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Executive Summery 
 

Introduction: 
Woman's participation in the process of decision-making is considered as a 
developmental issue in the first place.  It indicates equity and fair distribution 
of developmental benefits amongst the different social groups, reveals gender 
equality degree, and determines the society's ability to disregard gender 
standards and consequent gender discrimination, which negatively affect 
woman's participation in public life, particularly in the decision-making 
process. 
 

In spite of the considerable development in the society, confirmed by human 
development indices, which contributed to rank Qatar amongst countries with 
high human development indices, and through which diminution of the gap 
between the two genders was demonstrated in many development indices. 
Indicators of woman's participation in decision-making are still low and 
showed a wide gap between the two genders. Therefore, woman's ability to 
assume leadership positions in the society faces some major challenges. 

In context with the Qatari political leadership aspiration towards the economic 
empowerment of Qatari woman, which aims at enhancing her participation in 
different sectors of the rapid development - especially at a time the Qatari 
society is still mobilizing all its members to delineate and build up its 
development projects, also, in which woman contributes by half of the 
workforce - a dire need arose for exploring the obstacles limiting women from 
occupying leadership positions. This study should however be consistent with 
the current stage circumstances of the State and should further achieve 
economic, social and political requirements of the upcoming stage.     

Qatari woman's share in leadership positions: 
According to statistics, there are 456 Qatari women with leadership positions 
in the society. However, this number represents only 3% of the total Qatari 
female labor force, and 9% of the total female labor force in the 



 

ISPN – 99921 - 53 – 38 - 5 
Supreme Council for Family Affairs 

governmental sector. Statistics further showed that only 22 women occupy 
high political or leadership positions.  
 

Table (1) 
Distribution of leadership civil service positions 

according to gender for the years 2001-2004 
Position 2001 2004 

Men Women Men Women 

1- Minister  32 0 42 2 

2- Undersecretaries  18 3 38 1 

3- Assistant undersecretaries  20 1 31 1 

4- Secretaries of the ministry 
and their assistants 

5 0 2 0 

5- Ambassadors and 
commissioners 

115 0 148 0 

6- General managers 92 1 98 2 

7- Directors and heads  52 8 55 15 

8- Assistant directors 64 9 56 11 

Total 398 22 470 32 
      Source: Supreme Council for Family Affairs, Planning Council, Man and Women in the State of Qatar-  
      Statistical Overview- April 2006. 
 

According to distribution of women's positions, high administrative 
positions held by women are mainly concentrated in education and health, 
which are historically fields for woman's occupation. In spite of the change in 
women's work distribution over different professions and women penetrating 
into other work sectors, such as security, communications, economy, media 
and politics, yet, women's share in leadership positions in such fields is almost 
zero.   Additionally, women's participation in leadership positions in both 
private and semi-private sectors are still limited. Nevertheless, women's role 
in field of business ownership and administration has increased, as the Qatari 
Businesswomen Forum was founded with more than 500 female members. 
According to previous statistics, women's share in leadership positions in civil 
society institutions is going down. However, activities of such institutions are 
mostly related to solidarity, cooperative and charitable social values, and 
women's participation in such activities are not opposed by the society as 
much as women's participation in public life, especially assuming leadership 
positions.  As the organized volunteer work has been recently implemented in 
the Qatari society, societal participation, especially of women, is still limited. 
However, the more participation we have, the more women's role will be 
acceptable at the social level. In this way, the society should be prepared, on 
the long-term, to accept women's leadership roles.   
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Study Objectives: 
Noticeably, women's share in leadership positions is increasing at a very slow 
pace despite the support of the political leadership. There are also some 
positions that are still unoccupied by woman, such as working as an 
ambassador or assuming a high leadership position in security departments, 
although being in this sector for a long time, as well as in the economic and 
social planning sector.  This fact, however, shows the gap between woman's 
share in leadership positions and her educational and qualification level, as 
well as the actual obstacles faced by woman in work sectors or in taking part 
in decision-making process.    
The importance of this study lies in being the first to diagnose the actual and 
potential reasons for reducing women's benefit from the current growth which 
comes in context with state developments, and minimizing women active 
participation in decision making process, especially in new fields activities and 
in managing state developments, leading to low number of leadership 
positions held by women compared to men.   This study is particularly 
important for identifying social, institutional and organizational nature of such 
obstacles. It is also important for formulating better strategies for woman's 
participation in social decision-making process, and subsequently, reaching 
general conclusions and specified policies to overcome such obstacles 
whenever existing.        
 
Targeted Population and Sampling:  
In order to identify the obstacles preventing woman from assuming 
leadership positions and from actively participating in the decision-making 
process, three field studies were carried out (on the society, work institutions 
and leaderships samples), and the study population was determined as 
follows:  
 

Firstly: the study population included all persons, being males or females, to 
explore their opinions and to take their comments and suggestions with 
respect to woman's occupation of leadership positions. In order to cover the 
large study population, a group of 1200 Qatari citizens was randomly sampled 
from all areas in Doha and according to every area's population density.  
Questionnaires were distributed among the study population in different areas 
of Doha by a team of assistant researches, who then collected 1015 
completed questionnaires to be used in the study.   
 

Secondly: Work institutions: in order to indentify obstacles to women 
occupying leadership positions in work institutions, 23 institutions in different 
sectors were surveyed, and study tool was applied to HR managers or their 
representatives.  
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Thirdly: prominent pioneer women in the society: 16 women occupying 
leadership positions were sampled from different sectors in order to identify 
supporting factors and obstacles they faced in their professional life until 
reaching their current positions.  
 
Study Results: 
 

Firstly:  Following are the most important results of public opinion 
surveys about women occupying leadership positions: 
Surveying opinions of 1015 persons, the field study has provided important 
information to identify individual views about women occupying leadership 
positions in public life. The study has also determined social and cultural 
challenges affecting such views.   Following is a summary of study results: 
 

1. Demographic variables: 
  

 Gender: Difference between males and females in the sample is 
relatively inconsiderable, where females outnumbered men by only 
9.6%. Therefore, comparisons can be made between the backgrounds 
and views of both genders about the different issues covered by the 
questionnaire, in order to identify differences and similarities and to 
determine the requirements of sample individuals of both genders as 
well as the requirements of the Qatari society in general.   

 

 Age: Most of persons surveyed are at young ages ranging from 20-24, 
25-29 and 30-34 years.  

 

 Education: Is one of the factors affecting woman's work, and 
contributing to the formation of new trends by increasing individual 
flexibility and acceptance of new changes occurring in the social 
environment, including changes in woman's status. Analysis showed a 
high level of education among sample individuals, where 60.1% of them 
hold a university degree.  

 

 Economic Situation: The study has revealed the high financial level of 
individuals sampled, where most of them are high or middle-income 
earners by 46.2% and 41.7% successively. Another expected result 
uncovered by the analysis was that males have higher financial level 
than females; however females have a higher educational level. This 
indicates that education is not the decisive factor for the higher income 
level, rather there are other factors influencing the financial level besides 
education. These factors include equal opportunities and the ability to 
reach investment opportunities and to accumulate wealth, which is 
mostly affected by gender.   
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2. Sample's opinions about woman's eligibility to assume 
leadership positions: 

 

 32.7% of the sample individuals supported woman's eligibility to 
assume leadership positions. 

 42% sees that woman is eligible to some extent. This percentage 
however shows that a great part of the sample is not completely 
confident that woman is eligible to assume leadership positions.  

 There is also a negative attitude towards women occupying 
leadership positions and fell by 24.6% of the sample. This attitude 
however is more common among males by 36.2% of males compared 
to 15% of females.  This distribution reflects the role of social factors 
as well as their impact on judging woman's eligibility to assume 
leadership positions. 

 
Table (2) 

Sample's opinions about woman's eligibility to 
assume leadership positions: 

Answer Gender Total  
% Males % Females % 

Agree 89 19.9 234 43.3 323 32.7 
Agree to 
some 
extent 

197 44.0 225 41.7 422 42.7 

Disagree 162 36.2 81 15.0 243 24.6 
Total 448 100 540 100 988 100 

 
3. Sectors appropriate for woman's work from society's point of 

view: In order to uncover reasons preventing woman from occupying 
leadership positions, it is necessary to identify the society's trends and 
preferences over sectors suitable for woman's work.  This however 
reflects patterns of thinking and behaviors of individuals which will 
oblige woman to choose to work in certain sectors while excluding 
others and consequently will have lesser promotion opportunities. 
Following are the results of this survey:   

 
 88% of the sample agreed that education is the most appropriate 

sector for woman's work. 
  2.8% supported woman's work in ministries. 
 28% of the sample supported woman's work in health sector. Other 

sectors, however, did not receive any support from sample 
individuals.  

 
Noticeably, males and females have both agreed that education is the most 
appropriate sector for woman's work. However, this indicates the typical 
image held by society members about woman's role. Despite the openness of 
Qatari society; and women occupying some leadership positions including a 
minister post; and woman-to-woman support and encouragement, women 
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are still confused and live a moment of hesitation whether to accept such 
situation; to relinquish their cultural heritage, and to act freely and openly in 
the society, or otherwise to decline and accept cultural deposits, which cannot 
be easily abandoned.  
 

4. Professions appropriate for woman's work from the sample's 
point of view: 
  

 According 59% of the sample, administrative posts are the most 
appropriate for woman's leadership positions.    

 Clerical occupations came second by 23.3%. 
  Technical occupations, according to sample views, were the least 

appropriate for woman's work and fell by only 13.1%. 
 Males and females views were close with respect to the above issue.  

However, these results uncover a typical image held by both genders 
about the nature of such professions and its suitability for woman.  

 
5. Obstacles preventing woman from occupying leadership 

positions from the sample's point of view: 
 

 23.7% of the sample indicated that occupying leadership positions is 
refused by customs and traditions.  

   22.6% held the opinion that the husband does not allow his wife to 
assume such positions.  

  15.8% sees that women's socialization with men is one of the factors 
leading to such obstacles. 

 15.7% sees that staying at work for long time represents an 
impediment to women occupying leadership positions. 

 No actual differences between males and females with respect to 
such issues. This shows that obstacles are societal in the first place, 
and are connected with customs and traditions, and therefore 
woman's leadership positions receive no support from society or even 
from husband. 

 
6. Sample's opinion about woman leadership at work 

 

 Majority of the sample who fell by 68.3% preferred that their leader 
at work would be a man and not woman.  

 71.1% of males and 65.9% of females preferred that their leader at 
work would be man and not woman. This indicates a public trend 
among sample individuals uninfluenced by gender. Therefore, the 
result of the study can be generalized to the society. 

 Only 6.1% of the sample preferred woman as a leader at their work, 
and however, there was no noticeable difference between both 
genders. 

 25.7% of the sample found no difference between man and woman 
leadership at work.  
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According to these results, woman as a leader at work receives no support 
from other women, a matter which represents a major obstacle to women 
occupying leadership positions. 
 

Table (3) 
Preferable work leader from the sample's point of view 

Answer 
Gender 

Total % Males  % Females % 
Man 322 71.1 364 65.9 686 68.3 

Woman 19 4.2 42 7.6 61 6.1 
No 

difference 112 24.7 146 26.4 258 25.7 
Total 453 100 552 100 1005 100 

  
These results show that more efforts should be exerted by women at 
leadership positions to change the public view about their manner of leading 
and administration. It is also necessary that female leaders should acquire 
more acceptable leadership characteristics for convincing society members.   
  

7. Sample's opinion in case their leader at work is a woman: 
 

 Some individuals of the sample showed discomfort and disagreement 
and fell by 30.4%.  

 Other 46.1% showed their comfort and agreement to some extent. 
  23.4% of the sample showed comfort and agreement about having a 

woman as their leader at work.  
 Noticeably, most of the sample individuals who opposed this situation 

were males and fell by 38.2% compared to 23.8% of females.  
 The above distribution reflects the negative impression of woman's 

role when occupying leadership positions.  
 

8.  Reaction would be taken by sample individuals in case their 
leader at work is a woman: this question was answered by 649 
persons surveyed of both genders, and analysis has shown that: 

 

 51.3% prefer to move their work from one department to another 
due to such reason. 

 26.3% of the sample indicated that they would be obliged and forced 
to accept the reality. 

  Others would however try to disobey her orders, give her troubles at 
work, discredit her in an attempt to disgrace her in front of others 
and prove her failure in assuming such leadership position.  

 It is noteworthy that this opinion is evenly adopted by both genders.  
 
In fact, this trend has been formed by a mental image inherited and 
perceived by society members that woman is ineligible for leadership. This 
result however conflicts with sample's admission that there are some 
obstacles facing women in leadership positions, and meanwhile they refuse to 
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have woman as a leader over them. Thus, there is a conflict of values, 
represented in whether to recognize woman's new roles, such as practicing 
leadership at work or otherwise to adhere to the inherited mental image.   
 

9. Problems expected by the sample individuals to affect family of 
women occupying leadership position: 
 66.2% of the sample indicated that such problems are related to 

women spending longtime away from their family, while being in a 
society glorifying woman's role at home and not accustomed to her 
being out. Additionally, woman's absence from home might result in 
neglecting children care and might further create marital problems.   

 This is confirmed in females' answers who indicated that the longtime 
spent out home is the biggest problem facing woman, and such result 
fell by 72% of females sampled compared to 59.8% of males.  

 Other 7.3% of the sample indicated that husband's jealousy is 
intensely rising due to woman's dealing and socializing with men 
during work.   

  

These results, however, show women's awareness of the significant role they 
have at home compared to their role out home and of problems which might 
arise in their families while being away for work, and further show their 
preference to avoid such problems, even if they will have to sacrifice such 
leadership positions. This belief directly affects woman's decision or even her 
efforts to assume such leadership positions, consequently restrains her 
ambitions. This however will be demonstrated in the study conducted to 
determine woman's reality in work institutions, where many institutions 
indicated that woman herself refrains from assuming leadership positions. 
 

10. Opinion of females included in the sample on assuming 
leadership positions: excluding males, this question was directed to 
females included in the sample to identify woman's attitude and actual 
opinion about women assuming a leadership position whenever possible. 
Where 46.6% of them indicated they would accept such a position, while 
30.3% indicated that they would accept it to a certain extent, and 23.1% 
of them affirmed that they would refuse to assume such a position.   This 
indicates a positive trend among females towards assuming leadership 
positions that can be exploited to develop woman's participation in societal 
decision-making.  Despite Qatari woman's readiness for assuming 
leadership positions at work, the reality indicates that only a small number 
of leadership positions assumed by women. This fact uncovers woman's 
inability to achieve her ambitions in this field, where the real reasons for 
that are due to societal rather than personal reasons.  Therefore, females' 
self-motivation and individual ambitions can be used and they can also be 
encouraged to overcome obstacles preventing them from having self-
esteem and from achieving their ambitions. 

 
11. Husband's opinion about their wives' occupying leadership 

position: being a key reason affecting woman's decision on accepting 
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or declining to assume a leadership position, husband's opinion about 
any such position occupation is deemed crucial by the study. Where in 
fact, half of the males sampled who constituted 49.9% opposed the 
occupation of their wives' for leadership positions. While the other half 
agreed or agreed to a certain extent.  

 

12.  Reasons for husband's objection to wife's assuming 
leadership positions: analysis showed that 40.9% of the sample sees 
that home is the most appropriate place for woman. However, this point 
of view is based on a social values limiting woman's presence to home. 
Same result was affirmed by 22.2% who insisted that such positions are 
prerogative to men. Meanwhile, only 7% of the sample indicated that 
woman does not qualify for such positions. Although woman's 
qualification to assume such positions was admitted by men, customs 
and traditions are still dictating that such positions are not suitable for 
woman, and only home is woman's place.  Kindly see the following 
schedule: 

 
Table (4) 

Justifications provided by males included in the sample 
for refusing their wives to assume leadership positions 

Answer Males  % 
Because home is woman's 
place 92 40.9 

Because she lacks 
qualification 16 7.1 

Because such positions are 
prerogative to men 50 22.2 

Because she will have to 
appear in the media  16 7.1 

Because this affects my 
influence at home  8 3.6 

I fear others opinion and how 
they will view me  8 3.6 

Because she will behave 
arrogantly towards me 3 1.3 

Other reasons 32 14.2 
Total 225 100 

 

From the above analysis, we can conclude that the general trend amongst the 
sample is giving preference to men assuming leadership positions in the 
society. This trend was clearly identified from a number of factors made by 
sample individuals regardless gender (being males or females), education and 
profession. These factors can be described as follows: 
 
Firstly:  Determination of sectors and professions appropriate for woman's 
work. 
Secondly: Woman's eligibility to assume leadership positions. 



 

ISPN – 99921 - 53 – 38 - 5 
Supreme Council for Family Affairs 

Thirdly: Preference given by the sample to leader's gender, being man or 
woman. 
Fourthly: Husband's opinion about his wife assuming a leadership position. 
 

The social stance mentioned above, whether with respect to preferring 
woman's work in the education sector, giving precedence to man in 
leadership positions, or considering woman ineligible for leadership work, 
reflects the prevailing attitude among society members towards woman's 
participation in leadership roles, which she can practice in public life.  This 
further reflects the negative social attitude towards this issue that affects 
woman's opportunities to assume leadership positions and to be included in 
decision-making process of the society.  
 
Secondly: Results of the Field Study Made on Institutions  
 In order to have a clear image of obstacles limiting women from occupying 
leadership positions in the society, it was necessary to survey the opinion 
local institutions about this issue. Therefore, 23 institutions were surveyed in 
different sectors, and the results were as follows: 
 
1. Data of institutions covered by the study: 

According to data below, 52% of institutions surveyed by the study were 
established in the State since long time, particularly more than twenty 
years. Additionally, 52% of such institutions operate in the governmental 
sector and are governed by Civil Service Law, with respect to regulations 
and policies adopted for nomination, employment, salaries, promotion 
and training. Furthermore, 52% of such institutions provide civil services 
to the State.  With respect to number of employees, data have shown 
that 22% of such institutions have a number of employees ranging from 
501-1000 employees. Being a big-sized and established since a long time, 
such institutions are expected to have a big number of working women 
compared to the total work force. According to data, there are 4 
institutions having more than 200 female employees, where women 
employees in other 8 institutions ranged from 101 to 200.    

 

2. Percentage of woman's participation in leadership positions in 
the surveyed institutions: 
Although there is a tendency in such institutions towards empowering 
Qatari woman in decision making positions, the study has shown that only 
9 institutions had female employees occupying high positions, while the 
other 10 did not have any female employees in high positions. 
Additionally, there are 10 institutions with female employees in high and 
middle administrative posts, and the other 9 institutions had no female 
employees in such posts. Noticeably, the percentage of Qatari woman's 
participation in decision-making positions is higher in institutions with 
lower organizational level.  
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Table (5) 
Distribution of institutions according the number of Qatari  

female employees holding administrative, supervisory  
and executive positions 

Position Available % Not 
Available % Total  

Senior 
Management 9 47.4 10 52.6 19 

Middle 
Management 10 52.6 9 47.4 19 

Lower 
Management 16 84.2 3 15.8 19 

Supervisory 
Management 11 57. 9 8 42.1 19 

 
3. Nature of obstacles limiting women from occupying leadership 

positions in institutions: 
   Only five institutions indicated that there are some obstacles attributable 

to some factors, the most important amongst which are:  Managerial 
and supervisory work requires long working hours and Qatari woman 
might be unable to spend long hours at work due to social and family 
circumstances. These positions might also require to be present outside 
the workplace or even traveling abroad to participate in work meetings, 
conferences and workshops, in addition to co-working with men. 
Another factor is the language skills, as in the current economic growth 
and movement towards globalization, English proficiency is a 
prerequisite for such positions.   

 
4. Leadership and administrative positions for which institutions 

prefer to assign Qatari women: 
   43.5% of institutions confirmed their preference for assigning Qatari 

woman to hold positions with administrative nature.  However, 60% of 
decision makers participating in the study attributed their preference for 
appointing Qatari woman in administrative and supervisory positions to 
women's preference for this type of professions. Other 40% indicated 
that these types of professions are suitable for woman, and that policies 
adopted by their institutions encourage such tendency to empower 
Qatari woman in decision making positions, or because it is the only 
type of professions available for woman in their institutions.  This result 
indicates that some institutions are not likely to integrate woman in all 
work fields.    
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Table (6) 
Distribution of institutions according to "type of positions for  

which woman is preferred" 

Profession  
Number of 
individuals 
sampled 

 Proportional 
repetition 

Professions with 
administrative nature  10  5.43 % 

Professions with 
technical nature  1  4.3% 

No difference  12  52.2% 
Total  23  100 % 

 
5. Regulations and policies 

This item includes all matters related to regulations and policies governing 
working hours, wages and allowances granted to Qatari woman working in 
institutions covered by this study. Additionally, this item aims at identifying 
any organizational obstacles to the occupation of supervisory posts by 
Qatari woman.  According to results, 70% of institutions covered by this 
study have the same number of working hours. Therefore, it is noteworthy 
that policies adopted by such institutions do not take into account family 
circumstances and roles of the working woman. 
 

6. Wages and remunerations 
    With respect to wages and remunerations granted by institutions included 

in the study, the results have shown that all these institutions (100%) 
adopt a unified structure for salaries and remuneration without and 
gender-based discrimination between employees. Additionally, 65.2% of 
the institutions participating in the study indicated that they grant a unified 
allowances and financial advantages for both genders.  Meanwhile, 34.8% 
of such institutions indicated that both genders are not treated equally with 
respect to allowances granted.  

 

Table (7) 
Distribution of institutions according to equality in allowances 

granted to both genders 
Unified allowances 
and advantages for 
both genders 

 Number of 
institutions 

Proportional 
repetition 

Yes  15 %65.2 
No  8 %34.8 

Total  23 %100 
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Evidently, the difference between allowances granted to both genders lies in 
housing allowance (fell by 87.5% of the sample), social allowance (62%), 
education allowance for dependants and furniture allowance (25%), which 
accumulates in favor of man.  Meanwhile, both genders are treated equally in 
other allowances, such as transport allowance, administration allowance, air 
ticket allowance and one month allowance. These results show that unequal 
treatment of both genders with respect to allowances is one of the obstacles 
faced by woman in work sectors, even though there is an improvement in 
some institutions.  
 

7. Training and professional development 
     78% of institutions covered by the study indicated that there are no 

obstacles facing training of Qatari woman. While 21.7% of the sample 
admitted that there are some obstacles facing woman training, such as: 
According to 75% of the sample, most of training programs are held 
abroad and therefore inaccessible, especially for married working woman. 
Similarly, 50% of the sample indicated that women tend not to register in 
training courses available for being held abroad. Lack of English language 
proficiency, which is the language used in such courses, was indicated as 
an obstacle facing woman by 50% of the sample.   Additionally, analysis 
has shown that 72.7% of institutions provide training courses for woman 
to develop their leadership and administration skills, while 27.2% have 
failed to provide a similar level of training. 

 

8. Promotion 
    Although the above results have affirmed a positive tendency of institutions 

included in the study towards encouraging working Qatari woman to 
assume administrative and supervisory positions and eliminating any 
gender discrimination in terms of wages and financial entitlements, it does 
appear quite different when it comes to promotion.  According to the above 
results, only few female employees have been promoted during the last 
three years. Only 3 institutions have promoted 16 to 20 female employees, 
while other 12 institutions, constituting more than half of the sample, have 
promoted a limited number not exceeding five female employees. 
Consequently, opportunities of woman's promotion at work are still limited. 
According to analysis, positions to which such employees were promoted 
are disproportionate to their skills, where most of such promotions were to 
occupy executive positions, such as a unit or department head. 

 
Table (8) 

Distribution of institutions according to the organizational level to 
which Qatari women were promoted 

Organizational level recurrence % 
Head of Unit 10 45.4% 

Head of Department 14 63.6% 
Director of Department 5 22.7% 

Director General 4 18.1 % 
Chairwoman of the Board 0 0.0 
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The study showed that most institutions covered by the study find no 
difficulty in woman's occupation of lower leadership positions. However, more 
difficulties exist at a higher organizational level. Where only 13.64% of such 
institutions indicated that they have difficulties in woman's occupation of 
lower administrative positions. Furthermore 28% of the sample has affirmed 
that it is difficult for Qatari woman to assume the position of department 
head, other 27% indicated difficulty in assuming position of department 
director and 36% in assuming position of director general of the institution. In 
particular, this distribution reveals difficulties faced by women to assume 
senior leadership and decision-making positions.   
 
Thirdly: Results of study carried out to examine experiences of 
female leaders 
The study has interviewed 16 female leaders who were sampled to identify 
conditions they faced while assuming leadership positions, and whether they 
have faced any obstacles and the nature of such obstacles.  Meanwhile, such 
experiences were used to identify social factors supporting such leaders and 
to provide similar environment for other women to assume leadership 
positions. To this end, the following results were concluded: 
 
1. Key data: 
 

Age: According to age analysis, most female leaders aged from 41-50 years. 
These ages however are proportional to features of the positions they occupy 
and also indicate their long professional experience. 
 

Marital Status: Only six women of the sample are married, while the 
remaining are either unmarried or divorced. Thus, familial status may have a 
considerable influence on assuming leadership positions, where unavailability 
of a family and husband gives more time to woman to fulfill her career 
requirements.  
 

Number of children: Key data showed that there are 9 female leaders with 
children and fell by 56.2% of the sample.  
 

Educational Qualification: Analyzing the data, it was clear that all female 
leaders are university degree holders, where 3 of such leaders are PhD 
holders and only one with a high school education. This indicates the high 
educational level of this category, which corresponds to qualification and 
educational requirements of such positions. 
 

Field of specialty: Results indicated that such female leaders have 
theoretical study fields of specialty. This result however corresponds to 
education outputs in the Qatari society, where theoretical study fields prevail.  
Additionally, this affects woman representation in leadership positions in 
technical fields.  
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2. Training received: Female leaders sampled have, according to the study, 
received a great number of courses pertinent to their professional 
specialization, especially in education and administrative work fields. 
Meanwhile, only two of such female leaders received courses developing 
their leadership skills.  

 
3. Professional stratification: Female leaders have gradually ascended the 

career ladder till reached their current leadership positions. This means 
that their career life has passed through numerous phases from which they 
acquired professional skills necessary for the administrative work in their 
respective fields. Date of first appointment, however, demonstrates the 
period of time they needed to reach such positions.   

 
4. Circumstances of appointment in the current position: The in-depth 

study conducted on the sample to identify conditions of appointment in a 
leadership position has revealed that majority of such sample were directly 
nominated by their direct managers, and only two have been appointed 
according to the ascending of the career ladder. This indicates that most of 
female leaders reach decision-making positions in such institutions through 
nomination from their direct managers, and not through the career grading 
system, despite their seniority and qualifications which could qualify them 
for promotion in the career ladder. 

 

      Apparently, the promotion system does not help many women despite 
their efficiency, and the few women reached leadership positions have only 
been successful due to certain circumstances beyond the institutional 
framework or even beyond their vigorous endeavors. Therefore, it is 
necessary to direct work institutions to apply promotion standards on an 
equal basis to both genders according to objective criteria and occupational 
policy adopted to this effect, and so that a greater number of female 
workers can have their opportunities without any internal (inside the 
institution) or external (higher directions) influence.   

 

5. Opinion of the sample's social environment about assuming 
leadership positions: Analysis has shown that the current leaders enjoy 
strong personalities and have accepted their nomination to such position 
without recourse to any person having an authority over them. This means 
that they have a more flexible family conditions able to understand new 
and leadership roles of woman. Family conditions and male's opinion about 
woman's work play a key role in supporting or even obstructing woman's 
career life.   

 

6. Merits and demerits of occupying a leadership position: In their 
own point of view, answers of female leaders varied with respect to 
advantages of holding a leadership position. All such leaders have 
unanimously agreed that such a position gives them the opportunity to 
participate in the decision-making process, in addition to the positive 
impact on their social and familial status. Some of these female leaders 
have also indicated that work pressure, staying away from family for long 
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time, and failure to participate in social occasions are among the 
disadvantages of assuming a leadership position. However, according to 
majority of these leaders, no disadvantages have been experienced as a 
result of assuming their positions. This also reflects woman's ability to bear 
difficulties and costs of assuming a leadership position in addition to its 
particular workload.   

 
7. Major problems facing female leaders assuming leadership 

positions: Analyzing answers of the sample subjects, we found that three 
persons have encountered problems with the opinions of persons 
surrounding them, especially in workplace, while other five persons faced 
difficulties in time management. Three persons faced society's objection to 
the role they are practicing and three other persons faced objection from 
coworkers.      

 

8. Obstacles limiting the number of leadership positions assumed by 
women from female leaders' point of view: Cultural heritage, certain 
mental influence among men and their objection to woman's leadership 
and role in decision making were, according to the sample's point of view, 
considered as the major obstacles to women occupying leadership 
positions. Obstacles have also included the family conditions, especially 
when having children and the inability of such employee to spend more 
time at home to fulfill their house needs.   

 

Fourthly: Key results of the research: 

1. The public opinion poll conducted about women occupying leadership 
positions showed a collective recognition of woman's qualification to 
practice leadership positions. Meanwhile, we find that the society adopts a 
certain view about woman's role, which is to be as a follower and not to 
lead. Viewing woman as a creature with weak opinion and lacks leadership 
requirements, this view, which is a cultural background about woman and 
her roles in life, underestimates woman's ability and qualification to lead 
and to practice a leadership role.  

 

2. The traditional image of work opportunities appropriate for woman is still 
prevailing over the society, which preferred educational, administrative and 
clerical professions. However in fact, this type of professions is commonly 
practiced by woman.   This requires changing professional preferences of 
youth of both genders, and not only women, especially as woman's 
preference is so far connected with men opinion about work, being the 
father, brother or husband.  

 

3.  The public trend among the sample is giving preference to male leaders. 
Noticeably, this trend was identified in a number of opinions expressed by 
the individuals sampled regardless their gender (being males or females), 
educational level and profession.  
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4. Apparently, the traditional idea about woman's work in the educational 
sector, particularly in administrative professions, is still prevailing with no 
substantial differentiation between both genders in this field.  These are 
the historical fields for woman work since emergence of modern work 
institutions in the society.  Therefore, woman participation is necessary for 
keeping abreast with recent developments in the work market. With 
respect to the public attitudes towards woman participation, and regardless 
the objective reality of such participation, we find that woman has entered 
new fields, yet with a limited pace. However, in order for the woman to 
have a wider participation and integration in the expanding and variable 
professional fields currently available in the work market, it is necessary to 
boost her participation and to change such social attitudes as well as 
professional preferences of women. 

  
5. Another important result is the sample's opinion about woman's eligibility 

to practice leadership work. The study has revealed that the sample 
opposed, to some extent, women occupying leadership roles. Such 
opposition is particularly evident in answers where opponents' judgment 
turned from merely expressing their opinions, by acceptance or refusal, to 
determining woman's suitability or eligibility for assuming leadership 
positions.  The traditional image perceived by the society about women's 
role, and which stems from the set of values prevailing in the local culture, 
presents women as a follower who are not entitled to practice any work in 
which they can have the lead and management. 

 

6. Husband's opinion about wife's occupation of leadership positions has 
considerably led to a typical opposition from males covered by the sample. 
Woman's practice of the leadership role, even at work, conflicts with the 
manner by which woman's role is viewed by the husband as a subordinate 
at home. The opinion about which the marital relationship is established 
should however be based on partnership and participation rather than on 
woman's submission and subordination to man. This has been negatively 
reflected on man's view about woman's positions and different roles in 
general. Consequently, features characterizing woman's roles were socially 
generalized, despite the difference between such roles as well as their 
requirements.   

      

7. The situation became clearer when majority of individuals sampled 
indicated their preference for a male leader at work. According to their 
opinions and despite their recognition of woman's eligibility due to her 
educational level, woman is ineligible for this type of professions in addition 
to some other psychological features giving precedence to men, such as 
having more understanding in the workplace.  

 

8. The survey has revealed contradictory social attitudes towards woman. 
While woman's educational abilities are recognized by the society, her 
ability to lead received no appreciation. These attitudes have negatively 
influenced woman's societal participation, especially occupation of 
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leadership positions. This influence appeared particularly in society's 
attitudes towards woman's election in municipal councils.  

    
9. The most important criteria for candidacy and employment in leadership 

positions, affirmed by results of the survey conducted on work institutions 
are the extent to which Qatari woman possesses leadership skills and 
efficiency required for such positions, in addition seniority in the institution 
and entitlement to any such position. Even though, only few number of 
leadership positions were assumed by women, while three institutions had 
no female employees in any leadership positions.   

 
 
 
 
 
 
 
 
 

10.  According to 78% of the institutions participating in the study, there 
are no obstacles limiting the employment of Qatari women in leadership 
positions. The aforementioned admission notwithstanding, the number of 
institutions having senior and middle management positions occupied by 
women are nearly half of the institutions sampled or a little more. 
Meanwhile, most of positions occupied by women are at the lower 
management level.  However, there are some other factors indicated by a 
number of institutions sampled, while other institutions abstained from 
mentioning the same.  

 
   These factors include long working hours, distant workplaces, position's 

requirement for being out of the workplace and traveling abroad to 
participate in meetings, workshops, training courses and professional 
conferences, and co-working with men. These factors are substantially 
related to social values and family burdens, which require longer time to be 
spent at home.  

 
11. Although female employees in the institutions sampled meet the required 

criteria, including the higher educational level, education is not the only 
standard required. Rather the number of training courses attended, 
efficiency, commitment and number of leaves are all factors affecting 
promotion to higher posts. Therefore, we still have yet to study these 
factors to identify their impact on woman's professional stratification and 
chances to be promoted to higher positions.  

 

12. There are a considerable number of human resource managers in the 
institutions surveyed who are still influenced with the traditional image of 
professions appropriate for woman. To this end, we found conformity 
between the work institutions trend and the public trend uncovered by the 

The incontrovertible fact that should be recognized, opposed and addressed is that the society 
adopts negative attitudes towards woman's leadership roles. This has directly influenced women 
participation in the decision-making process of the Qatari society, and decreased their share in 
leadership positions despite their educational superiority. However, women are now actively 
participating with credit to the general policy adopted by the State which grants woman a share in 
leadership positions to enhance their participation.  
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public opinion polls, where evidently, workers and decision-makers in such 
institutions are specifically a part of the society and represent its culture.  

 

13. Inflexibility of the promotion system in the institutions surveyed was 
uncovered by the study. Where, only five Qatari women were promoted by 
majority of the institutions surveyed. Meanwhile, most of these promotions 
were made to posts in the middle management (department head) and 
lower management (unit head or supervisor).  

    Consequently, legislation (constitution, civil service law, labor law and 
regulations governing work institutions) have apparently contributed to 
women's participation in the Qatari economic and social development. 
Institutions operating in the state endeavor in terms of regulation and law 
to empower Qatari women in decision-making positions. Additionally these 
institutions encourage women's role through adopting clear and announced 
policies on both the macro level, the entire institutional level of the state 
such as in the Qatarization policy; or on micro level, internally such as 
training and development policy within the institution. However, the 
decisive factor in assuming leadership position in such institutions is the 
extent to which candidates, regardless their gender, have the qualification 
and skills necessary for the position.  

 
14. The high educational level was obliviously a key factor for female leaders 

included in the sample to assume leadership positions in the institutions 
they work for. However, the type of education they received plays a role in 
their concentration in civil service institutions, where the theoretical 
environment predominates. This has, in general, influenced the type of 
professions and sectors targeted by women. It is in fact a phenomenon 
applicable to both genders, and faced by the entire Qatari workforce. 

 

15.  According to the study, most of female leaders are at middle ages (over 
40 and under 50). This means that at this age, their children should have 
been grown up, besides that the greater percent of them are not married. 
Hence, they have a lesser family burdens, and consequently, more chances 
to assume leadership positions.  

 

16. Analyzing results of the in-depth study conducted on circumstances of 
women's appointment in leadership positions, we found that the majority 
of them were appointed under a decision from the senior management in 

!ǇǇŀǊŜƴǘƭȅΣ Qatari women's participation in leadership work and occupation of general 
leadership positions are not governed by texts written in the different legislations, but rather 
by the unwritten concepts adopted by the society and circulated within according to the 
prevailing culture patterns. These concepts represent an obstacle in the path of women's 
promotion at work. Similarly, the society's attitudes towards women's co-working with men, 
long working hours, distant workplaces, requirement to travel abroad and type of professions 
preferred for women's work have influenced work institutions and contributed to decreasing 
women's chances to be promoted to a higher or leadership positions.      
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the institution or according to directions from a higher authority in the 
society. Therefore, the objective reality of institutional regulations and 
promotion systems in work institutions as well as the cultural and societal 
opinions of persons responsible for granting promotion opportunities have 
negatively affected women promotion to a higher position, which is a fact 
uncovered by the institutional case study. 

 
 

17.  According to the study, samples lacked training courses on leadership 
skills. Therefore, it is necessary to train women on leadership work with a 
view to maximizing their ability to actively participate in decision-making 
positions. 

 

18. Support extended by the family of the female leader is evidently crucial for 
her to assume leadership positions. Accordingly, women supported by their 
families are more likely to assume and maintain leadership positions. 

 
Fifthly: Study recommendations with respect to society opinion 
about women occupying leadership positions: 
 

1. Removing social and economic restraints that limit women's 
participation in the decision-making process as well as reducing the 
efficiency of such participation. Therefore, it is necessary to adopt a 
policy concentrating on raising awareness of the importance of 
women's participation in decision-making, and to change traditional 
ideas and images concerning women's roles.   

2.  Changing the society's opinions about the type of professions 
appropriate for women and the sectors in which she can work. 
Consequently, integrating women in the different work sectors, and 
enabling them to access the new and variable specializations 
connected with the recent developments in the work market. 

3. Changing the mental image perceived by both genders in the society 
about woman's eligibility for leadership work. This image has 
negatively influenced the size and nature of women's societal 
participation and assuming leadership positions. To this end, 
educational and informative programs should be designed presenting 
women in a new image, being the image of women who participate 
and lead.   

4.  More attention should be given to changing the manner by which 
women's roles are perceived by male society members, especially with 
respect to leadership roles. According to the study, some husbands 
objected to their wives' assuming leadership positions. This is one of 
the reasons enumerated by the study for women's abstention from 
assuming leadership positions in some institutions.  

5.  Focusing on the youth as they will be the generation forming the 
future, including women's future. Therefore, it is necessary to present 
a new image for women, including the image of a woman leader. This 
however requires reconsidering educational programs and curricula to 
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develop, in youth minds, a new image about women, their roles in life 
and what they can do to serve the society.   

6.  Without detriment to her family roles, supporting standings and roles 
of working women, establishing a balance between such roles and 
alleviating societal pressures. However, still women are required to 
prove their efficiency at home as a mother and wife, and outdoors as a 
citizen participating in the societal development, working for its sake 
and contributing thereto. In order to provide assistance and support to 
the working women, one of the procedures that should be taken is, 
inter alia, incorporating school nurseries in work institutions.  

7.  As women have the necessary competence and in light of the societal 
recognition of such competence, women's share in leadership positions 
should be gradually increased through a number of procedures, and 
also, the promotion systems in work institutions should be reformed. 
With such reform, it will be easier to change attitudes of citizens and 
work institutions at the same time towards women's eligibility to 
assume leadership positions.  

8.  Increasing the society confidence in women, as well as increasing 
women self-confidence and confidence in their ability to assume 
leadership positions. This can be achieved through the media programs 
and through organizing training courses for women to discover 
themselves as well as their individual capabilities and leadership skills.  

9.  Benefiting from successful female leader models, and presenting them 
to the society through the media without exaggerations to avoid any 
adverse results. Also not to hastily appoint women in leadership 
positions through recommendations from higher authorities and 
without compliance with the organizational procedures, as the Qatari 
working women possess many characteristics qualifying them to 
assume such positions with no need to any external influence. This 
further requires changing the mentality of workers, especially males in 
work institutions who control decision-making positions, and applying 
an objective promotion system in such institutions. 

  

Secondly: Study recommendations with respect to work institutions 
1. Taking the procedural steps necessary for enforcing legislation 

appertaining to women. International and local recommendations to 
this effect have confirmed the importance of enacting new legislation 
and introducing the necessary amendments to legislation currently in 
force with respect to women and their empowerment to participate in 
the social and economic development, change and advancement.  

2. Women's advancement and empowerment to assume leadership 
positions can only be achieved in presence of a legal umbrella 
protecting them from gender discrimination. It is noteworthy that some 
issues pertaining to several laws should be addressed, including 
allowances and advantages granted to women at an unequal basis, 
such as social allowance, housing allowance and allowance granted for 
education of dependants. 
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3. Enabling Qatari women to assume decision-making positions through 
entrusting them with important and critical positions. This however 
requires adopting a fairer promotion system in work institutions.  

4.  Changing the mentality of persons in charge of promotions and 
nominations in the institutions towards the leadership role of women. 
This mentality is however influenced by social restraints and social 
values appertaining to women image, societal roles and eligibility to 
practice this kind of roles. 

5. Raising the awareness of working women about their professional 
rights stipulated under legislation applicable to the institutions 
operating in the State, such as civil service law and labor law, as well 
as regulations and policies prevailing in such institutions. Additionally, 
urging women to utilize and benefit from such rights.   

6.  Establishing and introducing a new concept to women about their role 
in the institutions, and encouraging them to reach leadership positions 
within a positive, efficient and sustainable framework ensuring that 
they shall continue at work and will overcome any obstacles preventing 
them from reaching this goal. 

7. Developing training and professional development systems in the 
public institutions operating in the State, in order to actively meet the 
requirements necessary for professional development of women as far 
as leadership and administration is concerned. 

8. Activating women participation in decision-making process through 
appointing them in more leadership positions. This however requires 
strenuous efforts focused on urging work institutions to integrate 
women in the institutional decision-making and to eliminate any 
discrimination facing working women.  

9. Providing more training courses for working women, including courses 
on leadership skills, modern administration systems, self-discovery and 
technical skills required in the work field. 

 
 
 
 
 
  
 
 
 
 

Thirdly: Proposed program for increasing women's share in 
leadership positions over the next five years. Any efforts, policies, or 
programs established in this regard and at this level must have integral and 
coherent components. This however requires the following: 

 
 
 

If the local culture adopts a traditional images surpassed by the educational and cultural reality 
of women, it is in fact necessary to change these images, which hold down women 
advancement. This also necessitates a campaign for changing society opinion about women 
occupying leadership positions, and for introducing a new image of women capable to lead. It 
is also possible to explore young female leaders, prepare them at an early stage, and provide 
them with the skills required for leadership work, whether at work fields, through early 
education in different educational levels or by the role that can be played by non-governmental 
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1. Establishing a policy to increase women's share in leadership positions in 
work institutions through: 

 

- Determining a certain quota that institutions must comply with while 
promoting women to higher positions, just as in the Qatarization of jobs. 
Additionally, forming a committee to be responsible for following up 
promotions in work institutions. 

- Standardizing the promotion system and stressing on women 
entitlement to promotion, if the required conditions are fulfilled. 

- Supporting working women, especially those having children and 
husbands, through decreasing the number of working hours, adopting 
the part-time work system and incorporating nursery schools in work 
institutions.  

- Establishing a balance to women distribution on different professions 
and economic sectors lacking female employees. This can be achieved 
through formulating an employment policy encouraging females to work 
in professions and sectors from which women normally abstained. 

- Organizing training courses to members and decision makers of work 
institutions about gender issues. Involve women in institution activities; 
rehabilitation and developmental programs; as well as regulatory 
procedures; and the prevailing promotion systems. 

   

2. Preparing the society and changing its mentality about women occupying 
leadership positions through: 
 

- Informative programs introducing a new image for women. Exploiting 
the Qatari heritage which introduces women as a productive member 
participating in the economic life. 

- Introducing educational programs and professional education to females 
since the early stages of education. 

- Integrating women in societal activities and civil society institutions. 
 

3. Preparing women to practice leadership roles, providing them with skills 
necessary for this type of work, and increasing their self-confidence 
through intensive training courses on work skills and modern work 
techniques. 
 

- Organizing training courses to acquire leadership skills in work 
institutions.  

-   Integrating women in all aspects of training systems. 
- Discovering and fostering female leaders at early stage through 

educational institutions and the Qatari Center for the Gifted. 
 
 
 
 
 
 
 


