of
Qat ar . Bahrainds total area size | sattd60 Sq.
population of nearlyl,332,000 (The World Bank, 2013), of which 614, 830 are Bahraini
(312945 males, 301885 females), and 638,361 are-Bébinaini (475,436 males, 162,925
females) (CIO, 2013).

At presentdhe indigenous peopl&6% of the poputiont are from the Arabian Peninsula and
Iran. The most numerous minorities are Europeans and South and East Asiansational
Business Publicatian 2013, p.20). Bahrain includes residents from Iran, India, Pakistan, the
Philippines, Britain, and thUnited States, as well as citizens from a number of nations (MOFA,
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2014).Bahrain is a dry hot desert land with a small scale of agriculture lands developed with the
groundwater wells over the country. Summer in Bahrain is hot, and the winter is helatiok
The temperatures in August range from minimum 37c to a maximum 44c; the January minimum

is 14 c, the maximum 20c.

Religion and culture

Bahrain has aich historyof thousands ofears of civilization. The earliest human settlement in

B a h r a land®datesiback almost 4,000 years. Over that time, it was inhabited by a series of
different civilizations, starting with Dilmun, then Tylos, and finally the Islamic period (Bahrain
Authority for culture & antiquities, 2014). Since the laté" t&ntury(1783), Bahrain has been
governed bythe Al Khalifa family, which is Arabic and Muslim, after nearly two centuries of
Persian ruleluman Rights Watchl997). Islam is the official religion andds the prevailing

belief held by those in the governmentilitary, and corporate sectors. Roman Catholic and
Protestant churches as well as a tiny indigenous Jewish community, also exist in @ahrain

(International Business Publications., 20132@).

Bahrain isan Arabic country and one of the GCC countribattshare the same cultural and

social norms, values and core beliéffee nationalculture and socialnormsare predominantly

based on IslanBahrain is a relatively liberal and modern country, but the society is conservative

and sex segregated, aoertan socialcultural normsarestill expectedo be observedoy locals
andforeignerg(Oxford BusinessGroup,2011).The ef fects of cul ture wei
role, and theylacehigherpremiumson the rights and preference®f men,thuswomentendto
betreatedunequallyandtheir powerremaingdimited in societyandlife (Ahmed, 2010)Men are

expected to work, earn money, taking decision and heading the family, whichbizsikef the

society, whereaswomen are expectedto be caregiversfor infants and small children and in

chargeof the householdand family matters A woman must secure her hu
before she goes outside, decides to study, travels, or takes major decisions iniemi#eied

women typically live with their pares or with a male relative if the parents are no longer living
(Ahmed, 2010 Womenin Bahrainare educatedcanspeakEnglishandthey have the freedom

to have a job or stay at home. Mothers, who work, depend on the family in taking care of their

childrenuntil theyreached the age otlsool. Also, they depend on house maids in cleaning and
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cooking and other work at hom&hese maids are tteheaper wayor womento be able togo

out of home andhavea job (McCarthy 2004). Outside the home, women are expe to dress
according to religious custom, which means that they should wear loose clothes and cover their
hair. However, not all Bahraini women are covering their bairthey dress conservativelyhe

local culture also controls the relationship bedwenen and women. It is expected that a woman
must not havédriendshipor socialrelationshipsor unnecessary chattimgth men not from close
relatives.In the workplace, also women must not have unnecessary meetings with men, talking

relationships, andeeded to behave conservatively.

Economy

Although Bahrain isarelatively small area and has a small population size, it has achieved high
levels of economic and social development since the 1980s (Quaddus & Siddique, 2011).

Hi storicall y, dBpardedan tradespeal divny andyagriculture. However, the
discovery of oil on 1932 changed that. Bahrain was the first country in the Middle East to
discover oil. The economy of Bahrain is mainly based on oil and gas, which provides about 60%

of govenment revenue (International Business Publicati@d13).Bahrain currently produces

more than 190,000 b/d of crude oil from two fields: Bahrain Field (situated in the southern part

of the 1island) and the offshor &€DBA201B). Bheb6 af a |
gover nment has wused the oil and gas revenues
during the 1970s and 1980s in building an advance infrastructure in transportation and
telecommunications, and developing projects to improve the a@@ndf living; health,
education, housing, electricity, water, and roads all received attention (International Business
Publicatiors, 2013).

Since the 1970s, Bahrain has planned to diversify its economic base and has extended it to other
non-oil economy sctors. Thegross domestic producGDP) in Bahrain was $32.89 billion in

2013 ([The World Bank, 2013).I n 2012, B-ailh goads rexpertstotaltedh $
6,734,236,042non-0il goods importdotalled$10,891,368673 (CIO, 2012). Therefore, in 2012,

the ol and gas sector contributed 19% to real gross domestic product (GDP) compared to 44% in
2000 (EDB, 2013), see figuBe
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Figure 9: Comparison of Sectorial Contributions to Real GDP (2000 and 2018
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Source: Central Informatics i@anisation(as cited inEDB, 2013)

Bahrai nds economy -oili sectors uoptpbatg to ehd GDPy liken flmancial

services, manufacturing, governmerielecommunications and transponteal estate and

constructions, trade, insurangovernmat services, social and personal services, tourism and

other. Bahrain is growing economically and transforming itself into a modern industrial,

business, and servicentre( Quaddu s

& Siddi que, cegt@ibsdbeenth® ahr ai

most widely healded aspect of its diversification effort (International Business Publisation
2013). It contributes significantly to the GDP (17 per cent at 2(EBB, 2013), see figur8.
Bahrain became a regional financial and business centehafdi?24 institugns in the banking

sector, 167 firms in the insurance sector, and 48 investment business firms (GlobalEDGE, 2008)

(as cited iMQuaddus & Siddique, 2011).
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3.3ICT Sectorin Bahrain

In terms of ICT Babhrain is rightly considered to be a pioneer in thediéidEast. From 1978
through mid1990s it was considered the centre of IT in the region (Oxford Business Group,
2008) . Bahrainds government has installed i
in the region to do so (Oxford Business Gro@pp8). At the beginning of the 2000s, the
government of Bahrain has sought to provide the infrastructure necessary for reinforcing the ICT
sector and liberating the telecoms market. Accordingly, the Telecommunication Regulatory
Authority (TRA), which was stablished in 2002, has taken rapid steps to end the monopoly in

the telecommunication sector in order to attract domestic and foreign capital and investments.

Since market liberalization in 2003, the information technology and communication sector in
Bahmin has become significant and represented about 4% of GRWR, 014).By the end of

2010, there are 567 active business entities currently operating ICT related activities (the
Ministry of Industry and Commerdgs cited iInESCWA, 2011, p. 28)The teleom market has
become very competitive over the past few yeds.present, it has nineteen competitive
telecommunication companies that provide telephone, mobile, internet, broadband, and digital

TV services see tables.
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Table 8: ServicesOffered by Active Operators

Operator Name National | International | Mobile | Internet Lease | Other
Fixed calls line services

2Connect a a a a a

Ascentech Telecom a

Batelco a E a a a a

BT Solution LTD a a

Business Communicatio a

Networks

Elephant Talk a

EQUANT EGN BV a a

Etisalcom a a a a a

Kalaam Telecom a a a a

Kulacom Communicatior| a a

S.P.C

Light Speed a a a a

Mena Telecom a a a a a

Northstar a a a

Nuetel Communications a a a

Orbit a

Rawabl Telecomunication a

& Software

Vlacloud a a

VIVA a a a

Zain (Bahrain) a a a a

Source: (TRA, 2012).

Such improvement in the ICT sector lead to growth in the revenues, irtmeasdes of

employees working in the sector, and higlites of telecoms and internet service penetration.
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Revenues of the telecom sector reached BD 423 million in 2013 compared to BD 409 million in

2012 (3.4% growth between 2012 and 2013) (TRA, 2014). By the end of 28dii, 33000

employees we working in he telecommunications sector, of which 27% of employees are
female (TRA, 2014)In most of the MENA countries at the end of 2012, penetration of mobile

broadband exceeded 25 percent of the population, but only in Bahrain did the penetration rate

exceeed 0% of the poplation (The World Bank, 2013). By thend 2013, 82% of households
in Bahrain had Internet access while more than 90% had computeaking the country one of
the worl ddéds most ¢ on nhereweeedpprodmateBbh GO0 ed [hés,
2,210,190mobile telephonand 1,464,929 mobile broadband subscrilzérhe end of 2018
see tabl®.

Table 9: Communication Service Statistics

Total number of customel

Fixed telephone linej 251,000

Mobile Telephoe 2,210,190

Fixed Broadband 175,796

Mobile Broadband | 1,464,929

SourceAut hor 6s col ([Cl©®Oc20limpn based on

The most noteworthgboutBa hr ai nds achi evements in the
e-government progmme. In 2005, the gomement- CIO and later the E5overnment Agency

(EGA) - have started to develop the infrastructure for a natiorgbvernment portal that

incorporates all the ministries. In 2007, thgavernment portal has been launched with 24

services available througtihe system(Oxford Business Group, 2008By 2010, the portal

2014

offered 167 services includingéirth and death certificate issuance, school and university

T

registration, work permits, pension payments, access to health records, housing permits, real

estatelistings, debt collection, contravention, legal services, social assistance, driving license

issuance, vehicle registration, business registration, banking services, tax payments public grant

applications and environmental compliance records, among otf@xéord Business Group,

2008, p.161). Forthiseg ov er n me nt 6 sBahaam lisiragked ameng the top 20 in the
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UN e-Governmen®014 and iis the only statevithin the Middle East that isecognisedy the
United Nations among 13 states in thekiag categories (UN, 2014; EGA, 2014). Within the
GCC countries, Bahrain ranks 18th globally, followed by the United Arab Emirates, Saudi
Arabia, Qatar and Oman (UN, 2014) see tdlfle

Table 10: e-Government Developmenbf Gulf Cooperation Council (GCC)

Country name EGDI 2014| 2014 Rank] 2012 Rank| Change in Ran}
Bahrain 0.8089 18 36 y18

United Arab Emirateg 0.7136 32 28 Z4

Saudi Arabia 0.6900 36 41 y 5

Qatar 0.6362 44 48 y 4

Oman 0.6273 48 64 y16

Kuwait 0.6268 49 63 y14

Regioral average 0.6838

World Average 0.4712

Sourcee Aut hor 6s col (UM,2G14. on based on

The government pays great attention to the ICT sector as it is significant for providing the
necessary environment for econondevelopment and attracting businessl anvestments.
Bahrainbés consideration to the sector and its
the top 30 countries worldwide for the fifth consecutive year in the global information
technology report, and first in the region for netikeal readiness (EDB, 2014). The report also

ranks Bahrain fourteenth in the world for the use and development of ICT and tenth for the
number of Internet users (World Economic Forum, 3@a4 cited in EDB, 2014).
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3.4Women in Bahrain: Education, Employment and Culture

Bahrain has significant achievements that have been made in empowering women and
developing their participation in the society. Today, women are major contributors to the
development in Bahrain. They have participated and achieved sagmifian many fields of

education, and many fields of specializations. They are competing equally with men in the
workplaces and they are represented in positions of leadership and decision making in the
political arena. Al s oislatieherhphasimgitiie conaem of dquality u t i o n
between male and female, and they seek to support the economic and social empowerment of
women. Despite the progress and improvements made in the role and status of women in
Bahrain, there are still some soowdistacles and challenges encountered by wdhedprevent

their representation irsome fields. Next, an overview of Bahraini women in education,

employment, political arena, and culture will be provided.

3.4.1Education

Bahrain was the first countrip the GCC toopen a public education system (1919) sttt
education for females. The first official school, for girls, named Al Hedaya Al Khabifianed

in 1928 (EDB, 2018), and the first secondary girls school was in 1950 (SCW, 2013). By 2008,
Bahrin ranked 5% in the world in the Education for Abevelopmenindex (EDI), and second

in the region after 46ranked UAE (UNESCO, 2011Basic education is provided free for
Bahraini and noiBahraini, and it extends for nine years followed by threarsyaliversified
tracks in secondary education (IL@,d). The majority of boys and girls atersegregated
government school$iowever therareprivate mixed schools as welh 2013, the total number

of girls government schoaelas 102, and boys schoolss 104 (Ministry of Education (MOE),
2013), which indicates that girls and boys in Bahrain have equal opportunities in education. For
the year 20132014 the total number of girls studying in government educattas64,979 and

the boys is 6362 (MOE, 2@3a). While the total number of girls studying in rgwvernment
education is 2273 and the boys isB/5 (MOE, 2013b)érhe percentage of girls in primary and
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secondary schools reached 50% during the academic year 20MB3JSCW, 2013, p.1b- see
Figure 10.

Figure 10: Numeric & Percentile Distribution of Studentsat the Compulsory School Agen
the Kingdom of Bahrain (20121 2013

50% 0
50% 50%
50%} 50%’
Primary Intermediate Secondary
Male students 32072 16355 63762
= Female students 32185 16205 64797
Male students = Female students

Source: (SCW, 2013, p16)

The Higher Educatiorin Bahrain includes universities, collegesiasther institutions. There is

one national university (The University of Bahrain); one regional university, which is the
Arabian Gulf University (sponsored by the GCC); and two public higher education associations:
the College of Health Sciences (affigdtto the Ministry of Health) and the Bahrain Training
Institute (affiliated to the Ministry of Labour) (Khalili, B8). In addition, thereare eleven
private universitiesvhich have been licensed and credited by the Secret@eatral of the
Higher Eduction Council in Bahrain. For the academic year 2012012, the total number of
females in higkr education levels is 19,564, and males is7&3, according to the statistics of

the SecretariagBeneral of the HigherducationCouncil (2012). Thus, as theC8V (2013 p. 19
reported thatéthe percentage of female students in higher education institutions in the Bahrain
amounted to 61%, outperforming the number of male students which in number which was 39%
- a gap of 21% between the gendethe lower percatage of males in the universities might be

justified by that the labour market in Bahrain offers to males a wide variety of possibilities for
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working after graduatiofirom school in the field of craftsman, manufacturing, transportation,
agriculture and dter. Mostly, the offered work opportunities requaeertain level of local
practical training in a short time. For example, carpenters, electric technician, machines
operators, ghicles drivers and workersti@r types of jobs are also offered like cleal, selling,

and agriculture work. Moreover, males can voluntarily enter the military service in Bahrain at

age 15.

Mor eover, as early as the 1950s, Bahrainos
women in the country to study abroad in Leba (Al Gharaibeh, 2011fas cited in Ridge,

2014) . Since then, femal eds participation i
outnumbered males in the undergraduate programs. According to SCW ( 2013) the female

students significantly outpenfimed the male students academically and were able to attain a

higher percentage of educational scholarships and grants. The percentage of female students

receiving scholarships and grants reached 68.11% for the academic ye&02@1dompared to
31.89% oty for male students (SCW, 201B%ee Figurd 1l

Figure 11: Numeric & Percentile Distribution of Scholarships Obtainedfrom the Ministry
of Education According to Gender (2007-2012).

68.99 % 68.23 % 69.05 %

69.39 %
68.11 %
30.61 % 31.01% 31.77 % 3095 3189|

2007-2008 2008-2009 2009-2010 2010-2011 2011-2012
Male students 488 521 520 520 471
= Female students 1106 1159 1117 1160 1006

Male students ™ Female students

Source: (SCW, 2013, p18)
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Figure 11 shows tlat female students remain the higher receivers of grants and scholarships, in
which the average gap between the genders was 37.51% throughout the academic years 2007
2012 (SCW, 2013). However, despite this progress and achievements of women in education,
they do not have an equal access to all fields of study in secondary schools, and there are some
fields in the higler educationthat aresegregated by gender. Bahrain removes the options for
girls to major in technical and religiossudiesin the secondargchools, andextile classes are

limited only to girls Ahmed, 2010). This segregation reflects social biases and affects the future
career choices and job opportunities. For example, women remain underrepresented in areas such

as engineering and overregented in education and health care (Ahmed, 2010).

3.4.2 Employment

The high | evels of female education and Bahr a
after the oil boom is transl ated intotonncreas
in economic activity. In the 1950s, women in Bahrain entered the field of banking, and in 1960s

they started to own commercial registrations and opened private businesses (SCW, 2013). The
percentage of female workers in the public seotdrof the téal number of Bahraini workers

increased from 4.9% to 33.5% during the period 12010 (SCW,2013)1 see figure 12

Howe v er , gainoimteeredusation in Bahrain m®t matched by gains in the workforce
participation. By 2014, the total number of @oyed Bahrainis is 54,429 (LMRA, 2014) and

women represent only 35% of the labour force of Bahrain (EDB,&80K&efigure 12
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Figure 12 Ratio of Bahraini Workforce (above the age 15\ccording to Gender (1971

2010)
|- |l || II II
1971 1981 1991 2001 2010
u % Men 95.1 84.9 80.6 74.2 66.5
=% Women 4.9 15.1 19.4 25.8 33.5
% Men = % Women

Source (SCW, 2013, 25

Since the 1970s, Bahrainés | abour market i

Bahraini workers accounted for 89 % of the public sector workforce in 2014, while 52 % of
workers in the private sector are NBahrainii seetable11. Most of the NorBahraini workers

work in the sector of construction, manufacturing wholesale and retail trade, manufacturing,

hotels and restaurants and others.

Table 11; Numeric and PercentileDistribution of Bahraini and Non-Bahraini in the
Workforce

Bahraini

26,778

c o | (LMRA}2D1d)n

27,651

Percentagg 35.5%

Sourcee Aut hor 6 s based on
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While Bahrain is providing equal opportunity to education for males and female at all levels, the
S0 segaewdmmed al

count

ryés | abour mar ket [

s al

narrow range of occupations (IL.@.d). The LabourAct (DecreeNo. 23 of 1976 changedoy

LabourLaw 63 of 2012) providesequalrights and opportunitiesto all employeesghoweverin

the contextof patriarchywomentendto be discriminatedin the labormarketwith regardsto

remunerationas well as promotion opportunities. The genderpay gap is a sanctionedby

gencerednormswhich assumehatmenoughtto earnmoresincetheyareprimary breadwinners

for the family andwomen'sjob is a secondey sourceof incomed (Karolak 2011, p. 11). In the

early 200G, more than half of the Bahraini female labour foseesin the public sector, mainly

in health and education (ILOn.d). By 2010,

womenos

represeimthat i on

educational ash specialied jobs in the public sector; and in the private sector increased in the

field of office work, business, sales and trade, the field of professional technical and scientific

operations, and administrative and supervideels i see tablel2. In contrast, during 2011

menos

figure 13

representation increased 1in

2018Bp seex ec ut |

Table 12 Percentile Distribution of Women & Men in the Private Sector(2010)

2010

Occupation Female% | Male %
Trainee 21.90% 78.10%
Clerical Occupations 46.03% 53.97%
Sales & Business 39.58% 60.42%
Services, Sports and Leisure Sector Occupations 27.52% 72.48%
Agricultural and Fishery Occupations 6.99% 93.01%
Technical & Scientific Field 37.25% 62.755%
Administrative and Supervisory Occupations 33.67% 66.33%
Productivity, Craft, Transport & Communicatior

Occupations 12.57% 87.43%
Other 25.93% 74.07%
Total 30.09% 69.91%

Source: (SCW, 2013, p27)
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Figure 13: Numeric and Pecentile Distribution of Womenand Men in the Public and
Private Sector

74%
54%

349
¢ 30%

25%
I 1 I

General Professional Diplomatic  Judges Academic  Excutive
Men 66% 46% 75% 88% 26% 70%
BWomen 34% 54% 25% 12% T74% 30%

Men NWomen

Source: (SCW, 201326)

Men, as a group, earn more than women in the workforce of the public and private sector in
Bahrain. In 2012, the average monthly salary for women is BDi@Shea public sector and
BD477 in the private sector. In contraite average monthly salary ahales is BD769 in the
public sector and BD716 in the private sector during the same year (SCW, 2013). The gender

gap in the private sector wage is more evideimen earn 38% less than men.

The labour law of Bahrain, whidmasbeen enacted in 1976, and then modified in 2012 to meet
the new political reforms and the international standard, have protected the rights of women in
the public or private sector, irgonciling family duties with professional responsibilities, such

as those related to maternity leave, childcare (bffeasling), and bereavement right, and it have
called for elimination of all form of discrimination. At present, tiadourLaw providesfemale
worker, in the both sectors, a maternity leave on full pay for sixty 60 (tlaysur Law, No. 63

of 2012, article 32 Female workexin the public sector shall be entitled to two childcare hours
each day until the child reaches two years. Whiladle worker in the private sector shall be
entitled to the same two hours for only the
to one hour for the next six months (Private Labbaw No.63 of 2012, articl&85). Also, the

Labour Law provide bereavement leave for Muslim female worker in the event of the death of
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her husband. Musl im woman has to stay at home
ten days (it i's called o6Uddahdé i. e. thhe wait
According to thd_abour Lawof public sector, she is entitled to this period of time with full pay.

But in the private sector she has the right to take one month leave with full pay, and for the
remaining three months and ten she shall have thetaghke them from her annual leave, and

if she has no balance, to take leave without pay (wabawv No. 63 of 2012, article 63)

Moreover, the Labour Law prohibits gender discrimination in pay and employment contracts
termination. It calls for equal pagnd opportunities for all employees, and considers an
empl oy er 6 softheecontractrofaemplognment as illegal act for any of these reasons; sex,
col our, religion, bel i ef, soci al status, f ami
birth or suckling her infant (Laho Law No. 63 of 2012, article 1D4

3.4.3 Political Empowerment

The political and soci al reforms initiated by
created new prospects for women empowerment and positiiidgteel in representation of
women in the political arena. For example, the Constitution, National Action Charter in 2001,
acceding the Convention on the Elimination of Discrimination Against Women (CEDAW) in
2002, and initiating the Supreme Council for M&n (SCW). These initiatives have emphasils

the principle of equality between men and women in rights and duties. Under the National
Action Charter, all citizens are equal before the law in terms of rights and duties, without
discrimination. Also the Cacil for Women (SCW) has played a significant role in empowering
women in a variety of fields such as political, economy, work and society in Bahrain. The SCW
was established in 200tinder the authority of His Majesty the King, upon Amiri order no. 44.

Her Royal Highness Princess Sabeeka Bint Ibrahim Al Khalifa chairs the council, which aims to
promote the status of women in Bahrain and their participation in the process of development by
promoting their inclusion in decision making positions, improvirgrtkkills and capabilities,

raise their awareness, creating job opportunities, and ensure their fair rights are protected and

safeguarded in all spheres.
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SCW has played a significant role in empowering Bahrain women in the political Bedmaini

women are granted political rights, including the right to participate and voted in parliamentary

and municipal elections. Sudn initiative has enabled Bahraini women to participate in the

political life in Bahrain, an@llowedthem toberepresentative andnunicipal ®uncillorsand the

parliament. Moreover it change the common social attitudes and stereotypes of women in
Bahrain. According to EDB2013){Bahraini women were the first in the GCC to participate in
the national elections, both in the voting tioand as candidates, and the country was the first to
elect a female M@(p.2). In 2006, Ms. Latifa Al Gaoud was the first female parliamentarian

el ected i n

Bahr ai

n (SCW,

members of the Couilf Representatives see tablel3. Also, in 2010, Mrs. Fatima Salman

2013) .

By

was the first elected female amember of the Municipal Council (SCW, 2013).

Table 13: Women in Leadership Positions(20052013)

2013,

Position 2005 | 2006 | 2007 | 2008 | 2009 | 2010 | 2011 | 2012 | 2013
Minister or Equivalent 3 3 3 3 3 3 4 4 4
Undersecretary or Equivalent 1 2 2 2 3 3 4 4 5
Assistant Undersecretary or Equivalg 6 10 12 14 11 11 13 11 12
Council of Representatives Member 1 1 1 1 1 4 4 4
Shura Council Member 6 10 11 10 10 11 11 11 11
Ambassador 1 1 2 2 2 3 3 3

University President

Chief Executive Officer (CEO)

Municipal Council Member

Further mor e,

first female Shaikha Haya bint Rashid-Khalifa became a Bahraini ambassador and first
Muslim female to head the General Assembly of the united Nation (SCW, 2013). During 2005 to

Source: (SCW, 2013, p.35)

Bahr ai

nos

t

h e

g dnvpeominent @ublic officasvie@19%0p poi n

2013 the female ambassadors represgntinB a h r a i nedtsecgme thecke seenable 3.

Also during the same time period, the cabinets included three to four women as minister of

health, minister of social affairs, and minister of culture and information, and minister of state for
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information affairs. Women were also appointed in the Shura Council and judiciary branch.
Also, six to eleven women werappointed as member of Shura Council, the upper chamber of

the Parliament see tablel3. In 2006, the government also have started to appoimenan the

judiciary branch. Mona aKawari was the first Bahraini female judge in the high Civil Court

(SCW, 2013). A second, Dhouhazdyani, was appointed to the Constitutional Court in 2007,

and Fatima Hubail was appointed in 2008 as a lower Crin@mlrt judge. According to

(Ahmed, 2010), all womemwho have been appointed in the Judiciary are indhén e Shar i abd
courts, which hear the cases that most often and most directly affect women. Although a variety

of views exist on the matter, most Islamsholars in Bahrain believe that women may not act as
judges in Shariéa courts. Some, however, sugg
t o wo me no@ps/8).iBy 803 the total number of women has reached up to 13 female
judges (SCW, 2(). Overall, Bahraini women have achieved leadership positions as ministers

and members in the Representative and Municipal Council and the parliament, however, the gap

between women and men in this aspect is still quite large.

3.5Summary and Conclusion

The aim of this chapter was to provitlee background information of the context where the
study is conductedAs this study is based on Bahraini women in the IT in the Kingdom of
Bahrain the chapter provided an overview of the geography and peoptgomehnd culture,
economy, ICT sector of Bahrain. Then it also provided an overview about Bahraini women in the
education, employment and political field. summarythe kingdom of Bahrain is located in the
Arabian Gulf between the Kingdom of Saudi Amaleind Qatar. Bahrain is part of the GCC,
which comprises six countries sharing similar cultures and language. AlthBaghain is a
relatively small area and has a small population size, it has achieved high levels of economic and
social development sindbe 1980sBahrain, one of the leading countries in ICT development,
and had the most successful ICT implementations and digital access in the MENA hegion.
2002, the government has begun to pay attertboprovide the infrastructure necessary for
reinforcing and improvingthe ICT sectarimprovements in the ICT sector lead to growth in the
foreign and local ICT investment amelvenues, increased numbers of employees working in the

sector, and high rates of telecoms and internet service penetration.
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Most of Bahraini women are educated drale reached higher level of educatiddahrain was

the first country in the GCC to start education for fem&l€4.9) Now, government 6s s
showthat the total number of girls scho@gquals the number dfoys schools, which indicates

that girls and boys have equal opportunities in educati@ahrain Also, Bahrain has sought to

provide equal opportunities taugher levels ofeducation As seen in this chapter,omen have
madesignificant achievemenia varnous academic fieldand theipercentage amounted to 61%,

outperforming the number of male studemighe high edcation institutions in Bahrain

Wo menads gain i n t he education I n Bahrain IS
participation.Although women in Bahrain are educated and able to work, tmdy represent

35% of the Bahraini labour forcand theyare concentrated in a narrow range of occupations.
Womends representation ratio increased in th
sector; and in the private sector increased in the field of office work, business, sales and trade,

the field of professional technical and scientific operations, and administrative and supervisory
fields. Althoughthe labour law of Bahrain, proteahe rights of women in the public or private

sector, andprovides equal rights and opportunitiesto all employees,however women tend to be
discriminatedagainstin thelabormarketwith regardgo remuneratioraswell aspromotionopportunities.

Men, as a groupearn more than women in the workforce of public and private seictor

Bahrain, andilso hey compris&0 % of the executive workforce in Bahrain.

In Bahrain, bhe effects of culture weigtheavi | y on ¢ @lace bighé gremiumd e , an
on the rights of men, thus w o me mpadwer remairs limited in society and life. Women in
Bahrain,asin other GCC countries allotted cultural expectationdbasedon the socialtraditions,

norms, and religious beliefs. Bahraini society is Arabic, Muslim and conservatiaad the

culture, whichpredominantly based on Islap,| ays an i mportant rol e i
rights, beliefs, behaviours and relatiomg$ inside the work and in societys shown in chapter

two, womenin the IT field face cultural challenges andrmns resulted bythe masculine culture

of the I'T field and the nature of the | T work
social expectations. Thushis studywill look athow the context of Bahraican affect women in

IT workforce. It will investigatehow the culture manifests itself in the IT field and how it can

af f ect behavioargatiitades and development in the IT career. The resealidielp in

understanding how the culture impacts women in the IT workforce, and helps iy rtisi
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awareness about the cultural impact in the career development and advancement of women in the
IT field in Bahrain.The rext chapter willpresenthe methodologcal assumptiosithat underpin

this study research approach and method, and tieveseach datawere constructednalysed

and validated
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Chapter Four: Research Methodology

4.1 Introduction

This purpose of this chapter is to present the research philosophy underpinning this research, as
well as the research strategy and techniqupBeap It outlines the methodology used to achieve

the purpose of the research, which is definedaatheory and analysis of how research should
proceed (Harding, 1987, p. 2)According toStrauss & Corbin (199%. 3 methodology isa

way of thinking about and studying@al realityd The key components of this chapter are: (a)

the research purpose and questions, (b) research epistemology, (c) research approach, (d)
research strategy, (e) research method, (f) data analysis, (g) research validity, and (h) code of
ethics. he epistemology part describes the application of both interpretngk critical
epistemology as a research philosophy in this research. The research approach part describes the
application of thenductive approach in this research. The research strgtagydescribes the
rational of application case study methodology in this research. The research method part
describes the details of cases selection, data collection and management in this study. The data
analysis part describes the application of ¢bestructive grounded theory analysis approach

this study. The research validity part describes the construct and external validity, as well as the
reliability of this research. Finally, the last part of this chapter describes the code of ethics in this

research.

4.2 Research Purpose and Questions

The primary purpose of this research is to gain better understanding of the factors that
hinder or facilitate Bahraini women in their career advancement to upper managerial levels in the

IT field. More specificly, the following research questions are addressed:

1. What are the factors thatt as barriers or facilitators for the career advancement to upper

managerial levels of women in the IT field in Bahrain?
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2. How do those factors influence the career adearent to upper managerial levels of
senior IT women mangers in Bahrain?
3. How have senior IT women managers in Bahrain overcome the barriers that hinder their

career advancement?

4.3 Research Epistemology

Epistemology isihe study of the nature of kmtedge and justificatiob(Schwandt, 2001, p.

71), and epistemological issues a@ssues about an adequate theory of knowledge or
justificatory strategy (Harding, 1987, p. 2T hr ee epi st emol ogy approact
typically utilised in IS research, namely, predication (positivism), understanding (interpretive),

and changécritical) (Orlikowski & Baroudi, 1991Braa & Vidgen , B01) Trauth & Howcroft
(2006)addresghe motivation of using each of the three epistemology approaches in the topic of
gender and IT:

1. When gender and ITopic is viewed by the positive epistemology, the research objective
is typically to discoverwhether and where there are gender differencé$rauth &
Howcroft, 2006) This research which invokes essentialist theofyaims to&uncover
gender distinctionsnot to explain or theorize why these distinctions have arisen and
continue to exigi(Trauth & Howcroft, 2006, p. 273)

2. Interpretive stuiks of gender and ITdocus on understandingpow these gender
differences have come abéyfrauth & Howcroft, 2006, p. 273)in order to better
understand the social influences underlying inequality between genders in relation to the
IT workforce (Howcroft & Trauth, 2004) This research adds context to the relationship
between gender and IT, and more likely to invoke theories of social construction or
individual differencegHowcroft & Trauth, 2004)

3. Critical studies of gender and IT are to investigate why gender inequality exists using for
example, the critical social theory, postmodernism, and feminist theory. The motivation
is to understand and challengewer relations that reproduce inequal{tgvasny &
Trauth, 2002)
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The epistemological stance underpinning this study is both of the interpretive and critical
epistemologies. The choice of epistemology should be selected according to its appropriateness
to the research question and nature of the phenomenon of in(&fest & Myers, 1999;
Orlikowski & Baroudi, 1991) First, the interpretive epistemology is selected as the research
guestions are directed aderstanding he i nf | uent i alaredradgancemestini n wo
the IT workforce. Interpretive epistemology i&oncerned with the approaches to the
understanding of reality and asserting that all such knowledge is necessarily a social construction
and thus subjectivigWalsham, 1993, p. 5)t assumes that reality is socially and specifically
constructed (Guba & Lincoln, 1994) &y humans through their action and interadiion
(Orlikowski & Baroudi, 1991, p. 14)and &understandingsocial reality requires understanding

how practices and meanings are formed and méar by the language and tacit norms shared by
humans working towards some shared g¢@llikowski & Baroudi, 1991, p. 14)Thus, the
interpretive methods allown in-depth examination and building an understanding of the study
participants' experience. As Orlikowski & Baroudi (1991 5 explained interpretive research
aredlirected at understanding the deeper structure of a phenoméhonits cultural context by
exploring the subjective and intsubjective meanings that people create as they interact with the
world around ther@ It assumes thdnowledge can only be created and understood from the
point of view of the individuals two are directly involved in this world’hus, an interpretive
examination might help in understanding the i
in the IT field by understanding the powitview of senioffemalelT managers in this study, and
explore what practices and meanings are formed by them. The interpretive epistemology
provides a deep insight intthe complex world of lived experience from the point of view of
those who live h(Schwandt, 1994, p. 118\ccordingly,this study examines the world of lived
experience from the point of view of female senior IT managers and exptsethey adjust to
advancement, thgrocesssthey engaged to when advancingo higherlevels the context they

live and workin, what factors hinder or facilitate their career advancement, and how they think
about their workin the field of IT. According to Trauh & Howcroft (2006 p. 14), the
dimitation of the interpretive approach is that the focus ismaterstandinghe social influences,

not questioninghen® Thus, he critical epistemology is adopted in this study, by going one step

further to enrich the understanding by askivity.
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Second, the critical epistemologinderpinsthis study as complementary to the interpretive
epistemology The critical epistemology assugtbatsocial reality is historically constituted and

that it is produced and reproduced by people (Myers, 20tL8)so assumes that the human
ability to change the existing conditions and imprarethem is constrained by contextual
factors (Myers, 2003Trauth, Kvasny & Greenhill2005) Myers (2013 p. 43 stated, that
Glthough people can consciously act tongeatheir social and economic circumstances, critical
researchers recognize that their ability to do so is constrained by various forms of social, cultural
and political dominatiod Thus, the critical epistemology considers the wider systems of
repressiomat work, and the structural and cultural nature that may frame the experiences that
hold women back and serve to reproduce the inequality (Trauth, 2011). The critical research in
IT sees how the social constructing of women identity is seen as beingpatble with IT,
focusing on the structures of oppression that prevent women from equal participation and what
maintains the existing power structutdo(vcroft & Trauth, 2008 .) Adopting both interpretive

and critical stances allows investigating theividlal experiences of women in the studith
consideratiorto the structures that exist in the broader cultural and organisational systems. Also,
the critical research results help in identifying and evaluating interventions directed at both

women and saal, cultural, economic and political contektawcroft & Trauth, 2008)

4.4 Research Approach

The choice of the research approach relies on the research pliwoderoad types of research
approaches can be used and they are the inductive and deduibg inductive reasoning
defined as fna type of thinking that involves
and bui | dHaitJhet al.r201% p.2r6).\Wheninductive approach is used, a theory or
conceptual frameworls develgpedfrom the collected data. In contrast, the deductive approach,
researchers start witl theory before data collection and analysesxd focus on testing
hypotheseg¢Hair Jr,et al.,2015)

The inductive approach provides opportunities to make dis@sydrivestigate issues without
structuring them within the framework of prior definitions, and help to generate new theoretical

insights into the research topic (Altinay & Paraskevas, 2009). Hesitlee purpose of thstudy
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is to gain better understamdy of t he factors that iinfluence \
IT field in Bahrain, aninductive research approach a&loptedas a reasoning approachhe

inductive approach, based on interpretive procedures, will alewesearchdp investigate ah
obtainimuch of the details of wo meohtbisstudyxTipisewilli ences
enable the researcher boild an indepth understanding ¢f h e i nt experienees Foens 0

their own perspectives on the career advancement in theldT Tihustherole of IDTOGITand

findingsof t he prior studies on womends career ad\
two is to guide the researchand help inconstructing explanation of what has been observed

what data has been collectaad interpretinghe data findings of this research.

4.5 Research Strategy

This interpretivestudy used a qualitative research approach mssuitable foransweringthe
researchquestions ofthe stug. The qualitative research approach useful to develop
interpretiveunderstanthg of the social reality of people livg the experience, and to understand
their behaviars, feelings and attitude that resulted from their lived experiéndhis study the
gualitative approachs used in order tadevel@ interpretive understanding dfie subjective
reality of women work in IT careerandto be able to make sense of and understand their
motives, actiog, behavioursand intentions in a way that is meaningful for thesenen

The direct personal contaottween the researcher and these wowiktrenable the researcher to
understand the feelings, experiences, and views of worecordingly, the researcher used an
interview methodology in this study for-gtepth investigation of the female senior IT mamags 0
experiences within their social and cultural context, focusing on the influential factors in their
career advancement in the IT field. The role of researcher in this study involves aastinu
engagement in the process of constructing, interpretidgessonstructing of meanings based on
data given by women interviewed in this studfe interviewmethodology helps toonstruct
explanations, insights, and understandings of the examined phenonfemonthe most
knowledgeablgeoplewho live in the congxt. It offersi n s i g Isdcial procass that unfolds
between persons parti pat i ng i n t h evalups; @@ecwtons, opireoasp | e 6 s
perceptions, resources, controversies and behaviour. Tleusitérview methodologgnable the
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researcher to gean mor e compl et e picture of what hap

advancement in the IT fieldhowo andfiwhyo they become in high managerial positions in the
IT field, what barriers they have faced and how these barriers influenced their career
advanement, how they overcome these barriers, and what strategies they used for their career

advancement.

4.6 Research Method

Methods are defined as@ set of procedures and techniques §athering and analys

d a (Saabiss & Corbin, 1998, p. .3As this sudy needs rich and deep data, the qualitative
approach was used for exploring the experience of women in this study and to H#uhistely
purpose. In the following, the cases selection, data colletgamique islescribed.

4.6.1 CasesSelection

A cases defined agbne can learn a great deal about issues of critical importance to the purpose
of the inquiry (Patton, 2002, p. 230t is & phenomenon of some sort of occurring in a bounded
context. The case, in effect, is your unit of anay8idiles & Huberman, 1994, p. 25Because

the aim of this study is tonderstand how and why Bahraini women are underrepresented in the
upper managerial levels in the IT fielthe selection of cases is limited to those women at the
middle/senior and upper managerial level in the IT fi€dnior femaldT managers (Bahraini

only) will be chosen from governmental, segavernmental or privat@rganistions in the
Kingdom of Bahrain. Cases have to be Bahraini in order to facilitate more focused soaial

analysis.

This PhD research usedpurposeful sampling as a strategy for selecting cases, which is defined
as the selection of participgs who have experience in the area of the study. Cases will be
selected based on one type of purposeful sampling strategy, which is, the critical sampling.
Critical samplingis defined as @strategy to study a critical sample because it is an exceptional
case and the researcher can learn much about the phendr(@reswell, 2008, p. 216)The

power of thisstrategy lies in the abilitof é&electinginformationrich case strategically and
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purposefully (Patton, 2002, p. 243Female middle/senior IT managers, in the context of their
social (work, family, culture) settings are selected as cases for this research because they should
be yield the insights and most information directly linked to the research topic, and will best
enable the researcher to answer the research questions.

Cases selection in this (¥in d9B9) rather thancaveamplimg O0r e p
logic. Theefore, cases are carefully selected either because they predicated to display the same
results (literal replication) or because they are predicated to produce contrasting results

(theoretical replication).

Cases for this researaeterefoundin four ways;(1) a list of female senior IT managers in the
governmerdl and semgovernmental orgaragion was requested from Bahrai@ivil Service
Bureau(Memo sent on 27 Feb 2012 to Head of IT department)a (&t of female senior IT
managers in therivate orgaisation wasrequestd from Social Insurance Orgaai®n (Memo

sent to Application manager) in Bahrain, (3) as the researcher is working in the field of IT, she
personally contaet seniorfemalelT managers, which she had worked with or met them before,
(4) asking the participants for references of other potential participantsigshlae sample

characteristis of this study (snowballing).

There are no specific guidelines and role for the sample size for qualitative re@éaalsh

1996 Patton, 2002as thesample size depends on the purpose of the resdatton (2002p.

230 believes thatthe qualitative inquiry typically focuses in depth on relgjvsmall smples,

even single cases (Ns13elected purposefullyHowever,Patton (2002p. 24§ recommended

to Gpecifyminimum samigs based on expected reasonable coverage of the phenomenon given
the purpose of the study and stakeholder intgieftarposeful samples should be judged
accordingdo the purpose and rational of the stddiatton, 2002, p. 245)therefore the
minimum number could be changed when additional cases fail to add value in the research, or
when additional cases are needed to answer the research questions. Félisgnhgrd(1989,

who suggests a sample size between four and ten cases, the sample sizudytivigl be in

between ten to twelve. Also, this number is chosen based on the average of sample numbers (15
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women) found in the earlier qualitative research papers in the topic of this research, taking in
account the smaller population of Bahrgmoguation of1,332,000) (The World Bank, 2013).

There were two limitations regarding the selection of cases. First, the sample is very small
because cases are restricted to those women at a middle/senior management rank in the IT field,
while, in Bahrain, mst of women work in the IT field arat a lower level. Second, the
unwillingness of the Bahrai@ivil Service Burea CSB) and the Social Insurance Orgaatisn

to provide the requested information about the number and position of women work in the IT
field in the public and private sectoin Bahrain. The BahrairCivil Service Bureau/CSB)
provided a list of the total numbers of males and femalesimgik the IT in the public sector
categorised by the place of wotdowever it was without any inform&in relatng to their job

title or position. WHee, the Social Insurance Orgaai®n has not sent any feedback on the

information request, despite the several reminder emails and phone calls by the researcher.

4.6.2 DataCollection

The focus of this sidy is to better understand the experiencsewfior IT women managers in
Bahrain by focusing upon the three research questionsWlaat are the factors that act as
barriers or facilitators for their career advancement to upper managerial levels irfithd, ITb)

how do those factors influence their career advancement to upper managerial levels, and (c) how
have they overcome the barriers that hinder their career advancement? This study employs
interviews as an instrumefdr data collection, in ordeotobtain irdepth information relatg to

these research questioiiie qualitative research interviewdme of the most important sources

of case study informati@n(Yin, 1994, p. 48) and used taunderstand the world from the
subjectdé poimnfofdvibw, meaning of peopl eds e
world prior to scientific explanatiodgKvale, 1996, p. 1)In fact, indepth intervigvs allowed

the researcher to investigate the issues comprehensively and in an insightful (Gessvesll,

1998)

The interviewis to be semstructured andpenended natureyhich is defined by Kvale (1996)

as anterview whose purpose is to obtain descriptions of the life world of the interviewee with

respect to interpreting meaning of the described phenoro¢luale, 1996,pp. 5-6). A semk
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structured inteview is appropriate for data collection in this study, in whitle participants can
best voice their experiences unconstrained (and create their opinion) by perspectives of the

researcher or past researcher findig@seswell, 2008, p. 225)

The inteview consiséd of two levels of questions as shownTiable 4. The first level consists

of eleven essential questions are designed to serve the stated purpose of the research and

i nvestigate womanos exper istthecsecoddenetisdésigreedto nf | ue
shed further understanding upon the essential questions.

Table 14: Interview Questions

First level questions: Second level question:

1. What is your job title? How man
subordinates do you have and w
is ther gender? How many peop
you are reporting to and how thq
are?

2. Please tell me about vyo
educational background and wqg
experience especially in relation
your current position.

3. Tell me about your abilities tha
influence your work.

4. What thingsdo you feel have a. Describe your exposure to work in IT fielg
negative impact on your care . ,
progress? b. How havethe training courses assisted y(

work experience? (number, frequency)

5. How have you overcome them? _ ) ) _
c. Describe your involvement in the inform

networks in the workplace €pr s (
positions, nature, level of conta

6. What things do you feel have closeness, help, emotional support, len
positve impact on your care€ of time they know each other, and etc.).
progression and help you
become a senior IT manager? d. Whose persons (mentors, role modk

parents, other) have influenced your car
development? (by closeness, direction
help, emotional support, length of time th
know each other, etc.) (Parents, fam
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friends, work peers)

e. Describe the nature dfierelationship with
your male peers in the workplace (naty
level of contact, closeness, help, emotio
support, length of the they know eac
other, etc).

f. What events in your life have influencs
your career development? How?

g. If married, how many children you ha
and how do you manage the wadifie
conflict?

7. What is your attitude towasdthe
role of women (in general)?

8. What is your attitude towasd
women in IT?

9. What is your workplace attitud
toward women in general and PT

10.What is your opinion about the |
occupational culture? (Challeng
and opportunities).

11.What are your recommendations
enhance womenos
the IT field?

12.Demographic section: ag
nationality, place of birth and grov
and place oftsidy.

Moreover, as this study adopted the critical stance, further questions in the interview such as
Awhyo, nt el |l me mor e, Afcan you give me some
etc., need to be asked depending on what the intervieweelbaystitical research goes beyond

simply beingagne mpat heti ¢ observer of the partdhei pant
broader context of power constrains and repression, social asymmetries, and technological
determinisnd(Howcroft & Trauth,2008,p. 22). Thus,dn a critically-oriented interview situation

the researcher would use [the responses of the interviewer] as an opportunity to explore the
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contradictions about structural inequality that was reflected in this response. [Whereas], in th
interpretive interview, the researcher simply nodded and said notwimite listening to the
interviewer (Howcroft & Trauth, 2008, Rg2).

The interview follows a set of procedures shown in thease study or interview protocol (see
appendix A), whth is defined aéa form designed by researcher that contains instructions for the
process of the interview, the questions to be asked, and space to take notes of responses from the
interviewe® (Creswell, 2008, p. 233Having the interview protocol is important because it
guides the researcher in carryingt the case study, especially the multipkse study, and
increase the reliality of the researcliYin, 1994)

The interview protocolverereviewedthree timesy experts for validation, first bpr Maha Al
Rashed(PhD holder onii An l nvestigation of Leadership
Manager so fr om Ui (AssistansRrafegsor atfDepSQ@f Mass Cothinunication,
Tourism & Fine Arts at University of Bahrairgecondy by Dr Ali Zulait - (Assistant Professor,
Dept. of Information Technologgt University of Bahraip and thirdy by two member®f the
interim assessant panel. The interview questions have been reviewed and modified based on

their comments.

A pilot test was conducting before the actual study edamith two female lowlevel IT
managers in their workplace, in order to evaluate the interview protocol. The pilotdsalply
investigators to refine their data collection plans with respect to both content of the data and the
procedures to be followédYin, 1994, p. 74)During the pilot test, the interview questions were
asked as in the interview protocol. Some improvements have been made for the interview
protocol as a result of the pilot testing, such as changing the interviewframe90 to 60
minutes,asking for the email of the participant in the consent form, adding more questions

related to their current position in the descriptive data section, and rephrasing some questions.

During this phase a number of difficulties were faced by the reseafabreexample, in two
interviews, the participants stated that the audio recorder limits their freedom of speech and

expression in some questions; teeearcher haseen asked to pauseadtsome answers. In one
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of the interviews also, the recorder was wotking, sothe notes werland written to the degree
where the researcher could capture the partic

by peopleatwork or the participants received phone calls on their cellular or office phones.

The collecteddata have been organized and prepared for analysis. Each interview audio file was
storedon the computer and then transcribed using MS woresitth memos and notes were
scanned and storemh the computer awell. To assist in data orgaaison, a fotler was created

for each case where all related files and documents are stored, which facilitated the individual

case analysis.

Data management has taken a long peéspgecially in transcribing the interviews. Every ten
minutes of the interview audio &ltook approximately one hour to be transcribed. A total of 159
pages of transcription were produced. The gathered data was approximately 166 pages of

transcripts from interviews and field notes form observations.

4.7 Data Analysis

The interpretive naterof this study relies on the researéaénterpretation and understanding of
the data for meaningful analysi€ongruent with the interpretive and social construction
perspectives used in this study, tenstructive grounded theory analy¢Sharmaz, 206) was

used for the data analysis. Analysing qualitative da&tguires understanding how to make sense
of text and images so that you can form answers to your research queSi@ssvell, 2005,
p.230). Peter Swanborn (as cited in Mills, et al., 200%tidguishes three traditions in the
gualitative analysis in the research: (1) the Yin tradition, (2) the Miles and Huberman tradition;
and (3) the qualitative, interpretive tradition.  With regard to the qualitative tradition, the
grounded theory approadas been most influential and widely used, though not always in the
way as originally intended by Barney Glaser andgdéim Strauss (Mills, et al., 20LGAccording

to Creswell (2003) the grounded theory approach is where the researcher attempts ta derive
generabt, abstract theory of a process, action, or interaction grounded in the views of

participants in a study.
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The data analysis using thenstructive grounded theof€harmaz, 2006approachwas guided

by the research questions: {@hat are thdactors that act as barriers or facilitators for their
career advancement to upper managerial levels in the IT field, (b) how do those factors influence
their career advancement to upper managerial levels, and (c) how have they overcome the

barriers thahinder their career advancement?

In this study, the data analysis went through two stages of analysis: within each case, and cross
cases. Individual or within case data analysis aims to understand the lived experiences of each
case as a whole. The importa of withircase analysis is driven lipne of realities of case

study research: a staggering volume of déttuberman & Miles, 2002, p. 17and alsat is
appropriate to do the crosases analysienly after a picture of each case has been constructe
(Yin 1989; Stake 1994). While cresase data analysis aims to identify both common and
unique patterns in the data. Huberman & Miles (2002) view dhatidea behind these cress

case searching tactics is to force investigator to go beyond initial impressindéenhance the
probability that the investigators will capture the novel findings which may exist in thé data
(Huberman & Miles, 200%.19). Acording to Yin (2003), crossases analysis provides a logic

chain of evidencéor the relationships studied on the basis of the framewandkrequired for the

generalization.

4.7.1 StageOne Individual Case Analysis

Informed by the interpretive epistefgy, the data analysis started with coding the interviews in
order to facilitate identifying emerging themes in the later stegeh case was analysed and
written up individually, focusing on the description and interpretation. The five strategies of th
constructivist grounded theory analysis (Charmaz, 2006) were followed:

1. Line-by-Line open coding Coding is the first step of data analysis and defined as
Ghaming segments of data with aéhithat simultaneously categas summarizes, and
accounts foreach piece of dabgCharmaz, 2006, p43). Each interview was reviewed
and analysed word by word and line by line. A list of all the identified codes and related
guotes was created for each case. This initial stage of coding aims to explore Hreldata

obtain a general sense of the d&eeswel, 2008). After careful reading of the entire text
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of the transcripts, the researcher constructed a comprehensive list of the most significant
and/or frequent initial codes discovered in the data. Sixty one (@Eswereidentified

at the end of the open coding step.

. Focused coding After conducting the initial coding, the researcher assessed the
relationship between them and identified the categories. Charmaz (2006) mentioned that
the focused coding means thlae tmost significant and/or frequent initial codes are used
to sift through remaining data. The focused coding involveair@nging the initial codes

in a way to help identify the common themes.

. Memo-writing . &Memos catch your thoughts, capture the coispas and connections
you make, and crystallize questions and directions for you pufSllermaz, 2006,
p.72). Memos were written directly after conducting and coding each interview
summarizing key ideas, potential relations and emerging codes or catiegorgquired
further exploration.

. Diagramming and memo sorting Resulting categories and links between them were
illustrated by basic diagrams. All the founded factors that influbnte career
advancement were diagramthor each caseComparing thesdiagrams to each other
helped in further sorting and grouping similar codes, and aided in identifying the main
categories (themes).

. Development of core categoriesThe researcher identified the central categpvidsch
encapsulated the integration andemnelationships of the categories resulted after data
coding. These core categories exptagimost of what is going on, and formed a general
structure for the comparisons between the cases. Five main oesegod six sub

categories were developed aftiee data analysis as presented later in this report.

4.7.2 StageTwo Cross-Case Analysis

The individual cases analysis is followed by a croase analysis in order to identify the

recurring core categories (themes) across the individual cases andhéodpamsts for generalizing

the findings and conclusions. In the stage of coase analysis, a comparison of similarities and

differences across the individual cases were conducted using the individual case diagrams and
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memos. This crossase analysis letb the reexamination ofthe data, explogehow different

contexts and process varied across, @ogiding insight into the phenomenon being studied

4.8 ResearchVvalidity

I n the qualitative rieseaosmon hlea eds Idiomdiod /0w arc
the extent to which the findings are fAtrueo
(Creswell & Miller, 2000) Validity of this researchvasestablished based on the philosophical
assumptions (interpretive) underlying the research, and relies on whether the findings are valid,
reliable, and they can be generalized. Nex¢, ¢hterion construct validity, reliability, anid

external validity of this research are presented.

4.8.1 Construct Validity

This criterion in the qualitative research meanssessing whether the information obtained
through the qualitative data cadt®on is accurat@(Creswell & Clark, 2010, p. 211Yhus, since

this research aimsy 6 u n d e r s t ainvdstigatipgihe subjettive reality (internal tthe
individual) of the female senior IT managetbe internal validity will be addressed by
conduct i ngh earkedndsfrequently used approach, in which the investigator
takes summaries of the findings (e.g., case studies, major themestita¢onodel) back to key
participants in the study and asks them whether the findings are an accurate reflection of their
experienced(Creswell & Clark, 2010, p. 211Membefcheck is a tactidto have the draft case

study report reviewed by key informad{¥in, 1994, p. 35) Because human beingare the
primary instrument of data collection and analysis in qualitative reseaneimbercheck makes

us oselr o to the reality than i f a data coll ect
participants(Merriam, 2009, p. 214)A copy of the summary of the results was sent to the
participants, and they were asked to provide feedback. None of ti@paauts have provided a
feedback that needs a change in the reduliseover,the findings were viewed and discussed in
terms of the existingterature toincrease the credibility of the research and redunsetentional

bias or subjectivity ofthe regarcter asbiascan exist in any interpretive research
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4.8.2 External Validity

In qualitative research, external validityalso called generabdility or transferability- refers to
dhe extent to which the findings of a qualitative study can be gkredt or trusted to other
situation®(Merriam, 2009, p. 234)Yin (1994)arguethat case studies should focus on analytical
generalzationi rather han on the statistical generalislity, which is built on the replication
logic and defined as@nethod & generaliability in which a previously developed theory is used
as a template with which to compare the empirical results ofade study (Yin, 1994,p. 31).

Yi nds c oanayéicalt generdliability has received attention and approval from a
prominent interpretive IS researcher, Walsham (1998) many other IS researcheas €ited in
Lee & Baskerville, 2003)

In this study generaliability will be achieved through the use of replication logicthe
multiple-caseinterview design.The crosscase analysis studies @dnt case in this studgan

provide a sound basis for analytical generalisation. Moreover, the stothdes a O6r i c h 6
description of the case stu@yd rational for the case study selection, and details on the study
case contextto allow other researchers to replicate the study in different contlsts, the

research findings will be viewed and discussed limseof the existing theory and literataiia

women and IT.

4.8.3 Reliability

This criterion refers tdthe extent to which there is consistency in the findifykerriam, 2009,

p. 234) Reliability of a case study demonstrates tmastudy can be repeated with the same
result®(Yin, 2003, p. 34)Reliability in this research will be addressed by providing sufficient
details about the research methodology, data collection and analysis, and by using a case study
protocol, &o the findings could be sustained without contradiction if thdyswas replicateil

(Yin, 1994, p. 34)
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4.9 Code of Ethics

Addressing the research question of this study requires asking the participants about details of
their life experiences in specific times. Thus, ensuring the use of the ethical practice in data
gathering and storing in this researishpart of the research role. The following procedures were
used to ensure ethical practice in this research:

1. Before interviews began, the interview protocol was submitted to the College of
Science and Technology &march Ethics PandlCST) for ethical approval. The
purpose of the ethical approval was to ensure that the process of collecting, using and
sharing data in this research respects ethical and legal obligations. One of the
requirements of this ethical appedwvas the development of @nsent form (see
appendix C).

2. Each participant signed a consent form which is developed in order to gain the
agreement of the participants. The informed consent form presents the purpose of the
study. It also includes a statemiendicating that the participant &ble to withdraw
from the interview at any time and with no questions askée. informed consent
form presergd the purpose of the study. It also includes a statement indicating that
the participant isable to withdrav from the interview at any time and with no
guestions asked. Participants were asked if they would be willing to (1) sign the form,
(2) be audio taped and (3) participate with real or false nAfter. signing the form,
the digital audio recorder was tewchon to record the interview.

3. Consideration was given to the confidentiality and anonymity of the participants and
their collected data sensitivity.

4. The researcher showed concern and importance to the participants.

5. Participans were not coerced to parfate informed that she was free to withdraw
any time.

4.10Summary and Conclusion

This dapter pesentedthe rationale for selecting the reseamtiethodology epistemology,

strategy employed in this study. #lso describedthe procedures of case selenti data
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collection, data analysis. Followed research validity was discussed and the techniques employed
to ensurdrustworthiness. Lastly, the chapteasprovided the code of ethics used in this study.

The purpose of this research is to gain betterurslée andi ng of the factors
career advaneceent in the IT field in Bahrain. Qualitative inductive research approach was
selected as it is suitable for the research questions and purpose of th&lséuegistemological
stance underpinng this study is both of the interpretive and critical epistemologhes.
interview method was used for investigating the work experience of a group of ten Bahraini
women in a senior or middle management position in the IT field. The intemvetinodhelpsto

gain indepth understanding avhat happeneduring their career advancement, and how they
achieved high managial positions in the IT fieldSemistructured faceo-faceinterviews were
conducted and analyseasing he constructive grounded theoryadysis (Charmaz, 2006)
through two stages; individual case and ciogse analysisThe rext chapter willprovide the

background profiland demographic datd cases participated in this study.
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Chapter Five: Data Analysis

5.1 Introduction

This chaper aims to presenthe analysis of the personal datathe ten womenvho participated

in this studyin order to understand the uniqueness of each case, since the conceptual framework
(IDTOGT) of this study takes in account the personal differences amwongen in the IT
workforce. Analysingw o me pe@ssnaldata is important t@et the scene and understand the
complete picture of factors contributing to their career advancement in the ITThelcchapter

starts with a background profile of each wammwho participated in the study, then provides a

summary of the demographic data.
5.2 Background Profile of the Cases

A brief background profile for each case is provided below, followed by a summary of their
demographic data. For reasons of confidentialie names of the participants are presented

anonymously.

Case one

Case one is 33-yearold married Bahrainivoman, and she has two children aged 5 and 2. At

the beginning of her life, shieved in Qatar as her parents were working there. At the age of
sixteenshe returned to |ive in Bahrain which 1is
received the BSc degree in computer sciences from a local university, and she worked as a
systems developer in the IT department at the same university. Cugrent s he i s al so

candidate in Information Technology (MIT) at a local university.

Case two
Case two isa 40-yearold marriedBahrainiwoman, occupying the position of IT manager in a
Saudi telecommunication group which was established in Mabdl® 20 launch commercial

services in Bahrain. In 1998, she received the BSc degree in the computer sciences from a local
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university. She believes that the minor in accountigich was part of the curriculum of the
computer sciencedas helped her a lah her career, and she views that it is necessary at a
certain career level where having business knowledge beside the IT knowledge is required for
the work. After her graduation in 1998, she worked as a system administrator in a national
financial companyhat provides services and support to the banking community in Bahrain and
the GCC. In 2005, she was promoted to the position of head of development section, heading up
a team of five employees, and reporting to the chief executive. After ten yearskafgniarthis
company, she looked for a better job opportunity, so she changed her job and worked as an
assistant project manager in a local telecommunications congpengtingacross 16 markets in

the MENA region and internationally. Then she worked fahart tme as a head of IT in an
organisition in the public sector. She did not like the work in the public sector and she left after
less than three months and returned to the private sector.

Case three

Case three is 37-yearold marriedBahraini woma, and she has two boys aged 8 and 12. In
1997, she received the BSc degree in computer sciences from University of Kuwait. She began
her careein 1998 in a financial orgaration as a systems developer in the Ipatément. This
financial organiation wa established in 198%nd thenit has been restablished as a
shareholding company in 2010. Since its establishment in 1989, the trading is being conducted
manually through a system used by the brokers and investors. In 1999, it has implemented an
automaed trading system to carry out all its transactions electronically, replacing the old manual
system. Case three was a contemporary of this transformation of the work pobabss
organistion, which had contributed into building her work experience lamawledge. After

long years of work, case three has been promoted to the headnoApril 2008 in the same
organisation heading six subordinates and reporting to Bieector and Deputy Director
Besides her work, she is also doing some other workemrganisation for example, she is a

member of the committee of recruiting amehlth insurance in the orgaai®n.

Case four
Case four is &0-yearold divorcedBahrainiwoman, occupying the position dice President

ICT at an airport company sinc@@3. Presently, she is heading up a team of sixteen employees
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(15 male and 1 female), and reporting to @leief Executiveof the company. In 1987, she
received the BSc degree in the computer sciemitisa minor in mathematical statistics, from
University of Kuwait. In 1992, she received the MBA degree from Universityinginia,

U.S.A, and a mini MBA degree from Dardeé®chool of Business AdministratiprJ.S.A
University. After her graduation and return from Kuwait, she worked itMihnéstry of Finance

for 22 years. She started there as a systems developer in the IT department then worked her way
up to become the head of IT department, and she was the first female head in the Ministry of
Finance After the Ministry, she worked in the Supreme Council \Momen for one year.

Mainly, her work was formulating the national strategy for the advancement of Bahraini women.
Later, she joinedamkeerwhich was established in August 2006 for fostering the creation and
development of enterprises, and providing suppmrenhance the productivity and growth of
enterprises and individuals in Bahrain. She used to work in formulating the stratBgylkéen

In 2008, she joined the airport company which was in the establishment phase. Most of her work
at that time was wit the top management team in developing the strategies and plans of the
company, and this has made her more interested in the work of strategies development.
However, after the establishment phase, the top management recommended that because of the

rich IT experience of case four, she has to be the head of the IT department of the company.

Case five

Case five isa 32-yearold divorced (disengage®@ahrainiwoman. In 2002, she received the BSc
degree inComputer ScienceBom University of Bahrain. Then, shworked for a year in the
ScienceLCentre managing training courses. In 2004, she worked as a programmer in a public
legislative orgargation, and made her way to become the head of development section in the IT
department in 2007. Case five bekswvtha this legislative organaion has played a key role in
building her work experience and knowledge, and it had supported her through many IT and
management training-his organigation had sent case five to many courses, such as MCSD, .Net
and PMP, and otrs. Also, shavassent tocomplete aDiplomain Managemenfrom Bahrain
Training Institute(BTI). In 2007, she became the head oflBpartment of a public orgaaison
(semigovernment) aims to empower Bahraini women ie Work arena, ensure her fansly'

stability, and enhance the standards of her life through legislations and policies. She is heading a
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team of three males and one female, and reporting tGémeral Manager, General Secretary

andAssistance General Secretary

Case six

Case six isa 38-yearold marriedBahrainwoman that has 4 children aged 12, 10, 7 and 4. Her
father was a businessman, and her mother a housewife. She worked as an IT administrator in a
British navigation firm located in Bahrain for seven years. In the last three fpedrsr at this

firm she was occupying the position of the IT manger. In 2008, she joined a local university and

works as the head of IT support.
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Case seven

Case seven ia 34-yearold singleBahrainiwoman, and she woekl as the head of IT in an
environmental organisation She received the BSc degree @omputer Sciencefrom the
University of Bahrain in 2002, and then she worked as a developer Mirstry of Education

in the IT department for seven years. During her work thereMihistry sponsoed her MSc
study inBrunel University (UK), and shealsobecame an Oracle certified professional. In 2009,
she has accepted the job offer to work as head of IT in an environmegdaisationin the
public sector. She works there till today, heading sesgbordinates, and reporting to the

Undersecretargnd theChairman

Case eight

Case eight is 40-yearold marriedBahraini woman, and she has four children aged 8, 10, 14
and 15. In 1999, she went to Qatar to st@dynputer Scienceat the Universityof Qatar, and
after four years she received the BSc degree, and also later the MSc delreemation
Systemdrom a university in Bahraim 2013. In 2003, she began her caratex local university

as a developer in thenrolmentand registration seoin. She spent four yeasad the university,
then she joined a legislativaganisationn 2007 as a director of IT. Presently, she is heading
seventeen employees, and reporting toAasistant General Secretary, General Secretarg,
theChairman

Casenine

Case nine is the head of software development, and acting head of IT in an av@gdigeation

She isa 45yearold married Bahrainiwoman, and she has four children. Three of them are
students irthe university, while the youngest onestill in school. Her father was a kind, open
minded hardworking mawho moved from one place to another for his career, so she spent her
childhood in Dubai where her father was working. After she finished secondary school, she got a
scholarship for studyin@ompute Sciencesn the American University in Washington DC. In

1988, she received the BSc degree and came back to live in Bahrain with her parents and
brothers. Also later she received the MSc degree in business management. In 1988, she began

her career at thE department aa systems analyst in a petroleum company. Then in 1999 she
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has joined the aviatioarganisatiorand in 2001 she became the head of software development
there. Presently, she is the acting head of IT, reporting tdtteetor, Undersecraty and

Assistant Undersecretgrgnd heading nine people (6 female and 3 male).

Case ten

Case ten is the head of IT in a quality assurarganisationn the public sector, she &35

yearold marriedBahrainiwoman, and she has two daughters agedd4laryears. In 2001, she
received the BSc degree @omputer Sciencesom University of Bahrain, and she received the

MSc degree irApplication Developmentrom a local university in 2006. After her graduation,

she began her career in thknistry of Housng. She spent eight years in the ministry and she
made her way to the position of senior system analyst. In 2009, she joined a quality assurance
organisationas a head of IT, heading three foreign male subordinates, and reporting to the

Directorof operaiton and theDirectorof theorganisation

5.3 Summary of Demographic Data

In summary, all cases weBahraini Muslims women workg in IT. They were born and raised
in Bahrain, except two cases thetiere one wasaised in Qatar (case one) and one inUld
(case nine)The age of those ten women ranged from &ive 45 years (Mean, 37.9); five of
themarein thear thirties while the otherarein their forties (see table5). Seven of them are
married, two are divorced and one is a single woman. Bigihiem are mothers and have a total
of two to four children agedhetweemd i 30 years. TableSlsummarizes the demographic data of

the cases.
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Table 15: Demographic Data of the Cases

Age of children
Participant | Age | Marital status | Number of Children

(years)
Case 1 33 Married 2 2
Case 2 40 Married 4 9-22
Case 3 37 Married 2 8-12
Case 4 4550 | Divorced 2 20-30
Case 5 32 Divorced - -
Case 6 38 Married 4 4-12
Case 7 34 Single - -
Case 8 40 Married 4 4-16
Case 9 4550 | Married 4 20-30
Case 10 35 Married 2 4-10

Most of them havanMSc degree in the IT dusiness Administratio(i70%), while all of them
have a BSc ilComputer Scienceas presented in figuretlTwo women have taken their BSc in

Kuwait, one in Qatar, one Washington DC, and the remaining in Bahrain.
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Figure 14: The Percentageof the BSc and MSdegrees Gainedy the Cases
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Their work experience ranged frori28 years (Mean, 16.4) in the IT field. Four of them work in

the private sector and the remaining work in the public sector. Tateesentdshep ar t i ci pant
job title, work experience, humber of subordinates and the type of sector they work in. All of
them are head of IT directoratexcept two cases; case 1 head ofetlgyment section and case 6

head of IT support section in the IT directorate. Their experience in managing the IT ranged
from 4-12 Years (see figureb), and the number of subordinates they currently managing ranged

from 3-17 (see tabled).
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Table 16: Work Experienceof the Cases

Work No. years at| No.
Participant | Job title experience the last | subordinates | Work sector
(year) position
11 8 7
Case 1 geao: t0f Semigovernment
evelopment | (since 2001) | (Since 2005)
15 8 5
Case 2 IT Manager Private
(Since 1998) | Since 2005)
15 5 6
Case 3 Head of IT Private
(since 1998) | (Since 2008)
28 5 16
Case 4 Vice Presiden| Private
-ICT Since late of (Since 2008)
80s
9 6 4
Case 5 Head of IT Semi-government
(Since 2004) | (Since 2007)
12 5 4
Case 6 Headortof Al Private
supp (Since 2001) | (Since 2008)
12 4 3
Case 7 Head of IT Semi government
(Since 2001) | (Since 2009)
10 6 17
Case 8 Director of IT Semi government
(Since 2003) | (Since 2007)
25 12 15 ;
Case 9 Head of IT Private ¢ then
(Since 1988) | (Since 2001) governmen
12 4 4
Case 10 Head of IT Govgrnment thter
(Since2 0 P 1| (Since2 0 Q 9 Semi governmen
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Figure 1 5Experience of IT Management(years)
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Demographic information of the casesummaried in table 17.

Table 17: Summary of the Demographic Information of all the Casesn this Study

Demographic information | No. of women| % of women

Age
at 30s 6 60%
at 40s 4 40%

Education level

BSc 10 100%

MSc 7 70%

Marital status

Single 1 10%

Married 7 70%
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Demographic information | No. of women| % of women

Divorced 2 20%

Motherhood status

Two children 4 50%

Four children 4 50%

Type of Sector

Private 4 40%

Public 6 60%

Work experience

9 years 1 10%
10 years 1 10%
11 years 1 10%
12 years 3 30%
15 years 2 20%
25 years 1 10%
28 years 1 10%

Managing IT experience

4 years 2 20%
5 years 3 30%
6 years 2 20%
8 years 2 20%
12 years 1 10%

5.4 Summary and Conclusion

This chapter presented a background prafild demographic dats all womenparticipated in
the study This chapterprovided a summary of their personal data such as job title, years of IT
work experience, work sector, age, education level, marital status, and motherhoodAstatus.

mentioned in chapter four, the analytical framework of this study is the Individifferences
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Theory of Gender and IT (IDTOG'which views women as individuals, having distinct
personal factors, influences and experiences, and takes in account differences among women and
their resposeto the IT workforce. The personal data is afi¢he three constructs of IDTOGT

that used in analysing and understanding the differences among women in the ways they
experience the IT workforceTherefore, theanalysis of personal data was important to
understand the uniqueness of each cade.the next chapterthe researcher provides the key
themes emerged frorthe crosscaseanalysisof interviews conducted with these women to

capture their stories and understand their career advancement in the IT field.
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Chapter Six: Findings and Discussions

6.1 Introduction

This chapter aims$o presentkey themes discovered in theterview transcripts The chapter
stars by presentingkey themesgrounded in the interviews according to the research questions.
Then, a summary of findingsand discussiorare provded with a model integratedactors
influencedthe advancement to senior IT management positions of waaeitipated in this
study
The primary purpose of this study is to gain better understanding of the factors that influence
Bahraini women in theirareer advancement to upper managerial levels in the IT field.
The research interviewsimed tocapt ur e t he stories of ten
advancement in the IT field. Ttamalysis of interviews waguided by the researcjuestions
1. What are thdactors that hinder or facilitate the career advancement of women to
upper managerial levels in the IT field in Bahrain?
2. How do those factors influence the career advancement of women to upper
managerial levels in the IT field in Bahrain?
3. How have senior IT women managers in Bahrain overcome the factors that hinder

their career advancement?

Sinceboth of the researcher and participantshis studyspeak Arabic languagéhe interviews
were conducted in Arahidn order to avoid issues associatedhvwanalysing and interpreting a
translated version of data, theterviews were analysed irhe original language. First, the
interviews were transcribed and analysed in the original lang@angdytic codes, categories,
memos and notes were labelled thre original languageAlso, transcription was included
information about noiinguistic features such as pauses, interruptions, and incomplete
sentences, laughter, repetitions, and so on.

Then after the researcher gained an understanding of the meanfititge data andhe analytic
themes emerged from the analysis of original téxtse themewere translated into English.
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Also, theoriginal quotations of womemelated to key themesere translatednto Englishin
order to be used in the presentatiorntha findingsin this chapterThe phase of translation of
w 0 me quoteswas a challengdjecauséti s n 0 to translateysome culturaletaphoiin the
transcript Somevocabulariesised by womenveredifficult to translaé using equivalent words
in Endish or other language, becauseside the linguistic equivalendeneed alsoto ensure
cultural equivalence and congruent valugsdsometimes the exact equivalerdi@not existin
other languageor cultures.

It is worthwhile noting that transformgnof the spoken word into a written word in the
gualitative research is an interpretative ddany writers have shown there is no final translation
or one truth or meaningnd there is a number of choices can be made (Kvale, .1806)e
translation, Hernative ofterms andconcepts can be chosen for the sarmaerative For this,
every effort was madby the researchdp capture as much detail as possible of the original

utterance antb choose the exact wordis preserve the meaning tifeinterviewee s 6 r espons e

6.2 Findings

The main findings of the study as derived from intergevith the ten Bahraini women in IT

management positignare presentebelow. First, he main themes grounded in the interviews

according to the research questi@me pesentedFollowed byrecommendations given ke

women in this studgboutwo mend6s car eer advancement in the |
Research question 1. What are the factors that hinder or facilitate the career

advancement to upper managerial levels of women ififtfield in Bahrain?

The data analysis showed that there are 14 factors have influenced the career advamicement
women in this studyThese factors grouped in four main themes as enumenaieble B: (1)
the individual characteristics influencing tbareer, (2prganisatioal context, (3)T work field
characteristicg4) the worklife balance. The last three former themes are grouped in a category

named the environmental influences.
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Table 18 Summary of Findings

Theme

Code

lllustrati ve Quotations

Level of performance an
prodictivity.

z

ol have known a
systems in a record time, | ha
learned how to work with all of th
systems in four years, so it w
wow! 66( Case 1).

61 have buil't t !
alone, without a team, | remembe
when | started gathering th
requirements, | worked in th
Chairman's office, | sat with the stg
of the Chairman's office for thre
months, in order to see where a
when the organisation work starf
and where it goégCase 5)

Work competencies

d think | have proved some differer
managerial and leadership skills.
general, | think boys are good
implementation, but they aralways
in need for directiof(Case 3)

7

o1 f e e bonamgomnurécatior
style with people is the main reas
why | am in thisg
(Case 6).

Commitment and motivation to th
organisation.

df they want to advance to a hig
position, they have to be committg
to the work! They have to feel th
their work is like theirchild, they
have totake care of it and develop
0CGase 2)

ol i ke my work
t o be honest an
(Case 7).

Determination, challenge an
ambition.

Z

ol have a stro
persistence that | never givp, and |
always try over and over again till
getwhat | (Case4)k 6

0 iBce the beginning, | know that
donodt want to st
sai d, still | d
reached what | aim for, still | neeg
more and | feel there is more be
achieved(Case 4)

Interest in the IT work.

ol wi || never |
because it i s a
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