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ABSTRACT

This thesis is aimed to exploring a gender diffeeem scientific careers by
presenting empirical evidence from Thailand, arsd alt evaluating the impact of
different types of organisation: higher educatiod aesearch institute sectors on
gender and academic career progress. In orderderstand gender dimensions in
Thai academic careers, a multilevel analysis (Layt@93) is employed as a
guide. With the pragmatic paradigm, the strengtthsf research has drawn both
guantitative and qualitative approaches.

In comparison to the developed world, Thailandoantry with relatively low
competency in science has progressive numericaadi€the status of women in
science. However, the findings of this study hightithe existence of a gender gap
in rewards. Particularly, female academics in Thgher education were found
worse than their counterparts in the researchtutstsector as a result of certain

organisational characteristics.

This study reveals that Thai women in science ramader threat at different
levels: constraints of the national scientific pglivhich focuses on engineering;
Thai scientific organisational norms in favour oémwomen'’s limitations in
social connections; and gendered roles which compeien to put family before
career. On top of that, though Thai women percgemder inequality in academic

careers, they tend to disregard it.

In order to eliminate gender disparities, Thai fearecademics need to raise their
professional status through a range of activigehieving privileged academic
qualifications; joining each other through formatworks; adopting a male
working style; deploying a conflict avoidance sét; relying on rules and
regulations; being single; and drawing on supparnffamily and colleagues.
However, it is noteworthy that some of these sgjiageseem to hinder women’s

success in science as well.

Overall, the findings support the argument thdialgh Thai female academics
may try to devise strategies to survive in thereeas, the success of such attempts
often depends on structural norms which genergtertymities for them.
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CHAPTER 1
INTRODUCTION

1.1 Background

Over recent decades, women in science have fase@pgortunities as the impact
of growing economy is creating new demands forgurersl in science and
technology (Organisation for Economic Co-Operatod Development, 2006).
Consequently, there has been an increasing nurild@men joining the science
and technology workforce. For example, in Europeawerage, the number of
women in science fields has raised by 6.3 percactt gear (European
Commission Directorate-General for Research, 20D83pite this dramatic rise,
women are underrepresented in top levels in scieaieers - the proportion of
female academics was found to be approximatelyfifthen professor and
supervisory positions in European countries (Eusopgommission Directorate-
General for Research, 2009). This suggests thatceiremains a society in which

gender inequality exists.

In order to investigate the reasons behind gendpadty in academic career
advancement, some researchers have suggesteddtiatgs in organisations are a
key factor in determining women’s progression iademe. For example, Fox &
Colatrella (2006), based on their research on thiiwg experience of female
academics within a technological university by feiag on promotion and career
progression, revealed that formal and informalretBons among male
counterparts apparently hindered women from regcleader positions in science
academe. However, the career experience of wonagteésmined by not only
practices in organisations, but also individualatales. For example, Stack (2004)
found that female academics in sciences and engnge®ith dependent children
are likely to have lower productivity than male ntarparts, and thus seem women

might be considered to be at a disadvantage imtsfotecareers.

Although some studies have previously attemptaduestigate the reasons behind

gender difference between men and women in acadsareer advancement (Fox



& Colatrella, 2006; Stack, 2004), it is still indafent to fully understand the
impact of gender in academic careers. That is ls&chath social structure and
individual endowments can together affect acadeasieer advancement and may
matter differently for men and women (Healy, Ozim)g Aliefendioglu, 2005).
For example, Stack (2004) aimed at investigatimgstiatus of women in academic
sciences with an emphasis on the effects of indaligdariables (family burden and
academic performance), yet paid little attentiothi® organisational environment
as a barrier that could influence women’s advancemme well. Similarly, Fox &
Colatrella (2006) outlined the university enviromrhas the principle to explain
gender difference in higher education, but hatke Igaid consideration to a range
of individual factors such as demographic backgdoiinat may also impact
academic careers. This means that there is gfdpato fill in the research on

academic careers in terms of career progressiateteto gender equality issues.

Moreover, it is noteworthy that most literaturerssdo focus on the importance of
academic careers in the Western countries (CeciildaWwis, 2011; Connolly &
Long, 2011) but the conceptualisation of gendeiegadrom one country to
another, depending on cultures, traditions andes(Cubillo & Brown, 2003, p.
285). In addition, characteristics of science analen developing countries are
often different from those of developed countriesafakumnerd, Chairatana, &
Tangchitpiboon, 2002). Consequently, an empirittadys of each society is
required to demonstrate the effects of social astitutional environments on the
existence of gender difference in academic caraesthus Thailand presents an

interesting case for several reasons.

The current research, focuses on Thai contextceoatribute to the literature by
presenting evidence of gender disparities in a-\diestern context, where
Western theoretical frameworks may not apply we@legen, 1998). Moreover, this
research can illustrate evidence of a gender gapiamtific careers from a
developing country which is relatively less suctass terms of scientific and
technological development; thereby discovedanyg points of difference with that
found in the developed world. Furthermore, halfhef academics in Thailand are
females (National Science Technology and Innova®olcy Office, 2007). This
provides an interesting case for most Europeantdesrwhere the proportion of

female researchers working in academic careeosvier] approximately 40 percent

2



(European Commission Directorate-General for Rebe@009). Also, recent
international policy has paid more attention todgrissues in the workplace
(Organisation for Economic Co-Operation and Dewvelept, 2006) so this study
could offer an opportunity to make a step from aesle on gender towards career

advancement.

1.2 The purpose of the study

The literature in relation to gender in advancenieriie academic careers has
ignored the interplay of a range of multi-level iates (social beliefs,
organisational practices and individual variabled)ich makes gender research
inconclusive and incomplete (Layder, 1993). Re&dyifew studies have employed
multilevel perspectives as their research framevwddaly et al., 2005), even
though managerial advancement is influenced bytmaction of multilevel

factors (Ozbilgin & Tatli, 2005). Therefore, thissearch attempts to examine a
range of variables, individual endowments and asgdional practice that cause
gender disparities in Thai academic careers. Basedmulti level analysis
(Layder, 1993), the research could capture thesitians and interrelationships

between personal and institutional powers.

This research aims to measure the gender gap ire€ademic career
advancement that may offer some possibility of ating the realities of gender
disparities in Thai scientific careers. Howeveegrghis an ongoing debate among
economists on the major cause of gender differdsntiecareer advancement.
Some advocate that differences of individual traressimportant for the progress in
careers (Stack, 2004), whereas others claim tkatidiination presents the major
source of gender disparity (Long & Fox, 1995; Sahri999). That is because,
although men and women hold the same individuabemnakents, their status may
be quite different, depending on the structure Wini@ates the social opportunity
for them (McNay, 1999). For example, if scientidied technological areas are
based on a traditional male perspective which deses men as key persons, it is
difficult for women to meet such particular neeBieX & Colatrella, 2006).
Therefore, the particular interest is whether ddfeees in Thai academic career

advancement result from characteristics assocugithoendowment traits such as



seniority, education, subject area, network, acadeerformance and family

responsibilities, or discrimination.

In order to explore reasons behind the gendeirgapademic career
advancement, the individual elements that both lereaid constrain individuals in
a career field are investigated for understandingien’s experience on science
achievements in the Thai academic context. Aparhfan examination on the
existence of discrimination in career advancemethwéen men and women in
science, we look for supports or practices womepleynso as to manage with
such gender disparities. In doing so, we can devalmore accurate picture of
gender in Thai academic careers. In other wordks sthdy aims to seek the
survival strategies drawn by women in academicezareithin the particular
endowment traits they own as well as the conditibgendered socialisation in the

Thai academic context.

Based on individual capital along with genderedigalin the society and
academic organisation, the status of men and wareedifferent in terms of who
dominates the organisation (Hesse-Biber, Leavy,a8s&r, 2004). Thus, in order
to examine the actual status of women in the aseasience and technology in the
Thai context, this research has drawn primarilyvem traditional feminist
approaches: liberal and radical feminisms as t@éwork for determining the
gender equality in academic careers. Liberal fesninis employed to determine
whether the rights of women to access academiagsegre equal to those of men
(Holmes, 2007)In this studythegender ideology in Thai academic sciences is
thus measured on the basis of equality of men amdem in organisational
hierarchies and rewards. However, examining geegeity by comparing a
numerical measurement is inadequate in identifyfregstatus of men and women
in careers because gender discrimination is deephgd in the social structure
(Stanley, 1990). Therefore, radical feminism, whatéices an emphasis on the
gender biases in society (Beasley, 1999), is deplay parallel in order to
investigate whether or not the characteristics allerpredominant society

oppresses women in Thai academic sciences.

Additionally, the specific context of academic swes is provided. This study

includes academic staff in science and technotliggiplines in the context of



employment in university and research instituteé@edecause different types of
institution may have different patterns of professil behaviours (Connolly &
Long, 2011). Although previous studies relatedareer advancement of
academics have been conducted, those studies temttenlis on occupational
achievements of academics in a particular orgaais@fox & Colatrella, 2006;
Xu, 2008). Few studies have examined gender efflgctomparing the roles of
organisation (Connolly & Long, 2011). Consequerittys study makes a further
contribution by extending the literature on gendiscrimination in academic
careers by evaluating the impact of different typemstitution, specifically by
comparing the career profiles of academic persoamgloyed at university and
research institute sectors. It is noteworthy thest $tudy has focused on scientific
employment in public science sectors, which maka apmbination of 80 percent
of the Thai scientific workforce in total (Nation&tience Technology and

Innovation Policy Office, 2007).

Finally, little is known of women in professionakas in less industrialised
countries. As Yukongdi (2005) observed, theressacity of empirical research
examining women in developing countries, especiaiti respect to female
professionals. Thailand, a developing country, sedected as a case study,
provides an interesting phenomenon. As statedeeawomen in Thailand account
for approximately half of those in scientific careéNational Science Technology
and Innovation Policy Office, 2007), whereas woras:na minority in science and
technology in most other developed countries (Ee@aopCommission Directorate-
General for Research, 2009). In addition, Westemirfist frameworks may not
apply well in the context of non-Western counti@tesen, 1998), and thus it is
difficult to make generalisations about issues @ssed with gender in academic
careers from the Western country context to the\Wastern one.

1.3 Research question

This study aims at raising awareness and undetisgoflgender discrimination in
terms of career progression in academic sciendés,Tailand as a case study.

Specifically, the research questions of this staigyas follows:



The first research question is to what extent algegap occurs in terms of pays
and grade positions in academic careers in Thailanorder to answer this, one
main theme of this research is directed towardsstigating whether or not a
gender gap exists in Thai academic careers andlregevhether such a gap

originates from the results of endowment variablegender discrimination.

In order to answer the second research questiongaakat is behind the gender
gap in academic career advancement, different emaous, organisational
practices and social beliefs are investigated dieoto pinpoint the influence of
these factors on the status of women academickanand. Then, the third
research question asks what strategies women enmptoger to respond to the

gendered bias in academic careers and organisations

Finally, with different individual capital and gesed attitude in society and
organisations, the question, through the use df snaclitional feminist approaches
as liberal and radical, is expected to determinetisdr women belong to the

dominant or subordinate group in Thai academimses.

As the gender behaviour in academic careers ipribabuct of individual
background, organisational context, as well satiaicture (Ozbilgin & Healy,
2004), this research utilises the multi-layeredysisa (Layder, 1993) as a
conceptual framework for explaining the processagjotiations between structure
and agency, which is an understanding point fobeteaviours of women in Thai
academic careers. In other words, this framewodbles the researcher to identify

the gender difference and career achievementsanadademic sciences.

1.4 Organisation of the study

This thesis consists of eight chapters. In thigptdra Chapter One, the topic,
purposes, main research questions and structuhe study are introduced. Key
results of this study are likely to contribute e kknowledge relevant to gender
issues in academic science careers in the cont&@ttadland, to which Western

concepts may not apply.

The literature review presented in Chapter Two erqd the variety of gender
approaches in association with the above researestigns. These approaches are



pulled together to explain gender difference indbetext of academic career
advancement. The review of the literature illugisahat academic career
advancement is determined not only by endowmembfgcbut also by societal
values and organisational norms. The outcomesasktinteractions among
multilevel factors can complete the picture of ggmghenomena in academic
careers in terms of gender gaps, different kindadif’idual practice and

perceptions of gender equality in academe.

Chapter Three details the role of gendered soatads towards the women'’s
status in Thailand and the current situation ofiTéamen in science. This chapter
specifically explores the situation of Thai womeonh cultural perspectives and
national agenda. Followed by the characteristicgahen’s participation in Thai
science and technology, the data on women in il is presented to reflect the

current status of women in Thai science academe.

Chapter Four outlines the research methodology wgoch this study relies. It
discusses the research methods and explains havathevas collected and
analysed. The pragmatism paradigm is employedisrstady in order to
investigate gender difference in Thai academiceradvancement because of its
ability to examine a range of micro and macro phesa in which women were
supported or constrained in their academic caréecsoss-sectional survey of 420
Thai academic personnel was conducted in ordertsare the gender gap in
academic careers. Concurrently, the reasons bénengender difference in
academic career advancement were further explortbdmnterviews with 33
academics, coupled with documentation. Multipleesgions analyses, the Oaxaca
decomposition (1973) and multinomial logistic modelre employed to measure
the gender gap in Thai academic science advancewleid thematic analysis

was used to analyse narrative data drawn fronmtieeviews.

One of the purposes of this study is to compareecaadvancement between men
and women, staff across two different types of Htademic organisations:
university and research institute in science antdrelogy disciplines in the Thai
context. Chapter Five and Six thus analyse theoresgs of Thai academics by
providing details on the research results founidath the university and the

research institute sectors. The chapters compagercadvancements of female



with those of male academics through quantitatieasarements, that is, the
gender gaps in pay and grade in order to uncoeegeénder situation in Thai
academic science careers. In order to explore thglewvel variables that may
encourage or discourage success in Thai academaices, women’s and men’s
career experiences in accordance with their selyding the perceptions towards
the women’s status in Thai science academe, atéajively analysed and

revealed.

Chapter Seven discusses similarities and diffeieimcacademic career
advancement between Thai men and women in thengitivand the research
institute sectors as reviewed in the two previcwepters in order to understand the
patterns of gender disparities in Thai academitkerscientific disciplines. This
chapter also addresses research contributionsnis tef extending the knowledge
about gender and organisation in a non-Westerregotitrough the gender

analysis in the Thai academic organisation context.

Finally, Chapter Eight highlights key issues in@rtb provide answers to the
research questions. The strength of this reseangtesented. Some limitations of
the study are provided for further gender researdtience. This chapter ends
with a hope that the findings can offer some recemdations for gender policy as

well as future research in order to improve womeitesus in Thailand.



CHAPTER 2
LITERATURE REVIEW

This chapter presents the conceptual frameworkshwshape the analysis of
gender difference in academic science careersaR#sm a range of areas is
reviewed in order to familiarise the researchehwnder theories and relevant
studies and to confirm the appropriateness ofritili research questions. A
number of studies related to gender differencecadamic careers, academic
career advancement, and women’s experience incasemere thoroughly
searched through the Metalib database and Google@&8c

The literature review begins with exploring whetbenot a gender gap prevails in
academic careers. Although previous studies fobatisuch a gap does exist in
science, relatively few studies have attemptedvestigate whether it results from
the outcomes of different endowments or discrimamatTo fill the research gap,
the current study employs quantitative techniques &is Oaxaca decomposition
(1973) and multiple outcome models in order to meathe gender gap in Thai
academic careers while further exploring whether glap is a result of endowment

variables or gender discrimination.

In order to discover the reasons behind the gegaeiin science career
advancement, a range of variables have been exdnTihe effect of social
attitudes towards men and women in career advamteowipled with possible
impacts of endowment variables such as demogrdgaiticground, were
investigated. The literature review suggests tleadgr traits impact on the type of
jobs for men and women differently, and that olggwomen from advancement
in the workplace. The literature review also paindeit that individual
endowments, created differently between men andemorre partly derived from
gendered roles, which makes both genders experdgfieeently in careers.
However, a number of studies have focused on ssf@aific factors with no
recognition of the comprehensive range of cultaral individual factors, even
though managerial advancement is also influenceahlipteraction of such factors
(Ozbilgin & Tatli, 2005). To fill this gap, thisstly deploys the multi-level



analysis (Layder, 1993) as a conceptual framewokder to explore how social
and individual levels are associated with womed\gaacement in Thai academic

sciences.

Although the status of women in science seems tddeessed in terms of
subordinate roles in academic organisations, wegtifew studies mentioned
practices of women in response to the female opess well as to move
upward in the predominantly male scientific caré@wwell, Bagilhole, & Dainty,
2009). This chapter thus reviews the process obtnegons between the structure
(social value) and the agency (individual capacityich results in the behaviours
of women in organisations so as to understandtthgegies women operate to

achieve in careers.

The chapter then discusses the two feminist appesadiberal and radical ones to
assess the status of women in academic scientesria of equality in career
advancement. The literature reveals that some dear#re likely to examine
gender equity by drawing on liberal feminism whiobuses on the rights of
women with respect to the access to opportuniggasilly as men do. Liberal
feminism tends to urge the countries to searclhefyal and social rights, which
place women in the same position as their maleteoparts. However, we need to
rely on radical feminism as well to investigate dendiscrimination in Thai
society because gender bias, deeply rooted inoitialstructure, is a main reason

of women’s underrepresentation.

Finally, based on the literature review, the reslear demonstrates the conceptual

frameworks as a guide to explore gender dispatigcademic sciences.

As far as the researcher is concerned, most stheiesconducted gender
comparisons with the use of samples from a simgteer than multiple, academic
institution, even though the diversity of organisasl cultures are worth

exploring. In addition, academic careers in lesgeltged or non-Western
countries have been ignored in previous studiesast gender research has been
undertaken in industrialised or Western countflesfill this gap, the current study
attempts to examine gender difference in acadeari®ecs in Thailand as a case to
draw some representation of developing countriesnon-Western context while

presenting two types of academic organisationghéri education and a research

10



institute so as to compare the similarities antedéhces in the diversity of

organisational patterns.

2.1 Gender gap in academic career advancement

Although gender issues have been high on the rataggendas of many countries
(Organisation for Economic Co-Operation and Develept, 2006), gender
discrimination remains unchanged, especially invibekplace where men’s
careers were found more advanced than women’sr{A&&ific Resource and
Research Centre for Women, 2005). In the case ailard, although, in section
30 of the 1997 Constitution of the Kingdom of Thail, equality is elaborated as:
“All persons shall enjoy equal protection under lgng. Men and women shall
enjoy equal right” (Liamvarangkoon, 2002, p.1), Mvamen seem to receive
diminished employment opportunities. The statistesgealed that Thai women, as
opposed to their male counterparts, are underreptes in supervisory level.
Approximately 75 percent of workers in managemewels both in public and
private sectors were men while only a quarter wesmen (National Statistical
Office & Office of Women's Affairs and Family Dewgment, 2008).

Even in academic careers, viewed as society wgh &thical standards and
democratic principles (Bronstein & Farnsworth, 19@8idence of gender
difference in career advancement is identifiedathlposition and pay. For
example, only a quarter of the executives in Tleadamic institutions were
women (National Statistical Office & Office of Womis Affairs and Family
Development, 2008), although half of academic staffe women (National
Science Technology and Innovation Policy OfficeQ20 In addition, Thai female
academics earned 15 percent less than men, compiieal national average
gender pay gap of 5 percent (National Statistidét& 2008). As Hakim (2004)
argued academic careers are found to have a watheleg gap because white collar
occupations are more likely to have a variety ofaels, as opposed to manual

ones with more of a tendency of a single wage rate.

There is a current debate on the major cause afgyatifferentials in academic
career advancement. Some advocate that indivicaititlifferences could lead to
the difference in progress between men and womanademic careers (Stack,
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2004), while others believe that discrimination Idogreatly impact on gender
differentials (Sonnert, 1999). As stated by Longéx (1995), the reward
allocation in science can be divided into two categs: universalism and
particularism. Universalism mentions that the atoan should be based solely on
the endowments of a scientist, which can occunénférms of academic outputs or
demographic variables such as educational backgrouaxperience. In contrast,
particularism relies on gender characteristicgterallocation of rewards and
resources. If women receive lower rewards becawesegroduce lower academic
publications, this would be a universalistic prace3n the other hand, if women
receive lower rewards than men even with the equalber of publications, this is
a result of particularistic process. If there isgemder difference in rewards for the
same qualification, this means that there is norohgnation.

In order to classify the allocation of gender pdfedentials whether it originates
from the effect of endowment traits or discrimioatin terms of numeric
measurements, empirical work has applied the Bfi@Bxaca decomposition
approach (1973). In this approach, the wage equatice estimated separately for
both groups (i.e. male and female) in order tovadocomparison between the
mean differences of the log wage equations. Thihatedecomposes the average
log wage differentials in terms of the effect difelience in endowments and that
of treatment (i.e. discrimination). Kittisuwan (Z)Qassessing the gender wage
gap after the eruption of the economic crisis imilnd, has applied the Blinder-
Oaxaca decomposition (1973) to the data of a Laboure Survey conducted by
the Thai National Statistics Office and revealeat thhai male workers received a
24 percent higher wage than their female countespahe majority of total wage
differences between men and women in Thailand Veegely due to gender
discrimination, accounting for 85 percent of theatavage differentials, while only
15 percent of the income gap generated from tHerdrice in characteristic

endowments.

In addition to examining the gender gap in termpaf, the difference in academic
career advancement was also measured by positighs hierarchy (Connolly &
Long, 2011). Connolly & Long (2011), employing mplé outcome models to
estimate the probability of belonging to any giggade in academic careers of

science and technology within the higher educadiwoth the research institute in the
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United Kingdom, revealed that there was a diffemobability of attaining the
highest grades between men and women. Female acadeare more likely to be
in junior posts and less likely to be in senior miggesting that career progress
is more difficult for females. Further, there wasdence that the grade gap is
much wider at top levels in higher education wkitemen in the research institute
face a greater disadvantage at bottom levels, piegeevidence of a glass ceiling
in higher education and a sticky floor in reseanstitutes. Given the importance
of hierarchical positions in determining the genglap in academic careers, the
current research thus concerns gender grade gdmirscience academe by
employing multiple outcome models so as to asséssher or not the probability

of belonging to junior or senior grades varies bydgr.

Even though the gender gap in academic sciencesriganate from either
discrimination or characteristics related to end@ntrtraits, there are relatively
few empirical studies dealing with the componeritgemder gap in terms of
numeric measurements (Connolly & Long, 2011). Tioeeg in order to fill the
research gap in academic sciences and answergheeBearch question asking
whether or not there is a gender difference in egad career advancement as
previously stated in Chapter One, the Blinder OaXa®73) decomposition is
applied in this study to examine the gender pay gmmg with the analysis of
career progress with multiple outcome models tonede the probability of being
in differently ranked positions. One main themehis research is directed towards
investigating the existence of the gender gap adamic careers and identifying

whether such a gap originates from endowment Vi@satr discrimination.

2.2 What is behind the gender gap in academe: multi
level analysis

In this section, the multi-level variables (Layd&®893) related to difference in
career advancement between men and women are eglvees\va conceptual
framework for understanding the gender phenomemaaademic sciences.
Structural issues underlying the disadvantagedipasaf women at macro level
are presented. Then, the diversity of individualkgaound is explored in terms of

their impact on academic advancement.
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2.2.1 Social attitudes towards gender and career gadncement

There are some broad theories capturing the diffextton between men and
women to explain why women are oppressed and cdraegual to men in the
workplace. Traditionally, the gender differencdahour force generated from a
belief that biological differences are criteriasiparate women'’s work from
men’s. Women are considered physically weaker than, female bodies and
characters in general are thus unsuitable for wagrks hard as men’s (Holmes,
2007). According to Hakim (2004, p. 4), differencesnale physiology make men
generally “more self-assertive, aggressive, dontiaad competitive”, and that

earns them a higher social status than women.

Typically different traits between genders impattloe difference in the job
division of women and men in the workplace. Mensargposed to show their
physically strong and competitive character whitenven are taught to express
their soft emotions and orderly character (Hakif0Q4). The division of labour,
derived from these traditional characteristics, iasle employers prefer men over
women and vice versa for a particular kind of wakkcording to Ashcraft (2006),
such gender difference has thus caused unequald&wethe workplace.
Suriyasarn & Resurreccion (2003) stated that tmelgesegregation in the Thai
labour market is explained by men’s work which reggiphysical strength or
technical skills, whereas women’s work needs thityato concentrate on
domestic skills. Regarding the gender differendgiTvomen are often restricted
to work in social sciences or humanities while raemlikely to get a job in
engineering fields, which tend to receive bettevaiel (National Statistical Office,
2009).

As gender is not only shaped by individual physiglbut also by the structure of
social institutions (Wood, 2006), which perceive tbmale role as passive instead
of active, this also obstructs women from takiregieg roles. The impact of social
attitudes towards differences between Thai memnvwanrden in career advancement
was observed by Pongsapich (2007), who revealedh@astereotypical attitudes
have been transferred to the Thai organisationaireuin which promotion criteria

for leadership positions depend on gender rattzer &tility. Furthermore,
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although more Thai women are participating in leski@ positions than

previously, they are not powerful in comparisomten.

Although the social structure determines the lostatus of women both in society
and workplace, it is still insufficient for explaingy the complexity of the gender
segregation in careers where individual endownsenigwed as a key element for
advancement in the modern workplace (Corsun & @o&@01). Therefore, the
next section reviews individual variables as anangmt component for supporting

or restricting women in advancement in academieerst
2.2.2 Endowment variables and academic career adveement

Research on women in management suggests that emahdwariables present a
key factor in determining women’s success at wbtkt¢ & Tharenou, 2001).
Women with appropriate endowments were found te lzagreater opportunity to
move upward in their workplace because indiviceralowment determines the
skills and resources one can bring to institutigfeoeer, 1999), and thus define an
individual's power in the workplace (Sayce, 2006)this regard, a variety of
endowment variables are investigated in this stodyder to understand the

power of women in academic career achievements.

However, individual endowments are defined throaghixture of social and
cultural values which later determines the pattértmeir lives (Layder, 1993). In
particular, since men and women are given a diftegendered role, differently
shaped by traditional values in society to whiatythelong, the endowments of
both genders are created differently (Wood, 20B6jther, individual endowments
of women and men contain different forms which eitbupport and limit them

both to behave differently in careers (lellatchjtbtayrhofer, & Meyer, 2003)

Because of this, a number of studies have demoedtcauses of women'’s
underrepresentation in academic careers by focusirayrange of characteristics
such as personal endowments including seniorityc&tbnal qualification, subject

area, social networks, academic performance andyfagsponsibilities

Seniority can refer to the amount of time which camease the degree of power in
the cultural capital such as knowledge and expeei€Bourdieu, 1986). In
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academic sciences, however, while years of expaziena key to career
advancement for both women and men (Levin & Steph@88), the effect of
seniority on gender discrimination is noticeablas®&d on a survey with 556 staff
within higher education in the United States, Bteims& Farnsworth (1998)
observed younger female experience of unfair belasisuch as pressure to take
on extra activities and exclusion from social egeAimong newly appointed
faculty members, the feeling of exclusion was ajem often reported by women
(33 percent) rather than by men (19 percent).

These results of gender disparity could be expthinea father-daughter model
introduced by Reskin (1978), which demonstrateseleionship between senior
male scientists and junior female scientists imteof respect and obedience. A
long-term father-daughter relationship can leath&lower status of women and
hinder them from scientific growth and independei@anversely, Reskin (1978)
argued that the relationship between junior malensists and their senior
colleagues or a father-son model is different. Théecause young male scientists
attempt to attain a status of their own as theyeapected to be of the same status
as the senior ones. On the other hand, the retdtiprioetween senior female
scientists and young male scientists, called a eregbn model, are less likely to
occur because few women have a high status enowglract young male

scientists.

As for Thai culture, people have been tradition#diyght to hold unconditional
respect for seniority because their senior colleadwave more experience at work
and also a higher status. Therefore, comparedttain junior colleagues, the
senior have more opportunities in career advance(B&anthumnavin, 2003).

However, rather than focusing on seniority, somiss put a greater emphasis on
educational qualification towards career advanceénfesinoted by Leung (2004),
highly educated employees have more human capiteihas gives them access to
better rewards and higher ranks. Based on an exsioninof personal profiles of
128 managers and interviews with ten senior masagesne of the largest public
companies in Thailand, Wailerdsak & Suehiro (200#icate that it is difficult

for employees with a lower level of education taate the supervisory level. This
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suggests that educational attainment is a key tondb promote individuals for

their career advancement.

On one hand, according to Bourdieu (1986), academaification can guarantee
values with respect to competence and can demtmsinandividual difference in
terms of social class. For Thai people, an educalidegree is regarded as a
privilege. As higher education is considered afyesn Thai society, people with
good education can earn a high-paid job, whicmes af the major criteria to
determine the social status (Tantiwiramanond, 2007)

According to Payne & Nassa (2002), education campte women'’s rights to life
choices, especially in developing countries. Thaeducation can be considered as
a key factor in supporting women with power in diéeg what they want to do in
their life with no restriction imposed by sociasdiimination and traditional

values. That is why Thai women with education oppaties have more power in
extending their roles to the wider public. Basedaajuestionnaire with female

civil servants in Thailand, Liamvarangkoon (200#ntified education in terms of
the highest degree earned as the most powerfurféartpromoting women to the
top ranks. Congruently, as observed by Yukongdd$20education provides an

important resource for Thai woman in career pragres

In addition to the highest degree earned, the gsgseof a foreign degree affects
women’s career advancement. Asian countries, iticpdar, overseas education
means a new opportunity and thus contributes tamcBment in work society
because of a better quality of education and destordylobal training. As stated
by Park (2007), Korean female scientists holdifigraign degree were likely to
increase potential and career advancement. Thiciguse earning a foreign
degree is perceived as a guarantee of a learnpagitg and a familiarity with
various aspects of knowledge in the internationaha. A study of 111 female and
118 male biochemists of the Korea Research Fouwndattlatabase revealed that a
positive effect of foreign degrees earned was rsmyificant for female scientists
than their male colleagues in terms of a chancedoger advancemert {mate =
0.67 and3 male = 0.51). Similarly, in Thailand, foreign trainingas found

positively related to women’s career advancemeffgrasles with overseas
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training were promoted to top positions in Thailceervice (Liamvarangkoon,
(2002).

It is noteworthy that a gender dimension has broagbut a subject-based
segregation. Much attention has been devoted towdmyen and men have
different experience in subject areas in scienomeéadvocate that higher
education does not rely on the principle of equudartunity but sets a gender-
based quota. For example, Thailand had a quotawdpiecifically set a larger
number of male students in some subjects such aserstience, agro-industry
and forestry (Yukongdi, 2005). The restricted qusytstem has discouraged many

Thai women from these fields and reinforced theg@eations of gender difference.

Although the quota system was criticised as instiial sexual discrimination and
thus abolished by the end of the 1990s (Prapa@Q09), Thai female students
continue to be underrepresented in hard scienagse@gineering) (National
Statistical Office & Office of Women's Affairs aréhmily Development, 2008).
The cluster of women in these academic fields sstggbat there are other factors
than educational opportunity for a subject-basegegmtion. As Yukongdi (2005)
noted, gender stereotypes have influenced decisiomgt education choice. For
example, the female stereotypes have continuadpgadt women on selecting
study fields that are socially viewed as suitabletfieir nurturing roles; thereby
segregating female choices into soft sciences ¢aamistry) while turning them

away from hard sciences.

A key point for explaining gender discriminatiorsudéting from the subject
segregation in science-related field is a pay tbfiee that varies from one subject
to another. Thai National Statistical Office (2008)rveying an average wage of
employees in each field, found that graduates id baiences (e.g. engineering)
earn salaries that are 20 percent higher than thiosaft sciences (e.g. chemistry).
This suggests that subject areas have a great iropaarnings and hence explains

gender difference in academic career advancement.

However, human capital theory has been criticisedginoring the effect of social
networks (Becker, 1975). As Metz & Tharenou (200dfed, while human capital
reflects the level of individual ability, sociallagionship refers to the degree of
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unity in membership among social networks. Emplaynaglvancement, thus, is
not determined solely by educational qualificatiotiher factors such as social

relations also influence career advancement.

A review of the related literature indicates thad tewards for individuals in the
workplace are strengthened or weakened by thewsutnog social networks.
According to McDonald & Hite (1999), a network ridaship can be positively
related to career advancement. Similarly, Bhantraxim(2000) also argued that
social support has been found to be associatetvabgiwith job effectiveness in
the Thai public sector. This means that people witletwork are likely to
experience a greater degree of career success¢€illake, 2005). In academic
sciences, Rothwell (2002) also stated that conmrestinay help researchers gain
knowledge with respect to publishing opportuniaesl provide them with
professional advancement, in addition to academiitsg Moreover, researchers
who seek networks may receive some profession&uipao academic
performance more than those who do not. As a reselh and women may enter
an organisation with similar levels of individualdowment (e.g. education, skills
and experience), but the return on their perforraanay be different, depending

on the surrounding social networks.

Access to networks is not only through formal clessuch as exchanges at a
meeting, but also through informal networks of migations. As Reskin (1978)
elaborated, scientists use informal modes of conication to obtain practical
information that are unavailable in the formal s®udata. Information on career
advancement such as tips about career opportuetigsfunding, data sources,
and etc.) can also be found in informal networksaddition, Maneerat, Hale, &
Singhal (2005) commented that failure to achieventvership in an informal

network prohibits an individual from the organisatl society.

Timberlake (2005) found that women are not allowepbin the male social
networks because men feel more comfortable witin thale fellows because of
similar styles and behaviours. Also, Hakim (200dficed that male managers
were likely to select male applicants because gueferred to work with the

fellow males. Accordingly, women were treated atsiolers and excluded from the

male social networks. As female exclusion from npakevalent connections, this
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reduces women'’s access to connection, thereby lokeinigd when asking for co-

operation and being often invisible within the argation (Sonnert, 1995/1996).

Although, women are unlikely to join their male cterparts but they may choose
to build their own networks in organisations byarmorating other women into
this networks, rather than depending on the maleorks. Based on a focus group
of 27 female managers of the United States in geraf industries such as
hospital, national insurance, manufacturing anewet, McDonald & Hite (1999)
found that building relationships, networking areveloping connections among

females were factors supporting women for success.

In addition, since scientific personnel is primanésponsible for research and
development, academic performance have become arkiywvment for them,
signifying a guarantee for scientific prestige (ga%a Fox, 1995). Previous
research has identified academic outputs as thé effestive measure of academic
advancement in terms of research capability. Tigaraent is consistent with the
faculty promotion system in Taiwan which has beesighed to reward on the
basis of faculty research productivity (Tien, 2Q07)

There is relatively little evidence that the rewsaod academic performance are
affected by gender. Levin & Stephan (1998) usashgitudinal data set of

doctoral scientific staff in order to examine whatlr not the rewards of science
publications were determined by gender. The regnesssult demonstrated that,
for each additional article published, gender défece did not appear to receive
any different reward from publicationg € 0.0098, p-value < 0.05). This suggests
that the rewards of publications do not impactegitnen or women differently.

However, some research has found the interactietvggen gender, academic
outcomes and family responsibilities. Stack (2004xed on the survey
investigation on the effect of gender and childvaerresearch productivity among
11,231 academics in sciences and engineering,leglvtiaat productivity was
relatively lower for women with young childref €malewith young children= -0.043, p —
values < 0.05). That is, family responsibilitiesrevenore likely to impact on
women’s work than men’s. Key resources such as tiiraewomen spend on child

rearing can reduce the research productivity ofaleracademic staff. As Becker
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(1975) pointed out, men and women have differentods in resource investments
in the spheres of work and family. Women were nli&edy to invest their
resources more in the family and less in careeng;hwesults in less productivity

in academic work.

On the other hand, Fox (2005) found that a fanmelgted variable such as having
dependent children had no effect on research ptitycFox (2005), using a
survey with 1,215 academic staff in science, fotlnad the productivity was
relatively higher for women with pre-school childréd female academics with pre-school
children = 0.657, p — values < 0.05). The results sug@pestrharriage and young
children are not associated with diminished pukibcaproductivity among

women in academic sciences. However, Fox (200%¢ateld the data derived from
women holding tenured positions who have surviviedgrocess of selection and
evaluation in science so they may have developi#ld skecessary to manage their

limited time.

However, previous studies on careers found thatlyamatters are more likely to
interfere with women'’s careers. Van der Velde e{2005) observed that domestic
responsibilities may obstruct women’s career adear@t more than men’s. A
survey conducted with 178 employees of a Dutch @mprevealed that male
candidates were more willing to accept overseagm@asents than females because
they were not expected to hold family responsibait which in turn became a
barrier to overseas work for women. Lewis & Humi§e2010) explained that
women were more likely to face social expectatiangut family responsibilities,
that is, men can focus on their career goals whimen often face social
expectations about marriage and family care whiely present a barrier to their
career success. In the Thai context, social aggubat women should stay home
may cause discrimination against women in the wladgy where employers tend
to believe that women lack time devotion for theark commitments and are

more likely to put their family over work (Yukongd005).

Family responsibilities have a particularly negatimpact on the time devoted to
work in science. Blackwell & Glover (2008) admittédht the nature of scientific
employment requires the work model of long hourd iarconsidered as non-

family-friendly. Time devoted to work is an impanteactor for scientific
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disciplines because scientists need to spend loagshn the laboratory to develop
their expertise and ultimately secure a permanesitipn (Rothwell, 2002).
Female scientists with limited time tend to eithave a small chance of promotion
or finally give up their careers. This view is confed by a survey study with 93
female employees in science, engineering and téagya the United Kingdom
conducted by Wynarczyk & Renner (2006). The reseNgaled that 38 percent of
female participants reiterated that having depenhdaidren would limit their

time, and thus prevent them from furthering theireers.

Therefore, one way to avoid these difficulties balag between paid work and
motherhood is to delay their marriage and beconid-tlee. Wynarczyk &

Renner (2006) revealed that women did not wishawd a family as this would
prevent them from making career progress. Black&eHlover (2008) identified
that women staying in the scientific field had dhén later than other occupations
and their rates of motherhood were lower. Only fiftbs in science, engineering
and technology were mothers, compared to fourditthwomen in health-related

occupations.

In summary, this section has identified a rangpevsonal and demographic
variables at individual level including seniorigducational qualification, subject
areas, networks and academic performance, andl tbstempact of these
variables, along with the effect of family respdnidies on career advancement. It
is noteworthy that many studies have attempteduestigate the reasons behind
gender difference between men and women in cade@naement, but most of
them have focused on a single level which may beffitient to fully understand
the phenomena of gender difference in academiacese(Blackwell & Glover,
2008; Fox, 2005).

As the likelihood of career success may not bevagieto the power of individual
endowment alone, it also relates to the sociattire (Layder, 1993), as stated in
the earlier section, so the researcher attempsritribute to the previous research
by revealing the hidden reality on gender issuethergrounds of a multi-level
analysis (Layder, 1993), which captures the traorstand interrelationships
between personal and social powers. The next seittics aims to address the
issues in terms of males and females seeking toagal maintain power through
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organisational practice in academic organisatigngrbviding a link between the
individual and the structural levels (Ozbilgin &tlia2005).

2.3 Organisational practice and academic career
advancement

Cubillo & Brown (2003) argued that academic orgatiss are gender-biased,
which means that the issues of career progressamteanic organisations are
affected by the gender identity as men play a dantimole and women take a
subordinate one. Drawn on organisational datagelat gender and interviews on
working experience with 30 academic staff in thghler education sector in the
United Kingdom, Guth and Wright (2008) found thaptanked positions were
male-dominant, while women were obstructed froraimithg top positions. That is
why the institution state gender-neutral has beicised, by feminism, for
accepting masculine characteristics as norms amdiatds for success (Acker,
2006).

The patterns of organisational behaviour are mkedylto favour the
characteristics of masculinity in organisations:. &xample, the top manager is
always strong and rational, often defined throughdharacteristics of masculinity
(Reskin & Roos, 1990). Therefore, the masculine ehcgdconsidered a
professional one and applied to the code of praatiorganisations (Hakim,
2004). Conversely, women do not generally meettloeseria because women are
often criticised, by men, for a lack of skills atidis omitted from professional
fields (Somswasdi, 2007). As a result, power lrethe hands of men because the
gendered characteristics of men fit in the rulesafe-dominant organisations,

while bias and discrimination are experienced loydie workers.

In sciences, Kamerade (2007, p. 170) stated thrattegas a multifaceted problem
because the difference does not originate onlyemdgr difference in social
beliefs, but also in barriers created by academgarmisational practice. Gender
discrimination in academe, examined by BronsteiRagnsworth (1998) with a
survey of 556 faculty members of the higher edocain the United States, was
reported that women were 60 percent more likely than to experience negative
reactions towards their work or potential, sucly@asstioning of their qualification

or undervaluing of their accomplishments. In sudase, the dominant group in
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the scientific field, often men, seek to createrimtaries by setting rules or

standards required for success in the game of work.

As argued by Reskin (1978), the gender roles iamiggation may affect a job
division and also the credit shared between memamden in sciences. Corley &
Gaughan (2005) found, based on a survey with 9h@lieand 853 male
respondents in higher education in the United Stdlt@t women were less likely
to hold tenured positions or full professors (3kcpat women versus 59 percent
men). The major difference is due to the differeimc@b responsibilities. Women
taught more undergraduate students than their co#leagues, while men were
more likely to take advantage of industries andsadting opportunities. Further,
as stated by Zuckerman (2001), women in scienckessdikely to be assigned to
jobs that support research and are more likelyayp is less prestigious work that
cannot create productivity. The lower productivafywomen therefore makes it
more difficult for them to obtain the resourcesfimther advancement and thus
has reinforced disadvantage and discriminatiomf@men. In other words, these
different assignments promoted men to the higlaustwhile preventing women

from contributing to more creative outcomes.

In the Thai context, Somswasdi (2007, p. 7) alsoveged that the Thai academic
organisation is “hegemonic patriarchy”, definedtes sociological and political
condition where men have supreme authority withstiiutions. That is because
the employment practice of Thai women in acadengeisations has been
controlled by male-predominant groups with an urddvantage for men. In this
situation, although women have an opportunity tieetne professional field, their
capital may insufficient to make themselves visibléhe organisation because the
social pressure and organisational structure lith#sdegree to which the women'’s

capital performs (Bourdieu, 1990).

As a result, individuals with different types ofvper require different practices in
order to continue their careers (lellatchitch et2003). Women, as outsiders, need
to learn how to operate suitable strategies tadstainin male dominant
organisations (Corsun & Costen, 2001). Strategiesaied by women depend on
their assessment of the situation and ability terpret difficult situations in

accordance with a particular form of capital thesndHolmes, 2007).
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According to lellatchitch et al. (2003), agents éaarious practices to survive in
the career fields as the process opens up posstiior individuals to use their
own capital in different ways. Firstly, some peopi¢h capital that fit in the fields
are likely to accept the existing rules, play andtml the game, and thus have a
higher chance of success. For example, in scienep,are likely to be in top
positions because the masculine style is widelgpated as an ideal (Long & Fox,
1995). Secondly, some people, in order to be aedaptthe field, choose to agree
to the rules although their capital does not fitTihat is why some studies argued
that in order to survive in male-dominated carei¢is,advisable for women to act
like a man (Powell et al., 2009). Thirdly, some pleowithout capital that fit in
choose to reject the rules and attempt to survitle an alternative strategy. For
example, some women in science decide to deplogléeleadership style such as
care and concerns for other people as a strateggntiool their subordinates or
avoid conflict in the workplace (Sonnert, 1995/1p96

In summary, this section has illustrated that eveen men and women receive
the same capital, the status and actions of menvantken in organisations may be
different as a result of the structural conditidhe researcher, therefore, draws
primarily on a conceptual framework of multilevekearch to overcome the
dualities between the structure and the agencyetisassmacro and micro
phenomena (Ozbilgin & Tatli, 2005). According tdidéchitch et al.(2003), this
concept is associated with the individual levelg.(education and academic
background) and the structural levels (e.g. sdméiefs and organisational culture)
and thus explains an interaction among multi-légedors which are behind social

discrimination in careers.
2.4 Gender ideology in academic careers

As the sociological conditions in society providemrand women with different
opportunities, men and women advance differentlgaireers even with similar
gualifications (Reskin & Roos, 1990). In this sentithe research reviews a range
of feminist approaches, including liberal and ratlfeminisms, in order to identify

the status of women in academic sciences.
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Gender ideology in academic sciences, in this stadymeasured in terms of the
equality of men and women in organisational hidres and wage differentials
that are in line with the liberal feminist approa@he liberal feminist approach
principally focuses on the notion of rights, ciahip and equality (Holmes,
2007). Based on such a concept, it highlights thekrights of women in terms of
the equal access to opportunity as men do. Thealilleminist approach is the
principle underlying gender equality in the worlkqgdan many countries because it
is derived from gender difference in numerical esgintations in organisational
hierarchies and wage differential measurementsekample, Pongsapich (2007)
noted that the dominant strand within Thai feminisas been liberal, whose
agenda emphasises equal rights for Thai womergal,leccupational and
educational spheres.

However, even equality offers a free opening tawwee in applying for a job,
discrimination against women as a minority perqiBraparpun, 2009). Therefore,
the liberal feminist approach which aims at elintimg discrimination in
employment by ensuring equal terms and conditiéresrployment for both
women and men without acknowledging any differandheir social status is
insufficient to conclude that men and women recgj\the same rewards are free

from gender bias because the equal access dogaaraintee gender equality.

While the liberal feminist approach seeks a fagiresentation in employment
without a notion of structural inequality, the reali feminist approach places an
emphasis on gender bias in society and instituti@nte cause of women'’s
underrepresentation (Beasley, 1999). The radicainist approach claims that a
social belief that males are superior to femaldsckvdivides men and women into
the dominant group and the subordinate one, igdlidactor oppressing women in
society (Holmes, 2007). For example, in Thailandnrare regarded as those with
a higher social status and supreme authority, windlsen belong to the lower
ranks in society; thereby being expected to supgadtdepend on men
(Tantiwiramanond, 2007). This belief reinforcestthaai women should act
passively and hinders them from taking leadingsafethe workplace. According
to Hakim (2004, p. 206), if women regard themseb®a secondary earner, they

are unlikely to get the same average earnings asdmeTlherefore, if women
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perceive themselves as a minority, the gender ppysggwider, which makes it

difficult for women to gain equality at work.

Because gender discrimination is deeply rootetiénsbcial structure and women’s
mind-set, an examination of gender equity by dravan the equal opportunity in
the organisational hierarchy or rewards is inadegjtaidentify the status of men
and women in academic sciences. Therefore, in dodessess the current status of
Thai women in science and technology, this reselaashrelied primarily on both
radical and liberal feminist approaches as a fraonkew

Overall, the literature review provides the framekgdfor assessing female status
in academic sciences. However, it is noteworthy different types of institution
may cause different patterns of professional behasiand that relatively few
studies have explored gender effects by focusim wpganisational roles
(Connolly & Long, 2011). Consequently, this studgkas a further contribution in
extending the literature on gender discriminatioa¢ademic careers by evaluating
the impact of different types of academic orgamsatspecifically by comparing
the career profiles of academic personnel emplayéae higher education and

research institute sectors.

Additionally, previous studies have overlooked aatt careers in developing or
non-Western countries as most gender researcheleasdonducted in developed
or Western counterparts; therefore, Thailand aoseh as a case studlyhereas
women are a minority in science and technology asthcountries, the share of
female professionals in Thailand, while a develgmauntry with less
technological advancements, made up a half of¢adeanic workforce (National
Science Technology and Innovation Policy OfficeQ20 Also, Maneerat et al.
(2005) stated that the work — related values in dhganisations that partly reflect
Thai culture may generate a distinctive charactanfthose found in the Western
organisational context. Accordingly, Thailand caegent an interesting case in

this aspect.

In an attempt to explain the gender differencehaifacademic careers, the
researcher has developed a number of themes assgtadbe described in the next

section.
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2.5 Conceptual framework

Careers are a multi-level phenomenon which cutssadndividual, organisational
and societal levels (lellatchitch et al., 2003)ciStal and organisational cultures
create the opportunity for an individual’s actioasthe same time, each
individual's performance depends upon their ownosvrdent variables. In this
study, the researcher attempts to contribute teique research in several ways in
order to introduce an approach that can offer spossibility of revealing the
hidden reality on gender issues in Thai academieeca. The researcher employs
the conceptual frameworks as shown in Table 2drdker to explore the difference

in career advancement between men and women inathdemic sciences.

The review of the literature illustrates that theparity in male-female earnings

can be addressed in terms of individual charatiesiand gender discrimination in
the social structure. In order to answer the fiesearch question asking whether or
not a gender gap in Thai academic career advandeisis, the researcher
measures the gender gap in Thai academic caregfardmer explores whether
such a gap originates from the results of endowmaridbles or gender
discrimination. This study proposes the Blinderax@ca Decomposition (1973)
and multiple outcome models (Borooah, 2002; Fi2@i)9; Tarling, 2009) to
analyse the gender gap in Thai academic careeneenent in terms of pay and

position in academic levels.

In order to answer the second research questiongagkat is behind the gender
gap in academic career advancement, the multi-Evallysis (Layder, 1993) is
employed as conceptual frameworks for exploringtwhakes the career
advancement of men and women different in accoslarith their sex. Based on
such approaches, the social structure (social narganisational cultures and
national policies in Thailand) and the differentdewment variables (seniority,
educational qualification, subject area, netwogksdemic performance and
family responsibilities) are examined with respecdteir influence on Thai

women'’s advancement in academic careers.

In order to answer the third research questiomgskihat practices or supports

women employ in order to react to the gender lmiakhiai academic organisations,
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the survival strategies that Thai women operatcademic science careers are
revealed. Attention is drawn to the working expecie of women in order to

understand a range of individual practices in Htademic organisations, where a
gender hierarchy persists.

Finally, based on the liberal and radical femiagproaches (Beasley, 1999;
Holmes, 2007), the researcher can answer the foestarch question of whether
women belong to the dominant or subordinate graufhiai academic careers,

with respect to the individual capital and praciit@academic organisations.
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Table 2-1 Conceptual framework

Gender difference and academic career advanceMali:level analysis (Layder, 1993)

Research question

Expected results

Conceptual dvarke

Research question I:

Is there a gender gap in tern
of pay and grade position in
Thai science academic cares
advancement?

» Gender gap in academic
careers in terms of pay
and grade

Explores whether such a
gap originates from the
results of endowment
variables or gender
discrimination

The Blinder - Oaxaca
Decomposition (1973)
Multiple outcome models
(Borooah, 2002; Field,
2009; Tarling, 2009)

Research question II:
What is the determinant of
the gender gap in Thai
science academe?

» Social structure (social
norms, organisational
cultures and national
policy)

+ Different endowments
(seniority, educational
qualification, subject

Multi-level analysis
(Layder, 1993)

What the current status
women belong to in Thai
science academe?

academic sciences

area, networks, academic
performance and family
responsibilities)
Research question lIl: Strategies that women
What strategies women draw operate to survive in
on in response to the gender academic sciences
bias in the Thai science
academe?
Research question I1V: The status of Thai women in « Liberal feminist approach

Radical feminist approach
(Beasley, 1999; Holmes,
2007)
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2.6 Conclusion

The literature review explored a variety of genajgproaches in association with
the research questions, previously stated in Ch&pte, including the multi-level
analysis (Layder, 1993) and the traditional femiajgproaches including liberal
and radical feminism (Beasley, 1999; Holmes, 200RAgse approaches are drawn
together to investigate any gender gap in Thaiewécisciences. The literature
review presented in this chapter illustrates ticadamic career advancement is
determined, not only by the endowment variablesctviare gendered, but also by
social attitudes towards men and women both irespeind academic

organisations.

The next chapter reviews the literature on Thaiucaland the status of Thai
women in order to provide a gender phenomenondrbtbader Thai context.
National policies and Thai women’s development dgeare also discussed. Then,
information on the background and the situatioii leéi women in the academic

sciences is detailed so as to grasp the gendéyreal hai academic careers.
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CHAPTER 3
THE STATUS OF WOMEN IN THAILAND

In order to understand what differentiates merasust from that of women in Thai
academic sciences, this chapter focuses on a lmackdjof Thai society and its
traditional values as well as an account of thentgtis transition to modernity.
Both of these factors have played a key role ipsttathe way Thai women lead
their lives.

This chapter begins with an introduction to théuahce of Thai traditional values
on the status of Thai women. Next, the researckemnaes the transition of
Thailand to a modern country, including changeguhblic policy, a booming
educational opportunity and a greater demand filedkworkers in the labour
market. These issues are examined with respelseioimpact on the situation of
Thai women. The opposition between gender soctadisand modernity is
highlighted in order to assess the current statdi$iai women in the public
sphere. Finally, data from the science and teclyyadector are presented so that
we may reflect upon the situation of Thai womethis field. In particular, the
secondary data including official statistics andtex articles constitute the main

source for this part of the research.

The literature review reveals that hierarchy iniTdwture exercises its influence

on society to a greater extent than that of mosatmes which advocate for the
female opportunities. Although Thailand seems ta gaccess in initiating public
policy on gender equality, the country failed tsesthe impact of social structure
and cultural values. Although modernity providesiTiemales with better access
to the public sphere, discrimination against woroemntinues to prevail, in

practice. As a result, the notions of male domieagnod gender segregation remain

unchanged in both Thai society and Thai sciencdena.

The issues in this chapter are introduced in aerovide a background or
context for the empirical data for the universibyaesearch institute sectors as

research settings presented in Chapters Five and Si
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3.1 The status of Thai women

Thailand is a country in Southeast Asia with ama®513,115 krh(International
Institute for Management Development, 2008). Thoggherally seen as a tourist
destination, the country is grouped economicallgras of the newly industrialised
countries, with gross domestic product (GDP) peitaaof approximately US$
7,258 in 2010 (World Economic Forum, 2010).

In 2010, the Thai population was 67.39 million amamen made up half of that
figure (World Economic Forum, 2010). The numbeib&i females outnumbered
men for the first time since the 1970 census ascakprogress has reduced the
risks associated with pregnancy and birth delidigtional Statistical Office &
Office of Women's Affairs and Family Developmer®08). In terms of
employment, Thai employees consisted of 16.3 milaad women'’s share of
employment was approximately a half of the totatkf@rce (National Statistical
Office, 2008).

This section assesses the position of women indraby providing various
social contexts: Thai traditional social valuesamges in national policy; the
influence of international agenda; educational opputy; and greater demand for
workers in labour market in order to understandt tingpact on gender

socialisation which may influence the status ofiMmamen.

3.1.1 Traditional values and the status of Thai woen

A social hierarchy is embedded in Thai culture vehaequality is generally seen
as a societal practice (Chompookum & Derr, 2004548l on the social attitude
towards the individual background, Thai peoplegven to social positions with
different ranks and that assigns them an unegatlssin society (Maneerat et al.,
2005). For example, people with a privileged edooal degree barely find
difficulties moving upward in the Thai social hiechy. With a privileged
educational degree as a guarantee for competdmse people are accepted to
earn a high social status (Tantiwiramanond, 200ibyeover, people with such
careers as medicine and engineering are likelgtadmitted to the privileged
class in Thai society because such occupationsreespecific training and thus

earn more money (Praparpun, 2009). In additionptbee junior are less likely to
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be accepted as leaders due to their less accum@aperience. On the other hand,
the more senior, with more experience, are constdeandidates for managing
positions (Bhanthumnavin, 2003). With respect todge, even with the same
qualifications, men, are considered stronger thamen, they take leadership roles
whereas women are expected to assume domestins#sitibes. Therefore,
women are less advanced in the hierarchy (Suriga&&esurreccion, 2003). In
other words, Thai society is of structural andwat inequality in which

individuals are classified into different positioms the grounds of the social

attitude towards their individual background.

Thai women were perceived to be inferior to men assult of the Buddhist
practices and traditional social values. Given thajority of the Thai population is
Buddhist, the principle of Buddhism is thus a mdgmtor underpinning Thai
culture and guides the lives of the majority of iTpeople (Elliott & Gray, 2000).
The morality of Buddhism tends to favour men ovenven on the basis of the
right to become a monk, which is the best way foddhists to gain merit and
bring the best rewards to themselves in the nex{Mills, 1999). Buddhist law
does not allow women to enter the priesthood, fhegein order to gain merits,
women need to depend on men such as their somsetotbe priesthood
(Praparpun, 2009). In other words, males are tihemarit generators and females
must depend on men in order to receive such mé&utsh a religious belief creates

an unequal status between men and women.

According to Vichit-Vadakan (1997), the belief tleason can generate special
merits for his parents by becoming a monk has redunh different parental
attitudes towards their sons and daughters in ddraiext, which in turn creates
difference in the treatment of boys and girls withiThai family. The son tends to
be treated with more consideration, since he i®etgal to accrue the supreme
merits to his parents once he is ordained. Onadhé&ary, the daughter is taught to
serve her brothers in order to support Buddhistigs. In other words, Buddhist
law has promoted male dominance over women, endptse notion of men
holding supreme power while women will never beegted as leaders and must

support men unquestioningly.
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In addition to the effects of Buddhist principlescial beliefs and customs relating
to Thai men and women have reinforced the subaelistatus of Thai women.
Historically, between the 13and the 1% centuries, there was an argument about
the subordinate status of women in Thailand whiaimted that Thai women were
primarily considered to be a family asset and they belonged to their fathers and
husbands (Tantiwiramanond & Pandey, 1997). Thigasitg that Thai women are
taught to follow, depend upon, and respect men.

Although there were significant changes in term3todi women'’s rights in Thai
society, for example, H.M. King Mongkut (King Ram\§ abolished a husband’s
right to sell his wife in 1874, women have alwageb discriminated and
considered inferior to men as a product of angestal customs (Pongsapich,
1997). Female access to the public sphere wasdlbgi@hai society, which
structurally excluded them. For example, Thai worestablished themselves as
Members of Parliament the first time in 1949, whichs 17 years after they were
granted the right to vote and to stand for an elagh 1932 (Praparpun, 2009).
This suggests that power in decision making inigubktters and the authority to
deal with the Thai community lie with men.

Thai men today still hold the attitude that a woregosition should be supporting
their back and cannot be equal to them in statbgdewhai women themselves
accept this state of affairs and recognise malersanity (Elliott & Gray, 2000). A
daughter thus needs to commit to domestic respititisdbfrom early childhood in
order to prepare for being a wife and supportinghusband, while a son is not
required to do any of that (Vichit-Vadakan, 199%3.a result, female work is
concentrated mainly on domestic responsibilitiaging her children, serving her

husband, and taking care of her parents.

However, the roles of husband and wives have ceraidly changed in recent
times. According to Suriyasarn & Resurreccion (90@8this point in time, the
division of male and female spheres is becomirgyedt due to economic pressures
which have forced both Thai men and women to @htetabour force. Both a
husband and wife earn wages for the family whiclamseboth of them must leave
the house to do outside work. Thus, family and eoun responsibilities are more
likely to be shared, with the upshot that women rg@nerate income while men
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are more involved in household duties such as chiitl(Chompookum & Derr,
2004). However, it would be inaccurate to draw actasion that Thai men and

women enjoy an equal status in the domestic sphere.

Although the role of Thai women has changed froindpan asset to their families
to that of the independent individual with educagéiband work opportunities,
women are still dictated by society to be domestickers. Patana (2004) argued
that Thai female students are trained at scholétgood wives, mothers and
workers. The objective of Thai women’s educationasto teach them to compete
in professional careers, but to produce a perfeaséwife who is also a mother,
and worker in the contemporary labour market. Adoaly, the Thai curriculum
for girls’ education has been based on domestenses as much as academic

subjects.

Thai women are thus born with a double obligatiimey are expected to be in
charge of family and household duties alongsidaraer. They have to allocate
time to many duties, which often results in lessetifor their own learning and
self-improvement, as compared with men. The avenageber of hours per day
spent on household work was 3.5 hours for Thai woarel 1.9 hours for Thai
men, while the number of hours per day spent orkwaod study was 8.1 hours for
women and 8.6 hours for men (National Statistidalc® & Office of Women's
Affairs and Family Development, 2008). More Thaimen have become heads of
households (an increase from 26.8 percent in 20@3.10 in 2007), which means
that they have to take extra responsibilities (i@l Statistical Office & Office of
Women's Affairs and Family Development, 2008).

3.1.2 Women issues in the Thai national developmepblicy

This section aims to describing policies and atéigirelated to Thai women’s
development. It is noteworthy that most of them rbayabeled as liberal feminist
because they are likely to involve promoting wortehave equality in terms of
basic rights with men, rather than asking for maten in social structural
(Holmes, 2007).

Pongsapich (1997) observed that promoting womdrhailand seems to restrict

women from fighting against the patriarchy (malendttance) system in society.
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During 1920s, although the promotion of women’sadegment stated that women
should be better educated, it must be done withlbmiving women to argue and
compete with men. For example, Satriniphon, a feshmagazine with the aim to
protest against the unfair treatment towards womes, closed down in 1932
(eight years after the first publication in 1924iedo its political and social
conflicts (Pongsapich, 1997). Until the preseng tiseveral obstacles to feminist
movements still exist. As Somswasdi (2007) put figlds of women’s studies, for
instance, were viewed by some academic adminissratoproblematic and could
do harm on social integration. This suggests thdhe Thai context, gender
equality has been controversial and mitigating geiias is thus difficult to

happen (Connors, 2007).

As a consequence, Thai policy makers are likepdress the women’s
opportunity on the grounds of liberal equality waih emphasis on the equal access
to opportunity as men do, as well as the equatsighterms of numeric
measurement. A range of national policies relabaddmen development in
Thailand thus tends to focus on legal changes thilobjectives and outcomes set

to improve the female access to the rights as sqaahen (Pongsapich, 1997).

Nevertheless, the Thai female population was lafftod the national development
policy. Tantiwiramanond & Pandey (1997, p. 110)omed that, women'’s issues
were not specifically addressed by the first tiMadional Economic Development
Plans (1963-1976). The first two National Econodévelopment Plans (1963-
1971) were largely concerned with increasing therm&conomic growth rate
without paying any awareness to women. The thiath §1972-1976) saw women
as receivers of programmes related to family plagaind population control. Thai
women were included in public health developmenirrove maternal and child
care. The only effect of such policies on women thas the female population has

outnumbered the male one.

As pointed out by Tantiwiramanond & Pandey (199énder issues in Thailand
were seriously considered in the national agenta &ff October 1973, the day
when a political demonstration mushroomed into anrdamocratisation
movement in Thailand. At that time, the women’s emment dramatically changed

while the public was focusing more on democracgighificant effect of the
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movement was a gender equality clause in the 1@ft@ution of Thailand
(Yukongdi, 2005), which arrived at the same timéhef amendment of Sex
Discrimination Act 1975 (SDA) and Equal Pay Act 0QEPA) in the United
Kingdom (Guth, 2008).

The 1974 Thai Constitution precipitated some sigaift legislation. Pongsapich
(1997) observed, several gender issues have beéerfaddressed by this
legislation: the civil-commercial code of 1976 Higesed women from requiring
their husbands’ consent for disposing of their propor travelling abroad; and
anti-prostitution laws that impose harsher sentef@eowners and managers of

sexual enterprises has imposed.

According to Tantiwiramanond & Pandey (1997), thmilgovernment began to
target women as beneficiaries of education, vonatitraining, and healthcare in
the fifth National Economic Development Plan (19886). In addition, a Sub
Committee on the Economic and Social Developmemtr@was organised to
devise a long-term Thai women’s development pl&8212001). The content of
this plan has addressed gender issues and degigheds in order to develop the
welfare of Thai women. This has become the firsgiterm female development

plan in Thailand.

A number of measures were proposed such as extgtitiropportunities of
education and training, and improving the law @agnforcement to improve
gender equality in the workplace. The Thai govenninagtempted to provide better
benefits for Thai women by introducing legal measuo improve their
professional welfare in the seventh National Ecoicddevelopment Plan (1992-
1996). For example, pay discrimination is illegalSection 26 of the 1997 Thai
National Constitution states that whenever theigatf the same type, quality and
guantity, the basis of pay including working howgertime and holidays, must be
equal regardless of the genders of the staff (L.amangkoon, 2002). Moreover, a
woman who has been employed for 180 days or ma#owed a maternity leave
with pay for the whole period of ninety days, exted from sixty days. The
employer is responsible for paying her current wage for 45 days and the Thai
Social Security Office for the remaining 45 daysikgngdi, 2005). Also, women

are protected from types of work considered todeedangerous for them. For
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example, the law specifies the maximum weight #@hen are allowed to carry
and single women under eighteen years of age aralowed to work in places

where liquor is sold (Yukongdi, 2005).

As for women'’s organisations, the National Comnaisan Women'’s Affairs
(NCWA) was established in March 1989, with the obyees of providing advice
and recommendations to the Prime Minister on tleelsdor further legislation to
promote Thai women’s development; of acting asrdrakcoordinating agency
between governmental and non-governmental se@ondsgeveloping policies in
female-related matters (Office of the National Cassion on Women's Affairs,
1995). In addition to this governmental women’samigation, Pongsapich (1997)
revealed that women’s non-government organisatiassbeen recognised in this
period in order to engage in activities for advagdhe status of Thai women such
as the Foundation for Women (FFW) and the Gend&iDsvelopment Research

Institute.

According to Yingchoncharoen (2007), gender issue® placed on the policy
agenda with a proper budget directly allocatedhéiiplementation of the Thai
women'’s development programmes for the first timéhie eighth National
Economic Development Plan (1997-2001). At this tithe government reviewed
and reformulated the former long term Women'’s Depeient Plan (1992-2011)
in the areas of health, education, employment,ipaolministration, politics and
law. At present, according to the National Econoamid Social Development
Board (2008), the women’s development plan is idetlin the tenth National
Economic Development Plan (2007-2011), which isfitls¢ time that the national
agenda mentions a strategy to tackle negativei@éstto women. This strategy
aims to enhance Thai women’s participation in prditand administrative

decisions as well as economic activities.

Although many national policies target Thai womenftirther development, they
have been criticised for ineffective outcomes. iRstance, Yukongdi (2005)
observed that the Thai laws and policies relategetaler equality in the workplace
treat women as the weaker or dependent sex, asdrban that they are paid less
or prevented from doing a range of jobs, especthlige considered typical male
jobs. In addition, Tantiwiramanond & Pandey (198@htended that cooperation
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among women’s institutions is not strong enougbgrade the status of Thai
women. Such organisations are constrained by prabteich as a lack of staff,
budget, and other resources. Non-governmental m@#ons are also reported to
be vulnerable in terms of funding and long-termaingbility.

In other words, instead of introducing a changsedaial values, policies related to
women development in Thailand tend to focus oretiigal access to opportunity
between men and women (Pongsapich, 1997). Suclegpoticies tend to focus
upon implementation through legal mechanisms watgic outcomes indicating
female access to rights as equals to men. Thi©apprelps improve the gender
situation in Thailand while reflecting a liberahfienist stance in the national

development policy.

3.1.3 The influence of international agenda on Thavomen
development

In addition to the influence of the national politiye status of Thai women has
changed as a result of the international agendasandhe same league with other
developing countries (Asian-Pacific Resource anseBech Centre for Women,
2005). This implicitly pushes Thailand to addresedgr issues in order to make a

transition to modernity.

Tantiwiramanond & Pandey (1997) argued that, preshig women'’s issues were
overlooked in the development process and thus m@retegrated in the national
plan in most developing countries, including Thadlabecause their countries
placed economic growth as the core of their natipaobcies. Later, as women
have become part of the market system, an inigagbvinclude female issues in the
development agenda has been introduced worldwideasahe economy could
grow more dynamically. The United Nations (UN) etvebly declared 1975 as the

International Year of Women.

The declaration of the United Nations Action Planthe Decade for Women
(1975-1985) has led the Thai government to takemmébr the improved status of
women and include female issues in the nationatyp@Pongsapich, (1997). As a

result of the activities generated from the UN algera policy for Thai women’s
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development thus appeared as part of the natidaalfpr the first time in the

fourth National Economic Development Plan (19774)9®ongsapich, 1997).

After that, there seemed to be an increasing coatidin between the Thai
government and the UN to upgrade the Thai womeatsis, especially to support
women in access to the labour market. For exarmapt®rding to Suriyasarn &
Resurreccion (2003), the Thai Ministry of Labouotinated with the
International Labour Organization (ILO) to condaatesearch project in
identifying problems and barriers women have imggj access to vocational
training and employment in Thailand. The outconfehis research have provided
policies and practices on promoting women for tteas to skill training and
enabled them to generate incomes such as addingateanal skills that are
considered appropriate to women (i.e., child adery care, commercial cooking,

and traditional Thai massage) to the existingdfstkill training curriculum.

The attention from the international agenda to waosessues also helped promote
national data collection related to women’s pgpadtion in various areas. For
example, the United Nations Development ProgramBNsupports the Thai
Ministry of Social Development and Human Securi@fice of Women’s Affairs
and Family Development to launch a Thailand’s “GaAdisaggregated Data and
Database Project”. The project establishes a ds¢ablssaggregated by gender,
with useful information in planning and implemergigender policy (Office of

Women's Affairs and Family Development, 2008).

This suggests that the international agenda haslurgai policy makers to
seriously consider gender issues in Thailand, aotivated the relevant agencies
to take more initiatives in the promotion of gendquality.

3.1.4 Thai women and educational opportunity

According to Tantiwiramanond & Pandey (1997, p., 90¢ educational system of
Thailand began to change in the mid?x@ntury due to the British colonial
pressure. In 1857, Thailand signed the Bowring fiyréa trade liberalisation in
order to preserve its independence. A new monetaayexport economy replaced
the King’'s monopoly. Hence, the nation’s economy wpened up to the world
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market. The economy slowly shifted from subsistenacsommercial level, and

peasants were transferred to farmer-owners anailing class was reformed.

Western influences have helped move education themtemple to the school.
Before that, Buddhism dictated public educatiofilmailand and Buddhist monks
served as teachers who educated young men withagie knowledge needed for
economic and political activities (Sittirug, 199%jnce education was solely
administered by monasteries and Thai women didhae¢ the privilege of
becoming ordained, they were automatically deprivieelducation. Also
Tantiwiramanond (2007) argued that Thai women wgpeally trained at home

by mothers or grandmothers to be good housewives.

Due to the influence of the West, Thailand respdrtdea growing demand for
women'’s educational opportunities so as to betjaipewomen for their new
social rolesCosta(1997) stated that in 1921, during the reign dfHKing
Vajiravudh (1910-1925), primary education in Thadavas declared compulsory
for all children, regardless of gender, meaning sirvace the early 1920s girls have

had access to education.

Since the 1960s, the Thai government had develtiygedducation system by
establishing new schools nationwide to develop huoagital to prepare for the
coming modernity. Thousands of primary schools vioeiét in rural areas and
most boys and girls completed the mandatory foarsyef education (Costa,
1997). As a result of the expansion of basic etincaliteracy rate was high for
both women and men. In 2010, literacy rate of M@mnen was 92 percent,
slightly lower than for men, 96 percent (World Eoonic Forum, 2010).

With a growing emphasis on educational distributioithailand, Ramkhamhaeng
University, the first open university was estabdidhn Thailand in 1971. Such
advances have prepared Thai students for highea&da. Unlike the previous
public universities, open universities do not regu@pplicants to take an entrance
examination while not limiting the age or gendethaf applicants either. Later,
with the proliferation of open universities, coupheith high investments in
college education, women’s access and rights toataun have been much further
improved (Tantiwiramanond & Pandey, 1997). Durithg 1970s and 1990s, the
percentage of Thai men with the university educatase from 0.6 percent to 5.0,
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also the percentage of Thai women with educatiatialnment at university level

surged from 0.3 percent to 4.9 (Suriyasarn & Resaion, 2003).

Apart from the national agenda, a possible expiandor the high enrolment rate
of Thai girls at school may be a change in sodigldes. Becker (1975) pointed
to a relatively low return on earnings derived frimale education as a reason
why parents would be sensible to invest less iim ttughter’s schooling than in
their son’s. This is because daughters tend to Wwrlewer years than sons. Yet,
such an argument may not apply to the Thai contexhe Thai familyCosta
(1997) was of the view that, the daughters ratihen the sons, must take care of
domestic affairs and elderly parents, thus educatam bring a daughter a good
job that pays a regular salary and this money canagtee a stable economic
environment for the parents in their latter yeAdditionally, in Southeast Asian
communities, Devasahayam (2009) argued that raygid-®conomic changes have
forced parents to pay more attention to educatieg tlaughters than in the past.
Parents have shifted their values so that thepngdr want to confine their
daughters in the domestic area. Instead, paresse tilays want to encourage their
daughters to enter higher education.

Also, some researchers argue that Thai women, @ssed to men, participate in
higher education because Thai men tend to quitddaral enter the job market
earlier than women. This phenomenon has kept mdeeilg school and thus their
enrolment rate high. During the Asian financiakigiin 1997, according to
Suriyasarn & Resurreccion (2003), this phenomeremaime more evident. Since
many businesses closed down and the employmendngteed in Thailand,
companies started to hire high-skilled employeesthns men were favoured on
the basis of their expertise in specific areas sigcangineering and science. Thai
women were not offered jobs so readily and remainesd¢hool to continue their

studies.

For these reasons, over the past two decadesigtner leducation rate for Thai
women has improved. Thai women have achieved ater rate of educational
participation than men have. As recent as 2010etiary gross enrollment was

49 percent for women and 40 percent for men (Waddnomic Forum, 2010).
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3.1.5 Thai women and greater demand for workers itabour
market

As Jacobs (1996) put it, the country’s developnmeay have helped remove social
constraints from women. Changing Thailand into alemo country does not only
require a policy for women entering the public gghend supporting them in the
educational access, a greater demand has occorrewinen in the labour force
as a result of the rapid growth of economy (Devagaim, 2009). The prosperous
economy promoted Thai women to participate in eympknt as rapid
industrialisation tends to be based on labour-gitenproduction (Suriyasarn &

Resurreccion, 2003).

In terms of economic participation, Thai women appd to gain a high success
when compared to their counterparts in other caestihailand attained a high
rate of female participation in the workforce. Thamales constituted 57 percent
of the total labour force, a rate higher than thaither Asian countries such as
Japan (41 percent) and Malaysia (33 percent) (latemal Institute for
Management Development, 2008). As for senior passti the proportion of Thai
female legislators, senior officials and manageas 29 percent, representing a
higher proportion than that in Japan (10 percemd) Malaysia (23 percent)

(International Institute for Management Developm&008).

Because the rapid transition to modernity in Thaldl&as led to a great demand for
Thai women in the labour market, gender issues &&ea as less important as
Thai women gained further opportunities in the pubphere (Tantiwiramanond &
Pandey, 1997). However, this would not be correcraw the conclusion that the
status of women is better according to such a nemegasurement alone. For
example, according to Suriyasarn & Resurreccio®320n the manufacturing
sector, firms employ female labour because they ¥eaimcrease profits by paying
female workers less. As a consequence, more wob®epgrcent) are employed

than men (41 percent) in the Thai manufacturingosec

Hence, in order to identify the real status of Tlwamen in society, it is necessary
to understand the effect of modernity in paralleghvwgender socialisation. In other

words, as stated by Yukongdi (2005), Thai femakaadement is torn between
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the traditional values of hegemonic patriarchyhia social structure and the new

values of employment in a modern society.

Thai traditional values still do not allow womendain equal status to men in the
workplace. As Patana (2004) argued, Thai men’sisodéill seen as that of a
decision-maker, while Thai women are expected tgdmsl followers; hence,
power and rights have been accrued to men whilgghesed to discriminate
against women. For example, women make up a hé#fieinotal labour force, but
they accounted for only a third of executive pd@btgernational Institute for
Management Development, 2008). In addition, altimowagpid national growth has
resulted in Thai women’s higher participation ie tabour market, a gender wage
gap still exists. Even though both Thai men and @onby law, are supposed to be
paid at the same rate for the same job, womenabgmal average, still receive 5
percent less than men (National Statistical Off&)8).

Thai women are still restricted in terms of job ogpnity. For example, Patana
(2004) noted that despite the existence of a pdticgliminating discrimination
against women in employment, a government regulaiates that ministers have
the right to consider which position is suitable éach officer on the basis of an
individual's physical qualities. Consequently, Thaimen are deemed
inappropriate in certain sectors; for example, theynot admitted to a prestigious
military academy (Tantiwiramanond & Pandey, 1998 for job applications,
discrimination against married women still exigtsr example, some job
advertisements for such positions as secretargapport services specify that
‘single women are preferred’ (Yukongdi, 2005). Tisaivhy it is relatively

difficult for women to get a job if they have youaogildren.

This section has reached the conclusion that vithéee is support derived from
modernisation in the forms of national policy, edlimnal opportunity, and greater
worker demand in labour market, Thai women havebeen able to stamp out
gender discrimination entirely because they haenlpgaced in an inferior

position by the cultural customs of Thai society.
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3.2 The status of Thai women in academic sciences

This section describes the background of Thai woimexrademic science by
using the data from a range of literature in otdenvestigate the participation of
Thai women in science academe and gender segregafidhai scientific fields.
The evidence indicates that the increased numbEnafwomen in science, along
with gender segregation, has been fairly consistert that gender discrimination

in Thai science society still exists.

3.2.1 The participation of Thai women in Thai sciene academe

Although the Thai government has realised thansei@nd technology is a key
factor in the country’s development, the capacitylmai science is not at the same
pace as many other countries. In 2007, the Wortth&mic Forum (WEF)'s
Global Competitiveness Report ranked Thailand’®uation and sophistication
competitiveness at 3%ut of 125 countries while other Asian nations sash
Singapore, Japan, Korea and Malaysia have beeeddk 7", 24", and 26'
(National Science Technology and Innovation Polidfice, 2007). Concurrently,
the 2006 World Competitiveness Yearbook of therimagonal Institute for
Management Development ranked Thailand’s scieritifi@structure at 4%out of
55 countries and its technological infrastructu®.4However, the Thai
government has implemented a range of policiesderado promote science and
technology by reinforcing knowledge in society agtele and encouraging

innovation in support of economic growth.

With respect to gender, although some people absdrsuch fields as science and
technology usually belong to men (Long & Fox, 19989)ai women’s enrolment

in science at present has continued to rise andhtlaat of men. As illustrated in
Figure 3-1, Thai women are equally represented mith in doctoral degrees in
science and technology (National Research Couhdihailand, 2007) and the
proportion of females within Thai academic sciehas been equal to males
(National Science Technology and Innovation Poliffice, 2007).
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Figure 31 Percentage of Thai doctoral graduates andemics in science b
gender in 2007

OMale ®Female

Academic employme 49%

Doctoral degre 50%

Source: (1) Proportion of Thai academics in saemg gende

Source: National Science Technology and Innova®olicy Office, 2007

(2) Proportion of Thai scientific doctoral graduat®y gende

Source: NationeResearch Council of Thailand, 2007
There are several reasons why more Thai women acéglemic sciences. First
in the effort to upgrade its science and technqltigg Thai government plac
human resource development as the top prioritisiedienc and technolog'
agenda. The Thai government has created a roadmapiénce and technolo:
personnel development to assure a sufficient suppluture demani(National
Innovation Agency, 200). The 1§ National Economic and Social Developm
Plan for 20072011 aims at increasing the number of science estthblogy
personnel from 5.9 to 10 in every 10,(of the populatior{Office of the Nationa
Economic and Social Development Board, 2. Thus, the need for qualifie
scientific personnel in Thailand has posed a chgie¢o women’s education
well as employment in the fie of science and technology in order to be pa

productive workforce

Moreover, as Layde(1993)argued, academic careers are socially construst
typical jobs for women graduates as the job areydiyre, secured. Such
argument may also explain a relatively high repmtation of Thai women ir

academic careers. In terms of social attitudesp@piomkum & Deri(2004) argued
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that Thai people are satisfied with careers whitérgob security and fringe
benefits; hence, parents are willing to encourage tlaughters to be workers in

the academic sector.

Also, as pointed out by Reskin & Roos (1990), woroan obtain certain jobs over
men because men themselves may decide not to cemmgeduse the rewards are
low. This observation supports the assertion tlmati female science graduates
have a better chance of engaging in academic jot¥sa&s lecturer and researcher,
while Thai men are more likely to seek positionghia private sector due to the
better wage offered 13 percent higher (NationaliSieal Office, 2008, 2009). As
for labour demand, Thai private firms have a priee for men than women as a
result of gender bias (Suriyasarn & Resurrecci@®32. In the Thai scientific
community, the proportion of men (62 percent) wasfd to outnumber that of
women (38 percent) in the private sector (Nati@@énce and Technology
Development Agency, 2008) while women (51 percsightly outnumbered men
(49 percent ) in Thai academic sciences (Nati&egnce Technology and
Innovation Policy Office, 2007).

Thailand, as compared with other countries, thissahlaigher proportion of women
joining the academic workforce than that foundndustrialised countries. Thai
female academics constituted 51 percent of théactademic population (National
Science Technology and Innovation Policy OfficeQ20and 25 percent of the
total number of academic staff in seniority posit{dlational Statistical Office &
Office of Women's Affairs and Family Developmen@08). In contrast, the
percentage of female academics in Europe was ébbpercent, and the
percentage of female seniority staff was under&@gnt (European Commission

Directorate-General for Research, 2009).

3.2.2 Gender segregation in Thai science academe

Although there has been a positive change in tefrasgrowing Thai female share
in academe, women often face discouragement, whallits in their dropping out

of particular science subjects and limiting thgportunities in scientific fields.
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3.2.2.1 Gender division in subject segregation

Between the 1940s and the 1990s, Thai women weceinated in some subject
areas by the National Education Policy. Accordmé’taparpun (2009), the Thai
government followed an admission quota system biglwtine number of women
in certain areas of study was controlled becaus@stthought that certain
disciplines, by nature, are better suited to mahwvace versa. Several areas of
study such as agriculture or veterinary scienceeweemed inappropriate for

women but suitable for men only.

In 1995, Chulalongkorn University, a leading unsigrin Thailand, admitted 114
men and 30 women in its veterinary science couesggugh the women
generally scored higher than the men. The samedqastrictions were employed
in other institutions. There were 18 areas of stedpecially in science and
technology such as fisheries, veterinary scierag®-industry, agronomy,
forestry, natural resources and physical educaiwith,a quota system in favour of
men. Yukongdi (2005) observed that only a few aheaka quota system in favour
of women, and these were restricted to low-paidisersectors such as nursing.
The restricted quota system discouraged many Enaalie students while

reinforcing the notion of gender differences.

Although the quota system came under attack fanaekiscrimination and was
formally abolished by the end of 1990s (Prapar@®d9), gender segregation is
still reflective in some Thai science subjects.sTpphenomenon is demonstrated in
Figure 3-2, which highlights the number of Thaidsuats that were in higher
education in 2007. Thai female students dominatertain subjects such as
medical sciences (70 percent), chemistry and phayiftdb percent), but are absent
from engineering (22 percent) which means that Waanen tend to enter higher
education in some, but not all, areas (NationaiSieal Office & Office of
Women's Affairs and Family Development, 2008). A®asequence, Thai women
are underrepresented in certain areas of employasenhai female researchers in
engineering constitute only 17 percent (Nationadd&ech Council of Thailand,
2008). This suggests that subject areas are gepadified which leads to gender

segregation in Thai scientific employment.
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Figure 3-2 Percentages of Thai women in sciencaubject areas in 2007
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Source: (1) Proportion of Thai female graduatesutyject areas
Source: National Statistical Office & Office of Wems Affairs and Family Development,
2008
(2) Proportion of Thai female researchers by sulgesas
Source: National Research Council of Thailand, 2008

The difference in choice and performance of menvamahen in Thai science areas
is partly due to social expectations. In Thai sgcikke many other, women are
socialised to be emotional and nurturing, while rsnusually socialised to

inhibit emotions and be powerful (Yukongdi, 200Begarding science education,
women'’s socialisation has emphasised employmemiiituring professions (e.g.
medical science, chemical science, and relatecst)byvhereas men have been
encouraged to excel in engineering. This trendgtegies the idea of the division

of labour that is deeply rooted in Thai society.

Traditional gender roles which determine the subje€education that Thai
women choose to study have a long term effect amevos lives. An example of
the effect is that women earn less money than meA academic staff member
working in chemistry earns approximately 20 perdess than one with an
engineering job (National Statistical Office, 200Bhis means that female
academics who mostly work in the chemistry fielgbgriewer benefits than men
who mostly work in the engineering field. This sagts that the increasing number
of Thai women entering science and technology doésruly represent women’s

empowerment.
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3.2.2.2 Gender difference and career advancement irhai science academe

The barrier to Thai women in science and technolsgyt only caused by sexual
socialisation which favours men, but also by ingitinal bias in Thai academic
organisations which are male-predominant (Somswaeg@i7). At the
establishment of Chulalongkorn University, thetfusiversity in Thailand in
1916, a belief that Thai women should mainly foonslomestic work and thus
not pursue further studies prevailed in societyaAesult, women first registered
as students in Chulalongkorn University more thaeeade later in 1921Csta
1997). Costa (1997) noted that, at that time, fersadldents were not allowed to
have lunch with their male classmates as the Td@aknorm prevented women

from being close to men.

Even with the introduction of law and mechanismprevent discrimination
against women, most Thai people are still of thiaiop that it is acceptable that
men, as opposed to women, are granted or rewariledbetter career
opportunities. Thai female academics are employecknm the lower and middle
levels of the occupational hierarchy while beingeati from the top positions.
With a half of academic personnel being women, andyiarter of executives in
academic institution were female (National StatadtOffice & Office of Women's
Affairs and Family Development, 2008). Among Theademic institutions, there
is only one female chancellor (Office of Women'daifs and Family
Development, 2007). This finding is consistent with literature (Sonnert, 1999),
which identifies that, although there are a slighilgher number of females than
males, most female academics stay between the knwemiddle levels.
Moreover, though academic careers are expected toartial or neutral, they
still have the gender pay gap around 15 percenthaaas higher than that found
in the national average in the Thai labour mariketyhich such a gap was reported
at 5 percent (National Statistical Office, 2008).

Overall, the above discussion has addressed tlie soatexts that shape Thai
academic organisations and hinder Thai women froiogrpssing in academic
sciences. The rapid economic growth has produgesbbof qualified science and
technology candidates in Thailand. This means beftportunities for Thai

women in the areas of science and technology. ibeeal approach would state
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that Thai women play an increasingly important ialecience and technology as
they are now allowed to be educated and work oaldgums with men. However,
the benefits are not equally distributed among arghwomen. Although the
national statistical data demonstrates that moes Wbmen have participated in
science, it is clear that women are poorly reprieskim certain scientific areas,
less likely to be involved in decision making levahd underpaid. All of which
suggests that Thai women are faced with genderamdglifficulties succeeding in

science education and employment.

3.3 Conclusion

This chapter has discussed how gender socialisatidnmodernity have
moderated the position of Thai women in society amgloyment. In recent
decades, Thailand has established strong tiestingtglobalised world that has
modernised the country. On the grounds of moderfitigi society now allows
women to leave home for education and employmérdj Women are thus more
likely to work outside, achieve a higher educatideeel and enter the public

sphere.

However, the literature indicates that Thai womgnaggle in both vertical and
horizontal hierarchies. This suggests that eveh thig influence of modernity on
some elements of the socio-economic backgroundyriequal practices, which are
integral to Thai culture, cannot be easily changéd: evidence has revealed that
Thai women remain affected by gender socialisatinch is a result of tradition
value. The influence of male dominance and genelgregation in the workplace
is still visible. Discrimination against Thai womeantinues to prevail at work in
various forms e.g. pay gaps and glass ceilinggppbdunity. In addition, although
women in Thai society have experienced socioeconichanges that have shifted
their roles and status to the public sphere, tlaeyelto manage to function well at
both work and home. As for academic sciencesginsethat Thai women now
have the better access and their status is mualouag in comparison to their
counterparts of many other countries. Yet, womendspects are still challenged

due to gender discrimination.
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As stated by Layder (1993), careers are parthoduymt of the social structure. The
issues addressed in this chapter are thus intethmethe light of the empirical
data in subsequent chapters in order to exploradtiens of the social structure
which impact on gender equality in Thai academreess. Based on this review of
literature, the researcher has employed a rangaanftitative and qualitative
approach as the research methods in order to uaddrthe outcomes of an
interaction among the multilevel variables so asamplete the picture of gender
phenomena in Thai academic careers, as detaikbe inext chapter.
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CHAPTER 4
METHODOLOGY

This chapter presents the pragmatism paradigmeaesearch methodology. To
elaborate, this study combines a quantitative aggrosupplemented by a
gualitative one while drawing on the multilevel bys#s in order to gather evidence
on gender issues in Thai academic sciences. Thigehalso details the design of
data collection, the process by which the resepatcticipants were selected, the

administration of the fieldwork and the techniqueth which data were analysed.

4.1 Research paradigm

As stated in Chapter Two, multilevel analysis (Lerydl993) was adopted for the
exploration of gender equity in Thai academic soésn This analysis contributes
to an understanding of discrimination in societyfdgusing on the difference in
cultural background, the nature of institutions &ndan diversity in terms of
socioeconomic status because each level of anallgsis is insufficient to explain
women'’s underrepresentation in academics cargeathér words, the

multilayered analysis (Layder, 1993) is appliedn® research paradigm in order to
explore the realities of Thai academic community.

With the pragmatic research paradigm, rather thsingle (either quantitative or
gualitative) approach, the researcher can betmnae the reality of the
multilayered phenomena of gender in Thai acadeameears. Generally speaking,
while a traditional research paradigm, the postiapproach, involves
confirmation and falsification yet disregards amynps for understanding an
individual phenomenon, the qualitative approachbeen criticised for not
providing an adequate rationale for generalisationgider contexts (Johnson &
Onwuegbuzie, 2004). For this reason, the pragnpatiadigm affords the
researcher the opportunity to combine macro andonmbenomena (Onwuegbuzie
& Leech, 2004) in order to explore gender diffeeirc Thai academic career
advancement. Reinharz (1992) also argued thatrthefdfeminist research is to

capture an understanding of women'’s lives as widslpossible; thereby often
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combining quantitative and qualitative approacimesrder to gather information

from different perspectives.

4.2 Research approach

As there is no single best method for developingviadge regarding gender
issues (Reinharz, 1992), a range of quantitativecumalitative approaches have
been taken in this study. Research on gender dhis@tion has been largely
guantitative if it aims to provide statistical imfoation on the existing structure
whereas qualitative studies have gained rich detaddividual experience
(Bronstein & Farnsworth, 1998). As the aim of thligdy is to measure the gender
gap in Thai academic careers in terms of quantéatidicators and also reveal the
reasons for the gender gap, a combination of appesamay assist the researcher
in linking the indicators of gender dimensionste tomplexity of individual

experience.

4.3 Research design

This section focuses on the research design withnebination of quantitative and
gualitative approaches in order to investigate gexdference in Thai academic
career advancement. According to Teddlie and Tashai009), the mixed
method design has stressed the use of componaghsi@s which different
elements are kept separate. In this study, thetqa@e approach is suitable to
answer the research question asking whether anentand women working in
Thai academe have different opportunities for caag@ancement, while the
gualitative approach is appropriate to investigdtdividual experience related
to reasons for the gender gap in Thai academaearhlel, this can provide rich
evidence which may deepen some key understandirigdaccurring phenomena
(Bazeley, 2004).

Two main types of data were collected: primary aeltiech were gathered via such
research tools as questionnaires and interviewksaoondary data from published
materials such as national studies, organisatjomalications and other associated

printed matter.
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One phase of the study includes conducting a @estenal survey of Thai
academic personnel in order to measure the gemgbeinglhai academic careers
and to consider the impact of various factors oai Bleademic career
advancement. A survey questionnaire is appropioatthis analysis because it is a
self-reporting tool that can reveal the particigabehaviour (Neuman, 2006). A
gualitative method using semi-structured intervievith some of the participants
was also employed so as to further examine thessslated to gender in Thai
academic careers. This method supports the reszancimdicating a range of

topics as well as revealing how a situation mageafReinharz, 1992).

In addition, documentary data on gender in Thailand the details of statistics or
regulations that may impact on the advancementaf dcademic careers were
obtained from the Office of National Economic arati@l Development Board,
Office of Women’s Affairs and Family DevelopmerietNational Research
Council of Thailand, the National Statistical O#fjand other relevant agencies.
The documentation is appropriate for data collecpertaining to social, economic
and political views contained in the official repoof bureaucratic organisations
(Neuman, 2006). The data from various sources there compiled and analysed

by the researcher.

4.4 Research method

Drawing on the theoretical approaches previoushereed in Chapter Two, this
section explains how the research project was plduamd then carried out in order
to explore the professional experience of womenrmaad employed in Thai
academe. It also describes the research settingnatitbds used in the fieldwork.
The guestionnaire employed, along with interviewd documentation, is
presented. Finally, the process of data colleasafiscussed prior to explaining
the data analysis techniques used.

4.4.1 Setting

The current study focuses on the experience ofeawedpersonnel in academic
organisations in Bangkok, the capital city of Thad, where 35 percent of 33,185
academic personnel population nationwide are b@dational Science

Technology and Innovation Policy Office, 2007).

56



As stated in Chapter Two, the gendered valuesdregoas a whole are not the
only ones relevant to this research because trenma@tion is also a society in
itself. In this sense, employees’ experience atenly associated with social
values in wider contexts, but also with the pencest of their organisations’
practices (Maneerat et al., 2005). This researchtiuas designed to explore the
status of women in scientific careers and to seetlér or not differences in
organisational practices impact on gender and caeancement. Accordingly,
purposive sampling is deemed appropriate for tinidysbecause the researcher
wants to identify particular types of the caseifedepth investigations in order to

gain some further insights into these particulesiiiNeuman, 2006, p. 222).

Two Thai academic organisations were then selextadsearch sites, according to
the types of organisation: university and researstitute. A code was assigned to
each organisation: UV meant the university, ande®drred to the research
institute. Both organisations were chosen in thislgbecause they can represent
the characteristics of the Thai academic orgamisati science-related fields. One
is a leading research university in agriculturehtelogy and innovation, while the
other is a research institute under the Thai Mipist Science and Technology,
which serves scientific services for national cotitpeness. Additionally, the
researcher herself works as a policy and plannificeo at a research organisation
in Bangkok and thus is able to establish good asitaith academic organisations
and gain access to the research sites, includengegearch participants of this

study. This subsequently facilitated the survey iatstration of the current study.

Although both organisations are public by naturé simare the same goals of
developing science and technology, they are diftaretheir organisational
characteristics. For example, UV and RI staff pssshfferent job descriptions, as
employment contracts dictate UV staff's commitmtenteaching, whereas RI staff
are committed to providing scientific research withteaching duties or
supervision of postgraduate students. The diffematires of organisations can
capture a diversity of organisational culturesesukregulations and performance
evaluations (House, Rousseau, & Thomas-Hunt, 199 details of personal
profiles, organisational structure, and the prooroprocess of both organisations
are explained in Chapters Five and Six.
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4.4.2 Population and sample
4.4.2.1 Population

As the profiles of academics vary across countteggending on the criteria of
each nation, or even the values of the communityhich they live (Park, 2007),
this research presents the characteristics of d¢ademic careers: definition of

academic staff, categories of academic levelsappdintments to promotions.

In the present study, ‘academic staff’ refers taiTdcademics in science and
technology working at public academic organisationder the Royal Secretariat
Office, Thailand. The personnel administration baifacademic staff is under the
supervision of the Office of Civil Service Commmsi(OCSC), the central
personnel agency of the Thai civil service. OnlaiTécademic staff under the
public administration were included in this studdchuse the majority (80 percent)
of Thai academic staff involved in technology deyshent are employed by
public organisations (National Science Technology Banovation Policy Office,
2007). Although these public academic organisataredinancially supported by
the Thai government, they are expected to gensaai® more income from other
sources such as collaborative research and develdgmjects and training
activities (Tantiwiramanond, 2007). Like other Tpablic organisations, lifetime
employment (or no lay-off policy) is promised intb@mrganisations (Wailerdsak
& Suehiro, 2004).

In order to analyse the grade levels or positidrecademic personnel in the Thai
context, we should make clear the meaning of ‘gra&tcording to Metz and
Tharenou (2001), a grade refers to a person’s wank in relation to others in the
organisation and also represents the status afsampe&vith respect to his or her

employment.

Grades or the positions of Thai academic staftlangled into four categories as
shown in Tables 4-1. The levels are defined byQfee of Civil Service
Commission (OCSC). In broad terms, points are actated based on the levels
of knowledge, experience and accountability ofgolitions. As shown in Tables
4-1, grade ‘A’ means the top management of an asgdan with posts of

professor and research director in charge of matté@wjsions and establishing
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knowledge or the organisation’s plan and goal. &r&drefers to middle
managers with positions of associate professoidapdrtment director that are
more involved in formulating policy or knowledge their control area and budget
management. Grade ‘C’ is the lowest level of mansgg positions in which
knowledge and proficiency in a certain specialiseld are required. Grade ‘D’,
without academic or managerial position, meanstater and a researcher at the

bottom level.

Table 4-1 Career path of Thai academic careers

Grade Level University (UV) Research Institute (RI)

A Professor Research director

B Associate professor Department director

C Assistant professor Senior researcher

D Lecturer (without academic Researcher (without academic

or managerial positions) or managerial positions)

According to Liamvarangkoon (2002), in generaly@npotion within Thai civil
services means both salary increases and appoitgtoenigher positions. Salary
increases and appointments to more senior posidiensonsidered by supervisors
on the grounds of age, work performance, performamcompetitive or selective
examinations, and appropriate behaviours. In 18@8Thai government reform
measures introduced a Result Based Managementkisingerformance
Indicators (KPIs) as an indicator. The aim of thdicator is to develop rules and
regulations assuring fairness for Thai civil setgaithis indicator has constituted
a performance evaluation system for Thai governmemkers, which allows for
screening out those who are not effective, resptssir conscientious. At the
same time, this means an effective reward systenthbse who perform well,

demonstrating fairness and without bias.

4.4.2.2 Sample

The samples for this study were recruited from Eraidemic personnel being
employed at a university (UV) and a research uisi{R1) whose primary job was
scientific research. All participants have a degreé the training required to
perform scientific work. This ensures that the iggréints have successfully
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completed their professional training and embarkeah research in science-
related fields. As part of the selection critepathe research participants, they
were asked to indicate their work responsibili{f@sademic research or non—
academic research). If they selected a non-refaket] they did not meet the

criteria of participants and were excluded fromshedy.

4.4.3 Tools and Materials

To understand the complexity of gender and reseaader advancement in Thai
context, multiple tools and materials including sfiennaire, interviews, and

documentation were employed.

4.4.3.1 Questionnaire development

The questionnaire has been developed, by the sfsgaon the basis of the
information obtained from the relevant literatused Appendix 1.1 for details of
survey items and the academic sources from whiesetitems are derived). The
guestionnaire is composed of seven parts (60 itéses) Appendix 1.2) including
career and personal information, work responsiégdjtcareer performance, factors
supporting academic careers, and perceptions & arrironments related to Thai

academic careers.

The questionnaire was administered in a pilot stuidly 31 Thai academics who
were not included in the field research sample. rEisearcher distributed the Thai
version of the questionnaire to a sample of thparedents and designated a date to
collect the completed questionnaire. This provittedresearcher with a good
opportunity to immediately identify any confusiomang the respondents in
answering the questionnaire and to enquire ab@gestions for improvement. At
the end of the questionnaire, there was an opdiosdor suggestions in order to
further develop the questionnaire for the actush dallection process. In this
regard, the researcher reviewed the appropriateidse questions and decided to
rewrite some of the items for the final question@a@nd most of them have

become shorter than those included in the pilatystu

Prior to the fieldwork, the content validity of thestrument was tested. According
to Saunders, Lewis, & Thornhill (2007), when a nestrument is devised, the

problem of validity becomes more serious. Thereftire content validity is
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addressed to assess how well the content matepidsents the conceptual
definition of the construct (Neuman, 2006, p. 193)e Content Validity Index
(CVI), calculated on the representativeness oftkeasure could provide
information on the representativeness and clafigach item (McGartland Rubio,
Berg-Weger, Tebb, Lee, & Rauch, 2003).

In this process, experts were asked to evaluatedindity of the questionnaire
items, judge the quantification of the instrumemig also offer suggestions for
improving the measure. The expert panel consisteatent experts and lay
experts. According to McGartland Rubio et al. (20@3range of two to twenty
experts is suggested to establish the sound nuohlaer expert panel, which
depends on the desired level of expertise and ledyyel diversity. In this study, Dr
Sara Connolly and Professor Mustafa Ozbilgin aasedontent experts. The
number of publications and work experience relébeithe conceptual frameworks
are the criteria for selecting these experts (Mt&aa Rubio et al., 2003). This
also assists in determining whether the measwelisconstructed and suitable for
testing. The lay expert was Dr Premsuda Saman nabereof the Thai academic
personnel, because of her relevance to the profeaslsiole. The lay expert can
also address issues such as phrasing, identifyipgiiaclear terms and

recommending other important issues (Grant & Dal897).

The content validity form (see Appendix 1.3), whiohludes definitions for the
content domains of an instrument allowing the etgoer compare each item
against its definition, was distributed to all thiexperts by e-mail in September
2009. The experts were then asked to assess th's tepresentativeness. All
three experts returned the questionnaire and theelems. The CVI for the items
was found 1.0. According to (McGartland Rubio et(a003), a CVI of 0.80 is
recommended for new measures. Therefore, this nikanthe items are valid and

well suited to the measure, and there is no neegtfasion.

Then, the questionnaire was translated into Thaiteamslated back into English in
order to ensure and maintain the equivalent meawfitige words or concepts
between the source (English) and the target larey(itggi) (Maneesriwongul &
Dixon, 2004). An English instructor in a Thai acaude organisation was asked to
conduct a translation process. Then, another Bnglsructor of the same institute
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was selected to translate the questionnaire baEkdgtish. The original English
version was finally compared sentence by sentemteetback-translated one.
According to Maneerat et al.,(2005, p. 197), in sanstances, some modification
of a question was needed in order to match theteel@rganisations and to ensure

that the Thai version was as close to the origimalish as possible.

4.4.3.2 Semi - structured interviews

Feminist research has discovered that interviefes oésearchers an access to
people’s ideas, thoughts, and memories becaus®igwe provide the researchers
an opportunity to collect additional informationoaib experiences which are often
inaccessible in a survey (Reinharz, 1992). As alt.esemi-structured questions
exploring the reason for gender gap in Thai acadeanieer advancement were
posed in this study. The researcher used eightseuoutured questions based on
the published literature (see Appendix 1.4 for et questions and the academic
sources from which these questions are derivedihalequires the research
participants to recall their experience in Thaideae and allows them some
degree of freedom to raise any issue they wishsttuds within a broad framework
of gender and Thai academic careers. All resposdeete presented with the
same semi-structured questions and an opportunigik about any relevant
issues. At the same time, the researcher attenipiazhduct the data collection
phases at the university (UV) as similarly as daesio the research institute (RI)
in order to make the information comparable (Fo&dlatrella, 2006).

4.4.3.3 Documents

Apart from primary data, secondary data drawn flbmth external (e.g. national
statistics, previous research and available infaiongand internal sources (e.g.
organisational publications) were collected for shedy.

The main resource statistics related to the Thiaiecd used in this research were
drawn from the data collected by the National St&il Office, Thailand (NSO)
and core agency responsible for Thailand’s stasiktictivities. However, it is very
important to recognise the limitations of the stats provided by NSO. This
agency is not a women-oriented organisation soesdot regularly collect

gendered statistics. For this reason, even the raosht gendered statistics
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available are still considered out-of-date. Thiglppem was also found in the Tenth
National Economic Development Plan (2007-2011),il@hd, which relies on the
statistics collected in 2005 as the most updatéal ddoreover, the statistics
available are presented only in the aspects selégt¢he Thai government, so
such statistics may not cover the overall figureShai women in academic

careers.

Additionally, it is noteworthy that when the resgaar attempted to search the data
through the Metalib database or Google Scholarethvas limited research online
on gender and career advancement in the Thai doitexrder to access the Thai
literature on relevant topics, the researcher Ifed&ka literature search at the
following three key research agencies in Thaildesearch Library of the
National Research Council of Thailand (NRCT); Woraed Youth Studies
Programme: Thammasat University; and Center of Acad Resources:
Chulalongkorn University. These research agenai@gige a pool of research
reports and theses in the paper (hard copy) versaiected from local
universities and research organisations. Howearder research in the Thai
context or related secondary data is likely to belished in Thai language.
Additionally, most of the research tends to focasxmmen in semi-skilled or
unpaid labour markets, women in the sex industng also violence against
women in Thai society. This suggests that littlknewn about the issues of

gender in academic careers in the Thai context.

Combining different sources of information, inclngiquestionnaire, interviews,
and documents, the researcher has gained a betterstanding of the current
situation in Thai academe.

4.4.4 Data collection

In order to access the participants, the reseacdmacted a number of academic
organisations. The directors of each organisatiere\asked for their co-operation in
the study through an introductory letter explairting research project and inviting
their participation. The information sheet and emgorm were enclosed (see
Appendix 1.5 and 1.6 for the information sheet emasent form). When they agreed
to cooperate, they were asked to inform their persibabout the study. The
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guestionnaire with a cover letter describing tlielgtassuring the confidentiality of all
information collected, was mailed to staff via tiffice mailing box. A reminder was
sent after two weeks. After the participants comepléhe questionnaire, they returned
it to the researcher by post in order to guaracteédentiality.

It should be noted that, previously, the onlinegjismnaire is considered an
alternative to collecting survey data in this stully recommended by Neuman
(2006), the online questionnaire is the cheapestlais type of survey is suitable
for well educated population as the response ratele high. However, the gate
keeper in both organisations advised the reseatclemploy the paper, rather
than online, questionnaire. From their experietioe previous research using
online-questionnaire via intranet system with acaidestaff in their organisation
did not work well (the response rate was less fttapercent), while the paper-
guestionnaire could produce the response rate pe@@nt. The reason why
online-questionnaire cannot be applied in this ¢agleat some academic staffs do
not regularly check their official e-mails. As tbeyanisations being studied
distribute information (e.g. news and other docuts)elny hard copy, it is
unnecessary for their academics to check theiciaffe-mails. In addition, the
intranet system is often down and the internal d-h@s a limited storage for e-
mails, so academics tend to use public e-mail sesvsuch as yahoo, hotmail, or g-
mail. As a result, the researcher decided to us@adper-questionnaire to collect
data.

A range of methods were used to reach the interpi@wicipants. Firstly, the
respondents were invited to participate in an wnésv during the process of
guestionnaire survey. Lists of the academic permslonho were willing to
participate in the interview were compiled and ppa@ntment arranged. Some
interviewees suggested other potential informaartd, others were contacted
through networks of friends and colleagues noteworthy that while the
snowball technique with a chain-referral samplir@ymause a potential sampling
bias (David & Sutton, 2011, p. 232), the techniguefficient in terms of an access
to the well-known informants that are difficultitderview such as those in the top
management (Bernard, 2000, p. 179) i.e., professasearch director (in the case

of the current study).
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The participants were provided with written infotioa about the study, which
guarantees that their personal information is ¢i@&tith strict confidentiality.
According to Neuman (2006), assurances of anonyemaple the participants to

relax and actively share their views.

If permitted by the research participants, intewsessions were audio taped and
notes taken. In order to make the participants oaiable, the researcher spent 3-5
minutes in ‘small talk’ with them before starting imterview. Strict confidentiality
was confirmed to the interviewees that they wevergicode names and their
identities were kept anonymous in the report aralyais, and how the findings
would be utilised was also explained. The intergdéaok approximately 30-60
minutes. They were asked to describe their worleg&pce in relation to gender
difference in Thai academic careers. Some of ttezvuiewees appeared to dislike
talking about personal issues surrounding thegerarsuch as promotion criteria
and pay. The participants were not probed furtheemthey appeared to feel
uneasy about any of the questions. At the enddf descussion, the researcher
summarised the key issues raised and then hadrthehecked by the research
participants to confirm the accuracy of the dateeg@ell & Miller, 2000).

4.4.4.1 Sample size for survey questionnaire

The study was conducted from October 2009 to Fepr2@10 in Bangkok,
Thailand with two sectors of Thai academic orgaiosa university (UV) and
research institute (RI). Approximately 2,000 quastiaires with a cover letter
describing the research purposes and the confaliynbf the respondents were
mailed to their staff via the office mailing boxh@ number of questionnaires
conducted was 531 (response rate = 24 percent)etwsome of them included

incomplete data and were not suitable for analysis.

Prior to conducting the main data analysis, allaldes were screened in order to
ensure validity. Major descriptive statistics sashminimum and maximum
values, means, and standard deviations were coohputgder to explore the
range and distribution of the variables. Probleresawdentified with a wage
variable at this stage. The wage variable, onaé@key variables for this analysis,

was a major concern for some of the participarfisdses were dropped when the
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reported wage was considered to be suspicioustydridow, or when

inconsistency between weekly working hours andiegmalues occurred.

In terms of data errors, the sample survey uséaisiresearch was subject to a
variety of errors which may be categorised into tymes: inability to obtain
information from all academics selected in the danimissing data); and inability
to obtain correct information from respondents gimsistency data). Data was then
checked. Most of the error data were the respofslemmidomes and grades causing
82 cases to be dropped. The completed questiorsainple size was 420 for UV
(n=124) and RI (n=296) in total. The research pafoih size of 33,185 academic
personnel in Thailand means that an effective sarsige for regression analyses
is 395 (Yamane, 1967), as below calculated. Trad sample size of 420 thus
reaches an effective sample size for regressiolysesa

Sample size formula

_ N _ 33,185
1+Ne? 1+(33,185)0.052

S =395

S = Sample size required
N = number of population (33,185 Thai academic qangl in scientific area)

e = sampling errof0.05), which means that there is a 5 percent fmbtyathat the

survey response varies.

Comparing the proportions of samples in each gewdhbrthat of the whole
population in Table 4-2, we can see a pattern amhil the proportion of the Thai
academics nationwide. Women'’s share of employnrehoth research sites was
47 percent and the proportion of female respondeass49 percent, a little lower
than the national statistics of Thai female acadegirsonnel (51 percent of the
total academics). Statistically, this survey coestiblish a sound representation of

the overall population (Neuman, 2006).
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Table 4-2 Proportion of academic personnel in Emal] those employed on the

research sites (UV vs RI), and sample sizes claddify gender

Academic personnel

Gender Acagjemlc _personnel employed on Sample size
in Thailand research sites
(UV vs RI)
Male 49% 53% 51%
Female 51% 47% 49%

Notes: (1) Total number of academic personnel iailahd = 33,185
Source: National Science and Technology Developgancy, Thailand
(2) Total number of academic personnel in univer@itV) and research institute (RI) =
2,204
Source: Annual report
(3) Total number of sample size = 420
Source: Surveys

4.4.4.2 Sample size for interviews

To further identify the reason for gender differema Thai academic careers, semi-
structured interviews with both male and femaldip@ants were employed to
facilitate further discussions. The researchemrugved 33 academics employed
at the university (n=14) and at the research umsti{(n=19). According to Guest,
Bunce, & Johnson (2006, p.74), any sample sizebeasufficient as long as the
participants can provide complete and accuratenmdtion about the inquiry
domain. However, some relevant studies can prayudgance about sample sizes
for the current research (Israel, 1992). Previguslsample of 30 participants have
been studied concerning career development ifihlaeorganisational context
(Maneerat et al., 2005). Further, Morse (2000)datid that a sample of 30 is
sufficient to obtain the data richness requiredgiaalitative analysis when using
semi-structured interviews. Therefore, 33 partiotpaare deemed sufficient for

interviews.

There were some numerical differences of the detthetween the university (UV)
and the research institute (RI) samples. Howe\wah the questionnaire and
interviews involved similar questions within theawrganisations. The data in

both settings therefore provided comparable ammfrdsta.
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4.4.5 Data analysis

According to the parallel mixed method approach,ghantitative and qualitative
data were separately analysed, and the resultsdemim type of analysis were
interpreted after both sets of data analyses wargteted (Onwuegbuzie &
Leech, 2004, p. 779). Based on the multilevel aialgs the conceptual
framework (Layder, 1993), the quantitative analys@ised on measuring the
gender gap in Thai academic careers, while theatgtiaé one emphasised the
interplay of multi-level variables (macro-organisatmicro level) that create both
opportunities and barriers concerning gender iati@h to advancement in Thai

academic sciences.

In the first phase, the quantitative approach leenbntroduced to measure gender
gap in Thai academic career advancement. The sguestionnaire data was
analysed with the Statistical Package for Soci@®e (SPSS version 16.0 SPSS
Inc. Chicago, IL, USA). Descriptive statistics weirsed to examine personal data
and variables. For the purposes of comparisoneotlifierences in Thai academic
career advancement between men and women, thergendgap was examined
using the Oaxaca (1973) decomposition so as tmatgihow much women and
men were rewarded differently in case that theyevedithe same characteristics
(as a measure of discrimination). In addition,dhalysis on career progression
was conducted by employing the multiple outcome etgych multinomial logistic
regression, which can estimate the probabilitymoplyment in differently ranked
grade levels in Thai academic sciences.

In the second phase, the qualitative approach é&s teveloped to further explain
the gender dimensions in career advancement inadaaiemic sciences. In this
study, thematic analyses were employed to deriemés from the interview

discussions concerning gender issues in Thai adad=&meers.

Finally, the results from both quantitative and lgative analyses were used to
consolidate critical interpretations (Onwuegbuzié&ech, 2004). The process of
analysis is presented in the next section.
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4.4.5.1 The Quantitative analysis

This section illustrates the research hypothes#saiguantitative phases. Then, the
process of data analysis including descriptivastes, wage regression, Oaxaca
(1973) decomposition examining the gender pay gdfhai academic sciences,

and multinomial logistic regression investigatihg gender grade gap are detailed.

In the quantitative phase, there is a hypothesitsttte endowment variables as
stated in Chapter Two, including seniority, edumatisubject areas, academic
performance, networks, and family formation, sigmiftly predict Thai academic
career advancement for both men and women as ®lftmbe tested in more

detail in chapters Five and Six):

Hypothesis 1: Academic career advancement in Tdi@nse is related to seniority:
workers who are older are more likely to hold highexde positions and receive

better pay.

Hypothesis 2: Educational background contributabéosuccess in Thai academe:
workers with doctoral or overseas qualification mx@re likely to be in higher

positions and receive better pay.

Hypothesis 3: Thai academic career progress maywidhnin science fields: men
are more likely to work in hard sciences while wonre soft sciences. We test
whether or not the different outcomes reflect défe rewards across science

disciplines.

Hypothesis 4: Thai academic career progress isnehlaby academic
performance: workers with more publications areerlikely to have higher

positions and income.

Hypothesis 5: Thai academic career advancementy@aypported by networks:
workers who have actively engaged in networks sédror informal - are more

likely to be in senior positions and better rewatde

Hypothesis 6: Family formation may be importanéxplaining the obstacles in
Thai academic career advancement: family respditgbiare likely to reduce the
probability of workers being employed in seniorifioas and receive more

income.
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However, before analysing the statistical datanibrenal distributions of variables
were tested by the measures of skewness and laurka@siany variables, if the
absolute value of the skewness index and kurtodiesx are greater than the
absolute value of 3.29, this means that such ia@sadre of extreme non-normality

and therefore inappropriate for the model (FielD9D.

a.) Descriptive statistics

Descriptive statistics, including percentage, magamdard deviation, t-test
statistic, and one-way ANOVA statistic were use@éxamine demographic data,
measure the gender difference in terms of acadeanexr advancement, and

perceptions of gender equality in Thai academi@oigations.

b.) Multiple regression

Multiple regression is a statistical technique usetthis study to investigate the
relationship between the endowment variables (arastteristics) and the Thai
academic career advancement in terms of wagedkr ¢o explore the gender
differentials, male and female wage regressiong weparately estimated using
the same specification. By comparing two groupsafkers in the same field,
such separated models could illustrate the degailghich gender can affect

occupational opportunity (Xu, 2008).

The male and female wage functions can be elalubestéollows:

Male wage function:

Wwae = F (Grade, Seniority, Education, Subject, Publicatietwork, Family

formation).
Female wage function:

Weemale= F (Grade, Seniority, Education, Subject, Publicatidatwork, Family

formation).

W is the natural logarithm of monthly salary [In(vegpwhich is the dependent
variable in the wage regression equation. The Itgarof the monthly wage data
must be taken in order to transform data (Taba&h&iEidell, 2007) because the

wage distribution is skewed with the median earsjnugually being less than the
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mean. The log-normal is typically used in many &sdo capture the skewness of
the earning distribution (Connolly & Long, 2011;tksuwan, 2003).

Gradecontained dummy variables which were coded in f@wes. Workers hired
as professor (UV) and research director (RI) weed = A, workers hired as
associate professor (UV) and department directrBre coded = B, workers
hired as assistant professor (UV) and senior reeea(RI) were coded = C and
workers hired as lecturer (UV) and researcher {hout academic or managerial
positions were coded = D as the reference groups.

Seniorityvariables included in this study were meant toag#work year.
Ageis age in years.
Work yearis years in which workers have worked in the oiggtions.

Educationvariables included in this study were meant to dstineloctoral degree

and overseas doctoral degree.

Domestic doctorais a dummy variable, holding a domestic doctoegjrde was
coded = 1 and otherwise was coded = 0.

Overseas doctorak a dummy variable, having earned a foreign dattbegree

was coded = 1 and otherwise was coded = 0.

Subjectis a dummy variable, working in hard subjects.(erggineering and
physical sciences) was coded = 1; working in st#freces (e.g. chemistry and

pharmacology) was coded = 0.

Publicationis the number of publications in the form of peditmatter (books,
chapters, academic articles, academic report3, €wte number of publications in
the study means the number of papers publishedoepéed for publications in the
past three years prior to the survey. Accordingdr (2005), the specification of
data for the three-year period helps provide mat&\counts and also reduce the

effect of the time lags between research, submmssiad publication.

Networkvariables included in this study were meant to hotmal and informal

networks.
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Formal networkis the level of participation in academic actiyitgver was coded
=1, seldom was coded = 2, sometimes was codedisudjly was coded = 4, and

always was coded = 5.

Informal networkis the level of participation in non-academic atits with
colleagues, never was coded = 1, seldom was co@edametimes was coded = 3,

usually was coded = 4, and always was coded = 5.

Family formationvariables included in this study were meant to ¢p@nmarried
with children, being married without children, bgisingle, career break and

family care.

Married with childrenis a dummy variable, being married with childreaswcoded

=1 and otherwise was coded =0

Married without childrens a dummy variable, being married without childvess
coded = 1 and otherwise was coded = 0

Being singlgused as the reference group) was coded =0

Career breaks a dummy variable, having career break was cede@nd
otherwise was coded = 0, which is defined as akirethe respondents’ careers

(i.e. maternity or priesthood leave).

Family careis the level of participation in share family canever was coded = 1,
seldom was coded = 2, sometimes was coded = 3|lya@#s coded = 4, and

always was coded = 5.

In order to analyse the regression results, thidyshas drawn on major statistics:
sum of squaresR); and unstandardised regression coefficient (Bjn f square
(R?) is the measure of how much of the variabilitytie dependent variable is
accounted for by the independent variables (FRD9). It presents the percentage
of variation in the outcome that can be explaingthie model. While the
unstandardised regression coefficients of the blesaare compared across the two
models (male versus female wage regression) irr éodexamine the different
effects of such variables on men’s function and wois (Oaxaca, 1973; Xu,

2008). Each of the regression coefficients hastatistic value. If the t-statistic
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associated with a regression coefficient is a figant one-tailed test (less than
0.05 at alpha level), it means the variable maksgrificant contribution to the
model (Tarling, 2009).

In order to see if the model fits the observed o\ah, the researcher has assessed
the regression by looking for outliers (Field, 2R0®s an outlier affects the values
of the estimated regression coefficients, it ison@nt to detect outliers in order to
minimise the bias of the model. The standardissmlvals are a statistical value
used to detect outliers on the assumption thabrenthan 1percent of a sample
have an absolute value for standardised residoalss greater than 2.58, then it
can be interpreted that the level of errors withim model is unacceptable. In other
words, a standardised value that is lower than @&d8d not be considered
extreme (Tarling, 2009).

According to Field (2009) and Tarling (2009), wheeregression is estimated,
some underlying assumptions should be met sudheaaiisence of
multicollinearity, normality of residuals, homosesticity of residuals as well as
linearity in order to generalise the model.

In multiple regression, according to Field (200B)here is a strong correlation
between independent variables, the data set mayen@liable for analysis. One
way to assess multicollinearity among independantbles is to perform
correlations. If a correlation coefficient illustea a correlation of 0.80 or higher,

this may demonstrate multicollinearity (Field, 2p09

In this study, the assumption that normality amotigs residuals is indicated by
differences between the model and the observedwhteh are most frequently
zero or close to zero, is tested by two graphicadi@s: histogram and normal
probability plots (Field, 2009). The histogram glof the residuals should be
similar to the normal curve with the same meanstaddard deviation as those of
the data. Also, if the residuals are normally dsited, all points of a normal
probability plot should lie on the normal distrikart line.

As stated by Tarling (2009), the homoscedastigguaption that demonstrates
the residuals at each level of the predictor véembwhich are of similar variance,

and the one of linearity that examines the relatigm between independent and
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dependent variables as a straight line can bedtésta scatter plot and then
examined visually. In this study, if no evidencéasnd for the violation in these
assumptions, the standardised residual shouldufitetaround zero for all values
of the standardised predicted values.

c.) Oaxaca (1973) decomposition

As argued by Long & Fox (1995), reward allocatinrscience can be divided into
two groups: universalism and particularism. Uniaéissn states that the reward
allocation should be based on the endowment vasahich as academic outputs
or demographic variables. In contrast, particutarisvolving the gender
difference in rewards for the same characteristiggests that discrimination
exists. Therefore, in order to study the componehtee gender wage gap and
determine whether it is generated by discriminatiodifference in endowments,
the Blinder-Oaxaca Decomposition (1973) breaks dthersources of earning
differentials between males and females into:He)difference due to the same
characteristics, often referred to as discrimimgtand (b) the difference due to

endowment disparity.

The Blinder-Oaxaca (1973) decomposition of the gemnehge gap is given as

follows:
AInW= Y Bw —Be)Xr + Y Buj(Xmi-Xr) 1)
where,

AlnW = the difference in the mean value of the natiogérithm of the monthly

wage for men and women

~

Bm; = the estimated coefficients of regressors of real@ings function
Br; = the estimated coefficients of regressors of fersarnings function

Xmj = the means of the regressors of male earnimggifun

Xg = the means of the regressors of female earninggién
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(a) The first term exists due to the difference betwaeonstant and a
coefficient which can be used to measure discritronaln equation (1)
suppose that men and women share the same avevagjeflendowments
(i.e. a doctoral degree). If the employer values mvgh a doctoral degree
more than they value women with the same qualiicaBy; > Br), this
first term is positive. This is a part embeddechofividuals’ attitudes,
calculated on the difference between the coeffisienthe male and
female wage equations. If a wage gap arises becdusierential
treatments of men and women, this is typically \@evas evidence of

gender discrimination in relation to earnings.

(b) The second term measures any advantage in teremslofvments
possessed by male employees. This term will bewbem men and
women have the same average characteristics imenelots or Xy;-Xrj) =
0. This part of the raw wage differentials betwesn and women occurs
because the two groups differ in their endowmentkitls. This is evident
when the gender earning gap is a result of measupatductivity
characteristics of universalism, such as numbemiblication or levels of

education.

d.) Multinomial logistic regression

As mentioned above, academic career advancemaisoisneasured by
progressing along the ranked grades in organisatlarthis study, a multinomial
logistic regression model is employed to examiredimployment of Thai
academic personnel in the ranked positions (grad&s C and D) as logistic
regression is appropriate for examining the reteiops between a categorical
dependent variable and explanatory variables aswl@bviding an effective way
to measure the estimated probability of belonging specific population (e.g. the

probability of being employed in grade A) (Peng &Mhbls, 2003).

An important feature of the multinomial logistic del is that it estimates-1
models, wher& is the number of levels of the outcome variabBsgoah, 2002).
The outcome variables in this study included fewels of grade ranging from 1 =

grade A, 2 = grade B, 3= grade C, to 4= grade Bce&tihere were multiple
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categories, the researcher chose grade D to funat@ base category for the
purposes of comparison. The model was estimateatatety by the types of

organisation as follows.

The multinomial logistic model: University (UV) fiion

Yuv =F (Gender, Seniority, Education, Subject, Publicatidetwork, Family

formation).
The multinomial logistic model: Research instit(R¢) function

Yri =F (Gender, Seniority, Education, Subject, Publicgtidetwork, Family

formation).
where,

Y=1, workers being employed in grade A as profegsdf) or research director
(RI), while O represents otherwise.

Y=2, workers being employed in grade B as asse@aifessor (UV) or

department director (RI), while O represents othezw

Y=3, workers being employed in grade C as assigtariessor (UV) or senior

researcher (RI), while O represents otherwise.

Y=4, workers being employed in grade D as lect(lt&f) or researcher (RI)

(without academic or managerial positions) usethaseference group.

The independent variables include gender, senjadycation, subject,

publication, network, and family formation.

In order to examine the effectiveness of multindragistic model, we can assess
the model in three ways (1) overall model evalustjq?2) statistical tests of each

explanatory variable; and (3) the correct percemtegprediction.

In order to assess the overall fit of the final mipdccording to Peng & Nichols
(2003), -2(Log Likelihood) of the null model inclund) the intercept only and the
final model including the specified predictor vdnlies were compared. If there is
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any difference in the -2(Log Likelihood) values @sated with the models, this
suggests that the model is appropriate. If theifstgimce of the chi-square
statistics is less than 0.05, then the model igrafeant fit of the data. This

indicates that at least one explanatory variab&esgnificant predictor.

In order to examine significant statistical tedteach explanatory variable, the
individual coefficients (B) were tested with theeus the Wald statistics.
According to Peng & Nichols (2003), if the Waldttassociated with a coefficient
is a significant one-tailed test (less than 0.0&lpla level), we would reject the
null hypothesis and conclude that the regressiefficaent for the predictor has
been found significantly different from zero foetbutcome variables in relation to

the reference group given in the model.

As explained previously, the multinomial logistiodel predicts the probability of
being employed in grade levels from a set of exatlanry variables. Tarling (2009)
argued that once the predicted probability of griadmlculated, it should be
compared with the actual grade to determine whethaot the predictor of
academic grade is associated with the actual tratdher words, if the model has
a high value in the correct percentage of predictitbsuggests that the model is

effective.

In multinomial logistic regression, like ordinamggression, we have assumed no
multicollinearity as it becomes difficult to exarsithe effects of variables if they
are highly correlated (Field, 2009). Thereforegider to generalise the model, the
absence of multicollinearity is assumed as an itambicondition in the

multinomial logistic model.

Considering the quantitative analysis, the resafltguantitative phases can
describe the causal relationship between the endowwariables and academic
career advancement as well as measuring the ggaden Thai academic careers.
However, such results cannot explain how such aataalationship is generated.
As argued by Bronstein and Farnsworth (1998), trengtative approach finds it
difficult to explain the academic principles ofrfa@ss and equal opportunity in
rich detail about individual experience. Therefgnevious research on women in

science has complemented their qualitative work wituantitative approach

77



(Sonnert, 1995/1996). The benefit of a qualitaiiperoach is to support the
researcher in taking a close look at the intertigieof all factors in order to gain
further insights into the gender difference arisimgcademic career advancement
(Cubillo & Brown, 2003). For this reason, the gtative approach should be
brought to this study. The process of qualitatinalgsis is presented in the next
section so as to make a further contribution todidlgates on gender dimensions in
Thai academic careers and to uncover the reasomwimen face such

discrimination.

4.4.5.2 The Qualitative analysis

The qualitative analysis focuses on the reasombdethie gender gap in Thai
academic careers in science and technology disegpby employing the research
guestions and the research conceptual framewor&$asacipal guide for analysis
(Layder, 1998). The researcher interviewed 33 &Bbademics employed at the
university (n=14) and at the research institutel@=The interviews explored
their understanding of career advancement, ther@itor promotion, the
perceived barriers to and opportunities for caeglancement, and their opinions
on the gender difference across Thai academic rsarke interview guide,
developed in accordance with the research questmmserning the reason behind
the gender difference in academic careers, wasasadool for keeping the
conversation flowing (Reinharz, 1992). However sthgquestions were adjusted to
suit each situation during the interviews. Thenviwys took between 30 and 60
minutes. At the end of each interview, the researsbmmarised key issues
arising out of the questions and had them checkdtéparticipants to confirm

the accuracy of the data (Creswell & Miller, 2000).

Each participant was assigned a specific numbgr ¢ach as ABXYZ) for the
purposes of anonymity. Interview participants wasded in the following way.
The first two letters denoted the organisation type as higher education and RI
as research institute; X for the number assigneéddandividual participants; Y for
the sex of participant as M for male and F for flanZ was the grade level at
which participants stay, that is, A for participgietmployed at grade A level; B for
participants employed at grade B level; C for pgrints employed at grade C
level; and D for participants employed at gradesizel.
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The process of data analysis was based on thdajivadiprinciple (Boyatzis,
1998; Braun & Clarke, 2006; Creswell & Miller, 2Q00reswell & Plano Clark,
2007; Layder, 1998; Saldana, 2009). The procecdhfréee interview data analysis

were as follows:

First, all interviews were recorded on a tape réeoand the researcher began
transcribing audio-recorded data verbatim (Brau@l&rke, 2006). Second, the
researcher translated the interview data from Th&nglish and followed with the
translation check for accuracy. In order to mamtae format of recording data,
the researcher used a template providing text aodum Thai and English

versions, coding, and memo writing. This was domé/licrosoft Office Excel

2007 programme to organise the data sets intotables researcher also assigned

each participant a specific number for the purpasesmonymity.

Then, the researcher began analysing the datagoflinterview transcriptions.

As stated by Creswell & Plano Clark (2007), codiag been described as a
systematic process in which specific statementsategorised into meaning
clusters that represent the phenomenon of intéFastcoding process included the
reading through of data and reducing it into onenar phrases. Actually, the
researcher undertook an informal analysis of inéev8 when transcribing. While
listening to the tapes, the researcher jotted radtesit the meaning of the
conversation in that particular instance. Accordm&aldana (2009), this way of
highlighting and writing notes is useful for thesearcher to consider the meaning

behind the words.

Then, the formal stage of analysis was done whemdasearcher read interview
transcriptions several times, and started to ifleetnerging issues. As shown in
Table 4-3, code words were written in the rightdvaolumn of data sheets and the
researcher also inserted the page numbers of tidxigw transcript to make it
easy to return to the whole script. The codindie step had two levels (Layder,
1998). The first level was a pre-coding that carenfthe participants’ words or
the researcher’s summary of what the participaggsned to be referring to or
explaining the specific points. The second leves et codes were revised by re-

reading the text segments related to a code torgane awareness of the content
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of what was said and observe the issues with wihielparticipants were

concerned.

Table 4-3 Example of a coding table

egiuhuguathu

= a
quagniwion ldoasy
quagny

gy

married, people
expect them to
stay home,
taking care of
the house and
children so
men have their
freedom.

Sheet Text-Thai | Text-English | Code f' Code 2° Memo
version version level level writing
14-HEFA-012 | 14-HEFA-012| 14-HEFA-012 | Women Family is Society values
(udniludmenst | (Why doesn’'t a| need to stay the first family
asounsaidiine | family home, priority for | responsibilities
) 4 formulation while men | women. as the
dznz ?uvazi )
AP make a case for not. woman'’s job,
rRmelATITY men?) If while not for
dnufozmania | \women are the man.

The emerging issues were then sorted and groupeoreEearcher considered the

meaning behind the words, started to build comrhemes and ended with a set

of categories for organising the data (Braun & K#a2006). As shown in Table 4-

4, the first and second columns consist of the thammselves — interview

transcripts in Thai and English versions. The thind fourth columns contain sub-

categories and categories which contain key wandigses, and concepts to

consider the areas of emerging themes. The fifineo lists a set of themes for

organising the data. The sixth column containgiteeno writing.
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Table 4-4 Example of coding sets

is1egiuthuguatiu
< =
quagndaen 1ddase

ay

married, people

expect them to
stay home,
taking care of
the house and

children so men

have their
freedom.

Text-Thai Text-English | Sub-categories Categories Theme Memo
version version writing

14-HEFA-012 | 14-HEFA-012 | Family is the Double Factors Society
(ndriludremstt | (Why doesn’t a | top priority for | burden of creating a considers
asounsaiuliiee | family women work and gender gap in| family
fens?hivaisi formulation domestic Thai science | responsibilities

o make a case for responsibility | academic as the
Waﬁ:m”mmﬂ” men?) If career woman’s main
dwufozman it | \women are advancement| job, while it is

not so for men.

Finally, the step of drawing a conclusion was bidugto the format to make it

easy to understand for readers (Braun & Clarke6R0rhe researcher wrote an

analytic text of the meaningful data for each theme provided sufficient data

extracts to demonstrate the prevalence of the theme
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4.4.5.3 The integration of quantitative and qualitéive findings

In order to consolidate the quantitative and qaglie data, the researcher
compared the quantitative results against the ssselated to the interview
findings. From this step, the researcher builtgaties and themes by connecting

the codes among the range of data sources, as shdwble 4-5.

Table 4-5 Example of comparing the quantitative qualitative findings

Themes Categories Finding
Factors creating a gender gap inDouble burden of work and QT, QL
Thai science academic career | domestic responsibility
advancement

Note: QT = Finding found in the quantitative fingmn

QL = Finding found in the qualitative findings
In order to compare the different perspectiveeims of the diversity of
organisations, the researcher presents the evidemoehe research settings: the
university (UV) and the research institute (RI)eTlelevant findings of the two
settings have been displayed in the forms of maatde (Boyatzis, 1998) in order
to capture the similarities and differences of ggnd Thai academic career
advancement. Table 4-6 is an example of compahi@dindings of the two
settings with reference to the research questims researcher has also reviewed
the relevant literature in order to investigate ¢bacepts of gender issues that may
influence advancement in academic careers. Thewew&from the three sorts of
data is valuable and necessary to triangulatefdataeme identification (Creswell
& Miller, 2000).
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Table 4-6 Cross-case findings between university)(&hd research institute (RI)

from multiple data sources

Themes Categories Qu.ant.itative anlit.ative Compar_e finding
finding finding to the literature
Factors creating a gender| Double uv uv, RI T
gap in Thai science burden of
academic career work and
advancement domestic
responsibility

Note:  UV= Finding found in the university (UV)

RI = Finding found in the research institute (RI)

T = Finding found that is similar to the West, fnaim a different perspective
Based on the research methodology as stated atmawsy, techniques were used to
ensure the validity of the results. In order toieeé confirmation, triangulation
strategies were employed in this study to confimmadccuracy of the findings
(Creswell & Miller, 2000). The questionnaire, sestidctured interviews, and
official documents were utilised for gathering dateas to explore the gender
difference in Thai academic career advancementtsadto confirm each other’s
results. In order to achieve transferability, taggarcher has attempted to provide
the rich descriptions of design, data collectiatadanalyses, and the findings in
order to enhance the readers’ understanding okta@y. This procedure is stated
by Creswell & Miller (2000) as another method fetablishing credibility.
Finally, this study has been conducted under tpersision of the researcher’s
supervisors, Dr Sara Connolly and Professor Musdatailgin, who are familiar
with the study or the phenomena being exploredaated as peer debriefers. That
is, they could provide feedback to the researchseove as a sounding board for
ideas to enhance the research credibility (Cressviller, 2000).

45 Ethical issues

This study proposal has been approved by the Fagfocial Sciences Ethics
Research Committee of the University of East Anfli&A), United Kingdom.
The Norwich Business School, University of East kagent a letter to the
directors of each academic organisation, whichsgesiin obtaining permission to
conduct the study in their organisations.
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4.6 Conclusion

Drawing on the multi-level analysis (Layder, 1983)the framework, the current
study can link the impact of the social structtine, organisational practices and
the individual level to the gender gap in Thai aad sciences. The methodology
design is based on the research questions andptaat&amework related to
gender and academic career advancement. The piagnagproach was deployed
as a research philosophy because it could provig#geaopportunity to examine a
range of micro and macro phenomena (Onwuegbuzie&h, 2004) by which

Thai women are supported or constrained in acadeaneers.

According to the mixed method design, the quamtikaind qualitative data
collected from the academic personnel of two acacleettors - university (UV)
and research institute (RI) in Bangkok, Thailars the research sites were
analysed separately, and then drawn together imteroretative phase. A cross-
sectional survey of Thai academic careers was aiedun order to measure the
gender gap in Thai academic careers. At the sane the reason for the gender
gap in Thai academic career advancement was fugipdored by using interviews

and documentation.

In the quantitative analysis, descriptive statsstioultiple regressions analyses, the
Oaxaca decomposition (1973) and multinomial logistbdel were employed to
measure the gender gap in Thai academic careeneslvent. In the qualitative
analysis, thematic analysis was used to analyseairative data collected from

the interviews. The results were then integratethéninterpretative phase of this
study (Onwuegbuzie & Leech, 2004). In order to emshe validity of the results,
many techniques were employed including triangoigtpeer debriefing, rich

description, and member checking (Creswell & Mjl2000).

The next two chapters, Chapter Five and Chapterggesent the results from the
guestionnaire and interviews conducted at the usitye(UV) and the research
institute (RI), with the theoretical frameworks lngd in Chapter Two and
Chapter Three in order to answer the researchigussihe results from both

organisations are then compared in Chapter Seven.
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CHAPTER 5
GENDER AND CAREER ADVANCEMENT:
A THAI HIGHER EDUCATION CASE

This chapter is aimed at revealing whether or rdiffarence in rewards between
men and women persists in science-oriented fasuhi@hai higher education.
The study was conducted between October 2009 andi&sy 2010 at a university,
Bangkok Thailand, administering 124 completed qaesaires and undertaking
14 interviews with some of the Thai university &taf code assigned to the Thai

university was UV.

The findings revealed that there is a differenceeimards between genders in
academic careers. Such a difference is due tditadi norms towards gender
socialisation in Thai society which make male agrdle academics utilise their
individual endowments differently. Even though thrgair advantage of men over
women was identified in the Thai higher educatibimai female academics do not
perceive the existence of discrimination againsinew in scientific careers. That
is because the liberal feminist stance on gendgaléyg is dominant in Thai higher

education.

Four main findings are revealed. Firstly, a gerdi#erence in career advancement
does exist in Thai higher education, and such gogatty originates from gender
discrimination. Then, a qualitative analysis wabsgd to explore the reasons
behind the difference between male and female tegataff members in science-
related faculties. The findings found multileveliadles that constrain the career
progress of Thai female faculty staff: Thai traahi@l norms that prevent female
academics from making social connections; womendetrepresentation in
engineering which is the top priority subject inalbcience community; Thai
gender roles that push female academics to plagertance on their family rather
than careers; Thai academic organisation normsennen are more appreciated,;
lack of seniority that makes That female acadeieiss accepted; and assignments

that put Thai female academics in less-rewarded job
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Next, the study has gained further insights ineoghpports and strategies Thai
female academics draw on in order to deal with gierider biases. These include
acquiring academic qualification; forging a netwgrlbup with other females;
adopting the same working style as their male peesloying a compromising
relationship in the workplace; relying on organisaél rules and regulations;

being single and depending on supportive family inens.

Finally, the study found that the influence of lifkfeminist stance, which
measures gender equality on the equal accessderagyportunity, leads some
Thai female academics in higher education to peeciiat they can equally gain
the career opportunity in science as equally as Mieough they face gender bias

in Thai higher education, they tend to find it alvor even unnoticed.

5.1 University (UV) setting

In 2008, there were 165 higher education instihgim Thailand (The Office of
the Higher Education Commission, 2008). Among theiv,is a leading research
university in technology, innovation and agricutut)V, established as a public
university in the early 1940s under the CommissinrHigher Education of
Thailand, is currently partly subsidised by the ggovnent while generating some
income through research activities. Because U\bleas prepared for a new status
as a forcibly privatised - yet public — universitige UV promotion process is
likely to be based on the internal management strecwhich is approved by the
Management Development Committee comprised of bwenthbers. This means
that UV has become less dependent on the buresustatdard criteria
(Tantiwiramanond, 2007). It is noteworthy, howebat the long-established
bureaucratic culture of the Thai organisation (sapiority) is still deeply rooted in
UV management structure, which can be illustratethb fact that the executives

were senior, long time employees, or former stuglehthe university.

The UV main campus is situated in Bangkok, withrfeubsidiary campuses in
other parts of Thailand. However, this researcly ordluded samples from

academic staff in Bangkok campus, which is wellipged with main research
laboratories and facilities. For this reason, tlagamty of UV academic staff in
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this campus carries out science research. Alsa;dreefunctions of academic

administration are operated in Bangkok.

UV provides education across 14 faculties includiognce and social sciences.
However, the scope of this study was limited t@¢hiaculties with the greatest

involvement in the provision of science and tecbgglknowledge as well as the
management of research projects related to scigiigincluded the faculties of

science, engineering, and agriculture.

It should be noted that the statistical informagwavided by UV was drawn from
the 2008 UV annual report because the personraation related with career
promotion in UV is treated with confidentiality. iBlreport included a section
illustrating the total number of staff in each figubut without any information
about gender issues. Accordingly, the researcheteteto access the websites of
the faculties in order to explore individual acadestaff profiles which included

names, positions, genders (classified by Mr. ang,Mad research performance.

The total number of UV’s employees was 2,700. Agpnaitely 700 of them
belonged to the faculties relevant to science anldriology, of which the
employment contracts specify commitment to teachimgjadministrative duties.
45 percent of teaching staff of these faculties feasale, slightly lower than the
national level as shown in Figure 5-1. This sugg#dsit the evidence of gender
discrimination in terms of ‘sticky floor’ was notgvalent in Thai higher
education. When investigating by faculty, howevtlee, evidence of subject
segregation by gender was found in the UV facuylidgere women outnumbered
men in the faculty of science and men outnumber@aew in the faculty of
engineering, as shown in Figure 5-2.

Although female academics accounted for nearly dfalie UV total academic
personnel, women made up for only 37 percent diegsmrs employed in UV (see
Figure 5-3), reflecting the evidence of ‘glassiogil. This suggests that UV
seemed to have an organisational culture thatépseimen for leadership
positions, giving them certain privileges. Espdygjadt the faculty of engineering,
where women was outnumbered by men, there wasnmaldestaff at all for

professor positions (see Figure 5-4). At the facoftscience, where female
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faculty staff made up a third-fifth of total, fenealhad difficulties in reaching the
top ranks. Only, in the case of faculty of argiatdt where women accouted for
half of faculty staff, the female progression candbserved (58 percent of
professor positions held by women).

In order to reveal the phenomenon of gender aner@k/ancement in the Thai
higher education context, the next section presentstailed analysis of the data
related to gender and career advancement obtaioextie questionnaires and
interviews conducted with UV academic staff.
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Figure 51 Academic employment by gender at national lerdlthat found in U\

OMale ®Female

Thai academics 49%

uv 55%

Source: (1) Proportion of Thai academics by ger
Source: National Science Tecllogy and Innovation Policy Office, 20
(2) Proportion of UV academics by gen
Source: UV staff profiles, 201

Figure 52 Employment proportion by gender in the major scé-related faculties
in UV in 2008

OMale ®Female

Science 40%
Agriculture 50%
Engineering 75%

Source: UV staff profiles, 20!
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Figure 5-3 Employment by grade in UV in 2008

OMale ®Female

Professor

63%

Associate professor

54%

Assiatant professor

56%

Lecturer

55%

Source: UV staff profiles, 2008

Figure 5-4 Proportion of male and female staff esmged in UV in 2008 arranged
by faculty and seniority levels

OMale ®Female

_ Professor 100% |
% Associate professol 2500 S ——
'8 Assiatant professor 41% 9% ]

Lecturer 47% S 53%
w Professor 42% S 58%
£ Associate professor 57% 3%
g Assiatant professor] 62% . 38%
< Lecturer 41% - 59%
g Professor 100% ]
§ Associate professor 81% [ 19% |
% Assiatant professor 70% L 30%
15 Lecturer 73% 27T%

Source: UV staff profiles, 2008
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5.2 The quantitative analysis

This section outlines the quantitative resultsritheo to investigate whether or not a
gender gap in Thai academic science exists, andddstify whether such a gap is
derived from difference in endowment variablesiffecence in treatment toward
men and women, even they have the same qualificatéage regressions for Thai
male and female academics were estimated to methgudecomposition of
gender pay gap by the Oaxaca Decomposition (198 multinomial logistic
regressions were employed in order to measuredghdey grade gap, by
comparing the probability of employment in eachdgraosition between men and
women in Thai higher education. Furthermore, opigion gender equality within
the organisation were solicited. Prior to thatadstof the participants’
demographic data, the data screening, and a séiiggotheses are presented.

5.2.1 Profiles of the research participants

This section provides a detailed analysis of théi@pants’ demographic data
obtained from 124 questionnaires completed bydbalfy staff in science-related

fields at the Thai university, UV, as shown in Tab}1.

Generally, female faculty staff at UV were les®likto hold an overseas degree,
have a child, and get their research publisheds $hggests that men have a better
chance in terms of overseas education or are sy gphically restricted. In
addition, UV female academics may delay a marraagkparenthood because
marriage and motherhood may have a negative ingpastience careers. The data
also suggest that there may be some relationshigeba gender and academic
outcomes, when UV female academics may have |leskeatc productivity than
men. That may be because women have to deal witlnaient or administrative
work more often than men. On average, UV femaleeaaecs are likely to work in

soft science subjects and have actively engagadademic networking.
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Table 5-1 Respondents’ socio-demographic charatitariobserved at UV

Socio-gemographic variables Male Female
(N=51) (N=73)
Gender 41% 59%
Seniority Age 55+ 47% 53%
Age 45-54 58% 42%
Age 35-44 34% 66%
Age < 35 41% 59%
Average ages in years 41.7 40.1
(Standard deviation) (£10.0) (£7.9)
Year in org. 30+ 56%  44%
Year in org. 20-29 30% 70%
Year in org. 10-19 61% 39%
Yearin org. <9 42% 58%
Average years in org. 14.0 11.5
(Standard deviation) (£10.5) (£7.9)
Education degree Overseas doctoral degree 57%43%
Domestic doctoral degree 21% 79%
Subject area Hard science 46% 54%
(e.g. engineering, physics, and
mathematics)
Soft science 37% 63%
(e.g. chemistry, pharmacology, and
biology)
Academic performance  More than 3 publications 53% 46%
1 - 3 publications 34% 66%
No publication 11% 89%
Average publication 3.8 2.4
(Standard deviation) (x3.2) (x2.0)
Network Level of participation in formal
network (academic activity) 3.1 3.3
(Standard deviation) (x0.9) (x0.8)
Level of participation in informal
network (non-academic activity) 2.8 3.0
(Standard deviation) (£0.9) (x1.0)
Job %Academic work 66%  65%
%Management work 21% 16%
%Document work 13% 19%
Family formation Married with child 62%  38%
Married without child 27% 73%
Single 43% 57%
Career break 70%  30%
Level of shared care in family 3.6 3.9
(Standard deviation) (£1.0) (x1.0)

Source: UV survey data, between October 2009 ahdugey 2010
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5.2.2 Data screening

In order to ensure the appropriateness of thesstai results obtained from UV
samples, checking for normality and the absenceuifi-collinearly were required
in the multivariate analysis (Field, 2009).

All independent variables included in the modelsendistributed normally and
met the conditions of multivariate normality, extdye scale of the number of
publications showed a deviation from normality whitad the absolute value of
the skewness index and the kurtosis index of eacghles were higher than the
absolute value of 3.29 (Field, 2009), as presemégppendix 2.1 — Appendix 2.2.
This problem was solved by the use of dummy vagiabhat is because the
characteristic of dummy variable is not continudhss the normal distribution
assumption is not required (Field, 2009). Thus résearcher adjusted a
publication variable into the dummy, coding as ¢walues: over three
publications (average publications); one to thrglglipations, and no publication

as the reference group (coded = 0).

There were some independent variables with a hegjnes of correlation (> 0.80)
(Field, 2009), including years of age versus y@agganisation, and married with

child versus a career break, as presented in App@rigl— Appendix 2.5.

Age was highly correlated with years of work expede as older employees tend
to be in their current job for a longer periodiofi¢ than young ones. As a result,
age was shown to be related to how long a persoméan in their job. In order to
solve this problem, work years were excluded framanalysis on the grounds
that seniority in terms of age are more signifigarthe Thai organisational
hierarchy (Bhanthumnavin, 2003), and thus age&lito be more relevant to

career advancement.

Married status was shown to be related to whetlperson had taken a career
break. Not only Thai married women are likely tovda career break of maternity
leave, but Thai married men also are likely to hawareer break when becoming
a monk, according to a Buddhist norm which suggélsés men become a monk
before marriage (Praparpun, 2009). Both males amdlies have the same right to
take a career break, according to the Thai pulbamisation’s labour regulations,
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but they are not likely to take a career brealkofgar three months as they are not
paid with full salary. Therefore, the researchenoeed the career break variable
from the analysis as three months with career bishass likely to be relevant to

career advancement.

Overall, the quantitative analysis conducted with $amples focused on the
independent variables; thereby being applicabteéanultivariate data analyses:
age, domestic doctoral degree, overseas doctogatelesubject area, publication,
formal network, informal network, married withouthild, married with a child,

and family care.

5.2.3 Gender gap and hypothesis test for factorsfatting science

career advancement in Thai higher education

Before illustrating the details of how much of téal gap in Thai higher

education is derived from women’s endowments araignation, the gender gap
in career advancement of Thai higher educatiossessed in order to compare the
difference in salary and being employed in gradgtfmm between Thai male and
female faculty staff at UV, as shown in Table 5-2.

Table 5-2 Gender difference in career advancennedi/i

Career advancement Male Female

Monthly salary £ 666 £ 581
(S.D. =£329.43) (S.D.=%238.15)

Gender pay gap 15%

Gender grade gap

Professor 70% 30%
Associate professor 53% 47%
Assistant professor 29% 71%
Lecturer 41% 59%

Source: UV survey data between October 2009 anduggb2011
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A gender pay gap was found in Thai higher educa®the pay differential
between Thai male and female faculty staff wasdrggnt. In addition, the UV
data exhibited that men were more dominant in thé&psor rank than women
with the male faculty staff proportion of 70 pertemhile female faculty staff

dominated the lecturer position (59 percent).

The evidence suggests the existence of genderafiggin the dimensions of
career advancement in UV. Base on the literatwiewed in Chapter Two, these
differences may vary by individual characteristi€sllowing this, the directional
predictions of each hypothesis are estimated ttiea¢hdowment variables of Thai
academic personnel would significantly predict a&rant career advancement in

terms of wage and grade.

Hypothesis 1: Academic career advancement in seierniented faculties of Thai
higher education is related to seniority: workelsvare older are more likely to

hold higher grade positions and receive better pay.

Hypothesis 2: Educational background contributabéosuccess in Thai academe:
workers with doctoral or overseas qualification ex@re likely to be in higher

positions and receive better pay.

Hypothesis 3: Thai academic career progress maywidhnin science fields: men
are more likely to work in hard sciences while wone soft sciences. We test
whether or not the different outcomes reflect défe rewards across science
disciplines.

Hypothesis 4: Thai academic career progress isnehaby academic
performance: workers with more publications areerlikely to have higher

positions and income.

Hypothesis 5: Thai academic career advancementi@aypported by networks:
workers who have actively engaged in networks sédror informal - are more

likely to be in senior positions and better rewatde

Hypothesis 6: Family formation may be importanéxplaining the obstacles in

Thai academic career advancement: family respditgbiare likely to reduce the
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probability of workers being employed in seniorifioas and receive more

income.

5.2.4 Estimating decomposition of gender wage diffences in Thai
higher education

In order to examine the hypotheses and illusttaedetails of how much of the
total pay gap in Thai higher education is deriveaf women’s endowments or
discrimination through the Blinder-Oaxaca Decompaosi(Oaxaca, 1973), the UV
wage functions need to be estimated by multipleessions, as presented in Table
5-3. The evidence presented that in order to redeeiter pay, UV female workers
need to earn an overseas doctoral degree, beherygade positions, or have a
lower share in family care. While for UV male acauie workers, they were more
likely to have higher income if they hold higheade positions. The result
conforms to the hypothesis test that educationgédraund can contributes to the
success in Thai academe, being higher paid iscktatgrade position, and family

duties are an obstacle in career advancementeéncei

The suitability for wage regressions was suppabtedarious indices including the
outlier investigation, the assumption of normatifyresiduals, homoscedasticity,
and linearity. As presented in Appendix 2.6 — Apprr2.7, the outliers were
examined and there was less than one percent ofsaagple that had standardised
residuals with an absolute value above 2.58 (OrGegmé of UV female samples
and 1.0 percent of UV male samples). Thus the waagdels were appropriate for
representing the actual data (Tarling, 2009). khtawh, underlying assumptions
including normality of residuals, homoscedasticityd linearity were accepted
(Field, 2009; Tarling, 2009). The histogram andmalrprobability both in male
and female UV samples are shown in Appendix 2.8-The histogram plots of
the residuals were similar to the normal curve i same mean and standard
deviation of the data. Furthermore, most pointdhhefnormal probability plot lay
on the normal distribution line. Therefore, thedaals were normally distributed.
In addition, the graph of the standardised resgluatsus the predicted values
indicated that all points dispersed randomly thiaug the graph and that the
assumption of homoscedasticity and linearity wetested.
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Table 5-3 Wage regressions by gender in UV

Independent variables Female Male
Be Sig. Bu  Sig.

Constant 6.72 0.00 5.83 0.00
Seniority Age 0.01 0.36 0.02 0.26
Educational degree  Overseas doctoral degree 0.34 0.00 0.08 0.06

Domestic doctoral degree 0.07 0.14 0.03 0.35
Subject area Hard sciences 0.09 0.07 0.02 0.28
Academic
performance More than 3 publications 0.03 0.36 0.04 0.40

1-3 publications 0.08 0.2( 0.02 0.44
Network Level of participation in

formal network 0.06 0.04 0.02 0.24

Level of participation in

informal network 0.02 0.25 0.01 0.27
Family formation Married with child 0.06 0.24 0.10 0.03

Married without child 0.04 0.27 - 0.01 0.44

Level of shared care in famil 0.06 0.02 0.01 0.44
Grade Grade A: Professor 0.70 0.00 0.96 0.00

Grade B: Associate professar 0.51 0.00 0.45 0.00

Grade C: Assistant professor 0.28 0.00 0.28 0.00
Adjusted R Square 0.69 0.90

Note: 1. Dependent Variable: In (Wage)
2. Statistically significant of 5 percent levehgotailed test) indicated by bold
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Considering the wage regression by gender in @éBg,q-value < 0.05 significance
level (one-tailed test) was applied to determireeitidividual significance of the
coefficients in the wage equations. The female LAg&regression indicated an
adjusted R square = 0.69. The factors positivdlyeémcing female wages in UV
were an overseas doctoral degree earned and gradiemp, while the level of
share in family care had a significantly negativituience on UV female wages.
However, at the 95 percent level of confidencesigaificant difference was found
within the wages of UV female workers, regardlelsage, domestic doctoral
degree, subject, number of publication, particgratn both formal and informal

networks, or family formation.

The male UV wage regression revealed an adjustsguRre = 0.90. The
regression result suggests that the grade posittens significantly positive in
relevance to male wages in UV. However, at the@Bgnt level of confidence, no
significant relationship was found within the wagé$JV male workers,
regardless of age, educational degree, subjectb@uai publication, participation
in both formal and informal networks, or family pessibility.

The Blinder-Oaxaca Decomposition of gender wageifices, as presented in
Figure 5-5, illustrated the details of how muchhd total pay gap is derived from
women’s endowments or discrimination. This wasaked by utilising the
information from the UV wage functions in Table %43d only concerned the

independent variables that had a significant etbect)V wage regressions.
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Figure 5-5 Decomposition of gender pay gap in UV
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The results revealed that difference in charadtesiaccounted for 53 percent of
the overall pay gap between male and female acadsaff in UV; 38 percent of
which came from male academics who were generailyl@yed at a higher grade;
and 7 percent of which was from male academics gvhduated overseas. In turn,
the other half (47 percent) of the gender pay gaprated from different
treatments of the same qualities, presenting egelehgender discrimination; the
majority of which were derived from an imbalan@ashcern for domestic
responsibilities between male and female academies evidence was identified
by a positive sign of the difference of the coeéit within the family care
variable in the UV male and female wage functianillastrated in Table 5-3

(Bmate with family care= 0.01 and Bemale with family care= -0.06).

The difference of the coefficients within the savaeiables across male and female
wage regressions can indicate the existence ofja wdvantage for Thai male
academics. For this reason, Thai male and femalgeaaics experienced a
different effect from family responsibilities evémugh they shared a similar level
of family care. The result is consistent with Batk¢1975) theory that the gender
wage differential partly arises from the fact tivatmen focus more on
responsibilities at home than men do. Women mighbse to leave their careers
when they have children, subsequently losing toewus on work. Although
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‘leaving the careers’ is not exactly the case lierpresent time, it is yet visible that

Thai women place family roles or responsibilitisst@p priority.

To sum up, a gender pay gap was found in Thai higtiecation as the pay
differential between Thai male and female faculaffemployed in UV was 15
percent. Nearly a half of such a pay differencenstdom an imbalanced return for
domestic responsibilities between men and womerttaréfore is evidence of

discrimination.

5.2.5 Estimating the gender grade gap in Thai higlmeeducation

In this study, the multinomial logistic regressiwas applied to UV samples in
order to test the hypothesis that endowment vasabbuld significantly predict
career advancement in Thai higher education indehgrade position, as
presented in Table 5-4. In general, it is worthnmgpthat workers who are older or
with more publications are likely to hold higheade positions in Thai higher
education, which confirmed the hypothesis assumigtiat academic career
advancement in science-oriented faculties of Tighidr education is related to
seniority and enhanced by academic performanca.ilalso related to UV staff
profile as UV has based the promotion criteria ga af the employees and staff's
capabilities. Noticeably, the level of shared aarlamily was negatively related to
the career progress of Thai faculty members inobotrather than top, levels. That
is because male and female academics may havéarckarly age; thereby
having to devote time for family, which adversefieats the advancement in their

early careers.
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Table 5-4 Multinomial logistic model — Thai acaderacience (UV)

Professor Associate Assistant
Variables professor professor
BGrade/ Sig- BGradeE Sig- BGrade( Sig-
Intercept 99.60 0.00 5157 0.00 - 18.41 0.00
Gender Male 2.07 0.27 1.62 0.15 - 1.97 0.02
Seniority Age 1.76 0.00 0.87 0.00 0.53 0.00
Educational
degree Overseas doctoral degree 229 0.16 1.79 0.12 - 0.28 0.40
Domestic doctoral degree 4.80 0.10 18.88 0.12 - 0.14 0.44
Subject area Hard sciences - 4.78.09 0.35 0.40 - 0.30 0.36
Academic
performance More than 3 publications 18.10 0.00 19.91 0.00 0.22 0.44
1 - 3 publications 25.13 0.00 25.98 0.00 3.96 0.01
Network Level of participation in
formal network 2.31 0.05 1.35 0.11 0.09 0.43
Level of participation in
informal network 0.97 0.24 0.43 0.27 - 0.31 0.24
Family
formation Married with child 1.06 0.33 1.02 0.28 1.81 0.06
Married without child 1.08 0.36 1.50 0.20 - 0.13 0.45
Level of shared care in
family 0.55 0.33 0.87 0.13 - 1.01 0.02
Model Fitting Information
-2 Log Likelihood (intercept only) 286.93
-2 Log Likelihood (final) 94.90
Chi-Square 192.03
Degree of freedom 36.00
Sig. 0.00
The overall correct percentage of prediction 88.71%
Grade A (Professor) 90.00%
Grade B (Associate professor) 73.33%
Grade C (Assistant professor) 85.71%
Grade D (Lecturer) 93.75%

Note:

1. Lecturer as reference group
2. Statistically significant of 5 percent levehgotailed test) indicated by bold
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The effectiveness of the UV multinomial logistic debwas supported by multiple
indices: the overall test of all explanatory valésbof the model; the predictive
power of the model; and the statistical significant each explanatory variable.
Firstly, the log likelihood at convergence was ®4a@d the log likelihood with
constants only was 286.93, suggesting that the W\imomial logistic model was
more effective than the null model. The chi squaiees rejected the null
hypothesis that the model did not have a greatelaeatory power than an
“intercept only” one (p-value < 0.05). This meahattat least one explanatory
variable was a significant predictor of being enyplbin academic positions (Peng
& Nichols, 2003).

Moreover, the correct percentages of each predicti@academics holding the
positions of professor, associate professor, asdgiprofessor, and lecturer were
90.00 percent, 73.33 percent, 85.71 percent, artb3rcent respectively, of the
corresponding sample proportions in each gradeiposiThe overall correct
percentage of prediction was 88.71 percent, degdtiat the multinomial logistic
model could predict the individual probabilitieskhEing employed in each grade

position were nearly equal to the sample proposti@rarling, 2009).

In this case, 0.05 significant level (one-tailest}evas applied to determine the
individual significance of the coefficients in thmultinomial logistic regression.
The evidence suggests that holding all other exgdtag variables constant, aged
academics or those with publications were mordyljkban their counterparts, to
be employed in higher positions in Thai academeape < 0.05). Specifically,
the likelihood of an academic holding as assigtanfiessor position was
negatively related to the level of shared caramily. However no significant
difference was found within holding senior posigan science-oriented faculties
of Thai higher education whether they were memezhian overseas doctoral or
domestic degree, worked in any subject, engagddibdormal and informal

networks, or had a family formation.

Then, in order to investigate whether male and fera@ademic faculty members
in UV, who were of the same qualifications, werereniikely to be promoted to
senior positions, the probabilities of male anddésracademics being employed in
a particular grade were calculated by utilisingrtidtinomial logistic regression
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in Table 5-4. The study focuses on independenalbes with a significant effect
on UV multinomial logistic regression only, that &e, number of publications,

and level of shared care in family.

Given gender was insignificant in UV’s multinomralgression models, it seemed
that with similar qualifications, whether men ormven, they would be equally
promoted. However, it can be noticed that men eratfian women, tend be
employed in more senior positions. The evidenc@sup the argument that Thai
academic organisations seem under the organishtiorras that favour male
academics over women (Somswasdi, 2007). As showigure 5-6, in controlling
age and publication variables at average age (@&yand average publications (3
publications), the probability of being an assaxiatofessor was 0.45 for women,
compared with 0.48 for men.

Figure 5-6 Evaluated probabilities of being emptbyeeach grade (given average
age and publications) in UV
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In addition, UV men were found to gain more fromiséty. Evidence of the
probabilities of males and females of differentsalgeing employed in a particular
grade is shown in Figure 5-7, indicating that tifeecence was obvious for men
and women of older age. For example, at the ag®,ofmen had a higher
probability of holding top positions than womerntlas probabilities of being a

professor were 0.95 for a man and 0.34 for a woman.

Figure 5-7 Evaluated probabilities of being emptbyreeach grade by age (given
average publications) in UV
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Men also seemed to gain more from academic perfweeget the difference was
not statistically significant. Given an impact @gaemic outputs on the
distribution of employment across grades as showsigure 5-8, for those with
more than three publications, the relative proli#dsl of being an associate

professor were slightly higher for men (0.92), canggal to women (0.90).

Figure 5-8 Evaluated probabilities of being emptbyeeach grade by publications

(given an average age) in UV

B Lecturer Assistant professor B Associate professor B Professor

Female 005& N BN \\\095\\\ N Ny

I

Publication
©)

Male | w

S 0.27 0.73
c
o i s
£ = Female ::& B S 00
o 0.53 0.45
s < —~ :
S Male [ L e S St bt b bt o
: BEEE\\\\\\\ -
—-— 012 0.40 0.48

Female B R R R R

0.10 0.90

T e e s3SI S DD D ol S S ]
Male S S S S S S SIS IS
0.08 0.92

Publication
(over 3)

Note:  The probability of females and males beimpleyed in a professor position = 0

105



As shown in Figure 5-9, the evaluated probabilitrecated that UV men were
likely to be in less senior positions when they hddgher level of family shared
care. At the five-score level of family shared c@evays engaged in family
shared care), men had a lower probability of beimgloyed in senior positions
than women did (the probabilities of being an asgeqrofessor were 0.05 for

men and 0.18 for women).

Figure 5-9 Evaluated probabilities of being emptbyreeach grade by the level of
shared care in family (given average age and patimdics) in UV
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5.2.6 Perception towards gender equality in sciena®iented faculties
of Thai higher education

As evidence of the reward difference between madefamale academics at UV
was found, this section aims to investigate whetingrot UV female and male
academics perceived such a situation. In ordeotsod the UV respondents were
asked whether they agree or disagree with thewiolig statement: “Even with the
same qualification, men have more promotion oppities than women do”. The
guestion was coded 1-5 score where strongly disagith the statement = 1 score,
neither agree nor disagree = 3 score, and straggBe = 5 score.

As shown in Figure 5-10, in the current situatidmewe women work with men in

science, women tend to believe they can prograssllgcgand have the same
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opportunity as men do. Considering the attitudesatd gender equality in UV
classified by gender, it was clear that over a bifemale faculty disagreed that
men have more opportunity to be promoted in sciembereas only two-fifth of
UV female staff were of the view that there is ummfass for women in scientific
fields. However, on average, a mean value of pémepowards gender difference
in career advancement in Thai higher education gnttoe female academics
(mean scores = 2.32) is similar to those of mera(nszores = 2.33). Considering
the result of t-test analysis, the mean value betvgenders in attitudes towards
gender disparities in academics is not signifiedr@.05 level (as detailed in
appendix 2.10A).

Figure 5-10 Attitudes towards gender differenceeaadvancement in UV
science-oriented faculties “Even with the same i§oation, men have more
promotion opportunities than women do” by gender

B Strongly disagree E Disagree = Neither agre nor disagre€s1 Agree B Strongly agree

B0
LIS A ]
DI
I N ]
ERE D
ccccccc
ERE DR N
NI I
EREBE N
NI
EREE N
NI
BRI
]

21% 40% 27% 12%

P

41% 31% 10%

Female

Male

Note: UV female academics’ mean scores = 2.32
UV male academics’ mean scores = 2.33
The proportion of female and male academics stycegreed with the statement = 0
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However, the finding indicated that UV young fematademic staff tended to
report gender bias in the organisation, as shoviigare 5-11. For the female
respondents’ opinions classified by age, the youhlyefemale research staff (age
lower 35 years) had a higher perception than thtiesr senior female peers that
men were likely to be promoted than women (womeh Wawer 35 years’ scores
= 2.80 and women with over 55 years’ scores = 2 B8¢ause younger female
workers had just started their careers, they ntighte some possibility to face a
gender barrier. In turn, this suggests that seyicas integral part of the
organisational norms in the Thai academic orgaimisatan advantage senior
women so they face less discrimination in the wizgg.

Figure 5-11 The average value of attitudes towgetgler difference career
advancement in UV science-oriented faculties “Ewéh the same qualification,
men have more promotion opportunities than womérbgiondividual
characteristic and gender

® Female OMale

Average gl 22%23
No publication Elg%e

1 - 3 publications 5% 2
Over 3 publications 20a” %
Domestic doctoral degre 213 275
Overseas doctoral degre 2.00 240
Age lower 35 260 2%

Age 35-44 Q‘ 242
Age 45-54 Qﬂm 2.38
Age 55+ Qﬂm 2.38

Lecturer 54
Assistant professor 208 a0
Associate professo 2.00 2o
Professor | 200 50

Note: The question is coded 1-5 score where styatighgree with the statement = 1 score, neither
agree nor disagree = 3 score, and strongly agkescere
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Considering the result of one-way ANOVA (as dethile appendix 2.10 B-
appendix 2.10 E), there was a relation betweemgeegroups of the female
respondents and their perception of gender inegualthe UV (p-value < 0.05).
However, no significant difference was found witkiie attitude on whether
women were employed in different grade positioasned an overseas doctoral or

domestic degree, and had publications.

It is noteworthy that there was no difference incpptions on gender bias among
the male faculty members in scientific fields, wiestthey were older, employed
in senior grade positions, earned an overseas @ctodomestic degree, and had
publications. This suggests that whatever men éneythey are unlikely to
perceive their domination in scientific fields. $hs consistent with the literature
that individuals who dominate the field are lekelly to perceive discrimination
(Bourdieu, 1990).

5.2.7 Conclusion: the quantitative results

This study found 15 percent of the gender pay gdpM. Of this, a half resulted
from differences in endowments as men were emplayeadmore senior grade and
were better educated whereas the other half ceheer pay gap was due to
differences in reward, derived from family respdiigies. Even if men and
women shared the same level of family duties, womere more adversely
affected in terms of pay. This means that Thai woimeve to sacrifice their
careers for family responsibilities in comparisorThai men. In terms of the
gender grade gap in UV, given the same qualificagyen though no statistically
significance was found, men were more likely todnenior positions. However,
when men and women are engaged with family respibitisis at the same level,

women can earn the same senior position as men.

That is because in the Thai public organisations, @ criteria for promotion to

the high ranks is governed by work performance Wwigdased on job description
(Liamvarangkoon, 2002). This means that if womenmmanage the balance
between work and family and perform well in linettwihe specified job
description, they are likely to advance in termacddemic positions as equally as

men. Nevertheless, women are likely to earn lessme. That is because faculty
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staff members can earn extra income from othercgsure., extra teaching or
consulting. Such an extra income is irrelevanteméy promoted to higher
positions, but it can make a difference in termpajf. Because women, rather than
men, are likely to be involved in family matterspfale academics do not seek
extra jobs such as after hours teaching or consuytal hey tend to devote their
time to family instead. As argued by Hubbard (20@ithough men and women
are equally engaged in family duties, they not égqueamily care, leaving women
in science with no opportunity to look for extrdgoand incomes. For this reason,
UV women cannot earn as high as their male couattxpt is noteworthy that,
although gender discrimination seems to happerha Righer education, female
faculty members are less likely to observe theterie of gender discrimination in
the workplace.

The comparison of the hypothesis results of theewagression and the
multinomial logistic regression conducted with Usademic staff is presented in
Table 5-5.The findings identified family responéti®s as a key factor that
negatively affects the career advancement of faatiff in Thai higher education,
especially at the start of their career. In paléicurhai female academics, rather
than men, were likely to be negatively affecteddipily responsibilities because
the level of shared care in family had a signiftbanegative relationship with UV

female wage regression.

The guantitative results were in agreement withesoffrthe literature which argues
that the cause of gender differentials in acadeaieer advancement originates
from either the difference of individual endowme(8sack, 2004) or gender
disparity (Sonnert, 1999). However, in order tdyfuinderstand why such a gender
disparity has occurred, this study incorporatesalitative analysis to complement

the interpretation of the quantitative findingsjlasstrated in the next section.
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Table 5-5 Summary of hypotheses and results of wagression and multinomial
logistic model in Thai higher education

Hypotheses Wage Grade
Hypotheses Variables B Womegn  Me Professor  Assodiafesistant
Professor | Professor
H1 | Academic career advancement in Age B>0 X X N N N
science-oriented faculties of Thai
higher education is related to
seniority: workers who are older
are more likely to hold higher
grade positions and receive bette
pay.
H2 Educational background Overseas | B>0 N X X X X
contributes to the success in Thai|  doctoral
academe: workers with doctoral or
overseas qualification are more Domestic | B>0 X X X X X
likely to be in higher positions and  doctoral
receive better pay.
H3 | Thai academic career progress mayubject area| B0 X X X X X
vary within science fields: men ar¢e
more likely to work in hard
sciences while women in soft
sciences. We test whether or not
the different outcomes reflect
different rewards across science
disciplines.
H4 | Thai academic career progress is| Publications| B>0] x X N N ~
enhanced by academic
performance: workers with more
publications are more likely to
have higher positions and income|
H5 Thai academic career advancement Formal B>0 X X X X X
may be supported by networks: network
workers who have actively
gngaged in network§ — formal or Informal B>0 x X X ” X
informal - are more likely to be in
. " network
senior positions and better
rewarded.
H6 Family formation may be Married B<O X X X X X
important in explaining the with child
obstacles in Thai a_cademlc careef \arried B<0 X X X X »
advancement: family without
responsibilities are likely to reduce child
the probaplllty of.worke.rs. being Shared care| B<0 J ” X X J
employed in senior positions and | famil
receive more income. n family
H7W | Wage is related to grade positions. Professor B>0
Those who are in higher positions
are more likely to be better paid. Associate | B> 0
professor
Assistant | B>0
professor
H7G | Grade position is related to gender Gender B>0
as men are likely to be in more
senior positions.
Note: = Finding found accepted the hypothesis at sigaifce at p-value = 0.05 level

X = Finding found rejected the hypothesis at sigaiice at p-value = 0.05 level
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5.3 The qualitative analysis

The concept of multilevel analysis (Layder, 1993¢mployed as a conceptual
framework for examining what makes Thai female arade academics in science-
related faculties act differently in accordancehwiiteir sexand their understanding

of the power of individual attributes in career acki@ents.

Based on this approach, the first section has beganised on the basis of the
endowment variables and organisation practicestwiniay have an impact on the
gender gap in career advancement in Thai highezagidm. Then, the researcher
explores the supports and various strategies thatem employ in order to deal
with such a gender bias. Finally, the researchawsprimarily on two feminist
approaches: liberal and radical, in order to asgesperceptions of academic
personnel towards the current status of womeniénse-oriented faculties within
Thailand higher education. The 3 main themes, caegavith 11 sub themes

which have linked to the original data, are illagtd as shown in Table 5-6.

Interviews were conducted with 14 UV academic elygds across various
backgrounds. 11 were women and 3 were men. Amag,th of the interviewees
were professors; 3 were associate professors; & assistant professors and the
other 2 were lecturers. As for education, 10 gréstliavith a doctoral degree and 4
with a master degree; 9 graduated from overseake @iearned a domestic
degree. 9 participants were married, while 5 wergls. Most participants were

childless, only 5 had a child or children.

A code was assigned to each participant such asXZ/Xhe first two letters
denoted the organisation type: UV as the univeesity X as the number assigned
for the individual participants. Y referred to thex of participants as M for male
and F for female. Z was the grade level which pgrdints held. That is, A was for
participants employed as professor; B for particip&mployed as associate
professor; C for participants employed as assigteofessor and D for participants
employed as lecturer. For example, when the reseaooded UV14FA, meaning
a UV female participant assigned for number 14 ey as professor.
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Table 5-6 Themes and subthemes from UV interviedifigs

Themes

Subthemes

Theme |: Factors creating a gender gap in ca|
advancement of Thai higher education

reer Social norms deprive Thai female academ
from social capital, leading to limited acce
to career opportunity in science

Female underrepresentation in engineerin
has caused female academics to have a
lower status in Thai science academe
Double load of work and domestic
responsibilities

Thai science community is a place for men

ics
5S

Theme II: Supports and strategies women
operate in response to the gender bias in Tha
higher education

Academic qualification support in gaining
female acceptance in scientific careers
Empowerment through bonding with each
other

Family support and the single status allow
Thai women to maintain their focus on
scientific careers

Rules and regulations; and working style

]

Theme lII: Perception towards women'’s statu
in science-oriented faculties of Thai higher
education

Liberal feminism view: Thai women seem
have an equal status as men in science
academe.

Radical feminism view: the norms of Thai
tradition value and Thai science communit
prefer men over women.

Thai female academic view: gender
discrimination is unnoticeable by female
academics.

o
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5.3.1 Factors creating a gender gap in career advaement of Thai
higher education

This theme explains how endowment variables androsgtional practices in Thai
higher education lead to differences by gendecadamic career advancement in
several ways. The findings include that female ltgcstaff in Thai higher
education are discriminated by various factorsisdamrms preventing women
from making social connections; underrepresentati@ngineering as a priority
field in science academe; and family responsibgiths a main barrier to time
allocation and focus on work. Additionally, theding revealed forms of gender
discrimination implemented by men in order to préwgomen’s incursion into the

sector such as making research and developmennhas-@nly realm.

5.3.1.1 Social norms deprive Thai female academifr®m social capital,
leading to limited access to career opportunity irscience

Thai women and men have been traditionally dictaiedocial value to behave
differently. Men have freedom while women must bhehia line with Thai social
norms. For this reason, Thai male academics sedavi®the better opportunity in

making use of social capital in order to achieweengains in science.

Thai women have been protected by a custom theeplaomen’s virginity at the
core, men are not even allowed to touch women, thehands
(Tantiwiramanond, 2007). As a result, Thai womenraot permitted to stay close
to men even in the workplace and that hinders tliem connecting with men in
science community. A female associate professailegther experience about a

gossip when she had a field trip with her maleeagles.

‘Yes, there is a boundary that we have to watchemiIlwas younger, | was
commented on my behaviour. For example, if | watked by side or ate at
the same table with a male colleague, people wiblidk of me as his new
girlfriend. Just eating together could make me somets girlfriend.’

UV7FC

In turn, a social tension on the male-female refeship may prevent men to invite
women to join the male groups. Concurrently, a Thale academic mentioned

that he should treat his female colleagues witlegurgon.
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‘With male lecturers, even if we're not well acquad, we can talk but we
can't do that with female peers. There is someibaaf appropriateness
between us.” UV6MD

While Thai women need to be extremely careful wéetering the male networks
as a result of such Thai tradition norms, men arefortable and can do well
within their own networks. Some female academitighiat male academics

benefit from such a social attitude that reinfortesmale power.

‘Men can talk outside the working context. So wimem get together, they
can pull each other to help the job. So their neknaan expand. After
work, men go socialise, but it doesn’t look goodlaiman join the guy. So
women, we're left behind.” UV14FA

Whereas male faculty staff had a network to supiait careers, female
academics were excluded and considered as outsiher$hus could not reach the
top in science which is regarded as male-predonirana UV female professor
argued that due to the female exclusion from thie metworks, there was the
scarcity of women in senior positions.

‘When it comes to the vertical line, there are ma@men coming in but
just staying at the bottom. They can’t make ittbp where men have
been there since the foundation of the institubem®n pull their peers up
and it's hard for women to get in.” UV14FA

As a result, in Thai higher education, male acadsraie more likely to get an
advantage as a result of expanding social capitalexample, they act as
gatekeepers providing the opportunity and helpaatheother in order enter the
academic field.

‘People with networks, friends, senior or juniolidevs from the university,
it's a support for them. Especially if we have aigefellow from our
university days, then we will have a good startithat having previously
known anyone.” UV1IMA

115



To sum, Thai male academics can make use of stapéhl in order to progress in
science, whereas women are restricted by Thailsaizes; thereby leaving them

with a small chance to move upward in science.

5.3.1.2 Female underrepresentation in engineeringals caused female
academics to have a lower status in Thai scienceaaleme

Though subject areas did not have a significaricefin pay and grade in UV’s
guantitative results, the interview findings idéetl the existence of gender
division in science subjects and such a divisiokesavomen and men receive a

different status in science.

The national statistical data revealed that gesdgregation existed among Thai
academics as men were likely to stay in hard seeaad women in soft sciences
(National Research Council of Thailand, 2008). Mmstbple in Thai society
believe that engineering is a men-only field beeahss subject often involves
physically hard work which is not customary for Themen (Yukongdi, 2005).
Consequently, when asked why Thai women are natrgly considered suitable
for such hard sciences as engineering, severatiparits identified a range of
physical differences as the reasons. A male lectarie faculty of engineering
viewed engineering a subject which reserves masteobpportunity for men both

in school and at work.

‘In Thai society, sometimes women are viewed aasicapable as men,
especially in engineering. They consider womenenamt with hard work
and thus lack stamina. With that mind-set, not aaywomen study
engineering. And the parents are reluctant to sendhen to the
engineering school because it's a men's job. Thernpa don't think this
field is healthy for the girls. My field is civihgineering where few girls,
more or less 20%, have studied. People considaneagng men's realm.’
UveMD

Additionally, gender disparity in Thai science aead caused by subject
segregation is observed by a female professor imld¥ pointed out that as
women have been confined in soft sciences, whiemde be low pay subjects,

there is inequality between men and women in sfiectreer advancement.
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‘There is a career boundary in science in accordganith gender. Hard
sciences like engineering are for men. But soéirax@s like biotechnology
are for women. This separation makes a point hdastly the money-
making or better-looking science belongs to menentioain women. So

women earn the lower status.” UV14FA

Moreover, although Thai women try to go for theiaegring field, Thai male
academics were unwilling to accept female colleagneuch fields. A male
assistant professor in the faculty of engineerhgigted that he did not believe in

female suitability for engineering due to a lackcompetence.

‘(When women work as engineers, do they performetisas men?) Not
exactly, there was some test. Women have no ambitexploring new
knowledge. That's why they can't be as good as evem, with the same

degree. They lack aggression and knowledge to éxeelskills.” UV4MC

A female assistant professor in the faculty of eagring experienced a gender
bias of male lecturers because engineering hag/allaeen viewed much more

suitable among men than women.

‘As for engineering instructors, there is no sucmsideration for women.
Although men know that we have the same educatidikrowledge, they
consider themselves as leaders. That's how théydbthe field.” UV2FB

To sum, women are outnumbered in engineeringld\rgh a seemingly better
prospects in Thai science academe. Thai femalecatad are thus likely to be

inferior to men in Thai higher education in sciemekted fields.

5.3.1.3 Double load of work and domestic responsliies

Family responsibilities have become the most ingrdgrbarrier to obstruct Thai
women from a chance of success in science as weawn to face with a double

burden of work and household tasks in which menateequally participate.

A female participant gave a clear reason why Thamen are expected to place
family as their top priority, while men are not.$8a on Thai traditional values,
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there is a gender division of labour within the $elold, where Thai women do

the social work, while Thai men, on the other haake roles outside of the home.

‘In our culture, the work at home is regarded atypically female job. If
women are married, people expect them to stay htakiag care of the
house and children so men can go out freely bectngsehave someone to
watch the house now.” UV14FA

In some developed countries (e.g. France), finhnesponsibilities that belong to
men bring women to accept the core function of kamiatters (Lewis & Humbert,
2010). Yet in Thailand, the case is different. Tim&n and women can share an
eqgual role in seeking income; nevertheless, woraeraim in charge of domestic
chores. A male assistant professor admitted thiab@agh women can support the
family financially, family responsibilities are nehared equally between Thai men

and Thai women.

‘Some women have salaries higher than men do, &y have to care for
their family.” UV1MC

This argument was largely agreed by male acadefdi¢dMC and UV1IMC),

who did not identify family responsibilities as abstacle to their careers and were
of the view that men can ignore their family resgbitities. In Thai culture,

Patana (2004) argued that, men has been tradifiaeglarded as a household
head. With this role, Thai men have the authootgeée work as priority, while the
women play a passive role of completing househbtitess and childcare. This

leading role has permitted men to leave domestiesito women.

‘Men have no problem at all, leaving all house @®to women. | can stay
up late at office. Even a married man can stay bseause they don't have
to care for the family.” UV4MC

‘Men, on the contrary, have the excuse that theselia work or attend a

meeting so the family care is a female duty.” UV1MC

This practice is based on a Thai tradition valug/iimch men are superior to

women and that determines gender stereotypes ifiahigy. Girls or daughters are
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required to absorb family duties, taught to bedfekrs to their husbands and to
pay full attention to the wellbeing of the wholerfidy. A female professor
reiterated that caring responsibilities largely falwomen who are also expected
to fill that role by men.

‘For men, marriage is an expectation of having &ewo take care of the
house, cook, and clothing, etc. That eases thepassibilities so there is
no effect on them.” UV14FA

That is why, although women have to work outsidettbme, they must ensure
that these work responsibilities do not affecttidleities at home. As a result,
female academics replied that it is extremely cliffi to keep a good balance
between work and family. Many felt that workingvatrk, coupled with being
wives or mothers, is torn by such a conflict okneists. A female professor
considered family responsibilities as difficult@sntinuing her career.

‘When women are destined to care for the househdtd for them to go
somewhere else, overseas or the country. Theydwnaerns back home.
Women can’t stay up late in the lab. Who will pigkthe kids? After
sending the kids to bed, it's late to read papktisink so, especially for

women. The wife or mother roles conflict with thecers.” UV14FA

Although women need to work outside for incomeupport the family, the
expectations of a perfect wife or mother remainhamged. It is clear that Thai
men’s share of domestic duties is limited and womrrenstill expected to carry out
most of domestic work. Thus, it is more difficuttr fThai female academics to

maintain a balance between work and family, contptreheir male peers.

5.3.1.4 Thai science community is a place for men

Gender discrimination is deeply rooted in scierm@munity, which is regarded as
the male realm (Long & Fox, 1995). That is becaus@a, as opposed to women,
are considered more compatible with science (Sonb@99). Similarly, many
forms of gender bias are observed in Thai highacatibn such as a positive view
on masculine characteristics, less-rewarded as&gtsto women, and a lack of

seniority leaving women with low acceptance.
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It has been widely recognised that logic and ai@lthinking is the core of
science, which seems to fit well in masculine cbimastics (Long & Fox, 1995).
This attitude particularly leads to the notion@iver scientific capacity of women,
compared with that of men. Negative expressionma&stioned by male
academics, about women seems obstruct the careglogdment of women in

science.

‘There was some test. Women have no ambition iorxgp new
knowledge. That's why they can't be as good as evem, with the same
degrees. They lack aggression and knowledge td tvaieskills.” UV4AMC

As women are viewed less suitable for scientifilskscience has turned to a not-
for-women place, does not allow women the oppotyuoi participate and takes

them away from scientific expertise.

‘The science community doesn't welcome women thett.nPerhaps, they
believe women have flaws: lack of logical thinkifoy,example. And the
society doesn’t encourage women to join the sciéroe, considering that

an incompatible match.” UV14FA

Another important obstacle is the Thai traditiomms that assign certain inferior
roles to women. Thai traditional norms dictate thamen’s prime duties are
house work (Chompookum & Derr, 2004). Thereforenmepect women to place
family responsibilities, rather than duties at wayk top priority. A female
professor expressed her experience during hecpmation in an academic

meeting where some of the male faculty members rhadef female duties.

‘After my graduation, | got a job at universityhéard the male lecturers
referring women as 'those women" in every sentandehey also used the
words to unite the men to dislike women. We alvagsd what people
said:"Being a woman, why do you bother getting ®®PHif you're better
than the husband, your family will fall apart orethusband will leave
you". Another thing is: “women don’t' have to stualiot, just find a good
guy to marry." Everything we heard is a discriminatagainst women.’
UV20FA
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As Thai women have been viewed as inferior to mmeam are likely to show an
aggressive behaviour to blame women for incompsgteritt their colleagues
around. Some female academics found themselvesquulgyshly by male
colleagues once they attempted to challenge the bmalndary. A female associate
professor expressed that male colleagues had siirirber when she was in the
position of authority with male colleagues as hdr@dinates. The reactions from

men to this circumstance can develop into an cuttpgotest.

‘Some men were strongly against me as they wenareiog my capability
or whether we were able to control the instructdrsere was some

feedback at the meeting where men argued strorig2FB

The notion that different genders possess diffeskilis does not only advocate
gender bias in Thai science community, but alsolteg different kinds of job
being assigned to male and female academics. Titermmaof job assignment in
Thai university seem to give women supportive anidstrative duties while men
are likely to be put in academic roles; therebyadiexy discrimination on career
advancement between genders in Thai higher edacatio

Although women and men are members of the samepation, they are likely to
work in different jobs (Acker, 2006). This is inragment with a survey result that
UV female faculty staff spent more of their time maperwork while men allocated
less of their time on it. Such a job division stenasn the assigned role of women
within the family (i.e., the helpmate role). Thubem women work outside the
home, they are expected to work in jobs that aag®evith supportive roles
(Yukongdi, 2005).

Consequently, the interview findings suggest thegegregation by gender in Thai
higher education where women were mainly assigoeubh-academic jobs in
order to support office and administrative work ®RC). Conversely, male

academics performed primarily academic jobs (UV1MC)

‘Apart from teaching, there are other jobs e.g.esbling, introducing a
new course, managing prospecting and graduatingesits. It depends on

the orders given to me.” UV5FC
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‘| teach and do researches e.g. research grantsselbancy, and designs

of engineering systems.” UV1MC

It is apparent that UV female academic staff memiere likely to be discredited
on job assignments that suit supportive functioather than academic ones. This

helps perpetuate gender difference in career adwagt in Thai higher education.

‘At university, women are given jobs differentlgrfr men. Men take the
academics but women do the detailed paperwork -rastrative job. So
women seem to have no outstanding job to presehthem we have few

career opportunities.” UV14FA

Furthermore, the status of women in Thai higheicatdan appears to depend on
seniority in terms of age, which is an importartda to being respected in the
Thai organisation (Bhanthumnavin, 2003). The fiigdhentified a lack of
seniority as a cause of low acceptance of youngliemcademics among senior
male ones, leaving the female ones with low comitgeand less power in the
science community. This is relevant to the surwegihgs that the younger UV
female academic staff, rather than their old cayates, might have some

possibility to face a gender barrier.

A female assistant professor confirmed the exigt@rithe less power of women
in academic sciences when she was challenged by wldle colleagues during the
department meeting. The effect is due to the naifildhai organisations, where
seniority is a major concern. Although academidgrerance can guarantee
knowledge capability, lack of seniority can earméte academic staff

unacceptable from male colleagues.

‘| felt their aggression...not participating in a dapment meeting, not
submitting assignments, strong arguments. We caisesfrom their

reaction. They are older and thus have developeégan’ UV5FC

Additionally, Thai senior male academics are likelyndirectly discredit younger
female colleagues by treating them as “girls”. Example, a female assistant
professor elaborated how senior male colleagudésdchaér “Nu” implying that she

was just a little girl. The lower position of yougrgvomen in society is reflected in
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the Thai language such as “Nu” which means “alipgrson (in age)” to address a
younger sister. Although this term can simply digai young age, it is often used
to differentiate the lower status of women reldgite men, suggesting no

expertise.

‘If men think I'm younger, they address me "Nuhéans they see me as a
girl.” UV7FC

Not being accepted by senior male colleagues, yéemgle academics are likely
to evaluate themselves as having less power thanmtle science community. A
female professor revealed her experience that whemnvas young, she had no

confidence in working among male colleagues.

‘Some events are not for women to present thensséiieen | look around,
| see men only. So | have no confidence and fdehamd to engage in
conversations. Because I'm a young woman in thdlen@f men so | don't
know how to act.” UV14FA

The relatively lower position of junior women relegly to men in science can be
explained by “a father-daughter model” introducgdR@skin (1978), which
demonstrates that the relationship of junior fensgiientists and senior male ones
is in the form of obedience, ultimately leads te kbwer status of women and less
power in the organisation. Thus, the status of Waanen in academic science is
related to seniority: female faculty staff who goeinger or with less years of

experience are more likely to be inferior in scenc

In the Thai science community, men tend to be \thlnere positively and women
more negatively and thus women are viewed as velgtincompetent when
compared to men. These societal gender steregpype®te men to gain more

acceptance, in turn, discouraging women in science.

In summary, this section has identified the factdfscting gender difference in
career advancement in Thai higher education inctudetworks, subject areas,
family responsibilities, and gender bias in the kpbaice. However, in order to

seek how women deal with the gender bias situatienresearcher explores the
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support and practices on which Thai female acadehmage drawn on in the next

section.

5.3.2 Supports and strategies women operate in respse to the
gender bias in Thai higher education

This section provides how UV female academics maseted to the gender
discrimination practices as previously stated. &@mple, they manage to acquire
academic qualification, bond with each other, agjdst their working styles in the
workplace. This research has further explored tipgparts that facilitate women do
careers in Thai university including a family assnee as well as rules and

regulations.

5.3.2.1 Academic qualification support in gainingémale acceptance in
scientific careers

It is necessary for Thai female academics that #meyld receive an advanced
degree or professional certificate in order to pgbem well in the scientific

careers.

In the science community, academic performancensidered a key to career
achievements. The previous research has identifiademic performance as an
important factor determining academic career adswarent (Tien, 2007). This is in
agreement with the empirical data of this studye Tésearcher found that both
men (UV1MC) and women (UV3FA) in either senior onipr levels identified

academic outputs as a significant factor.

‘(Can you tell about the promotion criteria?) Baally, it is about how
much you have achieved the work objectives e.g.tgaahing
performance, consultancy and research work, boatingrand how well
you did all that.” UV1MC

‘(Are there any known criteria?) They mainly lodkaaademic
proficiency.” UV3FA

Especially for women in science, those with a gacaldemic background can
make progress in careers. Similarly, Payne & Na@#02) pointed out that

academic degree is viewed as one of the powerfilatdhat can guarantee
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women’s competence. As a result, academic qudiicaan upgrade women’s
capacity. Similarly, in Thai society, it cannot denied that an acceptance of
individuals very much depends on high educatiom{iWaramanond, 2007).
Therefore, a privileged educational degree canigeowomen with more
opportunity of presenting themselves as rivalscad@me. A female assistant
professor recalled how she was invited to be tlael lné department after earning a

doctoral degree.

‘After | earned a PhD, | got this position — hedddepartment. They
approached me before the appointment.” UV7FC

Education does not only enhance academic capabifitr females, but it also
solves gender bias in organisations by hittinggllass ceiling in male-predominant
organisations. For Thai people, an educationaleder regarded as symbolic
capital to help women enter the public realm (Taméimanond, 2007). With
education, a female academic believed that womalt d¢ocrease their power and

win acceptance from colleagues.

‘If women can reach a certain point of educatioepple will accept them.’
UV5FC

Fortunately, a greater opportunity for educatios tpened for Thai women in
academic science. The national development anddbheational system have
allowed more women to join the higher educationtithie increasing education
opportunity, some female academics advocated thatwomen were more likely

to join science careers.

‘There are a lot of women here. New programs siscbwerseas
scholarship are open to support the national dgmedent. A lot of women

can join these programs.” UV7FC

To sum, in order to gain acceptance in sciencej fEh@ale academics have made

use of their academic qualification in order to pate with men.
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5.3.2.2 Empowerment through bonding with each other

As noted by Metz & Tharenou (2001), human capiteh as education may give
women an access to the career opportunity, yealoetworks may assist them in
an upward movement. As a result, in addition toease academic degree, female
academics have established their own network grivughee science community in

order to secure the better status.

According to McDonald & Hite (1999), women bond kvéach other in order to
increase their power and serve as a resource mgbteatheir chance in careers.
This is true in Thai higher education, where woras:mmore likely to believe that
no one but their female peers or mentors can advesa about climbing up the
career ladder. A female professor was of the opitiat the female connection is
a good tool for women to support each other.

‘| think women should help each other. Connectsthe key. It's important
to know who we know, starting from the job or stapgplication and
senior-junior fellows. We can tell it's the patrgeasystem but that can
support women too. | personally pull anyone rigirtthe job to assist me.
It's like | help myself too - easier to talk to veomThey can learn from my
lessons through the way on how to behave and sgeak to gain
compliance. It's a shortcut for them better thating them learn by
themselves.” UV14FA

Similar to their male peers, women were likely stablish networks of their own
to consolidate their powers in Thai science acadehieh assists them in
cohesion within the organisation. Without such,teefemale academic admitted

that she could not make it to the top.

‘There are more women than men here in the managigreating a
higher chance of women for promotion. But if theeces opposite, it is

likely that women won't be in most managerial post like this.” UV5FC

In other words, the female network can empower Wwanen in scientific careers.
This is in agreement with the statement that becamsnen have moved up slowly

in science, where men’s power is concentrated ¢lsesy thus female academics
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should build entrenched networks in order to competh the power primarily by

men (European Commission, 2008).

5.3.2.3 Family support and the single status allowhai women to maintain
their focus on scientific careers

Although Thai female academics need to work outsfdeome, together with
domestic chores and child care, they can draw stiipeon family members.
However, the study found that in order to avoid tamsions arising from having a

family, some women choose to be single.

As a result of the characteristics of extended Témaily, Thai female academics
can continue the job in parallel with family respinilities. Provision of childcare
from relatives means that female academics have time for office tasks so
these women can manage a balance between carefanahd as a female
professor pointed out:

‘Some women can do two jobs at a time. In my dasducky to have

relatives to help so | can concentrate on my jeb/14FA

Interestingly, the researcher found that some mdsbaere willing take a
cooperative role in jointly caring the family withomen. Despite the superior role
of men in Thai culture, both a husband and a wéfedto share the family burden,

as a male respondent reiterated.

‘My wife takes care of the clothes and food. Sametil help her with that.
| take care of the house maintenance and driveithjokschool. We have
to spend time caring for the family. | could staylate at work while being
single. But now my child goes to bed at 9 pm. t8kd him to bed and I'll
do my things after 9 pm.” UV6MD

As a result, some female academics who are mawgisdpportive men have no
worry as they can go for a meeting or stay ovetraglywhere. A female professor

explained how her husband has supported her career.

‘| appreciate my husband giving me the opportutotyork at my best.
He's the big part of raising our child, helping Wwihe homework. | can
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decide everything on my own, without having tofaskis permission. I'm
lucky to have this kind understanding, which isigigant to support each
other for work. If a man is narrow-minded, it wowause an obstacle in
my job.” UV20FA

In turn, in order to achieve milestones in theneess, some female academics
seem to delay their marriage. A female professoeeathat freedom from being
single has provided her the opportunity to deviote for work. As opposed to
married women, she could do whatever she wanteadgthono worry of housework
or any responsibilities. This is in agreement witimes (1999) that, in the
Southeast Asian countries, women who advanceds®fedducation tend to stay

single because a single life can offer them inddpeoe and freedom.

‘| think | have a lot more freedom than marriedleagues. Well, | can
work up until late. While married people, they woabout their family, but
| focus on work only.” UV3FA

As Thai women cannot leave family duties to mergiTemale academics need
support from family member such as relatives obaung. This is consistent with
Elliott & Gray (2000) that although nuclear famdiare being seen more, the
pattern of extend families, which relatives com#oitmelp, can be visible in Thai
society. However, in order to avoid family obligats so they can work with
freedom, some Thai female academics decide tosstgle.

5.3.2.4 Working style; and rules and regulations

As stated earlier that the science community inTiha higher education context
seems to reserve a place for men, so Thai femalieatcs need to be habituated
to their working styles: doing like a man; relying UV rules and regulations; and
compromising their own working style in order to\sue in the academic

workplace.

In order to be successful in their scientific caseseveral female academics are
likely to adopt some behaviours such as doingdikean to become a top in
academic science, where masculine characterig@rs snore welcomed. As a

female associate professor put it, as she can langal from the female
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stereotypes, she can gain compliance in this pmesThis means that women
have to avoid showing the female style, and thasiishbehave in line with the

male standards.

‘I have some characteristics that are unlike worse8o if | need to fight or
take risks for work, | can do that without hesati UV2FB

Additionally, in order to gain compliance from m&ome Thai women draw on
rules and regulations as a strategy. The workinbhai public organisations is
framed by clearly written laws, rules, and regulas which delegate authority and
responsibilities (Maneerat et al., 2005). Thus,dEmacademics have the right to
order and the male subordinate needs to perforragiuit response to the

superior's commands and orders, regardless of sle&ir

‘There might be some arguments but we can fix llovicthe rules and
regulations. So there is no problem because wéeéaight thing, without
prejudice.” UV16FA

As a result, female academics are likely to relyuas and regulations as a
strategy to prevent male employees from defying tnghority and power.

However, it is interesting to note that rather tkhanging themselves (e.g., doing
like a man) or employing rules and regulationsriteo to strengthen their power in
science, the ability to coordinate and avoid crisasewed by female academics
as a key to their career gains in science on thengls that they can maintain a

smooth working environment.

Female unique characteristics such as sensitimyc@ammunication skills have
been reported by UV female academics as strategmsgvive in Thai higher
education. A female professor revealed that shatiasipted to avoid offending
anyone while preserving good relations, and pretenegotiations and

compromises.

‘To be a good leader, | need to work with princgpl# I'm too tough, I'll be

cut off so you need strategies, giving chancesambers and leaders for
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discussion. At the same time, | need to cut oft wWiey say, without

hurting their feelings - smooth things over.” UVZ0F

In addition, in an attempt to avoid conflicts widkam members, Thai female
academics are likely to accept extra workloads witttomplaint. This is
confirmed by Chompookum & Derr (2004) that the wogkstyle of Thai women
mainly focuses on devotion in order to maintairoadyrelationship. Thai women,
by nature, do not fulfill their own needs or waatgy, but also put others’ needs
before their own. A female associate professoeraied this point, saying that her

organisation is her top priority.

‘Sometimes we work for the organisation and if eegkcomplaining, the

job won't go anywhere so we have to let it go.” BB2

Hence, this section has identified various suppemts strategies on which women
in science-oriented fields of Thai higher educatioaw in response to the
obstacles in academic careers. Examples of thiegitea include acquiring
privilege education; bonding with each other; addping a range of working
styles such as doing like a man and preservingod gelationship. In addition, a
support from the extended-Thai family; being singled the reliance on rules and

regulations can promote women for a greater chahseccess in science.

5.3.3 Perception towards women’s status in scienogiented

faculties of Thai higher education

Two main approaches are focused regarding the p@oegowards women'’s

status in scientific-related fields of Thai higleglucation. With the radical feminist
approach, Thai female academics are discriminatedrasult of the traditional
values from either Thai culture or the science camity. On the other hand, based
on the liberal feminist view, Thai women seem tgehan equal status as men in
science academe because Thai women have the &stess to scientific fields.
Accordingly, gender discrimination in Thai highelueation tends to be less

noticeable or even disregarded by most women ensei.

The liberal feminist approach principally stressaghe notion of rights and
equality (Holmes, 2007). Based on such a concepéral female academics
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advocated that the academic realm has welcomed wtorenjoy equal
opportunities. The equal rights to educationaliatt@nt between men and women

in science are highlighted.

‘It's much better now. Women can go to universitg enake science their
choice.” UV14FA

Although modernisation allows women to participaiare in science, women in
Thai science academe are likely to be disadvantagésmale professor reiterated
this point, saying that gender inequality stillgsts in science.

‘If we simply take the principles, it is very faBut we take a deep look at
the core, | think women are deprived of opportunityrave obstacles
along the way, even though we can get the sameSpilywe're more tired
and sacrifice more of ourselves. | don't think thédir.” UV14FA

Although women may have the rights by law, theatis$ are yet not as equal as
men’s and it seems difficult for women to gain giteace in the male-dominated
environment. According to the radical feminist aggarthwhich acknowledges
differences in the status of women and men in $p¢ieasley, 1999). A female
professor elaborated how the women'’s status isritlnaa men’s in Thai science

academe, largely citing some feminine traits thatret a good match to science.

‘Generally speaking, women and science are noequompatible with
each other. Hardly, we are able of naming femalergists. In daily life,
women are considered not in connection to anytteagnical or
mechanical. That's why they say woman is a lousyediWoman is stupid
with engines, think non-sense and non science. dtdd come from their
physical and mental nature. Science requires havtkwat laboratory.
Women may not be able of staying that late. Arehsel work needs
logical thinking but women prefer emotions. Thaises them a lack of
learning or makes people unable to accept them nidt true - no
difference from other sciences. Gender inequalillyexists in Thai

society. Most of the scientists are men. Academsittutes are founded and
ruled by men so it's mostly their territory eveardhare more women now.’
UV14FA
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In addition to the biased attitude toward womethescience community, Thai
society is less likely to accept that women carelaleadership charisma. This
view reflects the persistence of male superiontylhai higher education where
most of the top positions are seemingly reservedien. A male respondent
disagreed that women have leadership capacityrarsddaimed that women

should conform to their social roles, meaning thedr status than men'’s:

‘Why do women want to be in high positions? | dgattthat. Why don't we
screen lousy men out of the management and Ietdheen care for the
family? If women want to be leaders, | will step and take care of the
whole house chore. And we see if women can eareyrasymuch as men
do. We need both the leader and the follower. W& walk together,
except that you're extraordinarily good.” UV4MC

Nevertheless, a dimension regarding the percepiwards gender discrimination
emerges in Thai science academe. According toufrertt findings, Thai female

academics did not notice any gender discriminatiofbhai science. Some women
believed that Thai society offers an equal oppotyuor both genders so it is rare

to find bias towards women, compared to men.

‘Generally speaking, Thai society makes it equabfith men and women

so | feel no advantage or disadvantage for beingpanan.” UV19FB

This positive attitude towards the public concespecially on gender equality,
makes Thai female faculty members no longer feal ttie existence of gender
discrimination; thereby believing that they can keide-by-side with men. This
argument is consistent with our questionnaire suwieich revealed that women

seemed to disagree that men were more likely fordwmoted than them.

5.3.4 Conclusion: the qualitative results

The opportunity for women to participate in scientéhe Thai context of higher
education has improved at the present time, yepualiy among men and women
still exists among Thai faculty members of sciendented fields. Nevertheless,

Thai women in science are less likely to obsenah ggender discrimination.
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There are multi level variables that hinder Thanvem from progress in science
careers in the higher education context. Firsthaiwomen are required to play
the roles of wife and mother, which conflict witiretdemanding scientific careers.
In addition, the social norms prevent Thai wom@&mifmaking connections to the
male network in science community. Moreover, basedhai traditional customs
and scientific norms, men are favoured over woneetheare are barriers to female
advancement in Thai higher education. Also, UV fienae@ademics were
challenged by professional attitudes in severalsifayg. an exclusion from the
engineering field and leaving women with assignmmemirelated to career

advancement).

In order to survive in the current situation wh&hai women are subordinate in
science, female academics have deployed a workpleysuch as doing men do;
maintaining a smooth relationship; bonding withreather in academic activities;
accumulating an advanced professional degree;ayidg on rules and
regulations in order to deal with the bias agaiinen in science-oriented faculties
of Thai higher education. In addition, while soreentile academics choose to be
single, supports from the extended Thai family aso promote women to deal

with difficulties in balancing their work and faryil
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5.4 Comparative findings of quantitative and qualiative
analysis on gender equality in science-oriented
faculties of Thai higher education

This study aims at raising an understanding of gers$ues in science-oriented
faculties that exist at a university (UV) in Thaith Key findings of the
guantitative and qualitative results are illustdate Table 5-7. Findings from both
analyses complement each other well, enhancingritlerstanding of Thai

women'’s status in the science sector of higher &thrc

This study employs the multilevel analysis, projgblsg Layder (1993) as a guide.
The various endowment variables and organisatioraaitices were examined in
order to explore the gender phenomena and careanaeiment in Thai higher

education.

Firstly, one main question of this research isaded towards investigating
whether or not a gender gap exists in the scieac®isof Thai higher education.
This study found a gender gap in this area as fe@@ddemics were paid 15
percent less than men. This is consistent witm#imnal statistical data that Thai
women in science were paid 15 percent less thananevell (National Statistical
Office, 2008). Also, given the same characterisfi¢gi male faculty staffs were
slightly more likely to be promoted than their fdmeaounterparts in terms of grade

position, however, such a difference is statidyaalsignificant.

Then, the study investigates the factors affediveggender difference in science-
oriented faculties in Thai higher education. Soawdrs yielded corresponding
results in both quantitative and qualitative anesys/hile the others were
contradictory.

The findings on the impact of family responsibdgion Thai women'’s
advancement are worth mentioning. In the quanigadnalysis, the level of shared
care in family was negatively related to UV femaieges. The qualitative results
also indicated that Thai women are expected toepdaeir family as top priority,
while men can leave family matters to women. Ireottd avoid any problem

arising from having a family, some Thai women cleotzsbe single. However,
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having a supportive husband or family members, Tieried female academics

can do well both at work and home.

In terms of organisation practice, the results fifiexd some academic organisation
norms, which dictate that science and technologlyasnale realm. This results in
difficulties for Thai women to gain acceptance fromale colleagues. The barriers
experienced by UV women were determined not onlthieybias within the
workplace, but also by implicit discrimination suaé giving women with

assignments unrelated to career advancement imcgcie

The results revealed the influence of senioritareer advancement for female
academics. The qualitative results indicated thahout seniority, it was difficult
for Thai female faculty members to be acceptethénscience community as junior
female academics were likely to be challenged nyosenen. The quantitative
analysis supports this argument as the multinologastic regression analyses
showed that younger academics were less likelgtprbmoted to senior positions.
It is noteworthy that, in the quantitative survemly the young female faculty staff
reported gender bias in the workplace. The peroe@nd evidence of bias in the
gualitative findings, however, were more broadlpmssed by women in all age

groups.

Another important finding of this study is the @ifénce of academic career
advancement between men and women in Thai higheaédn on the impact of
networks and subject segregation. Thai men cananguolcial capital gained from
their male networks for their career gains, wheeeasnse of belonging to a social
unit and Thai conservative norms may prevent wofr@n joining the male
groups. In addition, as a result of physical déferes and customs, Thai female
academics have been segregated from hard sciebeetsusuch as engineering

and this division leaves women with lower rewarddrence.

However, networks and subject segregation were oftentioned and thus have a
greater effect on the qualitative results, rathantquantitative ones in which both
variables were not significantly related to wagd grade functions. A lack of
effect on social capital and subject segregatidhensurvey findings confirms the
argument of Metz & Tharenou (2001) that a qualieatpproach may better
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reflect women’s experience in the workplace bec@usgens an opportunity for

the participants to reveal barriers and supportedo career advancement.

In order to answer the third research questiomgskow Thai women react to the
gender disparities in academic organisations, tppat and career experiences
associated with gendered practices in Thai higeca&ion were examined.

The empirical data both in the survey and intervéeygport the concept of cultural
capital (Bourdieu, 1986) as academic qualificatian increase women’s
empowerment in science-oriented faculties of Thghér education. This is also
consistent with the review of literature (Park, 2)@vhich advocates that holding
an advanced academic degree signals the capaifityentists and hence

increases the advancement opportunity in scierd#reers.

In order to survive in the current situation whimmales are in the male-dominant
empire, UV female academics have utilised varidregegies including
establishing female networks in the workplace theoito secure their status.
Adoption of masculine working styles and reliancerales and regulations can
also strengthen their capability and increase th&iver at work. However, Thai
female academics were also likely to maintain asmeelationship because they

attempted to avoid conflicts in the workplace.

Although gender socialisation and hegemonic patnawere still reported as
obstacles to advancement by UV female academiggesting the radical
feminism, some of them were of the view that thagt the promotion opportunity
in science careers. Such a positive attitude tosvereir equality with their male
counterparts in the workplace reflects that Thaidke academics are less likely to

notice gender differences in career advancementan higher education.
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Table 5-7 Comparison of the results across thetgaawve and qualitative analyses

in science-oriented

faculties of Thai higher edacat

Note: QT = Finding found in the quantitative fingm
QL = Finding found in the qualitative findings
Themes Main findings Finding
I. Gender gap in career |- Thai female academics were paid 15 percent lovaar then QT
advancement in the Thai| and nearly a half originates from the evidenceesfdgr
higher education discrimination. o _ _
- With the same qualification, Thai male academicsaweore
likely to hold senior positions.
Il. Factors creating the Social norms prevent Thai female academics frormakoapital, QL
gender gap in Thai sciengeleaving them with less access to opportunity iersce
academic career
advancement
Female underrepresentation in engineering causaisfdmale QL
academics have a lower status in science academe
Double burden of work and domestic responsibility QT, QL
Thai science community is a place for men only
- Masculine characteristics are more welcomed in Sbi&nce QL
- Thai female academics are assigned in less rewgoted QT, QL
- A lack of seniority makes Thai female academics lcepted | QT, QL
. Supports and Academic qualification support Thai women to gagnin QT, QL
strategies women draw on @cademic science
in response to the gender
bias in the Thai higher
education
Bonding with each other empowers female acadeimissience QL
Family supports and single status facilitate Thaiale academicg QL
to make balance between life and work in acadeanieears.
Rules and regulations & working style
- UV Rules and regulations QL
- Doing as a male style QL
- Working with compromise QL
IV. The perception Liberal feminism view: Thai women seem to have qnat status QL
towards the status of as men in science academe
women in Thai higher
education
Radical feminism view: the norms of Thai traditielue and QL
Thai science community prefer men over women.
Thai female academic view: gender discriminat®nnnoticeablel QT, QL

by female academics.

137




5.5 Conclusion

This chapter has provided an analysis of dataaelefrom academic staff in
science-related fields in Thai higher educatiore Tihdings revealed that
traditional norms towards gender socialisationuafice the endowment variables,
behaviour, practice and status of men and womewademic careers. Moreover,
negative attitudes towards women, embedded in diiiaire and the science
community, present barriers to women’s advancemnesttience-oriented faculties
of higher education. Such barriers may impact enctireer advancement of
female academic staff at a greater extent tharoftextademic qualifications. As a
result, Thai women’s advancement in scientific eeseannot be achieved by
upgrading their profession qualifications aloneaillemale academics also need
support from others, which may be beyond their i@nt

The findings further indicate that as scientifizieation and the promotion system
are applied equally to all, Thai female academicigher education seem to
generally agree that they are equal to men. Thdegameutrality argument has
been well accepted, as reflected in the Thai femedelemics’ responses. This
suggests that the liberal feminist mindset, rathan the radical one, prevails

among Thai women in academic fields.

As different types of institution may have diffetgratterns of professional
behaviour, Chapter Six analyses the career advamteshresearch staff in the

Thai context of research agency by providing detaiila research institute as the
other research setting. Similarities and differsnoeacademic career advancement
in relation to gender in these two research setf(tite university and the research

institute) are discussed in Chapter Seven.
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CHAPTER 6
GENDER AND CAREER ADVANCEMENT:
A THAI RESEARCH INSTITUTE CASE

This chapter presents an analysis of the findirigeeocurrent research conducted
between October 2009 and February 2010, througadhenistering of 296
completed questionnaires and 19 interviews withréisearch staff of a Thai

research institute. The code assigned to the i@saastitute was RI.

The research results confirmed that the behavigiunsen and women are
controlled by social norms which apply to both gensddifferently. Thai women

are disadvantaged by Thai social values, claintiagwomen’s practice should be
restricted to supporting roles solely; thereby raed women being assigned duties
and responsibilities in different aspects bothailydlife and careers. Interestingly,
the research found that the imbalance in scierddreers between female and
male academics has been accepted, rather than\beimgd as problematic, by
women themselves. Gender inequality is perceivetia female academics as
part of daily life. Therefore, women in the Thasearch organisation are less
likely to make gender inequality in scientific carg an issue of concern. Similar to
hierarchical or other unfair issues in Thailands ttuation is probably viewed as

the norm in Thai society.

Similar to the case of Thai higher education, fioain findings are explored.
Firstly, the quantitative results found that thedgr gap in terms of reward also
exists in the Thai research institute context, balihich originates from the
difference in treatment (i.e., gender discriminaticAccording to the qualitative
analysis, the findings identified various factoehimd the difference in career
progression between Thai male and female resetatfhEhe findings suggest that
the individual endowments of men and women areaipdrdifferently according
to the gender socialisation. These include infometvorks providing social
contacts which are an advantage to male acaderatbgy than female ones;

gender attitudes obstructing women from hard segnitadition Thai values
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pushing Thai women to focus on family solely, aachinine characteristics that

are less welcomed in the Thai science community.

In order to overcome such gender biases, the fiysdiiiscovered that Thai female
research staff operate various professional pesiiecluding accumulating
academic background; forging women-only networkst attempting to avoid
conflicts. Moreover, Thai female researchers caonteo support provided by
their extended family members and colleagues tonism the family duties. Also,
the rules and regulations of Thai bureaucracy, lemlywith the seniority system,
can facilitate Thai female academics to battlemgjahe gender bias in the
workplace. However, the findings uncovered thatdkmesearchers themselves
are likely to accept the superior status of menhai research community because
inequality, derived from tradition values, is emded in the structure of Thai

society and its culture.
6.1 Research institute (RI) setting

There were 14 research institutes under the Thaisty of Science and
Technology (Ministry of Science and Technology, POAAmong them is RI,
which served as the other research site of theoustudy. RI, established as a
state enterprise in the early 1960s, aims at pnogisgicientific services for national
competitiveness, with no teaching duties or sugemiof postgraduate students
required. Operating under the Ministry, RI's retmgnt and promotion process
are likely to be based on the standard of the bhesaucracy, with an exemption
from salary scales. This is because RI has a shattstate enterprise’. As in the

case of UV, Rl is mainly supported by governmemidfa

Apart from the head office in Bangkok, three sdbsy research units are situated
in the main provinces of Thailand. However, thevsyrfor this research was
conducted with the staff in the Bangkok office orymilar to the case of UV,
Bangkok campus of Rl is central to conducting kesearch areas, with numerous
laboratories and facilities. Most of the reseattelfff $s stationed in this campus,
where the core functions of academic administragi@nalso located.
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In RI, the organisational structure was dividea ifive sections: research
development for sustainable development; researcbldpment for bio-industries;
industrial services; business development and niagkeand administration.
However, this study only focused on the sectiofeted to research and
development in sustainable development and biosinis, which are of the most

concern in the science research projects.

It is noteworthy that, although the researcher gghifull access to RI in order to
carry out the questionnaire and interviews, theass limited statistical information
with reference to the gender comparison, as refteict its annual report having no
information on staff profiles classified by gend®&milar to UV, RI did not pay
attention to classifying the statistical data reditio personnel by gender. This
suggests that gender issues are disregarded, ithkai higher education or

research institute sectors.

Similar to the UV case, the promotion process imsRieated with confidentiality.
According to Bowornwathana (2000), in the Thai pubkganisation, information
related to career promotion is likely to be seaset usual practice. However, the
human resources department at Rl was willing teigeoraw data on the
personnel, including the details of gender (clasdiby Mr, Miss, Mrs), positions,

educational background, and marital status.

As in the case of UV, the evidence of gender disicration in terms of ‘sticky
floor’ does not exist in the RI. The total numb&Rd employees was
approximately 1,400 and half of them were femdilis, proportion was nearly
equal to the proportion of the female scientificgomnel at national level (National
Science Technology and Innovation Policy OfficeQ20) as shown in Figure 6-1.
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Figure 6-1 Academic employment by gender at natilmval and observed at RI

OMale ®mFemale

Thai academics 49%

RI 50%

Source: (1) Proportion of Thai academics by gender
Source: National Science Technology and Innovefiolicy Office, 2007
(2) Proportion of UV academic staff by gender
Source: RI staff profiles, 2008

However, female researcher in RI tended to clustsubject areas involving the
soft sciences (i.e., chemestry and pharmacologygwiore men tended to work
in the engineering department, as shown in Fige2el6should be observed that
as women are underrepresented in the engineeeluy finey were likely to be
implicitly excluded from the overseas educatiomdadarships programme,
supported by the Ministry of Science and Technolddye programe mainly
targets those studying in engineering becausdid¢isis determined as one of the
key areas to the national development (Nationabvation Agency, 2007). For
this reason, more men (59 percent) than women éddept) in Rl earned an

overseas degree.
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Figure 6-2 Employment proportion by gender in tregmscience departments of
Rl in 2008

OMale ®mFemale

Chemistry and Pharmacolog 32%

|

Biology 53%

Engineering and Industry 57%

Source: RI staff profiles, 2008

Similar to the UV case, the evidence of ‘glassicgilwas also found in RI.
Although a half of the RI staff was female, onlyeethird of top management
positions were held by women, as shown in FiguBe Bhe reason why Rl women
were underrepresented in top executive posts dmuttbtained from the executive
profiles. To become a top executive at RI, the pssion of a degree in either
engineering or from abroad seemed meaningful. Gpresgly, women may find it
difficult to reach executive positions at RI eitlecause they were
underrepresented in engineering fields or had &l@pportunity to secure an
overseas scholarship. This could be noticed framfdhbt that since its
establishment in the early 1960s, of the thirtegnexecutives, only two have been
female (a female leader was appointed in 2005h@fitst time). Nevertheless,
females were likely to hold the top positions ie tthemistry and phamaceutical
departments, where women outnumbered men, as shdwgure 6-4. This
suggests that career progression among men andmainid may vary with

scientific areas.
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Figure 6-3 Employment by grade of Rl in 2008

OMale ®Female

Research director

67%

Department director

64%

Senior researcher

48%

Researcher

48%

Source: RI staff profiles, 2008

Figure 6-4 Proportion of male and female staff emptl of RI in 2008 arranged
by department and seniority level

Research director

Senior researcher

OMale ®mFemale

Department director| 20% [NCO7——
| 27% Y.

27%

Chemistry anc
Pharmacology

Researcher

38% - 2%

Research director

100%

Department director

79%

Biology

Senior researcher

60%

Researcher

44%

Research director

100%

Department director

67%

Industry

Senior researcher

52%

Engineering an

Researcher

57%

Source: RI staff profiles, 2008
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There was also some difference in the marital sthédween male and female
research staff as shown in Figure 6-5. The RI gtaffile presented that 53 percent
of male staff were married whereas only 37 peroéfémale employees were.
Further, the proportion of divorced female researshvas nearly double that of
men. This suggests that scientific work in Rl malag female staff’'s decision
about marriage and that family formation affects fiamale staff more than their

male peers.

Figure 6-5 Employment by marital status in RI

O Single Married B Widowed and divorced

N\

Female

2

Male

45% 3% 2%

Source: RI staff profiles
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6.2 The quantitative analysis

This section relates the quantitative results &fittst research question asking
whether a gender gap in terms of reward existdan fesearch science and also
determines whether such a gap is derived fromreifiee in individual variables or
difference in treatment toward men and women evieervihey have the same
qualification (i.e., gender discrimination). Sinmita the UV case, wage regression
for Thai male and female researchers were estintatetasure the decomposition
of gender pay gap by using the Oaxaca Decompogit®n3) while multinomial
logistic regressions were employed in order to camphe probability of
employment in each grade position between men amdem in the Thai research
institute. The perception towards gender equalitthe Thai research organisation
is also explored.

6.2.1 Profiles of the research participants

The completed questionnaire sample size condudtbdRi/'s research staff was
296, in which a detailed analysis of the particisademographic data was
illustrated in Table 6-1.

In general, female RI research staff were lesdyliteehold a doctoral or overseas
degree, work in engineering areas, and have ayaifrtie data suggests that the
male researchers were likely to have a better appity in terms of education and
face fewer restrictions in terms of overseas edoicaln addition, the data
revealed that, strong gender segregation to emm@oymithin the science and
technology disciplines was found in Rl as femakeegchers were dominated by
male counterparts in engineering. The descriptata dlso presented that RI
female research staff was likely to be single. &nielence suggests that Rl female
research staff may anticipate more family respalisés; thereby delaying their
decision about marriage in order to advance thlegdamic career. On average, Rl
female researchers were young and likely to agtigabaged in academic

networking.
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Table 6-1 Respondents’ socio-demographic charatiteriobserved at Rl

Socio-gemographic variables

Male

Female

(N=153) (N=143)

Gender 52% 48%
Seniority Age 55+ 81% 19%
Age 45-54 59% 41%
Age 35-44 48% 52%
Age < 35 48% 52%
Average ages 39.8 37.3
(Standard deviation) (+8.9) (x7.3)
Year in org. 20+ 42% 58%
Year in org. 10 -19 73%  27%
Yearinorg. <9 52% 48%
Average years in org. 114 104
(Standard deviation) (£7.6) (x6.5)
Education degree Overseas doctoral degree 56%44%
Domestic doctoral degree 83% 17%
Subject area Hard science 65% 35%
(e.g. engineering, physics and
mathematics)
Soft science 34% 66%

(e.g. chemistry, pharmacology
and biology)

Academic performance

More than 3 publications

55% 45%

1- 3 publications 50%  50%
No publication 47% 53%
Average publication 2.8 2.6
(Standard deviation) (x2.7) (x2.6)
Network Level of participation in formal
network (academic activity) 3.0 3.1
(Standard deviation) (x0.9) (x0.8)
Level of participation in informal
network (non-academic activity) 2.9 2.9
(Standard deviation) (x1.0) (x1.0)
Job % Academic work 65% 66%
% Management work 19% 17%
% Document work 16% 17%
Family formation Married with child 62% 38%
Married without child 59% 41%
Single 45% 55%
Career break 65% 35%
Level of shared care in family 3.7 3.9
(Standard deviation) (x1.2) (x1.0)

Source: Rl survey data, between October 2009 ahdikey 2010
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6.2.2 Data screening

As mentioned in the previous chapter, in ordemsuee the validity and reliability
of statistical calculations, the multivariate notityaand the absence of multi-
collinearlity are tested with RI's sample data.

Fisher skewness coefficient and kurtosis coefficieere calculated in order to
examine the normality assumption as presented peAgices 3.1 —3.2. As
conducted with the UV sample data, the researatjasted the publication
variable into dummy variables in order to solve diegiation of this variable from
normality, coding as three values: over three malilbns; one to three
publications; and no publication as the refererroeig

Then Pearson correlation of the variables for R$ walculated in order to examine
the multi-collinearity problem as presented in Apgiee 3.3 —3.5. Similar to the
UV case study, years of age variable versus yedtteiorganisation and a
marriage with child variable versus career breakddaigh degree of correlation
(over 0.80) (Field, 2009). As in the UV case, yaarthe organisation variable and

the career break variable were then excluded flmmtodel.

Overall, the quantitative analysis conducted witls&mples scoped the
independent variables: age, a domestic doctorakdegn overseas doctoral
degree, subject areas, publications, formal arafnmil networks, marriage
without child, marriage with child, and family caedl of which were thus

applicable to the multivariate data analyses.

6.2.3 Gender gap and hypothesis test for factorsfatting science

career advancement in Thai research institute

The gender gap in Thai science research instisypeeisented in Table 6.2. The
descriptive data indicated that a gender pay gegiseix Rl as the pay differential
between men and women was 12 percent. In addthergifference in academic
career advancement was observed by positions iorganisational hierarchy. The
RI data suggested that although both male and &ereakarch staff started at the

bottom in nearly the same proportion, the male ovex® likely to occupy top
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positions because they accounted for 65 percewsearch director positions,

presenting evidence of a glass ceiling in RI.

Table 6-2 Gender difference in career advancenmeRt i

Career advancement Male Female

Monthly salary £825 £739
(S.D. =£339.52) (S.D. =1254.97)

Gender pay gap 12%

Gender grade gap

Research director 65% 35%
Department director 56% 44%
Senior researcher 51% 49%
Researcher 49% 51%

Source: Rl survey data, between October 2009 ahdukey 2010

As discussed in the literature review, there magdrae differentials in career
advancement between male and female academicgntsan accordance with
their endowment variables. This section thus fosusetesting the hypotheses
whether or not the endowment variables of resestafiwould predict gender
differences in academic career advancement in tefmwsge and grade in Thai

research science as follows:

Hypothesis 1: Academic career advancement in s&@arch institute is related to
seniority: workers who are older are more likelhtdd higher grade positions and

receive better pay.

Hypothesis 2: Educational background contributabéosuccess in Thai academe:
workers with doctoral or overseas qualification ex@re likely to be in higher

positions and receive better pay.

Hypothesis 3: Thai academic career progress maywidhnin science fields: men
are more likely to work in hard sciences while wonre soft sciences. We test
whether or not the different outcomes reflect défe rewards across science
disciplines.
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Hypothesis 4: Thai academic career progress isneeldaby academic
performance: workers with more publications areerlikely to have higher

positions and income.

Hypothesis 5: Thai academic career advancemento@aypported by networks:
workers who have actively engaged in networks médror informal - are more

likely to be in senior positions and better rewatde

Hypothesis 6: Family formation may be importanéxplaining the obstacles in
Thai academic career advancement: family respditigibiare likely to reduce the
probability of workers being employed in seniorifioas and receive more

income.

6.2.4 Estimating decomposition of gender wage diffences in Thai
research institute

In order to inspect the hypotheses and demongtratéetails of how much of the
total pay gap in Thai research institute was dérivem individual endowments or
discrimination through the Blinder-Oaxaca Decompasi(Oaxaca, 1973), the RI
wage functions were estimated by multiple regressias presented in Table 6-3.
The Rl wage regression reflects that female rebeasan Rl seemed to be better
paid if they were older, hold an overseas doctegiree, or employed in higher
grade positions. For Rl male workers, those whcevedder, hold a doctoral
degree, had publications, or were employed in high&de positions were likely to
earn more. The data accepted the hypothesis assuartipat being better paid in
science is related to seniority, educational bamligd, academic performance, and

higher grade positions.
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Table 6-3 Wage regressions by gender in RI

Independent variables Female Male
Br Sig. Bum Sig.
Constant 6.04 0.00 6.06 0.00
Seniority Age 0.01 0.01 0.01 0.03
Educational degree  Overseas doctoral degree 0.23 0.00 0.07 0.05
Domestic doctoral degree 0.060.23 0.10 0.04
Subject area Hard science 0.049.07 0.02 0.25
Academic
performance More than 3 publications 0.03.19 0.09 0.03
1-3 publications 0.02 0.34 0.12 0.01
Network Level of participation in
formal network - 0.01 0.23 0.01 0.26
Level of participation in
informal network 0.01 0.30 0.02 0.14
Family formation Married with child - 0.01 0.44 0.10 0.01
Married without child 0.09 0.01 0.02 0.33
Level of shared care in
family 0.01 0.25 0.01 0.44
Grade Research director 0.60 0.00 0.80 0.00
Department director 0.50 0.00 0.62 0.00
Senior researcher 0.25 0.00 0.22 0.00
Adjusted R Square 0.77 0.74

Note: 1. Dependent Variable: In (Wage)

2. Statistic significance of 5 percent level (daided test) indicated by bold
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In order to examine whether or not the model fies dbserved data, firstly the
outliers were examined. As presented in Appendx-33.7, less than one percent
of the sample had standardised residuals with asolate value greater than 2.58
(0.0 percent of Rl female samples and 1.0 perdeRt male samples). Hence, the
model was appropriate for representing the actata (larling, 2009). Secondly,
the assumptions including normality of residuatenbscedasticity, and linearity
were found to satisfy the generalisation of the eb@Bield, 2009; Tarling, 2009).
The histogram and the normal probability plot liheth in the Rl male and RI
female samples, are illustrated in Appendices 3®-The histogram plots of the
residuals were similar to the normal curve with $aene mean and the standard
deviation of the data. Moreover, most points ofribemal probability plot were
paralleled on the normal distribution line. Thisans that the residuals were
normally distributed. Finally, the graph of therslardised residuals versus the
predicted values was presented, in which all thetpscatter randomly and
throughout the graph, indicating that the assumpgtmf homoscedasticity and
linearity were satisfied.

Given the RI's wage regressions by gender, p-valQé5 significance level (one-
tailed test) was applied to determine the individugnificance of the coefficients
in the wage equations. The female Rl wage regnessticates adjusted R square
= 0.77. The factors positively influencing femalages in Rl were age, overseas
doctoral degrees earned, and grade positions. Hawatthe 95 percent level of
confidence, no significant difference was foundamsn the wages of Rl female
workers, whether or not they had a domestic doctiegree, worked in any
subject, had publications, engaged both in formdliaformal networks, or by

family formation.

The Rl male wage regression indicates adjusteduBreg= 0.74. The regression
result showed that age, an overseas doctoral degraed, a domestic doctoral
degree earned, publications, and grade positions s¥gnificantly positive
relevant to male wages. However, at the 95 petteget of confidence, no
significant relationship was found between the vgagfeR| male workers, by
subject area, engaged both in formal and inforredlarks, or by family

formation.
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Blinder-Oaxaca Decomposition of gender wage diffees, as presented in Figure
6-6, was then calculated by utilising the inforraatirom the RI wage functions in
Table 6-3 in order to illustrate the details of howch of the total pay gap was
derived from individual endowments or gender disanation. The variables with

a significant effect on wage regressions: publcetj age; educational degree; and

grade were examined.

Figure 6-6 Decomposition of gender pay gap in Rl

0 Other endowmentsE Publications @A Age
B Educational degreef Grade B Difference in returns
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The findings illustrated that the difference in i&@eristics accounted for 52
percent of the overall gender pay gap in RI: 2&@etr of which was generated
from men employed at higher grades; 8 percent aéwbame from men holding
higher educational qualifications (doctoral degseeverseas degree); and another

8 percent of which were originated from men beiltgothan their female peers.

The other half of the RI pay gap was derived fromdifferences in treatments for
men and women, meaning evidence of gender disaitiom As stated in the UV
case, wage differentials as a result of differanaewards can be seen in the
difference of the coefficients within the same ahbles across Rl male and female
wage regressions. The positive sign of such diffezendicates that a wage

advantage for male workers exists.

Thus a positive sign of the difference of the coefht within the domestic

dOCtOI'a| degree Varlable Maomestic degree_— 0.11 and Bdomestic degre‘E 0.06),

153



publication one (R over 3 publications 0.09 and Bover 3 publicationss 0.03), and grade
position one (B crade s= 0.80 and Bgrage = 0.60) in the RI wage function as
shown in Table 6-4 suggests that even with the ssrademic qualifications (i.e.,
the number of publications, similar doctoral degreebeing employed in the same
grade position), Thai female research staff haah bess well rewarded than their
male colleagues in terms of wage. This result isient with Ceci & Williams
(2011)’'s work that gender discrimination in scierstargely cited on the grounds
of unfairness in rewards on academic qualificatioesearch publications and

academic positions.

In conclusion, a gender pay gap was found in R¥@san identify the pay
differentials between male and female research etaployed in Rl at 12 percent.
Nearly half of such a pay difference presents exadeof discrimination; most of
which stems from the differences in treatment fenrand women, even when

they have the same academic qualification.

6.2.5 Estimating the gender grade gap in Thai resezh institute

This study has applied the multinomial logisticresggion, as shown in Table 6-4,
with the Rl sample in order to test the hypotheékasthe endowment variables
would significantly predict career advancementeimis of grade in Thai research
institute. The evidence suggests that age andgmad education were identified
as main criteria for promotion to more senior Ieviel Thai research institute.
However, in order to be promoted to top ranks aagch research director position,
engaging in a formal network have become the ketpfaConversely, for middle
senior positions such as a department directotippsacademic publications are
identified to be meaningful. These results are icoved by the hypothesis testing
that seniority, educational background, engaging fiormal network as well as
academic outputs can contribute to the succeshanr€search institute.
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Table 6-4 Multinomial logistic model — Thai resdagcience (RI)

Research Department Senior
Variables Director director researcher
BGrade/ Sig- BGradeE Sig- BGrade( Sig-
Intercept 58.900.00 36.15 0.00 9.44 0.00
Gender Male 2.300.02 0.77 0.10 0.39 0.15
Seniority Age 0.63 0.00 0.33 0.00 0.19 0.00
Educational
degree Overseas doctoral degree 4.22 0.00 3.50 0.00 1.82 0.00
Domestic doctoral degree 4.76 0.01 4.98 0.00 3.29 0.00
Subject area| Hard science 1.19 0.11 0.19 0.37 0.10 0.39
Academic
performance| More than 3 publications 20.77 0.00 17.82 0.00 0.01 0.49
1- 3 publications 20.06 0.00 18.41 0.00 0.75 0.06
Network Level of participation in
formal network 1.49 0.01 0.54 0.06 0.27 0.12
Level of participation in
informal network 0.190.34 0.04 0.45 0.12 0.26
Family
formation Married with child 2.16 0.03 0.09 0.45 0.36 0.20
Married without child 2.48 0.03 1.19 0.04 0.51 0.15
Level of shared care in
family 0.42 0.19 0.35 0.12 0.31 0.05
Model Fitting Information
-2 Log Likelihood (intercept only) 683.78
-2 Log Likelihood (final) 390.57
Chi-Square 293.21
Degree of freedom 36.00
Sig. 0.00
The overall correct percentage of
prediction 70.61%
Grade A (Research director) 64.71%
Grade B (Department director) 38.46%
Grade C (Senior researcher) 62.14%
Grade D (Researcher) 86.86%

Note: 1. Researcher as reference group

2. Statistic significance of 5 percent level (daied test) indicated by bold
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The effectiveness of Rl multinomial logistic modeds confirmed by multiple
indicators, including the model’s overall test Bfexplanatory variables, the
predictive power of the model, and the statistycaignificant tests of each
explanatory variable. The log likelihood of thelfalodel was 390.57, and the log
likelihood with constants only was 683.78, namétg final model was more
effective than the null one. The chi square vahegscted the null hypothesis that
the full model did not have any greater explanapmwer than an “intercept only”
one (p-value < 0.05). This meant that at leastexpdanatory variable was a
significant predictor of being employed in a reskgrosition (Peng & Nichols,
2003). Moreover, the overall correct percentagpreéliction was 70.61 percent,
meaning that the multinomial logistic model candicethe individual
probabilities of being employed in each grade parsihearly equal to the sample

proportions (Tarling, 2009).

It is noteworthy that, in this case, the 0.05 digant level (one-tailed test) is
applied to determine the individual significancelwé coefficients in Rl
multinomial logistic regression. This evidence seglg that the Thai research staff
who were older or had a privileged education éreoverseas doctoral degree and
a domestic doctoral degree) were more likely tieir tcounterparts to secure
higher senior positions in Thai research insti{fptealue < 0.05), holding all other
explanatory variables constant. Specifically, tkelihood of Thai research staff
holding the researcher director and departmenttdirgpositions was positively
related to publications. In addition, the likeliltbof a research staff holding the
research director position was positively relatedrngagement in a higher level of
formal networks. Howeveno significant difference was found in those haddin
senior positions, whether they were men, workeahiyn subject, engaged in

informal networks, or with family formation.

Then, in order to determine whether RI male resestaff or their female
counterparts are more likely to be promoted to@gmositions with the same
gualifications, the gender grade gap was estimayezl/aluating the probabilities
of males and females being employed in a partigrade using RI's multinomial

regression models as shown in Table 6-4. Only #gnmbles with a significant
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effect on Rl multinomial logistic model: age; edtiocaal degree; publications; and

the level of participating formal networks were exaed.

Given that gender was insignificant in RI multinahmegression models, it
seemed that women would be equally likely to beried as men, with similar
gualifications. However, it can be noticed that vesnwvere less likely than men to
remain in lowest grades. As shown in Figure 6-7envbontrolling, by average,
age (40 years) and publications (3 publicationsiabtes, the probability of being
a researcher was 0.85 for women compared withfor&@en.

Figure 6-7 Evaluated probabilities of being emptbyeeach grade (given average
age and publications) in RI

O Researcher Senior researcher & Department director B Research director

Female

0.85 =015

Ages (40), Publications (3)

Male

0.89 0.10

Note:  The probability of females and males beimpleyed in a research director position and a
department director position = 0

Additionally, the findings revealed that RI femaésearch staff seemed to gain
greater benefits from age, publications, educaaod, formal networks.
Noticeably, most of these factors are related &mlamic involvement. In other
words, with good academic background, Thai womemaare likely to hold

higher grade positions in Thai research institute.
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Evidence of the probabilities of males and femaledifferent ages being

employed in a particular grade in Thai researctitute is shown in Figure 6-8.

The evaluated probabilities indicate that careespect for female research staff in

science is getting better as they become olderekample, at the age of 55, RI

female staff had a higher probability of holding fmositions than men (the

probability of being a department director was GdrSvomen and 0.10 for men).

Figure 6-8 Evaluated probabilities of being emptbyreeach grade by age (given
average publications) in RI

Ages (45) Ages (35

Ages (55)

O Researcher Senior researcher [ Department director B Research director
Female [l Y
0.94 0.06
Male [ AN
—_— 0.96 0.04
Female [ i AN N
0.68 0.31 0.02
Malle i N
_— 0.76 0.23 0.01
Female [T HETEN "
0.21 0.64
Male i AR — N
_ 0.29 0.61

158



Given the impact of academic outputs on the distiim of employment across
grades as shown in Figures 6-9, it was clear ththttive same number of
publications, Thai female research staff were nli@ety to be employed in higher
grades. For example, amongst those with more tivae publications, the relative
probabilities of being a senior researcher weré @2 women and 0.20 for men.
This finding is consistent with the literature (Ra2007), reflecting that female

academics with more publications are likely toiattareer advancement.

Figure 6-9 Evaluated probabilities of being emptbyeeach grade by publications
(given average age) in Rl

O Researcher Senior researcher E Department director B Research director

T

Female

Male

Publication

T

Female [i:

Male f:i

Publication

(

Female

Male

Publication
(over 3)

Note:  The probability of females and males beimpleyed in a research director position = 0
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According to the model when controlling for thefeiences in educational
background as shown in Figure 6-10, women were fileky to be employed in
higher grades in Thai research institute. For thhmdding an overseas doctoral
degree, the probability for women of being a deparit director was 0.08,
compared with 0.05 for men. Holding a domestic diidtdegree, the probability

for women of being a department director was OcbZpared with 0.08 for men.

Figure 6-10 Evaluated probability of being employe@ach grade by educational
degree (given average ages and publications) in RI

O Researcher Senior researcher B Department director B Research director
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o5 0.16 0.72 0.12

D [}

o © O F

§  Mal IO e
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Note:  The probability of females and males beimpleyed in a research director position = 0
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In addition, the evaluated probabilities indicatattThai women, rather than men,
were more likely to be employed in higher gradegnvbngaging in the same level
of networks, as shown in Figure 6-11. For exampléhe case of workers who
always participate in academic activities, thetredaprobability of being a

department director was 0.05 for women and 0.02nfen.

Figure 6-11 Evaluated probabilities of being integtade by formal networks
(given average age and publication) in RI

O Researcher Senior researcher E Department director & Research director

-
g é < Female N W
EXS 0.18 0.01
L =< M

8 ale

< = 0.13

> e
E 2 E Female | RN NN
Ex® 0.27 0.02
2 S S wae [T —

< 0.78 021 001

2 o T e T R R
g > 9 Female TR AN NN
£ ¢ 0.57 0.38 0.05
TES Mk [ RN )

= 0.67 0.30 0.02

Note:  The probability of females and males beimpleyed in a research director position = 0

6.2.6 Perception towards gender equality in Thai rgearch
institute

As in UV, the RI research staff were asked whethey agreed or disagreed with
the following statement: “[e]ven with the same dficdtion, men have more
promotion opportunities than women do” in ordekmow how research staff
members perceive their situation in terms of gerdeality at work in Thai
research institute. The question was coded 1-®sebere strongly disagree with
the statement = 1 score, neither agree nor disag8escore, and strongly agree =
5 score.

Considering the attitudes towards gender equalifgliclassified by gender as
presented in Figures 6-12, the findings revealatdkender bias in Rl in terms of

career opportunity was not perceived among fenesdearch staff. Over half of the
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RI female researchers disagreed that men have oppaatunity to be promoted in
Thai research institute whereas only a few werd®fpinion that women in
science are treated unequally with men in the wladg On average, a mean value
of perception towards gender difference in cardgaacement in Thai research
institute for female academics (mean scores = 2vA8)slightly higher than with
that of men (mean scores = 2.06). As for the radttest analysis, the mean
value between genders in attitudes towards gensdpaiities in academics
indicated no difference at 0.05 significance |gasl detailed in Appendix 3.10A).

Figure 6-12 Attitudes towards gender differenceeandvancement for Rl
research staff “Even with the same qualificatioennhave more promotion
opportunities than women do” by gender

O Strongly disagree E Disagree B Neither agre nor disagredd Agree B Strongly agree

Female _ _ \\
59% 17% 3%1%
Male \\\
28% 44%

Note: RI female academics’ mean scores = 2.10
RI male academics’ mean scores = 2.06

However, the findings suggest that female resestatdifiwith more senior positions
were likely to perceive a gender bias in Thai redeastitute. As shown in
Figures 6-13 concerning the female respondentsiiops classified by grade
position, those being employed in the researclctlirgositions were more likely,
than their junior female counterparts, to percéinat men tended to be promoted
than women (female research director’ scores = arDfemale researcher’ scores
= 2.13). This means that the gendered barrier mapafound in RI at the early
stage of research careers, whereas it is likebctwr in the top positions. This is
relevant to the RI staff profile that although thedence of ‘sticky floor’ was not
found, the situation of ‘glass ceiling’ was likdty happen. However, according to
the one-way ANOVA result shown in Appendix 3.10Hjieh was applied to test
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the association between grade position and atttimdards gender bias in RI, the
evidence did not present any significant differebetveen being employed in any
grade position and the perception of gender inéyuaihong the Rl female
respondents at 0.05 significance level (p-valueG5)

The findings also revealed that male researcharsmre publications were

likely to believe that men and women, in fact, egually receive the chance for
success in Thai research institute. As shown inrég6-13 concerning the male
respondents’ opinions classified by number of pations, those with more
publications were less likely, than their countetpavithout any publication, to
perceive that men seem to get more promoted thamewan the workplace (men
with over 3 publications’ scores = 1.93 and merhwib publications’ scores =
2.70). According to Hesse-Biber et al. (2004), peaoyho are in privilege class are
less likely to recognise bias in the field. TherefdRl male research staff with a
greater number of publications, seen as an eligeaglemic careers, might be less
likely to perceive inequality in the career fiektcording to one-way ANOVA test
as shown in Appendix 3.10B, the evidence also ptegethe difference in the
number of publications and the perception of gentguality among the RI male
respondents at 0.05 significance level (p-value0%)0 Hence, for Rl male staff,
there is an association between the academic peafare and attitudes towards
gender bias in science.
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Figure 6-13 Attitudes towards gender differenceareer advancement in Thai

science research institute “Even with the sameifigatlon, men have more
promotion opportunities than women do” in RI

B Female O Male

Average % 2.10

2.06
No publication 208 2.70
1 - 3 publications Qg?“
Over 3 publications
Domestic doctoral degre

Overseas doctoral degre

213
1.93

2.00

1.74

2.14
2.14

2.04
2.06

2.19
1.92

2.00

Age lower 35
Age 35-44
Age 45-54

Age 55+
Researcher

2.24

231

2.13
2.10

1.98
2.06

2.18

Senior researche
Department director

Research directorI

2.50

2.09

Note: The question is coded 1-5 score where styatighgree with the statement = 1 score, neither
agree nor disagree = 3 score, and strongly agkescere
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6.2.7 Conclusion: the quantitative results

This study found a 12 percent gender pay gap in rEisaarch institute. Over a

half of the wage differentials resulted from chaeastics associated with
individual endowments, such as the RI's male $taiiig employed in higher
grades, better educated, and also older. In thengther half of the gender pay gap
originated from the difference in rewards. Evenearaid female researchers had
similar academic qualifications (i.e., having tlaen® number of publications,
sharing a similar educational degree or being eygglan the same grade

position), women were likely to be less paid.

In turn, it seems that, if women have the sameatttaristics or endowments as
men, particularly in terms of academic qualificatisvomen are likely to be
promoted equally to men. That is because the adadsmnkground is an important
criterion for being promoted in senior positionlinai academic organisation.
Therefore, if both genders can acquire the sameeacia degree, they are likely to

achieve the same career gains.

The differences in career outcomes may be attibeite the difference in
scientific disciplines between men and women ini Tésearch science. As argued
by Astin (1984), theaid advantage in science is not always generabed the
difference in effectiveness in producing academacpctivity. If researchers
belong to some fields of less recognition, they iaye a lower opportunity in
terms of monetary reward; no matter how many resegaublications or how much
research quality they may have. In Thailand, harenge, rather than the soft
science, is more likely to be highly valued by #loeentific society due to an
emphasis on industrial-technological developmeni(®vdsak & Suehiro, 2004).
Hence, research products from hard science arerlvetarded than those from
soft science. The evidence can be seen in theR&Bi expenditures allocated to
hard science at 40 percent, higher than that edlbeated to soft science subjects
at 36 percent (National Science and Technology Deweent Agency, 2008). For
this reason, although women and men can producsathe number of
publications, Rl women who concentrate on softrsm@eiended to be less paid
than men who focus on hard science. Similar tdf¥fecase, although the gender

gap in career advancement seems to happen in 8$eanch institute, Rl female
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researchers were likely to agree that men and waretreated equally in Thai

research institute.

The conclusions of the hypothesis tests basedeow#ige regression and the
multinomial logistic regression examined with rasbastaff in Rl is presented in
Table 6-5. The finding illustrated that, in Thasearch institute, older workers and
those with overseas education are likely to earreraad be employed in more
senior positions. This suggests that seniorityaratiemic degree are the main
criteria to make progress in Thai research ingtitut

Overall, as occurred in UV, the RI quantitativeulescan be interpreted in
connection with the literature which advocates thatcause of the gender gap in
career advancement originates from both the diffsgef individual

characteristics (Stack, 2004) and gender discrinmngdSonnert, 1999). However,
in order to understand the reasons behind thiseggsitenomenon, the next section

discusses the qualitative analysis for interpretirggquantitative findings.
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Table 6-5 Summary of hypotheses and results of wegyession and multinomial
logistic model in Thai research institute

Hypotheses Wage Grade
Hypotheses Variables B Women Researchddepartment| Senior
director director researcher
H1 | Academic career advancement Age B>0 N N N N
in Thai research institute is
related to seniority: workers
who are older are more likely|
to hold higher grade positions
and receive better pay.
H2 | Educational background Overseas | B>0 N N N N
contributes to the success in doctoral
Thai academe: workers with
doctoral or overseas Domestic | B>0 X N ~ N
qualification are more likely doctoral
to be in higher positions and
receive better pay.
H3 | Thai academic career progressSubjectarea| B0 X X X X X
may vary within science
fields: men are more likely to
work in hard sciences while
women in soft sciences. We
test whether or not the
different outcomes reflect
different rewards across
science disciplines.
H4 | Thai academic career progressPublications | B >0 X N N X
is enhanced by academic
performance: workers with
more publications are more
likely to have higher positiong
and income.
H5 | Thai academic career Formal B>0 X X N X X
advancement may be network
supported by networks:
workers who have actively
engaged in networks — formal Informal B>0 X X X X X
: . network
or informal - are more likely
to be in senior positions and
better rewarded.
H6 | Family formation may be Married B<0 X X X X X
important in explaining the with child
obstacles in Thai academic Married B<0 X X X X X
career a.d\./gpcemen.t: family | \ithout child
responsibilities are likely to
reduce the probability of Shared care| B<0 X X X X
workers being employed in in family
senior positions and receive
more income.
H7W | Wages are related to grades |or Researcher | B >0
positions; those who are in director
higher positions are more Department | B>0
likely to be better paid. director
Senior B>0
researcher
H7G | Grade position is related to Men B>0
gender; men are likely to be in
more senior positions.
Note: = Finding found the hypothesis accepted at sigaifce at p-value = 0.05 level

X = Finding found the hypothesis rejected at sigatiice at p-value = 0.05 level
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6.3 The qualitative analysis

As in the UV case, the findings in the 3 broad teeptomposed with 11 sub
themes are extracted from the original data astréed in Table 6-6: the factors
creating the gender difference in career advancemdrhai research institute,
support or strategies Thai female researcher eniplmsponse to gender
disparities in research careers, and the percefmigards gender equality in Thai
research science. In this regard, the multilevalyais (Layder, 1993) is employed
as main conceptual guide to understanding the e of research staff in

relation to gender and career advancement in Thentfic careers.

The researcher approached 19 members of the ressgtaftin Rl across various
backgrounds through social contacts and the snéwdadinique: 13 were female
and the other 6 were male. 3 of the interviewea® wesearch directors, another 4
were department directors, 8 were senior reseasemnet the other 4 were
researchers. 3 had graduated with a bachelor deiffeeith a master’s degree,
and the other 3 were doctoral graduates. Among tbdmad earned a foreign
degree. 10 were married, another 8 were singldgtedther one was divorced.
Most participants were childless, only 6 of therd khild/children.

A code was assigned to each participant, suchd@¥ RIThe first two letters
denoted the organisation type: Rl as researchutsstiX was the number assigned
for the individual participants. Y referred to thex of participants as M for male
research staff and F for female ones. Z was theegevel which participants held.
That is, A was for participants being employed asssarch director; B for
participants being employed as a department direCtéor participants being
employed as a senior researcher; and D for paatitgobeing employed as a
researcher. For example, the researcher coded2@8RImeant a research
institute’s female participant who was assignedniiamber 22 with the position of

research director.
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Table 6-6 Themes and subthemes from RI interviadiriigs

Themes

Subthemes

Theme |: Factors creating a gender gap in ca

advancement of Thai research institute

reer Social contacts among non-academic

activities provides career progress for met
rather than women

Gender attitudes obstructing women from
the areas of hard science

Family as the first priority for Thai women
Feminine characteristics that view women
inferior to men in Thai science community

Theme II: Supports and strategies women

operate in response to the gender bias in Thai

research institute

Academic qualification and bonding with
each other support women in gaining
acceptance in Thai research institute
Family support and colleagues in the
workplace support Thai women to maintai
their focus on scientific careers

Rules and regulations & seniority system
Working with no conflicts

Theme llI: Perception towards women'’s statu

in Thai research institute

Liberal feminism view: Thai women seem
to have an equal status as men in science
academe.

Radical feminism view: the norms of Thai
tradition value and Thai science communi
prefer men over women.

Thai female academic view: the attitude th
men as the leader is likely to be accepted
among female researchers.

at

6.3.1 Factors creating a gender gap in career advaement of Thai

research institute

This section focuses on the gendered constrainthanfemale researchers in

connection with career advancement in Thai resdasthute. Numerous variables

were found to cause the difference between memanaen for the progress in

research careers such as informal networks praysiiicial contacts with an

advantage to male academics rather than female geeder attitudes obstructing

Thai women from the areas of hard sciences, faaslthe first priority for Thai

women, and feminine characteristics that are negjgtviewed in Thai science

community.

169



6.3.1.1 Social contacts among non-academic actiesi provides career
progress for men, rather than women

The findings uncovered that Thai male researchatiser than female ones, were
able to develop their career path from social adstthrough engaging in non-
work-related activities. That is because not oslfemale access denied to men’s
social connections, but also women themselves tdasetheir socialisation for

career gains, thus diminishing their career oppaiun science community.

The interview data revealed that social contactd te provide a number of
opportunities in scientific careers. For examplbew male senior researchers were
asked to name people that advised them to apphidaesearch institute, they
indicated that connecting through the old-boy nekwimom the former school was

the information source.

| got to work here because one of my classmatesmeended me here.
RI128MC

Another RI male senior researcher also elaboréiteddvantage of get-togethers

with colleagues after working hours.

Talking at the drinks can lead somewhere. It'sjastt drinks. It's a forum
where we can exchange ideas and inspire each dtteea small world.
You'll be referred to for the next job. It's metakk. RIL0MC

This suggests that channels to scientific careetisa Thai research institute
context very much depend on a peer reference omél activities. This is in
agreement with Park (2007) that social contactpeudscientists in obtaining the
research opportunity i.e., research fund throughmamendations from mentors or

colleagues.

However, social connections largely belong to tlemimworld (Kay & Hagan,
1998) as mentioned earlier by a male participatt@@®C) that men are likely to
forge a single sex network #'$ men's talk’ This suggests that men are likely to
build their closed networks to create the care@odpinity for themselves with no

female participation.

170



Whereas Thai male researchers enjoy forging sooratacts through engaging
non-academic activities for career gains, fematedess likely to make use of
their socialisation outside work for career proposi According to Zuckerman
(2001, p. 73), there is a difference in the useeativorks between men and women
in science as men, rather than women, are likegpend this time for the career
opportunity. Conversely, women are likely to joire tnetwork for leisure purposes.
As a female researcher revealed that, rather #dikimg about a sense of career

opportunity, contacts outside work among womenaaresd to relax.

(When you socialise with women, do you talk apmaR) Mostly if we're
outside, we talk about something else...for fumiotitalk about work.
RI13FD

Consequently, because Thai female researchers tcaake use of the career
opportunity through informal social contacts, tlaeg less likely to progress in
research careers than their male counterpartsanehmore likely to enjoy benefits
from the same type of networking. That is becaosetscontacts are meaningful
for the professional opportunity in the contextled Thai research institute. This is
in agreement with Acker (2006) that acquiring theeer opportunity through

social networks can perpetuate inequalities witliganisations.

6.3.1.2 Gender attitudes obstructing women from thareas of hard science

There is a widely-held belief in science which athtes that men, rather than
women, have an intellectual ability in hard scieneey. engineering, leaving Thai

woman obstructed and seemingly unacceptable wheingothese fields.

A common perception that male and female charatiesiare different according
to their gender stereotypes has resulted in mekimgpmore in the hard sciences
and women more in the soft sciences. As a femal@iseesearcher pointed, men

are designed for engineering, but women for chewnist

There were more women working in soft science madtey. The thing is
women go for pure science because women like tamsamBut if it's

production or engineering-based fields, there amremen. RI31FC
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It is, however, noteworthy that there is no limdatfor men entering the soft
sciences that are thought of congruent with feroabracteristics. The study did
not find any practice of excluding men from suads. In turn, men themselves

prefer not to enter the soft sciences.

Men prefer applied over basic sciences perhapsumeaen don’t want to
work in the laboratory and memorise, which is nocimchallenged for
him. RIO7FC

Conversely, female access to the hard sciencasgtihas men’s fields, is blocked.
The current study found evidence that women artuded from engineering. This
is confirmed by a male research director who reddtlis experience in the school

that some female students were not allowed to stuthe engineering faculty.

(Were there lots of women studying engineering®yrd were two in my
faculty (engineering) but the male academic advisere them to other

faculties so there were no women at all (laught3MB

A Thai university application form, reported byearfale research participant,
states that men are preferable in engineering stghj&s a result, in technical and
engineering areas, there appears a limited nunfbeomen. This evidence
conforms to Sonnert (1995/1996) that women arelilesly to be allowed in the
male-fields which always provide safeguards agautshen.

(Were there more men or women in engineering?jréa. The application
form indicates that men fit this faculty becausejtbs are in the industrial

sector. There are more men in engineering. RI31FC

As previously mentioned, the scientific norms favoien over women with
respect to competence in engineering, leaving wonn@ecepted even when
women manage to join the workforce in the fieldiefale senior researcher

elaborated the situation of women in the engingepiofession as follows:

The tasks of an engineer are hard and require sip@ople with
imagination. The tasks require fieldwork, not liedtto the office area. We
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have to solve unexpected problems fast and delgisiMeat's why most

people trust male engineers more than female dRi@4L.FC

Although the findings did not show any significaelationship between working
in a particular science subject and career advaecteim Thai research institute, it
should be noted that the possession of a degregineering seems meaningful
for top executives in the Thai research institutetext. This suggests that women
may find it hard to climb up the scientific carésmider because they have been
prevented from joining the engineering fields.

6.3.1.3 Family as the first priority for Thai women

As the Thai traditional norms dictates the domeasimain belong to women only,
female researchers are likely to devote less totbd jobs; thereby affecting the

career advancement.

Traditionally, Thai women have been socialisede® the family as the top
priority before anything else (Sodsangchan, 2088)ood wife in the Thai context
is expected to care for children and daily homentemiance, rather than seek
career success, as confirmed by a female resegedtad.

Family is my top priority. If a wife is too obsedseith the work, it's not
good. That's my principle. Even if | got a highigos, | wouldn't take it if
that would tear my family apart. As | said, fanatymes first. RI22FA

On the contrary, Thai men, is expected to be alfaeader, are less likely to be
obligated to take household chores. Such a soai@iswas expressed by a female
researcher that it is normal for women to do howskwn turn, it is also common
for men not to do so without guilt. This means ih& hard for Thai women to

share domestic work with men within the family.

If a woman does the housework, it's common. Ifsiet's bad. It's ok if men

don't do the housework because it's not their RIR3FD

Given the expected responsibilities for women mThai family, although Thai
women these days need to work outside to earn iadomeconomic reasons, they
need to care for the family as well. A double burtleus appears to obstruct Thai
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women from career success. The evidence was fowaddome female researchers
had to skip some duties such as working late ditr{gl27FC) or working in the
fieldtrip (RISOFB) in order to avoid any changefamily time.

| don’t stay late since | got married. | should Vesearly. My husband
never asks for that but | think it's my obligattoncare for the family.
RI27FC

(Do you go to the provinces sometimes?) Sometanesny husband
complains a little. But | go infrequently so thdtrse. RI30FB

Moreover, in order to conform to the Thai sociatmse that wife should provide a
supportive role in the family, women are likelyléave the career opportunity
behind and prefer to sacrifice it for their famifyfemale researcher revealed her
choice not to study abroad to be with her famitsgssing that her decision is on a

voluntary, not compulsory, basis.

For me, with my family, it's better not to studgi®eas, even with a
scholarship. RI13FD

Because Thai women are dictated by traditional Vhhies to base their identity
as a mother and a wife, family responsibilitiesamemportant variable

obstructing Thai women from advancement in scientidireers.

6.1.3.4 Feminine characteristics that view women farior to men in Thai
science community

In addition to the gendered impact on women and omescientific career

advancement at the individual level, a more dedaalealysis of gender bias

towards Thai women in science at the organisatimval has been examined.

In Thai research institutes, obstacles that hifel@ale participation at the
organisation level largely stem from gender stegged that feminine

characteristics seem incompatible with the normBhali science community.

Regardless of women'’s ability, there is a widelgldhbelief that typical female
characteristics such as emotional sensitivity maggmted women from being
accepted in science. As commented by both maledO(RT) and female (RI31FC)
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supervisors in RI that when they worked with worméro display some sensitivity
- a female flaw- they would have to deal with thesenen’s unpredictable

emotions.

The female management's working style is proadiuebeing women,
they are sarcastic. They don't obviously show tbeircern (laughs). |

know it's women's style. RILOMC

If the colleagues are truly female, it will be aiffit to hang out with them.
It's a bit annoying with talkative women. RI31FC

Given negative stereotypes of women, male reseatdied to develop a bias
against their female peers as admitted by a mat&areher that, during the

working time, male colleagues were less likelytoept women.

Women have limitations in dealing with male st#iff.hard for a female
boss to give orders to the male staff. RI25MD

Similar to the UV case study, gender stereotypdswiifferentiate typical male
jobs from female ones have happened in the Rlasigeell. The quotation below
illustrates that Thai men are placed in the acadeate, directly linked to the
social ladder in research institute (RILOMC). Casedy, the ideal workers for
document jobs are women (RI22FA), in which jobsratated to supportive
duties.

Most of my job concerns academic service. I'm raside for academic

projects nationwide. RI10MC

Being a female, my jobs involve rules and regutetim budgets and
finance, etc. RI22FA

Because academic work appears an important critéoioa career success in
science (Tien, 2007), the occupancy of differebsjbetween male and female
research staff working in Rl could impact on thesea progress between genders.
This is confirmed by a comment given by a maleasdedirector:

Working in the academics is the important parthaf job. If the staff

members have not joined such a job, their careenstvgo ahead. RIO9MA
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Moreover, gender stereotypes also affect women megpect to fieldwork. The
interviews discovered that male researchers, raiiaer female ones, were
assigned by supervisors to fieldwork because tisane safety concern for the
male ones. In the Thai context, due to the protectle of men which has also
become the duty of male supervisors to protect femaployees, it would be
unacceptable to permit women to perform dangeraslsstor transfer them to work
in remote locations (Yukongdi, 2005). A male resbalirector elaborated why he
is likely to send male staff to work on field assigents.

To examine safety, every trip needs men. We hdiredta male member of
staff to join the trip for safety. RIOOMA

As organisational norms of the Thai research ugtiare relevant to the traditional
values that prefer men over women and thus plaeemhle academics in superior
roles and the female ones in subordinate roles fi#&s$ obstructed female

researchers from moving upward at work as a feseiéor researcher pointed out

that women seem unaccepted at top ranks in ther&baarch institute.

Absolutely, even with more women in the field nbvai society doesn't

accept women as leaders. Being provoked is comRi@aFC

Overall, this section has identified the impacboth endowment variables and
organisational practices on determining the diffessin career advancement
between men and women in Thai research institutge interesting to learn how
Thai women react to the current situation, the sextion thus explores the
supports and strategies used by female researchgas and retain power in this

sector.

6.3.2 Support and strategies women employ in respsa to the
gender bias in Thai research institute

In order to overcome the above-mentioned genddroles, academic certificates
and female social networks have paved the wayeimiafe researchers to power in
the Thai research institute. In addition, the Téwended family members and
colleagues in the workplace can support femalearebers to manage family
obligations. Furthermore, female researchers alsa dn the bureaucracy of Thai
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organisations and attempted to avoid conflictseal evith the challenges in

science.

6.3.2.1 Academic qualification and bonding with edcother support women in
gaining acceptance in Thai research institute

Similar to the UV case, women in the researchtimstialso use cultural and social
capital (Bourdieu, 1986) through accumulating acadejualifications and

bonding with each other to grasp power in the digierfields.

Similar to the previous research (Park, 2007),cadamic degree is an important
factor permitting female researchers to be acceptdte Thai research institute as
some female academics revealed that privilegedatiducis viewed as a tool that
helps upgrade the status of scientific staff. Thislso consistent with the
guantitative results which found that academic gamlind is likely to have a
positive impact on career advancement for femaearechers in Thai research

institute.

Becoming a PhD from overseas help me in securiagtgrand people
treat the PhDs with respect. RI31FC

In addition to accumulating human capital througraaademic degree, Thai
female research staff have forged social networkdnding with each other in the

workplace so as to gain power.

Because women are excluded from the male netwhdtsould provide career
opportunities in science, female academics haveuwibsed the same strategy as
men by developing a single sex network throughdigj social relationships
among the females within the workplace in ordesdoure power. As a female
department director admitted that she rarely inetlihen as a team. According to
McDonald & Hite (1999), with these strategies, wonaee able to be visible in

organisations.

(Are your team members mostly men or women?) Momen and a few
men. Frankly speaking, to make us a group; | wotkire a guy at all.
RI26FB
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Female inclusion has become a strategy for wom@& to draw on in order to
gain an entry into and a firm standing in rese@anteers. Besides, as Warrior
(1997) put it, by taking part in a group, the ideaprofessional networks are
likely to further develop and create a proces®afiing together, resulting in a
higher regards for women’s performance in scienfiéld. This is also similar to
the quantitative results indicating that RI fematarkers who always engaged in
academic activities in the workplace were morelyike advance in research

careers.

Consequently, in order to grasp power in Thai neseestitute, Thai female
researchers need to gain either cultural capitedrims of academic qualifications
or social capital through bonding with each otleestrengthen their positions in
the academic field.

6.3.2.2 Family support and colleagues in the workpte support Thai women
to maintain their focus on scientific careers

A close relationship and support provided by thieeded family members and
colleagues in the workplace have assisted Thaileereaearcher in careers and
alleviated their family responsibilities.

One of the most common forms of Thai family is ateaded one in which
relatives stay and work together for mutual suppdctording to Yukongdi

(2005), the Thai family members do not isolate thelves to stay apart, but reside
together for giving advice, helping each other, Eruking after young children.

As a female researcher revealed that she turnée tgrandmother to care for

young children.

It's my mother who currently stays with us. If stmmg happens, my
children can always turn to their grandmother. Tisi®n advantage of the
extended Thai family and the children aren't lon#lyt's a single family
like in other countries, the children may be lonah out of sight. RI22FA

The support on childcare can provide Thai femadeaechers with time and focus
on work. As reported by a female researcher, shesgevive the conflict between
work and domestic responsibilities through hertreds’ assistance for all the

housework.
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For women, if they have relatives taking care efliouse, they can fully

devote themselves to work. RI33FD

Similar to the UV case, the Rl empirical data présé the recent roles of males
and females in the Thai family in which both gersdgevelop a mutual
cooperation. With a supportive husband, Thai womersearch careers can
manage a balance between work and family life. Asaale research director
pointed out, her husband can support her workjmgéneral, a female’s success
very much depends on the husband.

| think a husband needs to understand his wifeiesgland responsibilities
at work. And my husband does, He's happy and pobutk. He supports
me in undertaking household duties. Without hioguldn’t be successful
(smiles). RI22FA

Interestingly, the RI empirical data revealed tt@teagues in the workplace were
found as important support for Thai female acadsenma@ontinuing the job when
they need to fulfil family duties. A female resdastaff added that, apart from
technical support, colleagues also help her dedl avificulties in working long
hours as well as with the balance between famitivaork. This is opposed to that
was found in the Western context in which sciestistn draw upon colleagues for

technical assistance and collaboration only (Resld8).

We work as a team here. | always tell them befakang leave for some

family duty. My team will fill my part. RIL3FD

To sum, the extended family nature in Thailand @#pport women in Thai
research institute and thus promote women’s cg&es. In addition to
collaboration in the laboratory, colleagues ardinglto support female researchers
in managing family obligations. It is also notewyrthat this practice is more
apparent for society in the Asian setting tharha\West, where single families

and individualist characteristic make family obliga an obstacle to women in

scientific careers (Blackwell & Glover, 2008).
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6.3.2.3 Rules and regulations & seniority system

In RI, female researchers can resort to the orgtaiss rules and regulations,
including seniority system as their strategiesantml| the male subordinates. It is
interesting to note that this characteristic isedént from the Western
organisation, where employees are largely relyheir bwn professional

performance to accomplish their career goals (Cloakpm & Derr, 2004).

Because RI is a public organisation, where rulesragulations largely depend on
the Thai bureaucratic system with a clear divisdbtabour and a chain of
command through a top- down structure (Liamvarangk@002). This could
make a good resource for female management toadddhé& male subordinates, as

reported by a female department director.

(When you attend a meeting and male staffs quegtionperformance?) |
always refer to the principle rule of what is rigitwrong. If they don't get
it, it's a shame for them. RI24FB

Additionally, Thai society entails a strong relatship between the senior and the
junior within the context of high power distancegierat et al., 2005). Hence,
young Thais in general do not assertively challehgegpower of seniors, who in
turn have the right to control them. That is whg &l older female workers were
likely to have power over their male colleagues.afemale research director
pointed out that, because of her seniority, sheagaah to gain respect from male

counterparts in the junior level.

| grew up from here and thus have more seniorigntanyone. Problems
rarely happen because almost everyone has preyiouslked under my
supervision. No problem with the male staff or ewéh the high-ranking
staff because their seniority is quite far from enand no match for me so
far. RI23FA

This implies that the seniority system can fadditihai female researchers to
assist their power in research careers. The erapttata are consistent with the
argument stated by Bhanthumnavin (2003) in the tlvayseniority is the main

criterion for being accepted in the Thai publicanigation. Also, the finding is
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likely to confirm the quantitative analysis in whiseniority had a significantly

positive effect on career progress in Thai reseausfitute.

6.3.2.4 Attempting to avoid conflicts

Instead of employing the rules and regulationsrdepto grasp power in science,
RI female research staff prefer to maintain a i@hship as smoothly as possible in

order to avoid conflicts in the workplace.

As revealed by a RI female researcher, conflicidautce was operated through a
smooth conversation with sensitivity on the groutindg her colleagues were
requested, not commanded, to perform tasks. Thegdause in the Thai
organisation context, relatively soft charactecstire more likely to win
cooperation, unlike the Western management stykrevitraightforward
personalities are likely to be accepted (Manedrat £2005).

We can't order them too harshly. | usually don&igs them the jobs right
away. | start with small talk and then go to theks RI13FD

As conflict avoidance appears to be the work pplecfor Thai people, rather than
face-to-face confrontations - an unacceptable &at Thai society
(Chompookum & Derr, 2004), some RI female reseascivere likely to keep the

conflicts to themselves when they were faced wiitficdlties at work.

If we have a problem, it's better to keep it torgelf sometimes. It's not
always a good idea to speak out. RI32FC

Also, while being an ideal conflict avoider, RI fala researchers seemed tolerant
of any discrimination at work as part of daily lded tended to let such things
continue without any action to improve. As the gtmlnd that an Rl female
senior researcher suggested that women should &é&htvpatience without any
fighting. The research result conforms to the argothof Holt & DeVore (2005)
that people in collectivist culture are likely ted with harmony; thereby avoiding

conflicts in the workplace is seemingly a bettdugon for them.

Women should be stable enough to patient againspesssure. | myself
have accepted everything | can. RI21FC
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In other words, this section uncovered that in ptdegain power and acceptance
in the Thai research institute, female academiesl @ accumulate their
endowment variables in the form of privileged ediortaand women-only
networks. Moreover, Thai female research staff aksed to resort to rules and
regulations, including family members as well akeamues in the workplace to
make their career advancement possible. Howevspitdegender discrimination
in research careers, female research staff arg ievork while avoiding
conflicts, rather than fighting against such disgniation.

6.3.3 Perceptions towards women'’s status in Thai search

institute

Based on the liberal and radical feminists as &eptual guide, this section
explores why some participants believed that tieegender equality of career
opportunity and why other respondents claimedtthere were restrictions for

women to progress in Thai research institute.

According to the liberal feminist approach, a bep@portion of Thai female
academics in management positions led some of théralieve that there is no
more disparity between men and women in careemedvaent in Thai research
institute. As a female department director added tiien and women in Thai
research institute are of equal status by citiag Women are currently holding the

top positions.

| think gender discrimination is rare here, espdgian an academic
career. Women are promoted to be directors butethveais none before.
There is growing acceptance of women and no moreliserimination,
thanks to the broad-mindedness of Thai men. Iigokiat the situation in
other countries, men over there are different fitbeir Thai counterparts.
RI26FB

Conversely, based on the radical feminist approiaegs clear that Thai
organisational norms advocating for men as legoersist in Thai research
institute. Although a higher number of Thai womam enter the scientific

workforce, they gain low acceptance, in comparisdh men, when climbing up
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the management ladder. A female research direet@ated that low acceptance of
the female management is still visible in Thai egsk institute. This practice

presents evidence that gender bias is still ongirtige Thai science community.

Nobody listens when a woman talks. On the othed hida guy talks, the
whole room is quiet, even when they touch on theegapic. It's about the
position. People don’t trust women enough and wet ¢ anything about
that. RI22FA

Interestingly, the current study discovered thaed hai female academics were
of the opinion that leadership was reserved for.méis attitude is influenced by
the Thai norms that socialise women into being supye, whereas men are
supposed to be strong and to dominate the sodbettyia, 2004). This suggests
that Thai women are innate to believe that mersaperior. An RI female

researcher was taught that letting men lead israroan practice in the workplace.

The president of my batch was a guy and womenda@kof the
recreational activities and food. Maybe it's becauwsomen pushed away
the key positions to guys unknowingly RI13FD

This can mean that as a result of the Thai tratilivalues that view men as leader
and women as follower, female researchers are axgdawith the inequality in
Thai science community. That is why men are likelpchieve higher visibility

and thus are more advanced in Thai research cafidersituation is in agreement
with Sonnert’s statement (1999, p.43) : ‘the causagender disparities in career
achievement are held to lie within women themselVeg gender differences are
said to be innate or else to be the result of gerale socialisation or culture
patterns’.

6.3.4 Conclusion: the qualitative results

Although the opportunity for Thai women to part@ip in scientific careers is
better at the present time, the inequality in caaglwancement between men and
women is still visible in the Thai context of resgainstitute. Nevertheless, Thai
women in science are likely to accept this situatie they are socialised to follow

men.
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Numerous variables that obstruct Thai women froagpess in scientific careers
are uncovered. Firstly, Thai women are assigngdace the family as their first
concern, which leads female researchers to degsgetime to careers. In addition,
Thai female researchers are less likely to earpecagains from social contacts
through non-academic activities. Moreover, womenless welcomed and less
accepted in Thai science community due to Thaitical customs and scientific
norms. Also, attitudes towards gender stereotypaseriihai women excluded
from engineering fields, which seem crucial forgmess Thai scientific careers.

In order to cope with the current situation whemwen are discriminated in Thai
research science, Thai female researchers havategesuch working strategies as
avoiding conflicts as well as accumulating cultwaad social capital so as to grasp
power. In addition, rules and regulations and s#iare found to be employed by
female academics to fight against the bias from méhe workplace. Also,
support from family members and colleagues can ptewomen to manage a

balance between work and family.
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6.4 Comparative findings of quantitative and qualiative
analyses on gender equality in Thai research instite

This study aims at understanding the issues retatgdnder and career
advancement in the Thai context of research instiiiLe., RI). The key findings of
the quantitative and qualitative analyses are coetpand presented in Tables 6-7.
The findings complement each other and help dev&bope insights into Thai

women’s status in the research institute sector.

This study embraces the multilevel analysis, preddsy Layder (1993). The
various endowment variables and organisationaligegcwere investigated in
order to discover the gender phenomena and callganeement in Thai research

institute.

As mentioned in the quantitative analysis, thigigtiound a gender pay gap in
Thai research institute as female research stat waid 12 percent less than men
were. However, given the same qualifications, Tamale research staff were
slightly more likely to be promoted than their matunterparts in terms of grade

position, but this difference is not statisticaignificant.

Then, the study examined the factors affecting geddference in Thai research
institute. Some factors yielded similar result®ath quantitative and qualitative
analyses while others were different.

The present study found that subject segregatidnrdarmal networks are
mentioned more frequently in the qualitative resaltd seem to have a negative
effect on women’s progress in science. The peropliat men’s and women’s
skills are different has constrained women in tsaiénces (i.e. engineering fields);
thereby being of inferior status in such fieldsatidition, social contacts through
engaging non-academic activities were identified/éok for Thai male academics
better than for female ones and that can enhameercapportunities for men in
scientific careers. In the quantitative analys@yéver, no significant relationship

was found between these two variables and advamtémesearch careers.

In terms of organisational practice, the resulteaded that feminine

characteristics which do not fit with scientificrnts, coupled with the difference
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in division between male versus female jobs inTthai research institute, make it
hard for Thai women to win acceptance from maléeagjues and thus

advancement in research careers.

In order to answer the third research questiomgskow Thai women react to the
gender discrimination in research organisatiores stipport and career experience
associated with gendered practices in Thai resaastitute were exposed. Both
guantitative and qualitative results found the im@ace of academic qualification
for women’s advancement in Thai research institlibai female academics with a
privileged academic background were likely to bedseewarded and also

accepted through credentials.

This study supports previous research on the irapoe of seniority to career
advancement in Thai organisations (Bhanthumnaw@3pas the quantitative
findings show that age was positively and statidliycsignificant related to
advancement in Thai research institute. The quiaigdindings also indicate that
seniority could be a career enhancer for indivighaater, particularly for women
with seniority in terms of age, they were more Ijk® be respected by male

colleagues in Thai research institute.

The gqualitative findings identify the advantagesgfended Thai family and
colleagues in terms of support for Thai female aede staff in managing the
conflict between work and family. This may explarhy, according to the
guantitative results, no significant relationshigsfound between family
formation and women’s career advancement in Tisaeeh institute, although the

gendered roles in the Thai family make women sail§eas their first priority.

At the organisational level, Thai female researslae likely to establish female
networks in the workplace in order to secure tettus, employ the organisational
rules, largely based on the standard of Thai buradia system, and attempt to

avoid conflicts in order to deal with gender biaghe workplace.

Finally, this study employs the concept of libeaad radical feminists as a guide
SO as to examine the perception towards womertgssiia Thai research careers.
The results indicate that men and women diffeerms of rewards and that

women still face gender bias in Thai researchtimsti Yet, female researchers are
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likely to accept the existence of this situatiosdaese Thai women in general are

likely to rate men as superior to themselves otucail grounds.

Table 6-7 Comparison of the results between thatifative and qualitative

analyses in Thai rese

arch institute

Note: QT = Finding found in the quantitative fingmn
QL = Finding found in the qualitative findings
Themes Main findings Finding
I. Gender gap in career |- Thai female researchers were paid 12 percent ltdvaer men QT
advancement in the Thai and nearly half of it originated from gender disgnation.
research institute - With the same qualifications, Thai female and mafearchers
were likely to hold the same positions.
Il. Factors creating a Social contacts among non-academic activities plieocareer QL
gender gap in Thai progress for men, rather than women.
scientific career
advancement
Gender attitudes obstructing women from the aoéasrd QL
science
Thai female researchers have double burden of adkdomestic| QL
responsibilities as family is their first concern.
Feminine characteristics are viewed negativelythati makes
women inferior to men in Thai science community:
- Typical female characteristics prevent women fraimg QL
accepted by male colleagues.
- Women'’s stereotypes make Thai female academicgsglac QL
supportive roles.
[Il. Supports and Academic qualification support women to gain acaepé in Thai| QT, QL
strategies women draw on research institute.
in response to the gender
bias in the Thai research
institute
Inclusion among female researchers assists Thaienan QT, QL
gaining power in science.
Family supports and colleagues in the workplacéitate Thai QL
female academics to manage a balance between fhifimiand
work in research careers.
Rules and regulations & working styles
- RI Rules and regulations & seniority system QT, QL
- Working with no conflict QL
IV. Perceptions towards | Liberal feminism view: Thai women seem equal to riren QL
the status of women in research institute.
Thai research science
Radical feminism view: the norms of Thai traditiemlues and QL
Thai science community prefer men over women.
Thai female academic view: the attitude that metha leader is QL

likely to be accepted among female researchers.
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6.5 Conclusion

This chapter presented an analysis of the dataatetl from the Thai research
institute sector. The main results exhibited thatdtatus of Thai women in the
research institute has been improved with a highance of career success.
However, the female advancement in this sectoenms of the equal opportunity
is still moderated by the gender dimension of tradal Thai values. The
significant feature between men and women, on #seslof the gendered roles,
provide men and women in the Thai research orgtnisaith different career
opportunities. Employment values and the concede#l workers in science are
derived from masculine characteristics. The sup@aasitions in Thai research
institutes are thus occupied by men, while the feroharacteristics typically
prevent women from promotion or upward movements Sbggests that the
values in both Thai society and scientific commypitter more opportunities to
men, and that hinders the female researchers fameecsuccess. Nevertheless,
female academics in the Thai research sector,|s@day the value that men are
superior to women, tend to accept their supporbgs and inferior status in

science.

The following chapter will compare each of the tlesnfrom the findings identified
in this chapter and the previous UV case (Chagta)in order to understand the
gender phenomena and career advancement in scidéetds in the Thai context.
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CHAPTER 7

COMPARATIVE DISCUSSION IN CAREER
ADVANCEMENT BETWEEN MEN AND WOMEN IN
THE THAI SCIENCE ACADEME

This chapter aims to gaining a better understanalirige gender gap that exists in
scientific career advancement in Thailand. Theenrresearch discovered that, as
one of the common indicators of gender equalitypadted by liberal feminism
which is prominent in the Thai context, is the dquamerical representation
between men and women, gender equality in Thansficecareers are perceived
as successful, as reflected by Thai women haviegdéime access to academic
careers as men. Moreover, both men and women ihltheacademic organisation
are guaranteed for the basic rights to every aspadhe grounds that the rules and
regulations of Thai public agencies are genderraéuthis means that the career
opportunity in science is equally promoted for botén and women. However, it

is noteworthy that the feminist liberal stance éaveked the gender bias which is
embedded in the societal structure and thus féledcognise the gender impact of
culture from which men and women acquire diffetagttaviours, roles, and
responsibilities. Therefore, though provided wiie same criteria of employment
and individual endowments as men, women were cgstrin climbing the
management ladder, meaning equality could not beaed. Yet, as a
consequence of tradition values in society, rewifg structural and cultural
inequalities, Thai female academics tend to aceagh an imbalance as part of

their daily life.

In this chapter, four main themes are identifiedrfrthe two case studies and the
findings from previous studies are compasedthat the patterns of gender

disparities in the Thai science community can emerg

Firstly, Thailand, though a developing country wighatively low competency in
science, has progressive numeric indices regattmgtatus of women in
comparison to many developed countries whose wasmanvements seem more

highly advanced. Nevertheless, a gender gap instefrpay and grade still persists
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in Thai science academe both in the universityrasdarch institute sectors. Thai
female researchers in the research institute seegr found to be better off than
their counterparts because the organisationaltsteicules and regulations
(largely based on the Thai bureaucratic standaterie) were equally applied to
both genders.

Secondly, Thai female academics suffer discrimamafor various reasons
including national scientific policies which makegeneering a priority for

national development, gender bias in Thai acadenganisations where men are
viewed more favourably, job assignments that pldta female academics in less
— rewarded areas, social norms that prevent woneem fhaking social
connections, and gendered roles which compel wdamenioritise their families

over their careers.

Thirdly, Thai female academics try to raise theofpssional status through a
range of activities: increasing academic qualifarat, bonding with each other
through formal networks, employing the rules argutations, working as hard as
their male peers, deploying a working style of éiechfvoidance, and being single
as well as depending upon supportive family membecolleagues. However,
some of these strategies seem to hinder their ssi@a¢he Thai scientific
community which values masculine characteristichss strength.

Nevertheless, Thai women are likely to ignore gemkquality in science because
the liberal feminist approach to the gender sitiain Thailand has led some
women to believe that they can participate in smeas equally as men. In
addition, as the terms of reference for all jolestaeated with confidentiality in
accordance with the Thai organisational normsgt#aer gap in academic career

advancement goes largely unnoticed by Thai feneslearchers.

The findings argue that whilst some of the Westbeories relating to
discrimination can also be applied to the Thai catieers cannot. There are
significant cultural differences and specific orgational norms which influence
the working lives of Thai women which contributethe differences in experience

between male and female scientists.
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7.1 Research setting

In order to compare the different structures ofiHtademic organisations, we
will firstly explore the background of Thai Univérs(UV) and that of the Thai
Research Institution (RI).

Both UV and RI are Thai public organisations arlgetan active involvement in
the provision of science and technology educatibilenrundertaking a number of
science-related research projects. UV is a leaglifiic university in science;
whereas RI is a state enterprise which focusesientsfic research and services.
UV and RI staff possess different job descripti@semployment contracts dictate
UV staff's commitment to teaching, whereas RI stéaff committed to undertaking

scientific research with no teaching duties or sup®n of postgraduate students.

The total number of UV employees in the sciencetanldnology faculties is
approximately 700, while their Rl counterparts nemimughly double that. The
proportions of female academic personnel in UV Rhdccount for nearly half the
total academic personnel in each organisation,esigygy that gender
discrimination in the form of the ‘sticky floor’ &s not exist in either institution.

As essentially public academic organisations, hifhand Rl are mostly funded
by the Thai government. Although still subsidisgdiite government, the
promotion process in UV departs from the usuahefThai bureaucracy. Because
UV has been prepared to a new status as a fonurbigitised - yet still public —
university, the UV promotion process is partly lthea the internal management
structure (Tantiwiramanond, 2007). Conversely, latlie same criteria for salary
ranges are more likely to be in use equally fosglff, in keeping with the strict
salary increase and promotion system set by thieeddf the Civil Service
Commission, Thailand (OCSC) (Liamvarangkoon, 20B@\wever, it is
noteworthy that the long-established bureaucratittice of the Thai organisation

(e.g. seniority) is still deeply rooted in both @id Rl management structure.

In the following sections, the findings from botWV@and RI are compared in
relation to the theoretical frameworks developedfthe literature review in
Chapter Two. The first theme aims to measure thhegegap in terms of pay and

grade. The second theme identifies the determinthatsause differences between
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genders in Thai scientific careers. The third asikes the practice as well as the
support that female Thai academics draw on in apursue their careers.
Finally, this study assesses how women perceivedbader status in the Thai
science academe. Using a pragmatic paradigm,dbé&arch has utilised both
guantitative and qualitative methods in order toauer the realities of the gender

phenomena in Thai science academy.

7.2 Gender gap in the Thai science academe

The current study has revealed that women in Tdiense face disadvantages with
respect to pay and grade. The quantitative evideesen both UV (15 percent)
and RI (12 percent) and is consistent with theomati statistical data indicating
that Thai female academics earned 15 percentHasstheir male counterparts
nationwide (National Statistical Office, 2008).

These findings could also be linked to existingwlealge about gender
differentials in academia originating from discreps in either individual
endowments (Stack, 2004) or gender disparity (Stnbh@99). As the Blinder-
Oaxaca Decomposition (1973) analysis illustratedf, the gender pay gap at both
UV and RI was caused by endowment characteristiitewhe other half was
ascribed to reward differentials, suggesting a elegf gender disparity in Thai

scientific careers.

Despite the lower pay for women in both UV and RIwomen were found to be
better off than their UV peers, as is seen in tidengender pay gap of UV. On
average, UV women received a salary of 27 percaweid than those working with
RI. This is because Rl is a state enterprise waeneial bonuses and other extra
cash benefits vary with the performance of eacHipuésearch enterprise,
meaning RI staff can enjoy a higher salary range those in the public university
sector. In addition, the job commitment for acadestaff in UV tends to focus
more on teaching duties and less on research ssrvia sector that can earn extra
income elsewhere. Therefore, UV faculty membersMikely to earn less than

their Rl counterparts.

Similar to the science academe in the West (Lorigp&, 1995), both UV and RI

appear to have an organisational culture that fesvoale staff for top-ranking
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positions as a third of academic personnel in tspas positions were females.
This is consistent with the national statisticaiad&Vhile Thai women constitute
51 percent of academic staff nationwide, only arguaf personnel in senior
levels were female (National Statistical Office &i€e of Women's Affairs and
Family Development, 2008). The ‘glass ceiling’ tmamains a reality for women
in the Thai science academe. Even though theuried have improved in recent

years, the absence of women in the highest positeostill noticeable.

Likewise, the career progression of Rl women im&epf grade position is
generally better than that in UV. Although RI womeere outnumbered by men in
senior positions, they have managed to reach tepiquas in soft sciences, the
field which most attracts women (e.g. chemistry phdrmaceutical departments).
In UV, on the other hand, despite a higher numbe&ramen in faculties related to
soft sciences, female staff still face barrierssi@mching the top ranks in such areas
as they have rarely held a professorial positiemtHermore, although evidence of
subject segregation was found in both research, $lewomen can enter more
male- dominated fields as their presence in théneegng department was higher

than UV women’s.

RI women were likely to gain a higher status thHagirtUV peers because of the
more egalitarian RI rules and regulations thatdirdpllow the promotion system
set by the Thai Office of the Civil Service Comngs(OCSC). This can reduce
individual bias because reliance on the bureawcnatidel’s written rules and
procedures is a guarantee of clear informationteardgsparency of the evaluation
process (Fox & Colatrella, 2006). In other wordhg triteria for promotion of
OCSC is aimed at an effective bureaucratic systéfa;ing incentives for
government workers in terms of rewards throughsraled regulations, and thus

can assure fairness to all members, regardlessnaofey (Liamvarangkoon, 2002).

However, in the case of UV, the recruitment andwption process was partly
based on its internal management structure asrivergity has been prepared to a
new status as a forcibly privatised - yet publimiversity. This has resulted in a
little more freedom from the rigid rules and rediadas of OCSC

(Tantiwiramanond, 2007). Furthermore, as previogtyed, the UV promotion
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criteria have been traditionally based on orgaiusat values that favour men over

women. The status of UV females has thus tendéeé foferior to that of men.

The evidence supports the argument that diffesgreis of academic institution
offer different patterns of professional progresdiar various genders (Connolly

& Long, 2011). Although both academic institutiamgder scrutiny share the same
national culture and certain organisational missiohneir track record on female

career is divergent as a consequence of orgamsapattern.

This study also explores the differences betweerldped and developing
countries. GDP per capita in the developed worlteizrly tenfold of that in
Thailand (World Economic Forum, 2009). However,reirea developing country
like Thailand with a comparatively low experienoestience, the gender indices

for scientific careers are better than those inesdeveloped countries.

For example, in contrast to developed countriesrevtieere is greater progress in
science, women in the Thai science academe daoet'$ticky floor’
disadvantages. Half of all academic staff are wgmath a quarter in senior
positions. On the other hand, Connolly & Long (20B811) have revealed that
UK women in science faced disadvantages regardimmgtion and reward as
compared to their Thai counterparts. A third ofalademic scientists in the UK
are women, with one-fifth making the highest graleo, the gender pay gap in
UK scientific careers (roughly 20 percent) is witlgan that of Thailand (15

percent).

In developed countries, the increasing number aghemin science has largely
been a consequence of education and policy chémgéenpact of economic
growth; and the awareness of gender issues amagifc organisations
(Organisation for Economic Co-Operation and Develept, 2006). In the current
study, however, the evidence suggests that, ajpantthese determinants, Thai
academic organisational characteristics, socialid#s, and professional protocols
have resulted in a higher proportion of women erygdioin the Thai science

academe.

A reduction in gender disparities in Thailand caraliributed to the demand for

gualified men and women in the fields of science &thnology to aid the
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country’s development (Office of the National Econo and Social Development
Board, 2008). Another reason is the rigid rules eemgilations in the Thai public
organisation system that are equally applied th behders. That is because at the
entry level, salary and promotion criteria are mdeely to share similarities with

the standard criteria of the Thai bureaucraticesysivhich is gender neutral.

With regard to social attitudes, Layder (1993) &iagied that academic careers are
suitable for women because of job security. In Tdoaitext, Chompookum & Derr
(2004) argued that Thai people are satisfied watteers which offer secured job
and fringe benefits. Such an argument may alsca@xpthy Thai girls have been

encouraged by their parents to follow such a path.

On one hand, as Reskin & R0oo0s’(1990) theory ofgobue and gender queue
asserts, women are more likely than men to ob&itain jobs because men may
decide to enter at a level of higher reward. Téisue of the Thai scientific labour
market. The proportion of men (62 percent) was otanoutnumber that of
women (38 percent) in the private science and immgggctors (National Science
and Technology Development Agency, 2008), whereebetwards are offered
(National Statistical Office, 2008, 2009). Moreoverany Thai private firms prefer

to employ men due to their gender bias (Suriya&aResurreccion, 2003).

Nevertheless, even the gender pay gap in developadries such as the UK is
wider than that found in Thailand. Only a quarteswch a gap is thought to be the
result of discriminatory treatment based on geri@ennolly & Long, 2008).
Conversely, although Thai women in science ardflitepossess better status than
their developed world counterparts, gender discraton is evidenced in about
half the gender pay gap. This suggests that getfisenimination is more likely to

be hidden in the Thai science academe. Thus, #smns behind such gender

disparities need to be explored and the next sedib@s so.

7.3 Factors creating a gender gap in Thai science
academic career advancement

The second research question of this thesis askhwhriables explain the gender
differences in career advancement in the Thai sei@gademe. The findings

reveal certain dimensions that have not been itelica the West including
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female underrepresentation in engineering, Thaesamorms depriving women
from social networks, women regarded as inferianem in Thai family, and
specific academic practices. However, it shoulddted that the reasons behind
gender disparities in both the higher educationrasdarch institute sectors are
likely to be congruent. That is, apart from thet fhat the practices of Thai
academic staff are largely based on traditional Vakles, professionals in any
organisation operating under a norm of public oigg@tion community are likely to
experience similar working condition and thus hawech in common (Lipsky,
1980, p. 4).

7.3.1 Subject segregation excluded Thai women frothe career
progression in science

Although Thai female academics are outnumbered d&xy im the hard sciences -
which is similar to developed countries, this stedyends the existing literature by
revealing the way gender segregation often regultse inferior status of women

in science.

Most Western literature has revealed that womed tercongregate in the soft
sciences and men in the hard sciences (Bowman, P@iiell et al., 2009). A
similar separation has been observed in Thailahs [Ack of Thai women in the
hard sciences is common in both research settmfjgeross the national level.
The interviews located a social attitude that lsmidnces (i.e. engineering)
advocate masculine rather than feminine qualitiece, such attitudes have
made Thai male academics in engineering distrestdimpetence of their female

peers and therefore erect barriers to them.

Although studies in developed countries are less@med with subject
segregation as a determinant of women’s statusi@mse (Bowman, 2011; Powell
et al., 2009), the current research shows that fEina@le academics, mostly
operating in the soft sciences, are likely to lss Mell-rewarded than men working
in the hard sciences. While developed countriess@an both the soft and the hard
sciences, developing countries like Thailand hgdhe engineering subject area
as more important. In the age of globalisation,gbenomic structures of

developing countries have changed in responsestmménufacturing and the
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semiconductor industries. Employment in engineehiag thus grown in those
countries (Spence, 2011). As a result, women in 3¢iance may find it less well-
rewarded and more difficult to reach the top posgias a result of their

underrepresentation in this subject area.

The national statistical data shows that Thai ateclstaff in engineering earned
approximately 20 percent more than those in thessiénces such as chemistry
(National Statistical Office, 2009). In additiomee Thai female academics are
underrepresented in the hard sciences, they hareitmplicitly discouraged from
the overseas scholarship programme supported biyhdieMinistry of Science and
Technology. Although the programme itself is ainaetoth genders, the Ministry
places more importance on hard science subjecktsasiengineering, energy, and
metallurgy (comprising 60 percent of the total) elsoft science subjects, mostly
pure sciences, were totaled only 35 percent (Coatitig Center for Thai
Government Science and Technology Scholarship 8tsd2011). Also,
according to the staff profile of research sciecaese study, the possession of an

engineering degree was particularly meaningful wéygoointing top executives.

This study contributes to the existing knowledgea{(dfdsak & Suehiro, 2004) by
arguing that the profile of an engineer is crutoalcareer progress in a
technological organisation in a developing coumthere engineering personnel
are particularly needed. Therefore, Thai femalelacacs who are less likely to
work in engineering are implicitly excluded fromdltareer opportunity as a result

of this subject segregation.

7.3.2 Societal norms deprive Thai women from sociaetworks in
science

The findings indicate that limited access to théeattbminated core networks
diminishes career opportunities for women in sagefdis is consistent with
previous studies relating to social connectionsgamtier gaps in scientific career
advancement (Reskin, 1978; Sonnert, 1995/1996).edery the findings further
extend this Western notion by ascertaining thairtieence of Thai societal
norms hinders Thai women from building connectionscience while also

blocking their access to academic career opporésnit
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During the interviews conducted in both UV and &tlose relationship among
male networks was identified. They tend to conte&ach other in order to
support their careers, and thus empower men tag@segn the Thai academic
field. Because these social networks are gendé&ag & Hagan, 1998), Thai
female academics are thus automatically excluded Bocial relations with male

colleagues.

Not only do male academics exclude women from msocsal relations, but
female academics themselves also refuse to joie netlvorks as a result of Thai
societal norms that shape women'’s behaviours.dilttai context, the social
norms that value a woman'’s virginity have depriVéai women of opportunities
to interact with men (Tantiwiramanond, 2007). IraTbulture, men are not even
allowed to touch women, even on the hand, in thekplace or anywhere else
public. As a result, while Thai female academicstine careful to conform to
these norms when joining male networks, men have fineedom and can thus

enjoy the professional benefits of such networks.

In such a situation, when a social relation betwaen and women has become an
issue of deep concern in Thailand, limited accesadn’s networks prevents
women from obtaining a source of key information arucial tactics to support
their careers (Shantz, Wright, & Latham, 2011)um, Thai male academics
clearly have a stronger chance for promotion thamen in science. Such an
environment perpetuates gender inequality in Toi@nsific organisations because
as long as women remain low in number within théenmatworks, it will be
extremely difficult for them to be accepted andueal (Bronstein & Farnsworth,
1998).

7.3.3 Thai women are inferior to men within the fanly context

Family responsibilities have a negative effect tiaifwomen’s career prospects in
science. This assertion was reiterated in thevigess, during which some female
academics in both UV and Rl indicated that, assalt@f an imbalance in
domestic responsibilities between men and womemeavowere likely to be held
back by family commitments.
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Female employees of both UV and RI agreed that tifveyed to allocate more
time than their male peers to domestic respontéslioften resulting in spending
significantly less time on their jobs. This is cmtsnt with Thai national statistics
that illustrate the number of hours per day sperft@use work as 3.5 hours for
women and 1.9 hours for men, with the number of$igpent on work being 8.1
hours for women and 8.6 hours for men (NationaliSteal Office & Office of

Women's Affairs and Family Development, 2008).

Prior research in the West has demonstrated tiraferinale scientists, family
responsibilities can have a particularly negatimpact on the issue regarding to
the work-life balance (Wynarczyk & Renner, 2008)isTis also true in Thailand
where the requirements of family care had a mogatee effect on female

academics than their male counterparts.

Despite this similarity, the main reason is ratfiéfierent to that of the West. In
addition to the social expectation that women sthquit family first - the same
reason identified in the Western context (Lewis 8nitbert, 2010) - Thai women
are obligated to domestic duties because theyegagded as inferior to men as a
result of the practice of Buddhism and traditios@atial values (Vichit-Vadakan,
1997). Buddhist law and Thai social value have miau male holding supreme
power over women, while taught Thai women to follamd support men. For
being a good wife and supporting her husband, aamotimus needs to concentrate

to domestic responsibilities.

Thus, in order to conform to the social norm thagllands have greater status,
some female participants interviewed in this stddgided to sacrifice their career
opportunities. For example, some got stuck in tbareer paths as they needed to
fill expected roles within the family too. One Riamlemic stated that, instead of
studying abroad, she preferred to stay in the ecgamd take care of her family.
Thus Thai female researchers, often more concemtbdamily responsibilities,
are less likely to progress in science, as comparédteir male counterparts.

7.3.4 Thai Science is the male realm

As Ozbilgin & Tatli (2005) stated, the dynamicsamfy organisational culture

establish power differences between men and womdreiworkplace. Similarly,
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this study found that an embedded notion abouT e academy being male-
dominated helped to give career advantages to noekirvg within scientific

organisations.

Science has been the preserve of men for many eéecden in developed
countries such as Sweden, gender discriminaticstexkiuntil the beginning of the
twentieth century when the King of Sweden firstrijea women the right to enrol
at a university (Maatta & Lyckhage, 2011, p. 38)e same is true of Thailand
where the first female students were admitted iense and engineering
programmes in the 1930s and 1940s. This was sooaelde after the founding of
the country’s first university. In the 1990s, theotp system came under attack for
sexual discrimination and was formally abolishechffarpun, 2009). Even at the
end of the 2000s, only one of the fourteen Thaaesh institutes, the
responsibility of the Thai ministry of Science ahechnology, had a female

president (Ministry of Science and Technology, 2011

These phenomena are largely based on a percepéibedience and technology
fields require robust and logical decision makibgrng & Fox, 1995).
Accordingly, men are commonly perceived as strongere active and more
independent, and thus more compatible with scierddreers. Because of such
professional norms, women are likely to face a make Thai science academe.
This study revealed that some Thai female acadedpoitsin UV and RI were not
accepted or trusted by their male co-workers. kample, when women become
leaders, there is a tendency for men to challemigeauthority in several ways e.g.

ignoring their presence.

There is a prevailing notion that different gendewssess very different skills.

This not only results in gender bias in the Th&rsce academe, but also results in
different kinds of job being assigned to male agmdle academics. The survey
data showed that Thai female faculty staff haddal evith paperwork more often
than men while their male peers performed primadgdemic jobs. Gender
stereotypes socialise women to become emotionahartdring while men are
taught to be rational and aggressive (Yingchonaara007). Accordingly, Thai
female academics are likely to be promoted to jplssipporting areas, and men to
those in the core functions.
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Although this study cannot identify any reward-pgifferentiation gap between
genders, job segregation can affect the level ohers rewards in science. In the
Thai science academe, the promotion criteria gongmwork performance
specifies that research, not document work is tammequirement for anyone
applying for an academic position (Intarakumnerdlgt2002). For this reason,
academics who engage in research projects or $geciges can earn extra
income. As a result, Thai female academics, whoremee often assigned to
support work, are likely to be earning less. Gemtiéerence in job expectations
also demonstrates salary difference in the UnitateS, where female faculty
members are disproportionately assigned to teaaimdgrgraduates, having less

time for research that might earn them more rew@eési & Williams, 2011).

This unfair approach to work assignment also offesmen in science less
academic prestige. As argued by Long & Fox (198earch performance is a
type of endowment which determines an individusdisial class in academic
fields. Therefore, women who are often assignattoacademic work are likely
to lose their standing in the academic communitys Tactor became clear during
the interviews, during which both UV and RI pap@nts characterised associated
females with typical feminine jobs such as suppgrtinits. This is true also of the
Western context. Reskin (1978) mentions that fesnalerk more on technical
support while males focus on being apprenticecetedientists. Advantage occurs
in scientific careers when men receive a highenceao upgrade their academic
capability, which explains why men and women differewards and recognition

(Zuckerman, 2001). This also brings a superioustéd men in science.

This research uncovered another dimension of tisidn of labour that is more
relevant in the developing world: safety concemgoorer countries, the safety
level is relatively low in comparison to developmmlintries. Therefore, supervisors
often hesitate to assign women challenging jobalrse of prejudices about
female weakness. The interview findings from Rleaed that the physical
characteristics of women are sometimes seen astaiplsufor activities like field
surveys, and organisations are unwilling to senaafes on fieldtrips into unsafe

environments.
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This is very different to the Western experiencekeldenying women such
mobility could be interpreted as a form of discmation against them (Janssens,
Cappellen, & Zanoni, 2006). In the Thai contextwhuer, it is the duty of
supervisors to protect female employees (Yukorizfal)5). According to Reskin
(1978), such gender roles can give men undue povesrwomen. Accompanying
female workers with male colleagues or only sendn@ypn can undermine women’s

working capability, meaning that they need to depem their male colleagues.

It is clear that Thai female academics face a rarigdstacles to career
progression in academia. The next section expluwesthey react to those

challenges through certain support strategiesnblat their career prospects.

7.4 Support and strategies women draw on in the Tha
science academe

This section aims to uncover individual endowmemts working styles which
women employ in order to reduce gender disparifiés. findings show that
women cannot progress thanks to their academionmeaince alone. They are held
back by a gender gap dictated by social morestim Doai society and the
scientific community. Thai female academics neetbua support conditions and
must operate an effective working style to rethiirtstatus in an academic
organisation. For example, female academics oftexad o resort to Thai
organisational norms, including rules and reguretias well as seniority, to solve
issues with male colleagues. In addition, in otddve visible and accepted into
the science academe, females must establish feratlerk, work in the same
style as men, and typically avoid conflicts. Figafemale academics choose to be
single or need support from family members andeegjuies in order to manage

conflicts between work and home.

7.4.1 Academic qualification can support Thai womeimn resolving
gender bias in science

As expected, the current research confirms theatiiee (Yukongdi, 2005) arguing
that academic background is crucial for the sucoé3#ai female science

academics as superior accreditation.
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The guantitative analysis in both UV and RI pointed that educational
background significantly affects Thai female acambsnn terms of pay, while this
factor was statistically less important for mensifilar conclusion was also
reached in the interviews when Thai women, rathan imen, stressed the
importance of higher education for progress indtience academe. This is also
true in the case of Korean female academics, wirérdeged education positively
affected income and was of more importance for fereaentists than their male

peers in terms of advancement (Park, 2007).

For women in science, academic qualification isamy a determinant of better
rewards, it also resolves gender bias in the wardel Bourdieu (1986) would
point to this by arguing that an academic qualifarais a form of symbolic capital
which can make a difference for individuals in teraf social class. Academic
gualification can thus assist Thai women to enhdinel academic status. In the
UV case, female faculty members with a good acadéackground can increase
their power and obtain high positions. Likewise f&hale researchers revealed
that a prestige degree is an advantage to thehegsattempt to rise through the
organisational hierarchy. The finding confirms #tgument that, in Asian society,
an academic degree is regarded as a privilegeharsctone of the major
determinants of an individual’s status (Tantiwiramoad, 2007). This would
support the conclusions of the current researchaatiidother studies in Korea
(Park, 2007) and Taiwan (Tien, 2007), where sdierersonnel with privileged

academic degree earned better rewards and highles imthe science academe.

7.4.2 Bonding with each other in formal networks keps Thai
female academics visible in science

Thai male academics provide social connection ¢t @her which assists them in
obtaining career opportunities. Meanwhile, thein&de peers must establish
formal networks of their own in the workplace irder to counter the male power
and enhance female cohesion within the organisaiibis supports the argument
made by Reskin (1978) that scientists excluded frdormal communication
spend more time on formal channels of informatistead. Female academics
may need to build their own networks in order teksepportunities and make

themselves visible in academic organisations.
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The quantitative results of this study found thatwen in both UV and RI were
likely to attend formal activities. Furthermoreetimterview findings indicated that
Thai female academics forge professional-relatediomships with one other in
order to retain their power in the science acadé&meompared to other parts of
the world such as the Middle East where religiod emture prevents women from
building networks with men (Tlaiss & Kauser, 201dymen in these countries

also employ well — connected colleagues when magintessional promotion.

However, according to the quantitative findingsnal networks are a variable
positively affecting employment in senior positiamong Rl female research
staff. However, no such evidence was found amoeig UV counterparts. This is
due to RI's organisational pattern relying on tteglitional Thai bureaucratic
system, in which close relationships within netvgoake more likely to influence

promotion.

Nevertheless, a sense of membership, similarity,l@yalty to an organisation are
common organisational values within a Thai pubfigamisation (Maneerat et al.,
2005, p. 188). Hence, limited female access to smeatworks (which make up the
core of the Thai science community) has an effacvomen’s career opportunities
in this field. The finding is consistent with Timteke’s (2005) that, in male
dominated organisations, if women are constraingtieir connections with men,
they are less likely to achieve job promotion. Hfiere, formal female networks
are often inadequate for facilitating female acaidsrto attain career opportunities

in the Thai academic organisation.

7.4.3 Thai organisational culture supports women ircontrol over
men

The culture of the Thai public organisation, ch&ggsed by strict rules and
regulations as well as a seniority system, can@wppomen in their supervision

of men.

Although Thai organisational norms favour men ovemen, the pattern of Thai
bureaucratic culture has been known to support lEeswpervisors in both UV and
RI, allowing them to exercise their right to oréenployees to fulfil commitments.
The workings of the Thai public organisation amgédy framed by the written
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rules and regulations that assign authority anpdamesibilities to employees
(Maneerat et al., 2005). For this reason, UV ana&hen resort to ‘rules and
regulations’ as tools to defend themselves witheagublic organisation, knowing
full well that workers are obligated to conformth@ rules by which they are

employed (Lipsky, 1980).

Furthermore, the Thai academic organisation dispta&ytain characteristics that
distinguish it from the West. Essentially, it degsron the seniority system which
is deeply rooted in Thai organisational norms. Aegual power relationships
between old and young generations persists in §owety; thereby influencing the
pattern of management control in the bureaucrgitesn. Greater seniority can
make Thai female researchers encounter fewer dlifits and is seen as an
advantage in dealing with men in the workplacshtiuld be noted that, in turn,
lack of seniority makes Thai female academicslikse$y to be accepted by senior
male colleagues who treat junior female acadensdsraales, suggesting less
experience in the field. This is consistent wittiedher-daughter model”
introduced by Reskin (1978), indicates that junwmen have less power in

scientific organisations.

7.4.4 Working in a male style

Because masculinity is more the norm in scientiéltls, simply ‘doing what men
do’ is a strategy deployed by Thai female acadendios adoption of certain
masculine qualities was identified by women agaag)y for gaining acceptance.
Especially in UV where organisational norms priggéemen over women, working
in a ‘male style’ was more necessary for womenoimggarison to their Rl peers.
UV female faculty members added that they needgaitonore effort into

adjusting their working style such as being logistlong-willed and competitive.

This is consistent with Adkins (2004), who arguattlin order to be accepted,
agents seem to possess habit in line with the tiondiqualified for the field.
Therefore, as feminine characteristics are notevetein the Thai science
academe, Thai female academics can develop centetraits in order to be
accepted by male colleagues. Powell et al. (20@f)eal that, in male-dominated
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organisations, if female managers lack certain s masculine traits, career

advancement is less likely for them.

7.4.5 Working hard and smooth relationships can sa/women
from conflicts in the workplace

Aside from adopting a male working style, the cotmesearch has found that most
Thai female academics try to avoid conflicts by kiog hard and maintaining
smooth relationships in order to flourish professity. Howeverapart from the
previously mentioned strategi@sis interesting to note thabme Thai female
academics adhere to this style on the basis of §¢wal norms.

When Thai female academics are assigned to noadeauc work, instead of
complaining about such unfairness, they chooseottx Warder. However, the
reasons why Thai female academics work uncondifipddfers from the

previous literature which asserts that hard worssential because women feel
they need to prove themselves (McDonald & Hite,29€onversely, Thai female
researchers do not deny their workload as theytemastoid conflicts and thus are

likely to conform to orders at work.

Given that relationships are crucial in a bureatic@mmunity, instead of
confronting the problems, workers in the publicamigation are likely to avoid
any conflict with co-workers (Lipsky, 1980). Furtheore, in place of the Western
management style which is straightforward, ambgjaggressive and accepted
within organisations, Thai people choose a smootiversational style which is
polite, cooperative and sensitive, on the grouhdsdubordinates are requested,
not commanded, to perform tasks (Maneerat et @5Q This is especially true
for Thai women, as Bhanthumnavin (2003) obsenieely tire more vulnerable to
social influence in the workplace than men, and b@lmore sensitive to work
conflicts than men. That is why it is worth notithgit some female academics in

both UV and RI choose to avoid conflicts as patheir working style.

Additionally, Buddhism focuses on harmony so confations are seen as poor
etiquette (Maneerat et al., 2005). Thai people thut avoid any aggressive
action toward others (Chompookum & Derr, 2004).aeély polite manners are
favoured particularly by women (Patana, 2004). Thithough Thai female
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research staff in both UV and RI have authorityravale staff through rules and
regulations, they will utilise their female chamtstics to control men such as

coordinating skills, rather than direct commands.

However, these compromising characteristics akeal®ason why women have
been placed in less senior roles, while men, wiosgpetitive and self assertive
characteristics are more welcome in academia. An&b (1995/1996) stated,
because women adopt a harmonious style, they telbpe $een as less competitive
in scientific fields where strong roles are emp$adi In contrast, men, who are
viewed as more aggressive, tend to be more visildlee science field. Moreover,
according to Powell et al. (2009), agents who doadlopt a masculine style are
likely to experience failure in the male dominatedd. Hence, women with a
smooth communication or compromising working sgie unlikely to go far in the

sector.

7.4.6 Extended Thai family and colleagues supportamen in
managing conflicts between work and family

In the Thai science academe, conflicts between wodkfamily can be avoided by
family members and colleagues helping female acadepursue their careers.
This may signify cultural differences between Taad and the West, where single
families and the individualist outlook of societyake family responsibilities a job

barrier to women in science (Blackwell & Glover 03).

As most of the families in Thailand are extendedidf & Gray, 2000), married
women can thus draw support from their relativesjristance, parents can
contribute to child care. The interviews found tirettst married female academics
in both UV and RI enjoyed ample support in termstufdcare and domestic
assistance from their parents; thereby having dmldhas a relatively less impact
on Thai female academics in their work contexts iftterviews yielded evidence
that the extended Thai family assists female acamewith the advancement of
their careers. Further to this, where husbandsgssssupportive and understanding
attitudes, they can support women'’s careers i@ science academe by
sharing in family responsibilities. As argued bgisk & Kauser (2011), if male
and female roles in the family are generally basedutual cooperation, the
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different genders can support each other in shdmugehold duties and in pursuit

of their careers.

Interestingly, because of the collectivist naturd@loai society compelling people

to support one other in work-life related issuesKdhgdi, 2005), Thai female
academics can depend on colleagues in the workfaeeluce their work life
conflict. In the Western context, although scidstsan draw some support from
colleagues, such support tends to be limited tortieal assistance and
collaboration (Reskin, 1978). In Thailand, colleagwften help female researchers

who are working longer hours to strike the rightebae between family and work.

The argument was elaborated in the interview figgjrespecially in Rl where the
core function focuses on research and developmeaning that academic staff
tend to spend a lot of time in the laboratory. Thokeagues provide support by
covering women'’s laboratory work when they havéetwe early for family duties.
However, a distinctive finding was identified ircantrast between women in UV
and their counterparts in RI. As opposed to RI, wonm UV did not reveal
whether they receive support from their colleaguadsifilling domestic duties.
This may be down to the differences between jobsiohs UV staff are committed
to teaching - a relatively individual obligationvhile the RI's work is mostly
research, in which teamwork is a key to succesisartaboratory. Thus, it is
possible that UV women doing independent teaclobg that cannot be covered
by colleagues, are more negatively affected by lfachities in comparison to their

RI peers.

In order to avoid work-family conflicts, some UV men therefore have chosen to
stay single. The strategy fits what Hakim (2004 balled ‘work-centred’, one of
the types of lifestyle in ‘preference theory’, déng a choice of female lifestyles
between work and family preference. Hakim (2004gddhat women of this type
have usually had a better education and are licefgcus on competitive

activities. Hence, many of them delay decisionsuébmarriage and remain
childless. The ‘work-centred’ lifestyle was obsetweith women in the Thai
science academe. The survey also illustrated #ibibhfemale respondents were

single. This is very similar to the position of Vieas women in science; in the
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UK, females do not wish to start a family as thmnd halt their career progress
(Wynarczyk & Renner, 2006).

Overall, the findings have confirmed the careercemt critique of lellatchitch et
al. (2003) who argue that even with a wide rangleushan capital, the practices of

personnel in the workplace are still constraineddgietal norms.

7.5 Thai female academics’ perception towards the
status of women in Thai science academe

It is apparent that the norms of the Thai scierma@lame are derived from Thai
culture and the structural components of the Thadamic organisation, which
traditionally favours men over women. This conditgirengthens men’s status in
Thai science academe. Although women develop betiaviour by creating a
variety of strategies to mitigate the gender hiascience, such strategies are likely
to focus on social relations and on forging stétwsugh accumulated education
and forming academic networks, rather than thrabhghcontrol of men.

Thus, in order to investigate how Thai female ao@de perceive their status in
careers, this study is based on the two main festnagproaches: liberal and radical
ideologies, as stated in Chapter Two. The libezalifist approach tells us that
Thai academic science has equal terms of employbsween men and women,
whereas the radical outlook recognises the diffe¥setween men and women in
this context. However, this study found certainididive dimensions within Thai
women’s perception towards gender discriminatiosdience. This thesis
discovered that not only is gender inequality rexcpived by females, but some

women are likely to accept this situation.

7.5.1 Liberal feminism approach: women are equal tonen in Thai
science academe

According to the liberal feminist lens which focasen the notion of rights and
equality (Holmes, 2007), Thai women are seen aaléqumen. The position of
Thai women has advanced in many respects since ff8¢ear in which the Thai
Constitution introduced significant legislation gaateeing gender equality and

protection against discrimination (Yukongdi, 200Gpnsequently, a high number
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of women have joined social and national developgra#airs; and attitudes

towards women have improved (Tantiwiramanond, 2007)

This can be reflected in Thai academic science.f@éimale respondents from both
UV and RI, according to the survey findings, féktthere was barely any
difference in prospects for male and female caadgancement in their field. That
is because several support structures can be reended for women who opt for
science careers. The national development and edncystems in Thailand have
provided women with better opportunities to study2007, half of all Thais with

a doctoral degree in science and technology wenalte(National Research
Council of Thailand, 2007). The increasing cultwapital through accumulated
education as stated above has led some Thai fesssdarchers to perceive that
they have earned equal acceptance as men in sceamtanly with respect to

competence. They feel they are now empowered tolgg roles in science.

Thanks to improved career opportunities, gendealkdgun the Thai science
academic organisation seems to have improvedhgeddtual gains are small. As
illustrated in the empirical data in both the qutative and qualitative findings,
only senior female academic workers were foundatemo problem with gender
discrimination, whereas those at the bottom seehatve experienced some
discrimination. As Cubillo & Brown (2003) statedomen in privileged groups are
less likely to face gender discrimination.

In the Thai science academe, although the findiegsaled the extreme
participation of Thai women, the trickle up efféets not yet occurred to higher
grade positions - only a quarter of academic persbin senior positions are
female (National Statistical Office & Office of Wan's Affairs and Family
Development, 2008). As stated by Maatta & Lyckh@g 1), the numerical
representation does not equal a fair power reldiemause there may be some

barriers inherent in the organisational structure.

7.5.2 Radical feminist approach: traditional valueshinder women
from becoming leaders in the Thai academic organisian

Giddens (1984) argued that the class position ohb&s in organisations is
determined by a closely knitted connection betwteeir own individual
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characteristics and structure conditions. Similaflyai women’s status in science
is not only determined by their own individual dapibut also by the culture and

the norms within Thai academia.

Although they have accumulated human capital, Tdraale academics have their
status determined by Thai organisational valuessacthl norms, which place
them in a minority in the science sector. Fromdica feminist perspective
(Beasley, 1999), while more Thai women can entiense, gender inequality has
not changed. The evidence in both the UV and Rhttadive findings and the
Thai national statistics suggest that the proportibThai women in science
remained lower than men in the top ranks (Nati@tatistical Office & Office of
Women's Affairs and Family Development, 2008) drat they were also less
well-paid (National Statistical Office, 2008).

Social expectations of men as natural leaders andmen as subordinates
indicate gender discrimination in the Thai scieacademe. This is in agreement
with the concept of radical feminism (Beasley, 1999 which masculine and
feminine identities construct different status betw men and women in society.
The interview findings implied that some Thai fematademics were treated with
a lack of respect and harshly judged by certaireralleagues who could not
accept women who challenge men’s power. This istdtlee persistence of a
traditional attitude that Thai women should behiaviéne with their expected role

as followers.

7.5.3 Gender is not an issue for Thai women in sciee

As opposed to the Western science academe whederggiscrimination is largely
cited by females on the grounds of organisatioratres such as unfairness in
the process of job hiring or career promotion (@e®Villiams, 2011), this study
found that Thai female academics themselves digmation gender as an issue
for them, while some of them accepted such diso@dtmon but weren’t worried

about it.

Some Thai female academics had little awarenedsofiminatory treatment and
felt that they were in the same league as men.mhisbe explained by the fact

that the terms of reference for all positions ithddV and RI are treated with
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confidentiality. According to the nature of Thailghic organisations, the
promotion process for senior positions is likelyosecret (Bowornwathana,
2000). Thus the human resource departments inldtAnd RI were not
permitted to release such data. Thai academicatafiess likely to access
promotion information, and individual rewards eafngll be unknown to the
public. Moreover, given the nature of the Thai aat organisation, where rules
and regulations are gender neutral, Thai femaldeanas are less aware about
men’s opportunities for greater rewards. For thaspon, it is difficult to know
where women stand in relation to men in terms lafrggs and other kinds of

reward.

Furthermore, Thai female academics acknowledgetliegtearn less than they
could, but they are likely to accept this fact aodonger feel that discrimination
is an issue for them. This could be a result ofetatvalues and Buddhist
principles. The gender-based attitude that memame suitable for leadership is
accepted among Thai women in science. Such a loeigghates from the Thai
traditional value that women are nothing more theam’s belongings
(Tantiwiramanond & Pandey, 1997), and thus mean evohad less self-
confidence. During the interviews, Thai female araits felt inadequately
competent as leaders even though more of themdalireeThai scientific
workforce. Although their qualifications have impead as the result of human
capital promotion, they still underestimate theimocapabilities by referring to
themselves as the follower. Also, following the laf\kkarma in Buddhism, Thai
people typically tolerate unfortunate events inrthees (Siengthai &
Leelakuthanit, 1990). For example, when an emplalgess not get a promotion,
they will be philosophical about it, consideringust bad luck (Yingchoncharoen,
2007). That is the reason why Thai female acadeaucspted inequalities in
science and agreed that things should be the vegyaite, without any effort to

improve.

7.6 Conclusion

This study has provided comparisons of the gendprbgtween two different
types of academic organisations in Thailand; usiaeXUV) and research institute

(RI), as summarised in Table 7-1. It has furthdeeded the literature on gender
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discrimination in academic careers by evaluatirggithpact of different types of
academic organisation and by illustrating the typiegender difference that are

found in the West, yet remain unidentified in Thadl.

The overall findings generally fit in with the mildlvel analysis (Layder, 1993)
which adequately addresses the gender phenomedaelamant issues in a non-
Western context. The status of women in the Thianse academe was presented
through an interaction of the social structures iaddviduals’ actions within male-
dominated institutions. Gender influences the waymnd women think and act.
Differences in attitudes and behaviors between amehwomen are part of
gendered accumulation, which attributes to thegjypatterns of men and women.
Since the mainstream of both Thai society and s@ienareers takes masculine
characteristics as typical practice, women who belaad act differently from the
male style are restricted in their career advanogimerhai science academe. In
addition, due to the widespread liberal feminismva#i as the acceptance of social
unfairness in Thai society, female academics terdisregard gender inequality in

academic careers.

Four main arguments are identified in this studssthy, the findings identified
that different types of institution may cause difet patterns of professional
behaviour. Although gender disparities were fountlath sectors, women in the
research institute setting generally enjoyed higi@us than those in the

university sector. This may be ascribed to theedéfifice in organisational patterns.

Secondly, this study located various factors tatribute to a gender gap: subject
segregation (Thai scientific policies place engiimggas a top priority); lack of
female access to male social networks (Thai socahs constrain women from
making social connections); gender bias in the Blsademic organisation which
favours men over women; and expectations that Woaien will fulfill the
traditional duties as a wife and mother, rathentthee professional roles of an

academic worker.

Thirdly, in order to respond to the gender gap,rédsearch results explored
multiple support strategies that Thai female acadewited. These are often

related to professional performance such as havipgvileged educational
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background; forging female networks: employing sud@d regulations; possessing
certain necessary masculine qualities: and a eb@flioidance style. Although

Thai female academics intensively utilise theirfessional behaviour for career
progress, they are more likely to be inferior ia Thai academic organisation.
That is because most of these survival strategaslyndraw on a smooth

relational style, which is due to societal genades and organisational cultures in
Thai public academe. In order to avoid conflictsasen work and family, being
single as well as family members and colleagueegmfemale academics pursue

their careers.

Finally, due to the liberal feminist stance in thendset of female academics and
the difficulty in accessing information on promatidecisions in Thai public
organisations, female academics perceive they égual access to opportunity as
men do in science academe, and thus are less tikelyserve a gender gap in

academic career advancement.

The next chapter revisits the research questiodpervides answers and
directions for future research. Key issues hava éghlighted and specific
recommendations for gender policy and researchwioimen’s status in Thailand

have been added.
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Table 7-1 Comparative result of gender differenud @areer advancement across
a university and a research institute in the Thi@rece academe

Note: UV = Finding found in the university (UV)
RI = Finding found in the research institute (RI)
ST = Finding found in the Thai national statistic
W = Finding found that is similar to the West
T = Finding found that is similar to the West, boin a different perspective
Themes Categories QuantitativeQualitative | Compare finding
finding finding to the West
I. Gender gap in the Thai| Gender pay gap uv, RI, ST - T
science academe
Gender grade gap uv, RI, SIr - T
Il. Factors creating a Subject segregation ST uv, RI T
gender gap in Thai excluded Thai women
science academic career| from the career progressiq
advancement in science
Societal norms deprive - uv, RI T
Thai women from social
networks in science
Science is the male realm UV, RI, § uv, R w
Thai women are inferior to uv uv, RI T
men in family
Il. Supports and Academic qualification can UV, RI, ST uv, RI W
strategies women draw onsupport Thai women in
in response to the gender resolving gender bias in
bias in the Thai science | science
academe
Bonding with each other ir] RI uv, RI W
academic networks keeps
Thai female academics
visible in science
Thai organisational culture RI uv, RI T
(strict rules and seniority
system) supports women i
control over men
Working in a male style - uv W
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Themes Categories QuantitatiyeQualitative | Compare finding
finding finding to the West
Working hard and smooth - uv, RI T
relationships can save
women from conflicts in
the workplace
- Extended Thai family - uv, RI T
- Colleagues RI
- Being single uv
can support women in
managing conflicts
between work and family
IV. The perception Liberal feminism ST uv, RI T
towards the status of approach: women are equgal
women in Thai science | to men in Thai science
academe academe
Radical feminist approach ST uv, RI T
traditional values hinder
women from becoming
leaders in the academic
organisation
Gender inequality is not an UV, RI uv, RI T

issue for Thai women in
science
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CHAPTER 8
CONCLUSION AND RECOMMENDATIONS

This chapter aims to present the overall conclusidhe light of the research
guestions of the thesis. Thigength of this research is discussed. Some lirits
of the study and some ideas for further researehdantified. Finally, some
recommendations at the policy and practical leastssuggested, with the
objective ofprovidingthe governmertdr organisations related to the areas of
science and gender with actions or initiatives Whidght improve the status of

Thai women.

8.1 Overall conclusion

Cubillo andBrown (2003, p. 285) state that ‘the conceptuabsadf gender varies
from one country to another, depending on culturasljtions and values’. This
research is thus conducted in Thailand in ordeotdribute to the evidence of
gender and career advancement in scientific acadearmon-Western context.
The study of Thailand is also important in the eahbf developing countries as
most literature tends to focus on the meaning aflamic careers in developed
counterparts (Ceci & Williams, 2011; Connolly & Lgpr2011), while the scientific
characteristics of developing countries are perldferent from those of

developed countries (Intarakumnerd et al., 2002).

Broadly speaking, this thesis presents the founrasguments associated with
gender disparities in Thai academic careers inrdalencover the gender
phenomena in Thai science academe. First, it is@im illustrating an existing
gender gap in terms of rewards and revealing wheth&h a gap originates from
the results of difference in endowment variablegsvben men and women or
gender discrimination. Second, as the causes bfgerder disparities originate
from the interaction of a range of variables inahgdndividual endowments,
organisational practice, and social structure (ieahl., 2005), multilevel
variables that determine the gender gap in Thalero& science are explored.
Third, the strategies women employ to fight suchdgeed bias in Thai science
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academe are also identified in order to investiate women survive in academic
careers. Finally, the study investigates the pe¢i@epowards the women'’s status
in Thai science academe in order to assess thelatatus of Thai women in this
context and identify whether Thai women belongi® dominant or subordinate.
Accordingly, multilevel analysis (Layder, 1993)asployed as main conceptual

guide.

Since the thesis is aimed at measuring the gerageingThai academic careers in
terms of numeric indicators and also to revealgagsons of such gender
disparities, a combination of quantitative and daaVve approaches can assist the
researcher in understanding gender dimensionsanddademic careers. The
findings are analysed from various sources inclgdiocumentation as well as a
guestionnaire survey and interviews conducted aatdemic personnel in two
public academic organisations: a university anesaarch institute in Bangkok,
Thailand. The triangulation among all sources @& damables the researcher to

gain further insights into the gender phenomenehiai science academe.

The findings reveal that, while Thailand is notpsogressed in science in
comparison to its developed counterparts (Intaralerahet al., 2002), the gender
indices for Thai academic careers are found b#ttar those in some developed
countries. For example, there is no evidence oflgedisparities in terms of
‘sticky floor’ in Thai science academe. Unlike mdstveloped countries that
attempt to promote educational opportunities fom&a through national policy in
order to increase the number of female workforcgcience (Ceci & Williams,
2011), Thailand’s high proportion of women in s@eris a result of various
factors. Such factors include social attitudes towacademic careers in which
their career characteristic as job security isadlé for women; promotion criteria
at the entry level of the Thai academic organisati@inly based on the
bureaucracy which is gender neutral; and professimmtocols in the Thai
scientific labour market where men tend to work eniarindustry sector rather
than academic ones. Consequently, Thai women atmbior half of academic
personnel in the Thai scientific sector (NationaleBice Technology and

Innovation Policy Office, 2007).
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Nevertheless, the evidence of gender inequalitybeaseen in Thai science
academe, where traditional attitudes in which meretbeen favoured in scientific
areas are maintained (Long & Fox, 1995). The qtetite findings, derived from
multiple regressions analyses, the Oaxaca decotigpo§l973) and the
multinomial logistic model highlight the existenokthe gender gap in terms of
rewards in Thai science academe. Gender discrimmat Thai science academe

is evident in both the less pay and the glassngefbr women.

However, in Thai higher education, where the proaomoprocess is likely to rely
on internal management and tends to favour merstétes of female academics
seems worse than that of their peers in the Tisaiareh institute sector, where
promotion process mainly draws on the Thai buresiecsystem and is thus
gender neutral. This suggests that differencegamsational characteristics
appears to result in different work experiencessfiomen. The finding are thus in
agreement with the argument that different typescaidemic institution offer
different levels of professional progression acecgdo gender (Connolly & Long,
2011).

Further, the reasons behind the gender gap inadsalemic careers are revealed
by the findings that the career opportunities foailwomen in science are under
threat at multi- levels. There are some constrantthe national scientific level,
where engineering is considered more important igkisak & Suehiro, 2004). As
a result, the relatively low number of Thai womarengineering can leave women
with an inferior status in science. At the orgatiszal level, difference in
perceptions about skills in terms of gender leads gender bias in the Thai
academic organisation, where men are viewed ma#iyaly. In addition, Thai
female academics are likely to be assigned to stppeas in the workplace,
which negatively affects their level of rewards awaddemic prestige. At the
individual level, the current study found that Thale academics have a better
chance to move upward in science because theyrargghened by the
surrounding social networks while being able tasomore on careers, thereby
leaving family duties to women. In turn, Thai femalcademics have to struggle
with family responsibilities more than men do ahey also have limited
opportunities to build social connections. The abbrdings suggest that it is
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evident that women cannot achieve gender equalisgience careers as long as
there is difference in gendered attitudes betwkenwo. The findings generally
support the argument made by Giddens (1984) treat &pm their own
characteristics, the status of organisational mesniseclosely connected to

structural conditions.

Supports for Thai women in academic careers andwhueking styles are also
revealed. It is apparent that Thai female acadehags developed a different
behavior in order to fight with gender disparitiesareers. Given that a person’s
academic background is crucial for success in anadeareers, some women tend
to accumulate academic degrees for a higher chafrezeccess. In the meanwhile,
as masculine characteristics are more welcomediemse academe (Maatta &
Lyckhage, 2011), some Thai female academics teadapt a male (i.e., strong or
competitive) working style in order to prove thiaey can perform anything as well

as men do.

The above strategies are yet inconclusive. Givahwlomen are likely to face bias
in the Thai science academe, they need to relyles and regulation as well as
the seniority system in order to gain control aespect of male subordinates. In
addition, in order to compete against the male p@mned become visible within the
organisation, women have established networksesf dwn with their female
peers in the workplace.

Nevertheless, this study uncovered some weaknehs fiemale working style.
That is, working without complaining and maintaigismooth relationships. It is
noteworthy that when female academics adopt thadray style, they tend to be
placed in subordinated roles (Sonnert & Holton,8)9%his is because, as
previously mentioned, the masculine style is m@sréd in science academe
(Maatta & Lyckhage, 2011). This is also in agreenvath McNay (1999) that
working in a feminine style tends to generate abalanced social relationship (in

which women are inferior to men) between agents.

In order to avoid any problem arising from havinigily, some Thai female
academics choose to be single. However, the rdseasalts also indicate that

Thai female academics can draw support from famiynbers and colleagues to

220



diminish work-life conflicts. This suggests th&iptigh Thai women are expected
to give family care as first priority, they can igdienefits from the collectivist
culture in Thai society (Yukongdi, 2005), where plecare compelled to support
each other in work-life related issues. Interesyintdnis is opposed to that found in
the Western context, where single families andrilevidualist culture are the

mainstream of society (Blackwell & Glover, 2008).

Finally, the actual status of women in Thai scieacademe is assessed through a
range of viewpoints. Considering gender norms enTthai context, it is obvious
that men have an edge over women. For this regsmaler inequality is still
commonly found in Thai science academe througheewid of female suppression
in the Thai academic organisation. In addition,fthdings revealed that although
some female academics witness the existence okgamehjuality in science, they
tend to disregard it. This is because Thai womersacialised, by traditional
values which accept social inequality, to belidvat they are of less value than
men and to endure any unfair incidents. Howeveai Témale academics, on
liberal feminist grounds, seem to agree that threyegual to men in science as a
result of the national development in the educagiod the promotion systems
which apply equally to all, regardless of genddrisTmeans that, as long as
women in science continue to ignore gender issu@dai science academe,

gender discrimination remains a hidden problem.

The overall findings suggest that, although womey mittempt to create various
practices to survive in their careers, the sucoéssch attempts often depends on
the structural norms in Thai society, which suppesenen act in compliance with
the gendered roles. The findings exhibited thasth®@al position of individuals is
not only laid down by their capital, but also mddélon the gendered value given
by society (Skeggs, 2004). Although Thai femaledacaics are of their individual
features, but their status in the scientific fiesti®uld be in line with the rule set by
traditional Thai values. The current research fotlvad, even though Thai female
academics are well endowed with a privileged acadéackground, it is often
inadequate in terms of gainitige equal status with men in Thai science academe.
This is because the underlyipgemise in both society and the Thai science
communityis still in favour of men. Apart from these viewse status of Thai
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women in scientific careers is explained by multllevariables (Layder, 1993) and
determined by the interactidretween the social structure and individual

endowments in predominantly male organisations.

8.2 Strength of the study

This thesis presents the benefits of conductingxaanmethod study, which
facilitated the researcher in examining a rangectors by which Thai women are
supported or constrained in academic careers. Uiaetigative findings capture a
broad picture of the gender gap in Thai acadenmeetaadvancement, while the
gualitative ones permit the researcher to explomore depth the reasons for such

a gap and related issues.

The combined quantitative and qualitative apprazhprovide an overview of
feminist research as it can facilitate a broaderdsepeunderstanding of
women’s lives, as much as is possible (Reinhar@2L9or example, the
guantitative findings reveal that a privileged eatian tends to be significantly
important for Thai female academics in termgaihing better rewards. A similar
argument is also found in the interviews, in whilghailed answers about why
education can promote Thai women in science atera¢ed. Coupled with
evidence in the documentation data that, the dewedmts in the Thai education
system has given Thai women better opportunitigsitothe fields of science and
technology, although men, rather than women, teriktappointed to international
scholarships which are more widely available fagieeering. In other words, the
strength of this study is the pooling all sourcedaia which together can address
the research questions of this study in order Ity tunderstand the gender

phenomena in Thai scientific careers.

According to Creswell anililler (2000), in addition to providing the strehgbf
the research, the triangulation of the quantitadind qualitative findings can
diminish the bias of a single method. It is notetlvgithat, although some of the
variables do not appear meaningful in terms of gtaive significance, these
variables should not be ignored. For example, stilsggregation is a major issue
of concern for the research participants in therinew, as it is meaningful in

terms of its impact on promotion in the Thai acamesgience organisation.
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However, the quantitative findings indicate thairpotion in academic careers is
insignificantly related to science-subject aredsudl if a researcher is reliant upon
on a single method, he or she may miss some usébumation (Johnson &
Onwuegbuzie, 2004; Metz & Tharenou, 2001).

8.3 Limitations of the study

Some limitation®f this study include the issues relating to tigresentativeness
of participants, the reliance on a cross-sectisnaley andhe factsome variables

in the quantitative models are missing.

This analysis has been conducted through fieldwoBangkok, the capital city of
Thailand. Since Bangkok is the centre of educadioth employment, the women in
Bangkok are seen as the nation’s most advancedareah to their counterparts in
other regions (Yukongdi, 2005). Therefore, resolitained from samples of
scientists in the Bangkok area and those in ottearsgpossibly differ from each
other. For example, the data collected from thepdasnn Bangkok may
underestimate the existing gender gap. NeverthdlEssstudy still finds that men
are likely to be better rewarded in Thai sciencdame despite the fact that

Bangkok women are arguably better off than womemiial areas.

In addition, this study uses samples consistingcantific staff in Thai public
organisations only, meaning those in the privatéosare excluded. The evidence
suggests that more Thai women are entering sciartbe public sector (National
Science Technology and Innovation Policy OfficeQ20while Thai men tend to

go into the private or business sector (Nation&@®e and Technology
Development Agency, 2008), which means that mopodpnities are open to

Thai female academics in the public sector. Howewes study still finds that the
gender pay gap reported from the sample of thdystulikely to be similar tthat

of the national level. This is because employmemublic sector scienaceakes

up most of the Thai science workforce in total.sT$tudy can be seen to represent

gender phenomena in the Thai science community.

According to Stake (1978), while a case study nastitute a weak basis for
generalisations, it can represent a particular comiy (for example, academic

careers), thereby allowing some generalisatioriewise, although this present
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study has been conducted in just two academic @@@ons (a university and a
research institute), this sample is adequatprimriding a good representation of
Thai academic sciences. The data presents a dietale of the issues relevant to
gender and career advancement in Thai scienceraeadiéany of the issues
resonate with the existing literature; thus itésgible that the findings of this
study may be applied to similar situations elsewherThailand or other countries.
However, as Chompookum and Derr (2004, p. 418)tpigeneralising findings
from culture to culture should be done cautiously’.

The quantitative results in the current study aported on the basié data from

the cross-sectional survey, whiohllected data at a specific point of time.
However, scientific performance and career rewarddikely to be changeable,
which might cause respondents’ career advancermeahiange over time (Long &
Fox, 1995). Therefore, the results of this researaly not reflect the gender gap in

scientific career advancement over a period of time

In addition, the model specification, both in thage function and the multinomial
logistic regression calculated in this study, f@=sien endowment variables only
and does not consider the organisational or staiébrs which may be integral to
the composition of the gender gap (Long & Fox, )9%hismight affect the
results of the study. However, in complementingghalitative analysis, the
current study was able to fill the missing varighle the quantitative ones.
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8.4 Recommendations

In the previous sections, many issues relatinpecstatus of Thai women in
science have been raised. Thus, in order to imptwystatus of Thai women in
science, some recommendations, drawn from thengséadings, in terms of

policy, practice and future research are proposed.

8.4.1 Recommendations for policy

The Thai national policy related to women issuet oo terms of society and
scientific fields seemingly fails to address wonasrtarget group and the existing
legislation barely recognises gender equality asngortant issue. In the Tenth
Thai National Economic and Social Development Ptar2007-2011, however,
issues of raisingwareness of nurturing equality between men andemonere
contained. Yet, certain deadlines or achievemegeta have not been
implemented so far (Office of the National Econolancl Social Development
Board, 2008). This makes it difficult to assessdffectiveness of the Plan in terms
of how it has improved the female status. In Tleérsces, the manpower target
solely stresses an increase in the proportioniehsic manpower by producing
young researchers (Office of the National Econoamid Social Development
Board, 2008). Opportunities for Thai women in sceethus are created by

meeting the demand of scientific manpower, rateressing the issues of gender.

This study, therefore, proposes certain policy meo@ndations fodeveloping
women'’s status in both society and Thai sciensiéictors, which include raising
awareness in women in the national developmentdegeamcouraging female role
models in hard sciences, promoting publicatiorhaskey criterion for career
progress in Thai academic science: and regulailgatng gender statistics in
Thai sciences.

8.4.1.1 Raising awareness in women in the nationdévelopment agenda

The Asian Development Bank (2002) confirmed thaidge bias among decision
makers in government agencies, that they areiledy to see the importance of
gender issues in the national development agends,ie Thailand. As stated in

Chapter Three, the anti-bias towards the femin®tement remains prevalent in
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Thai society. Although feminist workers have attéaadjto raise the status of
women, such attempts are attacked, by certain ccatsee agencies, for having
domestic problems, supporting homosexuality, orkimgy against the mainstream
male dominated culture (Somswasdi, 2007). For thessons, support for the

women'’s agenda is limited and out of favour from tiational administrators.

As argued by Pongsapich (1997), the efforts to pterequality or opportunities
for women would be in vain if the gender bias di-feaminism attitude among
administrative agencies still prevails. Key propsdar raising awareness in
women at the national level thus should start fobranges in the patriarchal
attitude among the top management at policy ldadhdonesia, for example, men
and women in legal agencies are required to jargénder-sensitive awareness
training in order to make them recognise the womeights. According to the
Asian Development Bank (2002), awareness in geselesitive issues through a
training program for policy and decision makers pesmote the citizen’s rights as

well as personal awareness in the difference betwesn and women.

Further, in order to reduce the opposition of thereies with an anti-feminism
attitude, women’s organisations themselves shal@&htlessly work to unite the
male-female citizenship and to promote the harmmitlyin society such as
including men and children in women's activitiesgd @ooperating with family-
related organisations through networking so axth@ge experience and
strengthen each other. According to Somswasdi (2@0i¢h an approach is more
likely to win support from policy makers who seenfaism as a threat to social

institutions.

8.4.1.2 Raising awareness in the gender situatiom science

Although both national statistic data as well asghrvey data of the current study
present evidence that Thai female academics asedesmrded, most female
participants are less likely to be aware of susliwation. Instead, they tend to
believe that they are rewarded as equally as meerefore, it is extremely
important for female academics themselves and adtrators in the scientific
organisation to be provided with information of therent gender situation in
scientific careers and become aware that womeaciemtsfic fields are
disadvantaged and thus should be more promoted.
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Both administrators and academic staff in the difiemrganisation should be alert
to gender discrimination in the workforce. In peautar, they need to accept the
existence of gender discrimination within the oigation. The Ministry of

Science and Technology, Thailand and women-rekageticies should collaborate
in order to raise gender awareness among academsgrmel by disseminating
information on the gender situation in sciencehpps through media materials or
printed materials. Furthermore, the scientific migation as a whole should
integrate a gender provision into their policy amidrm their academic staff to
take it into account. Also, activities with obje@ito promote women’s
development in science among scientific stakehslflex. policy makers and staff
in the scientific organisation, government agenaesl women-related agencies)
should be introduced in order to establish a ndtvi@r raising the awareness in
gender issues, which might be useful for policynay. All of these initiatives
could be done with a concerted effort in orderreate positive attitudes on gender

equality and encourage scientific workers of bathdgrs to do their best at work.

8.4.1.3 Encouraging female role models in hard sciees

This research has uncovered obstacles to Thai watneging in science-related
areas as a consequence of subject segregatiorh affécts their career
promotion; therefore, the policy to encourage Mmamen to study scientific
subjects whiclused to be limited for therthat is engineeringhould be

implemented.

In Thailand, the policies and planning for the depenent of women has been
established in order to push women to become nmbeeeisted in science and
technology (Office of the National Commission on M&n's Affairs, 1995).
However, these policies placed importance on homake Thai women enrol in
education in science-related fields, while failbogaddress the issues of gender
segregation of the study fields as a concern. Aighathe educational quota system
has been abolished since 1998 (Praparpun, 2009 ,and female students tend to
concentrate in fields that are traditionally thougé being suitable for their typical

gender characteristics.
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In order to encourage more female students to eelieir full potential in male-
dominated subjects, providing women with role medegltherefore recommended.
Introduction to the role models of women in sciehage already become a policy
to solve the problems of subject segregation irofean countries (European
Commission Directorate-General for Research, 200&) example, in Greece
(European Commission, 2008), a DVD showing thesliokfemale researchers
working in male-dominated fields was produced idesrto make women visible
and to create a positive image of women in the rdahainated areas. Bowman
(2011) argued that female role models in scienceemgineering, such as female
academics in those fields, may raise the numbetoofien enrolment in such
fields. In light of the above research, promotiagéle professional role models in
hard sciences to the Thai public should be set forbrder to create further
motivation and build a positive attitude for fematadents who are interested in

those subjects.

8.4.1.4 Promoting publication as the key criteriorfor career progress in Thai
academic science

Publishing was less likely to be cited by the researticipants, during the
interview, as a determinantthieir career success because other factors (that is
seniority or informal contacts), rather than thenber of publications, are seen to
beimportant criteria by whichcademic staff mayrogress in Thai public
academic organisations. This evidence contradretgqus research conducted in
other countries, where there is more progressiénse. For example, scientific
personnel in Korea have had to rely more on evid@i@cademic productivity to
prove their scientific capability (Park, 2007). Samy, a Taiwanese faculty was

rewarded on the basis of research productivityr(T2907).

The absence of a direct incentive to publish mafaex why Thailand is not as
progressive in science. Considering the ratio mfrsx® and technological
publications irpopulationsn other countries, it is apparent that Thailand ha
demonstratetbwer competency, with one scientific publicatiam évery 13.23
science personnel. Korea produces a scientificigatibn per 6.95 science
personnel, and Taiwan has a scientific publicatien8.35 science personnel

(National Science Technology and Innovation Polifice, 2007).
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According to Lipsky (1980), in order to maintairethuality of organisational
performance, it is helpful if the considerationpefrsonnel promotion relies on the
professional performance related to outputs ofrgamsation. Therefore, it is
necessary to encourage publications as a key proamaiterion and it should
become a target, regardless of gender and ageisgn@ver and above gender
and seniority, this policy can motivate academadfsespecially in research
institutes where the number of publications might important promotion
criterion, to become more productive in terms afdmmic performance. This can
eventually raise the level of scientific competeircyhailand while resolving the

bias in the promotion.

8.4.1.5 Regular collection of gender statistics dhe Thai science sectors and

further gender research in science need to be concled

During the process of reviewing the secondary datded to gender issues in the
Thai academic context, the researcher is awareedirnitations of the statistics
provided by relevant Thai agencies and that thegowent may not regularly
collect gender statistics. Therefore, scientifaffgprofile statistics and nationwide
research on gender should be carried out by thegbvernment or other relevant

organisations at regular times, in order to mortitergender balance.

As argued by the European Commission (2008), thergonent or science-related
agencies should collect statistics segregated bgagesuch as allocations of
research grants and scientific personnel emplaye@dch level of positions. These
data should be regularly updated and availableegublic in order to show the
evidence of fair gendered practices and of implgatem of the gender policies in
science. In order to achieve this, the Thai govemimeeds to regularly collect
national statistical data on gender so that théesaecmakers can understand male
and female issues, especially an imbalance in geardecareer advancement.
When the administrators quantify the situatiorage of gender policies can be

introduced to promote men and women equally.

During the review of gender research in the Thaiext, the researcher attempted
to search journal articles or publications relatedender in scientific careers, but

the gender research in this area turned out tartee Most of the literature focused
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on gender in the overall labour market, particylarbmen in semi-skilled or
unpaid labours, rather than those in specific msit;nal careers. This means that
gender research on a comparison of career advantbet®een men and women

in particular sectors needs to be further explored.

8.4.2 Recommendations for practice

The present study finds that Thai female acadeariesestricted by various
factors that prevent them from progressing in smefor example limited access
to the male network, which is the core isBuacademic organisations, not being
assigned to significant jobshichcontribute towards academic advancement,
limited access to the information about promotiateda, which prevents them
noticing the gender inequality in science, anddial roles of being a mother and
an academic. Thus some recommendations on thegatdetel should be
suggested, including providing an appropriate wagleénvironment to support
Thai women so that they can warkscience-related areasre easily and

encouraging women to be viewed as being equaktoin Thai society.

8.4.2.1 Providing an appropriate working environmet to increase women'’s
opportunities to work in science-related areas

Firstly, as recommended by Shantz et al.(2011themmale dominated
organisation, women have difficulties making a aastion and thus are likely to
lose in their careers. This issue is also a conicetfme European scientific
community. Consequently, in order to solve thisypem, the European Platform
of Women Scientists (EPWS), established in 200& rstworked organisation of
women scientists, has covered over 10,000 fematatssts from all scientific
areas across European countries, with an aim togethe career opportunity for
women in science (European Commission, 2008). ughe of female networks
in science is consistent to the finding from therent study which revealed that
bonding with each other can make Thai female acadevisible in academic
organisations. In light of the evidence, buildingcenection through networking
among women should be reinforced to empower woméine Thai scientific

community.
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Additionally, the study found several claims th&alwomen are not suitable to
take assignments related to fieldwork becausefefysaoncerns. Thai female
academics are viewed by male colleagues as hawnitgtions on some scientific
assignments, such as those involving field tripghSa view may obstruct
women'’s career opportunities. However, if the olléné&rastructure and
transportation systems are well managed, such sleam be no longer valid. Thus,
structural changes in achieving a safe workplacedence should be introduced
in order to encourage women to take any job inngifie areas they are capable of
doing. Moreover, as women are likely to assigmgignificant jobs that do not
contribute to career progress, supervisors shdlddade more meaningful jobs to
female academics, including setting measures toreribat such a job assignment

can provide more opportunities for women in acadesareers as equally to men.

The current research found that gender equalitikedy to be hidden or unseen in
Thai science academe because the promotion prisceesated with

confidentiality. This means that Thai female acadsrare unable to observe
whether men are better rewarded. Thus, the promgtiocess should be
transparent and the information about it shouled®y to access. Since publicity is
part of transparency, the whole process of receuiitni.e., a job advertisement,
selection criteria, its process and an evaluagmort) should be accessible
(European Commission, 2008). According to Lipsk98Q, p. 161), if workers in
the organisation are able to compare work perfoo®avith each other (i.e. record
keeping of performance), they are more likely taeha greater awareness of
promotion criteria and try to achieve promotionsttan also reinforce the work

performance among staff in public organisations.

Lastly, given that Thai men are less involved ipmarting women in child rearing
(Patana, 2004), the organisation should undergeandle issues related to a
balance between work and family. Thus, women shbelgrovided with support
in time management and child care service so tiggt ¢an spend their quality time
both at work and home. As reported by Ceci & Wii&(2011), in the United
States, measures to enable women to follow a $teecdreer, coupled with

managing family responsibilities, are taken by paowg child care facilities and
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flexible working hours in the workplace, which wdwdllow women in science to

manage work-life balance.

8.4.2.2 Encouraging ideas that women are equal toan in Thai society

Gender discrimination in Thailand is based on thai Tonservative culture
regardingvomen in the private sphere, which is a resulhefrnorality of the Thai
culture, in that it tends to favour men over woni®adsangchan, 2008). By
changing social attitudes and behaviours, the @fi@$hai men and women in the
family should shift in support of opportunities feomen. As argued by Reay
(2004), children develop their modes of thinkingl atyle in the family, which
assigns a social value tre statuses of men and women in the public sphere.
Therefore, it is necessary to initially promote ffaene treatment for boys and girls
in the Thai family so that men and women grow ughvain awareness of equality

in terms ofgenders, which eventually helps diminish discrirtiora

Also, Thai women need to overcome their feelingkwf self-esteem and inferior
capability. According to the interview findings, diwomen are discriminated
against partly because the women themseladsrestimate their own abilitiess
Metcalfe (2011proposed, in order to make women visible in thelipugphere,
women should boost their self-confidence. Thislead them to realise their
hidden talents and cross the boundary of traditigeader roles. In other words, it
is important for women to develop positive attitsdewards their potential so as
to attain a status equal to that of men, both akwad in society.

8.4.3 Recommendations for future research

Future research should consiteking at sample representativeness, data
segmentation, research tools and quantitative nmsgbadifications. In addition,
further research should pay attentioemaoploying a range of quantitative and
gualitative approaches to examine gendered phermmdaminist research.

This study has been conductedamademic personnel in just two public academic
organisations in Bangkok, Thailand, which limite $cope of the study. Hence, a
study on Thai scientific career advancement whaigares the public and private
sectors should be included. In additidrihe appropriate data could be acquired,
further research should be carried out to compagdecantrast academic workers in
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rural areas in order to gain further insights igémder issues and to generalise a

whole picture of gender disparities in science lailand.

This study estimated the reward functions both age/function and grade position
based on the data set as a whole. However, itssilple that the observed gender
gap in academic career advancement among diffgreaps should be considered.
For example, the gender gap in rewards may be lar@vamong academic
workers in different science subjects because augdp could exist in male-
dominated hard science subjects. Thus, sampled beutegmented in further
research according to particular endowment backgtauich as area of science
subject and level of education. Sub-categorisiegdiéta in such a way might allow

a clearer understanding of the gender phenomes@eantific careers.

By conducting a cross sectional survey during Oct@6e® and February 2010,
the current study is able to cover gender aspeéctssgpoint of time. In order to
minimise the limitations of a cross-sectional syrwdich only focuses on the
phenomena in the fixed period (Neuman, 2006), &utasearch should be
conducted with longitudinal data to determine tlead for agender gap in

scientific careers. Also, according to Long & FG995, p. 65), because of process
of cumulative advantage and the association betweientific performance and
career rewards, longitudinal evidence should baired in order to investigate
gender disparities in scientific careers. This negwndation is based on the
condition that if appropriate data could be avddahurther investigation should be

carried out.

Some other factors should be added to the quantitatodel of wage function and
multiple outcome models in order to investigatefdwtors affecting academic
career advancement. Beside the individual variatiesidered in the quantitative
models in this study, other factors should be covexksuch as organisational or
social factors. For example, the findings in thigly showed some of the working
styles Thai women employ: adopting a male stylmaintaining a smooth
relationship so as to improve their status in gdiercareers. Although a number
of studies have addressed this issue (Powell,2@9; Sonnert, 1995/1996), the
relationships among them with scientific careeraabement in terms of

guantitative impacts have not been examined. Toerethe issues of
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organisational and social variables and careerramhraent in science need to be

further investigated in terms of numeric measuremanthe future.

Lastly, this study supports using a qualitativelgsia to complement the
interpretation of statistics in conducting gendeyearch as this can facilitate
feminist researchers in bettarderstanding the gender phenomena. Moreover, in
terms of a gender-related policy, according theopean Commission (2008), the
policy maker needs both quantitative and qualieaitndicators in order to
implement and evaluate the polg&ynce both types of indicators are essential for

monitoring and evaluating.

8.5 Conclusion

This study contributes to the arguments almmrhen’s advancement in scientific
careers: it provides a fuller understanding becé#useks at the individual,
organisational and social levels when interpretjagder data in Thai science
academe. The theoretical framework and methodatbggen to conduct this
research allow the researcher to examine the i@ségpics irdepth and from
different perspectives. The information from vasalata sources gives further

insight into the gender phenomena in academic r=ned hailand.

The research settings in Thailand contribute toethisting literature in a particular
culture. Although Thailand has now embraced mogodpnities for women,
especially in terms gfarticipating in the scientific workforce, Thai faia
academics still face difficulties in academic car@vancement because their
work experience are constrained by the genderedtidtational value as well as
discrimination in the Thai science community. Ihextwords, gender
discrimination is difficult to eliminate in Thai ®nce academe, no matter how
much human capital women have, which reflects #grsigtence of the gender gap

in academic careers.

As ignorance of the gender issues in Thai scienademe results in slow change
with respect to the status of Thai women in sciegeader issueshould,
therefore, be integrated as part of national pat@king, organisational practice
and individual behaviour. In order to support TWaman in science and advance

gender equality in Thai society as a whole, we neashsure that commitments to
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gender equality are posted and implemented. Paareness of gender issues in
national, institution, and individual levels sholle raised accordingly so that

women can earn an equal status to men in the Tlaitgic community.
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APPENDIX 1 TOOLS AND MATERIALS

Appendix 1.1 Survey items and the academic sources

Operational definitions Source

Part 1 Career information

Conceptual definitions: Career advancement

Career advancement of academic personnel is coadids the dependent variable which is
presented in two categories: career advancementogmession and career advancement on
rewards.

1.1 How many years have you worked in your organis&tion.. years Liamvarangkoon, 2002; Metz &
1.2 Position at starin your current organisation Tharenou, 2001; Yukongdi,
[] Level 1 - director/ senior executive/ professor/ president 2005

] Level 2 - principal researcher / associate director/ asseciat
professor/ associate president

[] Level 3 - senior researcher/ team or project manager / assist
professor/ faculty dean

[ Level 4 - researcher/ lecturer/graduate trainee

Other please PeCify) ....ovvvvveiiiiiniininnns

Official level atstart...........cccoeeveievennnen.

Monthly income at start [ | [ ][], 000 Baht

1.3 Position at preserih your current organisation

[] Level 1 - director/ senior executive/ professor/ president

] Level 2 - principal researcher / associate director/ asseciat
professor/ associate president

[] Level 3 - senior researcher/ team or project manager / aBsist
professor/ faculty dean

[ Level 4 - researcher/ lecturer/graduate trainee

Other please PeCify) ....oovvvveiiiiniininnns

Official level at present.............ccocceeeeeeenn.

Monthly income at preseft] [ ] [ ], 000 Baht

1.4 Period of appointment to higher level of each level
1.4.1  Promotion from level 4 up to level 3 ............ years
1.4.2  Promotion from level 3uptolevel 2 ............ years
1.4.3 Promotion from level 2 uptolevel 1 ............ years
Part 2 Personal information Bourdieu, 1986

Conceptual definitions: Cultural capital concerns

Items in this section relate to cultural capitattimfluences career
advancement as identified by Bourdieu. Each iteabmut the
participant’s socio-economic background, includiegsonal
background, family background, educational backgtoand work

experience.

Personal and family background Blackwell & Glover, 2008; Fox,
2005; Stack, 2004; Wailerdsak

2.1 Gender [] Male[] Female & Suehiro, 2004

2.2 Year of birth ...............
2.3 Marital status  [] Single[_] Married[_] Widowed_] Divorced
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Operational definitions Source

2.4 Number of children ............... person (s)
25 Occupation of your spouse
[] Worked in academic career] Worked in non-academic career
[] Self employed ] Homemaker, retired, or not employed
2.6 The educational background of your spou
] Lower than bachelor’'s degred] Bachelor’s degree
[ ] Master's degree [] Doctoral degree
2.7 The total monthly income of your family [ ][] [], 000 Baht
2.8 The occupation of your parents
Father  Mother
Worked in academic career ]
Worked in non-academic career ]
Self employed ]
Homemaker or not employed ]
2.9 The educational background of your p@ren
Father Mother

[ [

Finished lower than bachelor's degree [ ] ]
Finished bachelor’s degree ] ]
Finished master's degree ] ]
Finished doctoral degree ] ]
Educational background Liamvarangkoon, 2002; Park,

. 2007; Yukongdi, 2005
2.10 Highest degree earned

[] Bachelor's degre¢ | Master's degree [_] Doctoral degree
2.11 Foreign degree earned
[]Yes []No
2.12 Educational background
Bachelor's degree Master’s degree Doctoral degree

Field e
UNIVEISILY i i e
CoUNIITY s e
GPA i e e
Holding an Honors’ degrde] Yes []No
Work experience Levin & Stephan, 1998; Reskin,
1978
2.13 How many years in total have you workedn academic career?
........ years (Exclude years in full time study)
2.14  During your academic career, have yotkaabor trained abroad?
(excluding postgraduate study/training)
[]Yes []No
2.15 If Yes, for how long in total? ........ year
Part 3 Social roles and responsibilities Bourdieu, 1986

Conceptual definitions: Social capital

Items in this section relate to social capital ihfiiences career
advancement as identified by Bourdieu. Items apressions of
social roles and academic activity which is measibne
experience with other organisations, associatiombegship, and
the participation in social activity outside worgitime.
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Operational definitions Source

Experience with other organisations Rothwell, 2002
3.1 Have you work experience with any sectotside your institution?

[Select all that apply]

[ ] None ] Worked elsewhere in higher education

] Worked in public sectdr | Worked in non-public sector
Experience in association membership Hakim, 2004; Metz & Tharenou,

2001; Timberlake, 2005
3.2 Are you/have you been
Yes No

Member of an international committee? ] ]

Member of a national committee? ] ]

Member of an editorial board of an academic jourhal ]
3.3 How many academic associations are you a meafileerhave

positions in?
The participation in social activity out of working time Maneerat, Hale, & Singhal,

o L 2005; Reskin, 1978
3.3 Your activity out of working time.

least: 1 : 2 : 3 : 4 : 5 Most

1. You go to party associations with your colleagu

2. You accompany your colleagues to provincebraeal.

3. You attend professional activities.

4. Family care.

5. Further knowledge training.

Part 4 Career performance Bourdieu, 1986

Conceptual definitions: Symbolic capital concerns

Items in this section explore symbolic capital tinffluences
career advancement as identified by Bourdieu. Itentise list are
about status of specialty in academic careers whiaieasured by
the amount of published output completed in the3agears.

4.1 In the last 3 years, how much research outawt you had? Levin & Stephan, 1998; Long &
(Include accepted publications that have a pulitinadate, but not Fox, 1995; Tien, 2007
those that are still at the revision stage)
[ ] Publications ...
(books, book chapters, journal articles, irstrs’ manuals, research
reports)
[] Conference presentations ~ ..............
[JPatents
[] Other please specify) ~ .....coev....

Part 5 Factors supporting academic careers Bourdieu, 1986
Conceptual definitions Capital concerns

Items in this section survey different forms of italpthat

influence career advancement as identified by Beurdach item

was assessed on a 5 point Likert scale ranging fstongly

disagree’ (value at 1) to ‘strongly agree’ (valt&pn
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Operational definitions Source

What will help you to progress in your career?
Sronglydisagree: 1 : 2 : 3 : 4 : 5 Sronglyagree
51 Parents support

5.2 Spouse/ partner support

5.3 Educational degree

54 Graduating from an elite university

5.5 Earning a foreign degree

5.6 Work experience abroad

5.7 Academic career years

5.8 Research performance

5.9 Specialist skills

5.10 Good relations with colleagues in organisation
5.11  Good connection with stakeholder (s) outside osgdion
5.12 Old boy network

5.13  Non-career break

5.14  Other please specify) ....coovvvvieiiiienneeennn,

Part 6 Perception about work environments relateda Acker, 2006; Hakim, 2004;
academic careers Reskin & Roos, 1990;
- o Somswasdi, 2007
Conceptual definitions Institutional contexts
Items in this section relate to the context ofitaibnal
constraints and opportunities. Each item was asdassa 5 point
Likert scale ranging from ‘strongly disagree’ (valat 1) to
‘strongly agree’ (value at 5).

Perception about work environments related to anatleareer

Sronglydisagree: 1 : 2 : 3 : 4 : 5 Sronglyagree

6.1 My organisation has a good and fair performancéuatian process.

6.2 Getting promotion in my organisation is based upersonal
accomplishments on the job.

6.3 Employees in my department are given equal oppibiesrin

promotion.

6.4 In my organisation, males were promoted more faarales.

6.5 In my organisation, if the capability of males givalent to females,
males were promoted more than females.

6.6 In my opinion, on the whole men make better leattens women do.

Part 7 Attitude toward intention to stay in academt careers ~ Bourdieu, 1990; lellatchitch,
ltems in this section relate to attitude of paptgit towards their Mayrhofer, & Meyer, 2003;
expectations of their academic careers. ltemsenligh are about Kidd & Green, 2006
long-range career plans.

7.1 Do you ‘aim’ to become a top manager in ycareer life?
[]Yes []No

7.2 What is your long-range career plan? (Select thst mgpropriate
response and only ohe
[] Remain in academic career
] Employment in non-academic carqeegse spedify) ...........
[] Self employed ease specify) ...........
[ ] Homemaker, retired, or not employed
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7.3

Operational definitions

Source

Why do you plan not to remain in your acadegareer? [Select all
that apply]

] Lack of career opportunity in promotion

[ Marriage/family obligations

[ ] Health reasons

] Other please specify)
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Appendix 1.2 Questionnaire

LA

Unbeersity of East Anglia

QUESTIONNAIRE

THE RELATIONS BETWEEN GENDER DIFFERENCE AND
ADVANCEMENT IN THAI ACADEMIC CAREERS

This questionnaire is conducted as part of my rekearoject, which | am doing for
my PhD at the Norwich Business School (NBS) atWherersity of East Anglia. This
study aims to explore the gender and career adwsrdein academic careers in
Thailand. The results of this study would be expédb increase the understanding of
gender, which could then influence personnel toaade in this career field. The
expected main contribution of this work is to ofi@seful information relevant to
gender equality issues in academic careers. | withgdto invite you to take part in
this research study. All the personal informatiafllected will be kept in a secure
place to protect the confidence of participants.eréfore, your anonymity is
maintained throughout the worKhank you for your assistance in providing the
information requested.

The questionnaire is divided into 7 parts (60 items

Part 1 Career information

Part 2 Personal information

Part 3 Social roles and responsibilities

Part 4 Career performance

Part 5 Factors influencing career progression

Part 6 Perception about work environments relatextdemic careers
Part 7 Attitude towards intention to stay in acatetareers
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Please complete each item by marking in [_] or fill in the blanks.

Part 1 Career information

11

1.2
1.3
14

15
1.6

1.7

1.8

1.9

In which field are you working? (Select thest appropriate response onlyone
[] Academic fields [ ] Physical sciences and Mathematical
[ ] Medical sciences
[] Chemistry and Pharmacology
[] Biological Sciences and related fields
[_] Engineering and Industry
[] Information Technology/ Computing sciences
[] Other(please specify) ................
[ ] Non - academic fieldsd of questionnaire, and thank you very much)

Your organisation .............ccoveeieiiiiinnns department .................
How many hours do you devote for work? ........... hours a week
Please indicate the proportion of your time that lave spent for work.
Academicjob %
Management/administration %
Cooperate with stakeholder (client/academics)  ............... %
Others (document work, non-related academic work)............... %
How many years have you worked in your orgdmuna ...... years

Position at starh your current organization

[ ] Level 1 - director/ senior executive/ professoesjent

[] Level 2 - principal researcher / associate diréagsociate professor/ associate
president

[ ] Level 3 - senior researcher/ team or project mamaassistant professor/
faculty dean

[ ] Level 4 - researcher/ lecturer/graduate trainee

Other please Specify) .......ccoevvieiiinenn.

Official level at start...............ccccceunnnne.e.

Monthly income atstart [ ][ ][], 000 Baht

Position at present your current organisation

[ ] Level 1 - director/ senior executive/ professoesjrent

[ ] Level 2 - principal researcher / associate dirtasociate professor/ associate
president

[] Level 3 - senior researcher/ team or project managssistant professor/
faculty dean

[ ] Level 4 - researcher/ lecturer/graduate trainee

Other please Specify) ......covvvvvviiinnenn.

Official level at present............cccceeeeeeeenennn.

Monthly income at preseft] [ ][ ], 000 Baht

Period of appointment to higher level of eanlel

1.8.1 Promotion from level 4 up to level 3 ........... aye

1.8.2 Promotion from level 3uptolevel 2 ............ ea

1.8.3 Promotion from level 2 uptolevel 1 ........... aye

How many years have you worked at the levstaif?  ........ years
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1.10 During your academic career, have you begegrmanager/ leader?

ClYes ..o, project (s) [ 1No
1.11 Inyour current job, how many do you managefmasponsibility for other staff?
.................... person (s)
1.12 Have you taken any career breaks?
Maternity leave [ ]Yes [ ]No
Become amonk [ ] Yes [ ]No

Part 2 Personal Information
2.1  Gender [ ] Male [ ] Female
2.2 Yearofbirth ...............
2.3 Marital status[_| Singlel_| Married[_] Widowed [_] Divorced
2.4 Number of children ............... person (s)
2.5  Occupation of your spouse

[ ] Worked in academic career [ _] Worked in non-academic career

[] Self employed [ ] Homemaker, retired, or not employed
2.6 The educational background of your spouse

[] Lower than bachelor’s degree [_] Bachelor's degree

[ ] Master’s degree [ ] Doctoral degree
2.7  The total monthly income of your family [_][ ][], 000 Baht
2.8 The occupation of your parents

Father Mother

Worked in academic career

Worked in non-academic career

Self employed

Homemaker or not employed
2.9  The educational background of your par

S OO0

(7]

t

O A O | |

er Mother
Finished lower than bachelor’s degree
Finished bachelor’s degree
Finished master’s degree
Finished doctoral degree

2.10 Highest degree earned
[ ] Bachelor's degre¢ | Master’s degree [_] Doctoral degree

2.11 Foreign degree earned

Py

[ ]Yes [ ]No
2.12  Educational background
Bachelor’'s degree Master’s degree Doctoral degree

Field e
UNIVEISILY i i i e
CouNtry s i

GPA i
Holding an Honors’ degrde] Yes [ ] No

2.13 How many years in total have you worked imeademic career?
........ years (Exclude years in full time study)
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2.14 During your academic career, have you wodtedained abroad?

2.15
2.16

(excluding postgraduate study/training)

[ ]Yes [ ] No

If Yes, for how long in total? ........ years

What has been beneficial to your career from wapgeeence abroad?

[Select all that apply]
[ ] Good for the CV

[ ] Improving skills [] Increased salary

[] Getting higher position [_] Getting well knowh | Other please specify)

Part 3 Social roles and responsibilities

3.1

3.2

3.3
3.4

3.5

Have you work experience with any sectors datgour institution?

[Select all that apply]

[ ] None [ ] Worked elsewhere in higher education
[ ] Worked in public sector[_] Worked in non-public sector

Are you/have you been

Member of an international committee?
Member of a national committee?

Member of an editorial board of an academic jotnal [ ] []

Yes No
1 O
1 O

How many academic associations are you a meofleerhave positions in?

Your activity out of working time.

Item

Participation level

Least

Most

1

2

3

4

5

1. You go to party association with your colleagues

2. You accompany your colleagues to provinces roeab

3. You attend professional activities.

4. Family care

5. Further knowledge training

What has been beneficial to your career frolalgorating with any particular

professional activities? [Select all that apply]

[ ] Good for the CV [] Improving skills
[ ] Increased salary
[] Getting well known

[] Getting higher position
[] Other please specify)
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Part 4 Career performance

4.1 In the last 3 years, how much research outgwe you had?
(Include accepted publications that have a pulitinadate, but not those that
are still at the revision stage)
[ ] Publicatons ...
(books, book chapters, journal articles, irtstirs’ manuals, research reports)
[] Conference presentations ..............
[ ]Patents ...
[ ] Other please specify)  ..............
4.2 What has been beneficial to your career froodgarademic performance?
[Select all that apply]

[ ] Good for the CV [ ] Improving skills
[ ] Increased salary [] Getting higher position
[] Getting well known [ ] Other please specify) ..................

Part 5 Factors supporting academic careers

What will help you to progress in your career? ¢sehll that apply]

Level of Opinion

f —
> O |_ O w
It 58| 5 258 ¢
em c o o £ o O Qo
It [ .*:'a_)cg o))
g.‘ﬂ 5] L wn g
no| O €20

Strongly
agree

5.1 Parents support

5.2 Spouse/ partner support

5.3 Educational degree

5.4 Elite university graduated

5.5 Earning a foreign degree

5.6 Work experience abroad

5.7 Academic career years

5.8 Research performance (publication, conferencg, etc.

5.9 Specialist skills

5.10 Good relation with colleagues in organisation

5.11 Good connection with stakeholder outside organisati

5.12 Old boy network

5.13 Non-career break

5.14 Other please SpeCify) .........ccoveiiiiiiiinn.es
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Part 6 Perception of work environments related to eademic careers

Level of Opinion

S

> 9 O |_ 0w
It 52| € g9 g
em c% 2 Ewg o
S| & 225 2

nho| O £

Strongly
agree

6.1

My organisation has a good and fair performance
evaluation process.

6.2

Getting promotion in my organisation is based
upon personal accomplishments on the job.

6.3

Employees in my department are given equal
opportunities in promotion.

6.4

In my organisation, males were promoted more
than females.

6.5

In my organisation, if the capability of males is
equivalent to females, males were promoted than

females.

6.6 In my opinion, on the whole men make better
leaders than women do.

Part 7 Attitude toward intention to stay in academc careers

7.1

7.2

7.3

7.4

7.5

Do you ‘aim’ to become a top manager in youeealife?

[ ]Yed ]No

What is your long-range career plan? (Selechibst appropriate response and only one
[ ] Remain in academic career

[ ] Employment in non-academic carqeéedse spedify) ...........

[] Self employedi{ease specify) ...........

[ ] Homemaker, retired, or not employed

Why do you plan not to remain in your acadecaieer? [Select all that apply]
[ ] Lack of career opportunity in promotion

[ ] Marriage/family obligations

[ ] Health reasons

[] Other please SPECify) .........cccvvveeinerennnn...

Are there any other issues those come to yand mvhen you think about
what factors or circumstances would enable youdt@ace in academic career
in terms of increasing salary and higher promotion?

Do you think gender discrimination still remamacademic career, how do
you know, what factors lead to gender discriminaiio academic career, and
what is needed to solve this issue?

Thank you very much for your cooperation!
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Appendix 1.3 Content validity form
Instruction : This measure was designed to evaluate the covaédity of a measure. Please rate the level pfegentativeness and the
level of clarity on a scale of 1-4 by putting) (n the space, with 4 being the most represemtaBpace is provided for yao comment

on the item or suggest revision.

Operational definitions Relevance

Part 1 Career information 1= the item is not relevant
Conceptual definitions: Career advancement 2= the item is somewhat relevant
Career advancement of academic personnel is coadids the dependent variable which is | 3= the item is quite relevant

presented in two categories: career advancementognession and career advancement on | 4= the item is very relevant
rewards.

Items Source 1 2 3 4
1.1 How many years have you worked in your organis&ion.. years | Liamvarangkoon, 2002; Metz &
1.2 Position at starin your current organisation Tharenou, 2001; Yukongdi,
[ Level 1 - director/ senior executive/ professor/ president 2005

] Level 2 - principal researcher / associate director/ asseciat
professor/ associate president

[] Level 3 - senior researcher/ team or project manager / assist
professor/ faculty dean

[l Level 4 - researcher/ lecturer/graduate trainee

Other please speCify) .......ccoovveiiiiininnns

Official level atstart.............cccoeeviivvnnns

Monthly income at start [ | [ ][], 000 Baht

1.3 Position at presetih your current organisation

[] Level 1 - director/ senior executive/ professor/ president

] Level 2 - principal researcher / associate director/ asseciat
professor/ associate president

] Level 3 - senior researcher/ team or project manager / assist
professor/ faculty dean

[] Level 4 - researcher/ lecturer/graduate trainee

Other please speCify) .......ccoovveviiiininnns

Official level at present..............cccccvveeeeee..
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Operational definitions

Relevance

1.4

Monthly income at preseft| [ | [ |, 000 Baht
Period of appointment to higher level of each level

1.4.1  Promotion from level 4 up to level 3 ............ years
1.4.2  Promotion from level 3uptolevel 2 ............ years
1.4.3  Promotion fromlevel 2uptolevel 1 ............ years

What addition items would you recommend inClUding?.........oo i e e

(@1 =T g eT0] 1010015 1 5

Part 2 Personal information

Conceptual definitions: Cultural capital concerns Bourdieu, 1986)
Items in this section relate to cultural capitattmfluences career advancement as identified
Bourdieu. Each item is about the participant’s gazonomic background, including personal
background, family background, educational backgtdoand work experience.

1= the item is not relevant

2= the item is somewhat relevant

By the item is quite relevant
4= the item is very relevant

Items

Source

Personal and family background

2.1
2.2
2.3
2.4
2.5

2.6

2.7
2.8

Gender [ 1 Male[ ] Female

Year of birth ...............

Marital status [] Single[ ] Married[ ] Widowed_] Divorced

Number of children ............... person (s)

Occupation of your spouse
[] Worked in academic careler] Worked in non-academic career
] Self employed ] Homemaker, retired, or not employe
The educational background of your spou
] Lower than bachelor’'s degred| Bachelor’s degree
[] Master's degree [] Doctoral degree

The total monthly income of your family [ ][] [], 000 Baht
The occupation of your parents
Father Mother

Worked in academic career ] ]
Worked in non-academic career ] ]
Self employed ] ]
Homemaker or not employed ] ]

Blackwell & Glover, 2008; Fox,
2005; Stack, 2004; Wailerdsak
& Suehiro, 2004
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Operational definitions

Relevance

2.9 The educational background of your paren
Father Mother
Finished lower than bachelor's degree [ ] ]
Finished bachelor’s degree ] ]
Finished master’s degree ] ]
Finished doctoral degree ] ]
What addition items would you recommend iNCIUdINGZ.......ooiiii i e e e e e

(@1 T 0] 01018 0] 01 £

Items

Source

1

2 3

Educational background

2.10

2.11

2.12

Highest degree earned
[] Bachelor’s degre¢ | Master's degree [_] Doctoral degree
Foreign degree earned
[]Yes [] No
Educational background
Bachelor’s degree Master’s degree
Doctoral degree
Field i
UNIVEISILY it e e
COUNTIY i e i e e
GPA e
Holding an Honors’ degrde] Yes [] No

Liamvarangkoon, 2002; Park,
2007; Yukongdi, 2005

What addition items would you recommend inClUding?.........oo i e e

(O 1 =T g eT0] 101015 1 5
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Operational definitions Relevance

ltems Source 1 2 3 4

Work experience Levin & Stephan, 1998; Reskin

1978
2.13 How many years in total have you workedn academic career?

........ years (Exclude years in full time study)
2.14  During your academic career, have yotkaaor trained abroad?
(excluding postgraduate study/training)
[]Yes [1No
2.15 If Yes, for how long in total? ........ year

What addition items would you recommend iNCIUdINGZ.. ..o e e e e

(@1 T 0] 01018 0] 01 £

Part 3 Social roles and responsibilities 1= the item is not relevant
Conceptual definitions: Social capital (Bourdieu, 286) 2= the item is somewhat relevant
Items in this section relate to social capital thfliences career advancement as identified by3= the item is quite relevant
Bourdieu. Items are expressions of social rolesasaadiemic activity which is measured by | 4= the item is very relevant

work experience of participant with other orgaritas, experience in association membership,
and the participation in social activity outsiderag time.

ltems Source 1 2 3 4

Experience with other organisations Rothwell, 2002

3.1 Have you work experience with any sectotside your institution?
[Select all that apply]
[] None ] Worked elsewhere in higher educatio
] Worked in public sectdr ] Worked in non-public sector

>

What addition items would you recommend iNCIUdINGZ..... ..o e e e e e

(@1 T o] 01018 0] 01 £
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Operational definitions

Relevance

ltems Source 1 2 3 4
Experience in association membership Hakim, 2004; Metz & Tharenou,
2001; Timberlake, 2005
3.2 Are you/have you been
Yes No
Member of an international committee? ] ]
Member of a national committee? ] ]
Member of an editorial board of an academic jounal ]
3.3 How many academic associations are you a meafiloerhave
positions in?
What addition items would you recommend iNCIUdINGZ.. ... e e e e e
What addition items would you recommend deleting?....... ..ot e
(@1 1= oo 4114 1=] 1€ P
ltems Source 1 2 3 4

The participation in social activity out of working time

3.4 Your activity out of working time.
Least: 1 : 2 : 3 : 4 : 5 Most

1. You go to party associations with your colleagu
2. You accompany your colleagues to provincebraieal.
3. You attend professional activities.

4, Family care.

5. Further knowledge training.

Maneerat, Hale, & Singhal,
2005; Reskin, 1978

What addition items would you recommend iNCIUdINGZ.. ..o e e e e e

(@1 T 0] 0101 0] 01 £

Part 4 Career performance

Conceptual definitions: Symbolic capital concernsBourdieu, 1986)

Items in this section explore symbolic capital timffuences career advancement as identifie
Bourdieu. Items in the list are about status otsty in academic careers which is measure(

the amount of published output completed in the3agears.

1= the item is not relevant

2= the item is somewhat relevant
i By the item is quite relevant
1 4y the item is very relevant

261




Operational definitions

Relevance

Items

Source

1 2 3

4.1

In the last 3 years, how much research outaut you had?
(Include accepted publications that have a puliinadate, but not
those that are still at the revision stage)
[] Publicatons ...
(books, book chapters, journal articles, irestirs’ manuals, research
reports)
[] Conference presentations — ..............
[]Patents
[] Other pleasespecify)  ..............

Levin & Stephan, 1998; Long &
Fox, 1995; Tien, 2007

What addition items would you recommend iNCIUdINGZ..... ..o e e e e

(@1 T 0] 01018 0] 01 £

Part 5 Factors supporting academic careers

Conceptual definitions Capital concerns (Bourdieu, 1986)
Items in this section survey different forms of italpthat influences career advancement as
identified by Bourdieu. Each item was assessed®paint Likert scale ranging from ‘strongly
disagree’ (value at 1) to ‘strongly agree’ (vala&pn

1= the item is not relevant

2= the item is somewhat relevant

3=the item is quite relevant
4= the item is very relevant

Items

Source

What will help you to progress in your career?
Sronglydisagree: 1 : 2 : 3 : 4 : 5 Sronglyagree

5.1 Parents support

5.2 Spouse/ partner support

5.3 Educational degree

5.4 Elite university graduated

5.5 Earning a foreign degree

5.6 Work experience abroad

5.7 Academic career years

5.8 Research performance

5.9 Specialist skills

5.10Good relations with colleagues in organization

Bourdieu, 1986.
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Operational definitions

Relevance

5.11Good connection with stakeholder(s) outside orgéiniz
5.120Id boy network

5.13Non-career break

5.140ther please specify) ......ooevvveiiiiiinnnnn.

What addition items would you recommend including?..............cooiiii i

(@11 g T=T g eT0] 1010115 81 51,

Part 6 Perception about work environments relateda academic careers

Conceptual definitions Institutional contexts

Items in this section relates to the context ofitusonal constraints and opportunities. Each
item was assessed on a 5 point Likert scale rarfging ‘strongly disagree’ (value at 1) to
‘strongly agree’ (value at 5).

1= the item is not relevant

2= the item is somewhat relevant

3=the item is quite relevant
4= the item is very relevant

ltems Source 1 2 3 4
Perception about work environments related to anatleareer Acker, 2006; Hakim, 2004;
Sronglydisagree: 1 : 2 : 3 : 4 : 5 Sronglyagree Reskin & Roos, 1990;
6.1 My organisation has a good and fair performancéuatian process. Somswasdi, 2007

6.2 Getting promotion in my organisation is based upersonal
accomplishments on the job.

6.3 Employees in my department are given equal oppitiesrin promotion.

6.4 In my organisation, males were promoted moreféinagles.

6.5 In my organisation, if the capability of malesdsigalent to females, males were
promoted more than females.

6.6 In my opinion, on the whole men make better leatfens women do.

What addition items would you recommend including?..............cooiiiii i

(@11 1T g eT0] 141 011=] 8151

Part 7 Attitude toward intention to stay in academc careers
Items in this section relate to attitude of papt#eit towards their expectation in academic
careers. Items in the list are about long-rangeergslan.

1= the item is not relevant

2= the item is somewhat relevant

3=the item is quite relevant
4= the item is very relevant
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Operational definitions Relevance

Items Source 1 2 3 4
7.1 Do you ‘aim’ to become a top manager in yareer life? Bourdieu, 1990; lellatchitch,
[]Yes ] No Mayrhofer, & Meyer, 2003;
7.2 What is your long-range career plan? (Seleohtist appropriate response and onhKidd & Green, 2006

ong
[ 1 Remain in academic career
] Employment in non-academic cargaegse spedify) ...........
[] Self employedflease specify) ...........
] Homemaker, retired, or not employed
7.3 Why do you plan not to remain in your acadetaieer? [Select all
that apply]
] Lack of career opportunity in promotion
[ ] Marriage/family obligations
[] Health reasons

[] Other please SPeCifY) ........cevveeeeereeenann.

What addition items would you recommend iNCIUdINGZ.......oo i e e e e

(@1 T o0 01018 0] 01 £
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Appendix 1.4 Semi-structured questions for intervievs and the academic
sources

Question Probes Source

1. Do you r_lav_e a clear understandlngls the same standard for Bourdieu, 1990;
of the criteria for tenure ar_ld o promotion applied evenly in  Fox & Colatrella,
promation in your career field? your academic organisation, 02006

2. Is this the case for all candidates fadoes it vary?
promotion or does this vary by
person? (That is, is the same
standard applied evenly, or does it
vary?)

3. Do you think that personal factors What needs to be done to Bourdieu, 1986,

such as gender, seniority, advance to higher positions in 1990; Fox &
educational background, family =~ academic careers? Colatrella, 2006;
background, social participation, Ozbilgin & Healy,
work performance or anything else 2004

- impact on advancement in your

career?

4. If yes, in what ways do you think
those factors impact on
advancement in academic careers?

5. Which of them influences your own
work?

6. In your career field, what is needed
to advance to a higher position?

7. Do you think that male or female Perceptions of gender Bourdieu, 1990;
workers are still underrepresented discrimination in academic  Fox & Colatrella,
in your organisation? Why? careers and experience within 2006

8. Do you have experience of genderthe organisation.

discrimination in the career
advancement you mentioned
above?
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Appendix 1.5 Information Sheet

Title of research: The Relations between Gender Difference and Ackaent in Thai

Academic Careers

Researcher: Miss Boonnanida Sodha
A postgraduate research student at Norwich BusiBeblsol,
University of East Anglia (UEA), United Kingdom

| am a postgraduate research student at the NoBusmess School of the University of East
Anglia (UEA). This study aims to explore the gended career advancement in academic
careers in Thailand. | would like to invite youttike part in this research study. Before you
decide to participate you need to understand wisystindy is being done and how it would
involve you. Please take your time to read andidenshe following information carefully. If

there is anything not clear or you would like mor®rmation please ask me (researcher). Please

take your time to decide whether you wish to ta&e.p

What is the purpose of the study?

This study aims to explore the gender and carearament in academic careers in Thailand.
The results of this study would be expected todase the understanding of gender, which might
then influence personnel to advance in this cdielel. The expected main contribution of this

work is to offer useful information relevant to glem equality issues in academic careers.

Why have | been invited? Do | have to take part?

You have been invited to participate in this stbdgause you have experience working in
academic careers in a related field. It is up to tmwdecide if you wish to take part. If you agree
to participate in this study, you are free to wrtnd from the study at any point without giving a

reason.
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What are the possible benefits of taking part?

| cannot promise any direct benefit to you fromingkpart in this study. The information | get
from you will provide findings, which can providedaeper understanding of gender and career
advancement in academic careers in Thailand. Taigdwsupport executives and policy-makers
in order to organise possible policies to encouageer advancement amongst personnel in this
sector in the future.

What are the possible disadvantages and risks ofkang part?

There will not be any obvious risk to you in takipart this study. However, you may have some
anxiety when you are asked to recall your workirgegiences. If any sensitive issue is brought
up, you can stop at any time. If you wish to teraténthe participation, you may do so. You can
withdraw from the study at any point without giviagy reason. If you withdraw from the study,

| will destroy all of your personal information.

Will my taking part in the study be kept confidential?

All the personal information collected will be kapta secure place to protect the confidence of
participants. Information such as your name wilhieerked and coded. Only the code will be
used as an identifier in the thesis or any relatddications. Therefore, your anonymity is
maintained throughout the worKour supervisor and your colleagues will not de twur
information from taking part in this study.

Contact details

If you have concerns about any aspect of this styoly should ask me to answer your questions.
Please contact:

Miss Boonnanida Sodha
Mobile phone in Thailand: 0066-(0)1 933 0787

E-mail address: boonnanida@yahoo.com

b.sodha@uea.ac.uk
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Appendix 1.6 Consent form

Title of research: The Relations between Gender Difference and Ackwent in Thai

Academic Careers

Researcher: Miss Boonnanida Sodha
A postgraduate research student at Norwich Busi@ebsol,
University of East Anglia (UEA), United Kingdom

Please initial box

1. I confirm that | have read and understand the médion sheet, and
have received the information from Miss Boonnarsdaha
(researcher) for the above study. | have had tperynity to
consider the information, ask questions and hadetlnese

answered satisfactorily.

2. lunderstand that my participation is voluntary &m@dn free to

withdraw at any time without giving any reason.

3. lunderstand that my name will be coded by a nuntherefore,

my name will not appear anywhere.

4. | have read and understand the above informatidragree to sign

this consent form voluntarily.

Name of participant Date Signature

Name of researcher Date Signature

When complete, 1 copy for participant, 1 copy &searcher.
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APPENDIX 2 QUANTITATIVE STATISTICS FOR
QUESTIONNAIRE DATA — ACADEMIC SCIENCE (UV)

Appendix 2.1 Univariate normality statistics for female questionnaire data —

Academic science (UV)

Skewness Kurtosis
c
o
- 3 2 0
Variables N £ £ = o S o o S 2
E| E c| © 3 v $| | O £
= 3 o = g = % g = =2
= = = n n n N n n N
In(wage) 73| 559| 7.28| 6.30| 0.36| 0.58| 0.28| 2.06| 0.07| 0.56| 0.13
Age 73 28 58| 40.14| 7.92| 0.74| 0.28| 2.63|-0.13| 0.56]|-0.23
Years in org 73 1 311156 790 0.78| 0.28| 2.79| 0.11| 0.56| 0.19
Level of shared care in family 73 1 5| 3.88| 1.00| -0.43| 0.28| -1.54| -0.53| 0.56]| -0.96
Number of publication 73 0 7| 2.36| 2.02| 0.74| 0.28| 263|-0.77| 0.56|-1.39
Formal network 73 1 5| 3.34| 0.82| 0.21| 0.28| 0.76| 0.42| 0.56| 0.76
Informal network 73 1 5| 296| 1.01| 0.34| 0.28| 1.20|-0.41| 0.56|-0.75
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Appendix 2.2 Univariate normality statistics for mde questionnaire data —

Academic science (UV)

Skewness Kurtosis
5 w

.E - ] - K%

Variables N = g > Q 2 g Q 2 8

g £ c & T w z kz w -

€| 8| 8| =| 8| B| | 8| ©T| 3

= = = n n N N n n N

In(wage) 51 5.87| 7.39| 6.41| 041| 1.06| 0.33| 3.18| 0.18| 0.66| 0.27
Age 51 27 60| 41.71| 10.05| 0.48| 0.33| 1.43|-1.09| 0.66| -1.66
Years in org 51 1 36| 14.00| 10.56| 0.62| 0.33| 1.85|-0.87| 0.66| -1.33
Level of shared care in family 51 2 5| 3.65| 1.05| 0.19| 0.33| -0.58|-1.14| 0.66|-1.74
Number of publication 51 0 14| 3.75| 3.23| 1.34| 0.33| 4.03| 1.73| 0.66| 2.64
Formal network 51 1 5| 3.12| 0.86| 0.15| 0.33| 0.46| 0.08| 0.66| 0.12
Informal network 51 1 5| 2.76| 0.93| 0.65| 0.33| 1.96| 0.29| 0.66| 0.45
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Appendix 2.3 Pearson correlations for female questnnaire data — Academic science (UV)

k=]
& @ ~ = % § %
P A = <} 3 o
z g g g ) g g g = = = 5 S 3 8 % S
= 0] O O] < > (@] [a] n a a L £ = = L (@)
In(wage) 1.00 0.40 0.51 0.19 0.69 0.63 0.70 6.16 6.23 0.04 ;).01 ;).23 6.23 0.07 EJ 04 6.07 ;) 14
GradeA 0.40 1.00 6.07 6.15 0.44 0.44 0.24 EJ.ll 6.18 0.05 E).OO 6.09 6.13 6.08 0.10 0.03 6.09
GradeB 0.51 EJ.O? 1.00 6.24 0.56 0.56 0.64 EJ.l? 6.09 0.02 0.06 -0.08 6.13 0.14 EJ.lO 0.09 -0.14
GradeC 0.19 EJ.15 _0.24 1.00 0.20 0.16 _0.0l EJ.08 EJ.15 6.27 0.21 _0.02 6.03 0.13 0.12 0.03 0.30
Age 0.69 0.44 0.56 0.20 1.00 0.88 0.59 6.26 6.36 6.04 0.02 ;).16 6.18 0.11 0.04 0.05 ;).00
Years in org 0.63 0.44 0.56 0.16 0.88 1.00 0.52 6.33 EJ.35 EJ.OG 0.07 _0.09 EJ.ll 0.19 0.02 0.09 0.03
Oversea phd 0.70 0.24 0.64 EJ.Ol 0.59 0.52 1.00 6.26 6.03 0.05 0.06 ;).09 6.11 0.09 6.04 EJ.Ol ;).13
Domestic phd E).lG EJ.ll 6.17 6.08 6.26 6.33 6.26 1.00 0.04 EJ.Ol 0.13 E).Ol 6.08 E).Ol 6.24 0.10 6.04
Subject area -0.23 6.18 -0.09 6.15 6.36 -0.35 -0.03 0.04 1.00 EJ.ll -0.04 0.08 EJ.OS -0.10 0.08 6.26 -0.16
Publication (1-3) 0.04 0.05 0.02 6.27 6.04 ;).06 0.05 EJ.Ol 6.11 1.00 ;).79 ;).06 0.07 0.04 6.09 6.22 ;).12
Publication (>3) -0.0l EJ.OO 0.06 0.21 0.02 0.07 0.06 0.13 6.04 6.79 1.00 0.09 6.03 -0.04 0.12 0.35 0.07
Formal network _0.23 6.09 _0.08 EJ.OZ 6.16 _0.09 _0.09 EJ.Ol 0.08 EJ.OG 0.09 1.00 0.42 _0.17 0.04 6.24 _0.14
Informal network ;).23 6.13 ;).13 6.03 6.18 ;).11 ;).11 6.08 EJ.OS 0.07 ;).03 0.42 1.00 ;).02 EJ.OZ 6.17 ;).02
Married with chilc 0.07 EJ.OE 0.1 0.1% 0.11 0.1¢ 0.0¢ EJ.OZI EJ.l( 0.04 6.04 E).l't EJ.OZ 1.0C 6.35 0.2t 0.88
Married without child -0.04 0.10 -0.10 0.12 0.04 0.02 -0.04 6.24 0.08 6.09 0.12 0.04 EJ.OZ -0.35 1.00 EJ.OG -0.09
Family shared care 6.07 0.03 0.09 0.03 0.05 0.09 E).Ol 0.10 6.26 6.22 0.35 6.24 6.17 0.25 6.06 1.00 0.35
Career break -0.14 6.09 -0.14 0.30 EJ.OO 0.03 -0.13 6.04 6.16 6.12 0.07 -0.14 EJ.OZ 0.88 6.09 0.35 1.00
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Appendix 2.4 Pearson correlations for male questiaraire data — Academic science (UV)

2 o
G & ~ =< 2 § §

o SRS 5 S S 3 3 <

o 2 s g - c 2 g £ S 5 S

= ° P 9 S S S o k= E = 2 2

=2 5 s 2 - 5 2 |5 8 8 T £ 32 B > o

£ | E ?T | B e |8 g £ s |5 |3 £ 5 E = E

< O] O] O < > (@) [a) n o o L c = = L (@}
In(wage) 1.00 0.79 0.26 0.05 0.84 0.83 0.46 0.08 0.11 0.20 0.21 0.13 0.03 0.46 0.06 0.07 0.55
GradeA 0.79 1.00 0.17 0.20 0.60 0.65 0.38 0.10 0.18 0.10 0.12 0.05 0.10 0.22 0.05 0.03 0.25
GradeB 0.26 0.17 1.00 0.21 0.33 0.28 0.21 0.13 0.01 0.14 0.16 0.19 0.18 0.17 0.11 0.16 0.28
GradeC 0.05 0.20 0.21 1.00 0.20 0.14 0.19 0.22 0.09 0.11 0.03 0.11 0.03 0.20 0.04 0.12 0.35
Age 0.84 0.60 0.33 0.20 1.00 0.91 0.42 0.11 0.08 0.07 0.03 0.16 0.08 0.41 0.01 0.15 0.59
Years in org 0.83 0.65 0.28 0.14 0.91 1.00 0.34 0.02 0.03 0.08 0.03 0.21 0.12 0.38 0.04 0.09 0.52
Oversea phd 0.46 0.38 0.21 0.19 0.42 0.34 1.00 0.23 0.02 0.26 0.29 0.03 0.06 0.06 0.12 0.00 0.24
Domestic phd 0.08 0.10 0.13 0.22 0.11 0.02 0.23 1.00 0.01 0.10 0.04 0.13 0.00 0.04 0.18 0.04 0.12
Subject area 0.11 0.18 0.01 0.09 0.08 0.03 0.02 0.01 1.00 0.06 0.02 0.14 0.05 0.01 0.01 0.19 0.10
Publication (1-3) 0.20 0.10 0.14 0.11 0.07 0.08 0.26 0.10 0.06 1.00 0.96 0.12 0.26 0.22 0.01 0.02 0.28
Publication (>3) 0.21 0.12 0.16 0.03 0.03 0.03 0.29 0.04 0.02 0.96 1.00 0.17 0.22 0.25 0.08 0.08 0.24
Formal network 0.13 0.05 0.19 0.11 0.16 0.21 0.03 0.13 0.14 0.12 0.17 1.00 0.18 0.15 0.08 0.02 0.26
Informal network 0.03 0.10 0.18 0.03 0.08 0.12 0.06 0.00 0.05 0.26 0.22 0.18 1.00 0.10 0.19 0.12 0.06
Married with chilc 0.46 0.22 0.17 0.20 0.41 0.38 0.06 0.04 0.01 0.22 0.25 0.15 0.10 1.00 0.38 0.01 0.81
Married without child 0.06 0.05 0.11 0.04 0.01 0.04 0.12 0.18 0.01 0.01 0.08 0.08 0.19 0.38 1.00 0.08 0.13
Family shared care 0.07 0.03 0.16 0.12 0.15 0.09 0.00 0.04 0.19 0.02 0.08 0.02 0.12 0.01 0.08 1.00 0.16
Career break 0.55 0.25 0.28 0.35 0.59 0.52 0.24 0.12 0.10 0.28 0.24 0.26 0.06 0.81 0.13 0.16 1.00
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Appendix 2.5 Pearson correlations for questionnairelata — Academic science (UV)

k=]
& @ ~ = % § %
P A = <} 3 o
z g g g ) g g g = = = 5 S 3 8 % S
= 0] O O] < > (@] [a] n a a L £ = = L (@)
In(wage) 1.00 0.62 0.40 0.11 0.77 0.73 0.59 EJ.lO 6.17 6.08 0.12 ;).09 6.13 0.29 6.08 6.08 0.25
GradeA 0.62 1.00 E).ll 6.19 0.53 0.57 0.34 6.04 6.15 6.05 0.10 6.09 EJ.OZ 0.14 0.03 0.01 0.18
GradeB 0.40 EJ.ll 1.00 6.23 0.44 0.41 0.43 6.16 6.04 EJ.O? 0.12 0.04 6.16 0.17 EJ.lZ 6.04 0.11
GradeC 0.11 EJ.19 _0.23 1.00 0.18 0.12 _O.ll 0.03 6.08 6.19 0.10 0.05 EJ.Ol 0.12 0.10 EJ.Ol 0.22
Age 0.77 0.53 0.44 0.18 1.00 0.90 0.51 6.13 6.22 EJ.OG 0.05 ;).02 6.07 0.29 0.00 6.05 0.33
Years in org 0.73 0.57 0.41 0.12 0.90 1.00 0.44 EJ.ZO EJ.18 6.08 0.08 0.04 EJ.OZ 0.31 6.03 EJ.Ol 0.33
Oversea phd 0.59 0.34 0.43 6.11 0.51 0.44 1.00 6.27 EJ.OO 6.12 0.21 ;).06 6.11 0.12 EJ.OZ 6.02 0.14
Domestic phd E).lO 6.04 E).lG 0.03 6.13 6.20 6.27 1.00 0.01 6.02 0.03 6.02 6.04 6.05 6.08 0.07 6.05
Subject area -0.17 6.15 -0.04 6.08 6.22 -0.18 -0.00 0.01 1.00 EJ.lO 0.01 -0.02 EJ.OZ -0.04 0.03 EJ.O? -0.08
Publication (1-3) ;).08 EJ.OS ;).07 6.19 EJ.OG ;).08 ;).12 EJ.OZ EJ.lO 1.00 ;).86 ;).06 0.16 ;).11 EJ.OZ 6.12 ;).23
Publication (>3) 0.12 0.10 0.12 0.10 0.05 0.08 0.21 0.03 0.01 6.86 1.00 0.09 EJ.lZ 0.15 EJ.Ol 0.20 0.23
Formal network _0.09 6.09 0.04 0.05 EJ.OZ 0.04 _0.06 EJ.OZ EJ.OZ EJ.OG 0.09 1.00 0.33 _0.04 0.02 6.12 _0.00
Informal network ;).13 6.02 ;).16 EJ.Ol 6.07 ;).02 ;).11 6.04 EJ.OZ 0.16 ;).12 0.33 1.00 ;).08 0.07 6.04 ;).07
Married with chilc 0.29 0.14 0.17 0.12 0.29 0.31 0.12 EJ.OS 6.04 EJ.ll 0.15 6.04 6.08 1.00 6.38 0.09 0.86
Married without child -0.08 0.03 -0.12 0.10 0.00 -0.03 -0.02 6.08 0.03 EJ.OZ -0.0l 0.02 0.07 -0.38 1.00 6.04 -0.08
Family shared care 6.08 0.01 6.04 EJ.Ol 6.05 E).Ol 6.02 0.07 6.07 6.12 0.20 6.12 6.04 0.09 6.04 1.00 0.05
Career break 0.25 0.18 0.11 0.22 0.33 0.33 0.14 EJ.OS 6.08 6.23 0.23 -0.00 EJ.O? 0.86 6.08 0.05 1.00
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Appendix 2.6 Casewise Diagnostics for female wagegression — Academic

science (UV)

Case Number Std. Residual In(wage) Predicted Valug Residual
1 0.38 7.20 7.12 0.08
2 0.67 7.28 7.14 0.14
16 1.83 85, 6.18 - 0.37
17 1.04 5@. 6.72 - 0.21
18 0.39 74, 6.82 - 0.0¢4
19 0.07 6.74 6.72 0.01L
20 0.11 79. 6.81 - 0.02
21 0.60 79. 6.91 - 0.12
22 0.53 6.99 6.8¢ 0.1
23 0.15 6.99 6.9¢ 0.0B
24 0.35 7.01 6.94 0.0f7
75 2.20 85, 6.26 - 0.4%
76 0.55 16. 6.21 - 0.11
77 1.16 1®. 6.33 - 0.24
78 1.00 15. 6.35 - 0.2(
79 1.00 24, 6.44 - 0.2(
80 0.61 35, 6.45 - 0.13
81 0.62 35, 6.45 - 0.13
82 0.41 35, 6.40 - 0.0¢4
83 0.78 6.32 6.16 0.1p
84 0.18 6.36 6.32 0.04
85 0.19 6.36 6.32 0.04
86 0.88 6.36 6.18 0.1B
87 0.46 6.36 6.27 0.0p
88 0.35 6.50 6.43 0.0f7
89 0.31 6.50 6.44 0.0p
90 1.44 6.50 6.21 0.2p
91 0.55 6.50 6.39 0.1
92 0.39 5@. 6.58 - 0.0¢4
93 0.77 6.60 6.44 0.1p
94 0.86 68. 6.80 - 0.1§
95 1.94 6.76 6.37 0.4p
96 0.19 6.79 6.75 0.04
97 2.39 6.79 6.3( 0.4p
98 0.23 6.79 6.74 0.0p
220 1.85 5% 5.96 - 0.38
221 1.63 .6B 6.00 - 0.33
222 0.y1 NL3 5.89 - 0.14
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223 1.04 .86 6.02 0.21
224 1.26 .8b 6.07 0.2¢
225 0.67 .86 5.95 0.14
226 0.99 .8B 6.08 0.2(¢

227 0.y8 .8B 6.03 0.1¢
228 0.94 95 6.13 0.19
229 0.p1 95 5.98 0.04
230 0.5 9% 6.04 0.0%
231 0.68 0% 6.19 0.14
232 0.15 6.09 6.02 0.03
233 0.38 6.10 6.02 0.08
234 0.31 6.10 6.03 0.06
235 0.p1 16 6.14 0.04
236 0.04 16 6.11 0.01
237 0.09 6.10 6.08 0.0p
238 0.84 6.10 5.93 0.1)7
239 0.50 A® 6.20 0.14¢

240 0.04 A® 6.10 0.01
241 0.39 6.10 6.02 0.08
242 0.43 6.10 6.01 0.09
243 0.55 A% 6.26 0.11
244 1.06 6.15 5.93 0.2p
245 0.12 A% 6.17 0.03
246 0.41 6.15 6.06 0.08
247 0.60 A% 6.27 0.1%2
248 0.18 6.15 6.11 0.04
249 0.50 6.15 6.04 0.10
250 0.32 6.24 6.17 0.06
251 1.22 6.32 6.07 0.26
252 0.21 6.32 6.28 0.04
253 1.48 6.32 6.02 0.30
254 1.33 6.32 6.0% 0.2)7
255 1.42 6.32 6.08 0.29
256 0.82 6.32 6.1% 0.1
257 1.56 6.50 6.18 0.3p
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Appendix 2.7 Casewise Diagnostics for male wage regsion — Academic

science (UV)

Case Number Std. Residual In(wage Predicted Value Residual
8 0.24 7.28 7.2" 0.038
9 1.19 7.38 7.23 0.15
10 0.84 7.39 7.24 0.1
43 1.05 ®.5 6.63 - 0.13
44 0.76 ®.5 6.60 - 0.1(
45 1.03 £.5 6.67 - 0.13
46 0.14 BS 6.58 - 0.02
47 0.80 BS 6.60 - 0.04
48 0.86 70 7.12 - 0.11
49 0.61 70 7.09 - 0.08
50 0.64 rpn 7.19 - 0.08
51 0.15 gp 7.30 - 0.02
149 1.9 24, 6.46 - 0.23
150 0.86 36, 6.47 - 0.11
151 0.Y5 36, 6.45 - 0.1(¢
152 0.07 1G, 6.41 - 0.01
153 0.18 6.50 6.48 0.0p
154 0.00 36, 6.36 - 0.0(¢
155 0.20 6.50 6.48 0.0B8
156 1.87 6.57 6.38 0.24
157 0.01 6.60 6.60 0.00
158 1.21 6.63 6.47 0.15
159 0.Y9 66, 6.76 - 0.1(¢
160 0.96 6.79 6.67 0.1p
161 3.10 7.11 6.72 0.39
328 1.38 85, 6.05 - 0.1§
329 1.12 93%. 6.08 - 0.14
330 1.13 93%. 6.08 - 0.14
331 0.24 0%, 6.08 - 0.03
332 0.09 6.05 6.08 0.0
333 0.10 6.10 6.08 0.0
334 0.36 6.10 6.0% 0.05
335 0.08 6.10 6.09 0.0
336 0.42 1®. 6.15 - 0.0%
337 0.32 6.10 6.06 0.04
338 0.72 6.10 6.01 0.09
339 0.58 6.10 6.02 0.0f7
340 0.Y3 1®. 6.19 - 0.09
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341 0.40 6.10 6.0% 0.0b
342 0.22 6.10 6.07 0.08
343 0.13 1®, 6.11 0.02
344 0.04 1®, 6.10 0.01
345 0.24 6.15 6.12 0.08
346 0.59 6.15 6.07 0.0f7
347 0.05 6.15 6.14 0.0t
348 0.68 1%. 6.23 0.09
349 0.71 6.15 6.06 0.00
350 0.72 6.19 6.10 0.0p
351 0.37 6.19 6.1% 0.0b
352 0.06 19. 6.20 0.01
353 0.40 6.24 6.19 0.06
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Appendix 2.8 Model fitting for female wage regressin — Academic science
(UV)

Appendix 2.8A Histogram of female wage regressiontandardized residuals —
Academic science (UV)

Histogram

Dependent Variable: In(wage)
14

Std. Dev = .90
Mean = 0.00
N = 73.00

Frequency

-225 -175 -1.25 -75 -25 .25 .75 125 175 225
-200 -1.50 -1.00 -50 0.00 .50 1.00 150 200 250

Regression Standardized Residual

Appendix 2.8B Normal probability plot of female wage regression
standardized residuals — Academic science (UV)

Normal P-P Plot of Regression Standard

Dependent Variable: In(wage)
1.00

751 o

501 @

Expected Cum Prob

Olm L L L
0.00 25 50 75 1.00

Observed Cum Prob
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Appendix 2.8C Standardized predicted values and stalardized residuals of

female wage regression — Academic science (UV)

Regression Standardized Residual

Scatterplot

Dependent Variable: In(wage)

Regression Standardized Predicted Value
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Appendix 2.9 Model fitting for male wage regressior- Academic science (UV)

Appendix 2.9A Histogram of male wage regression stalardized residuals —

Academic science (UV)

Frequency

10

Histogram

Dependent Variable: In(wage)

-1.75 -125 -75 -25 25 .75 125 175 225 275
-1.50 -1.00 -50 0.00 .50 1.00 150 2.00 250 3.00

Regression Standardized Residual

Std. Dev = .85
Mean = 0.00
N = 51.00

Appendix 2.9B Normal probability plot of male wageregression standardized

residuals — Academic science (UV)

Normal P-P Plot of Regression Standard

Dependent Variable: In(wage)

1.00

751

] o

.25 4 Dmndj‘“

Expected Cum Prob
8

0.00

0.00 .25 .50

Observed Cum Prob

75 1.00
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Appendix 2.9C Standardized predicted values and stalardized residuals of

male wage regression — Academic science (UV)

Regression Standardized Residual

Scatterplot

Dependent Variable: In(wage)

Regression Standardized Predicted Value

H%e
DD e a
Dqﬁhﬂ o Og E
o a o
oD = o o o
o oo
o
o
-1.5 -1.0 -5 0.0 .5 1.0 1.5 2.0

2.5
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Appendix 2.10 The association between gender of thB/ respondents and the
perception towards gender difference in academic ceer advancement

Appendix 2.10A T-test analysis, the association beeégn gender of the UV

respondents and the perception towards gender diffence in academic career
advancement

Results of mean value

Std. Error
female N Mean Std. Deviation Mean
The female 73 2.3151 .94099 .11013
perception of  male
gender 51 2.3333 .88694 12420
equality

Results of t-test analysis on gender and the perdam towards gender
difference in academic career advancement

Levene's
Test for
Equality of
Variances t-test for Equality of Means
95% Confidence
Sig. Mean Std. Error Interval of the
F Sig. t df (2-tailed) | Difference | Difference Difference
Lower Upper
The Equal variances
perception - assumed 262 609 | -.109 122 913 -.0183 16776 | -.35036 | .31383
of gender
equality
Equal variances
not assumed -.110 | 111.622 913 -.0183 .16600 | -.34718 | .31065
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Appendix 2.10B One-way ANOVA, the association betwaethe number of
publication of the UV respondents and their percepon of gender equality

Results of tests of homogeneity of variances — felaacademics (UV)

Levene
Statistic dfl df2 Sig.

7.463 2 70 .001

Results of ANOVA testing on publication and the peception of gender
equality — female academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 1.738 2 .869 .981 .380
Within Groups 62.015 70 .886
Total 63.753 72

Results of tests of homogeneity of variances —maeademics (UV)

Levene
Statistic dfl df2 Sig.

1.197 1 48 .279

Results of ANOVA testing on publication and the pereption of gender
equality — male academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups .496 2 .248 .306 .737
Within Groups 38.837 48 .809
Total 39.333 50
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Appendix 2.10C One-way ANOVA, the association betve& the educational
degree of the UV respondents and their perceptionf gender equality

Results of tests of homogeneity of variances — felaacademics (UV)

Levene
Statistic dfl df2 Sig.

1.751 2 70 .181

Results of ANOVA testing on education and the perggion of gender equality
— female academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups .653 2 .326 362 .698
Within Groups 63.101 70 .901
Total 63.753 72

Results of tests of homogeneity of variances —maeademics (UV)

Levene
Statistic dfl df2 Sig.

3.557 2 48 .036

Results of ANOVA testing on education and the perggion of gender equality
— male academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 3.843 2 1.921 2.598 .085
Within Groups 35.491 48 .739
Total 39.333 50
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Appendix 2.10D One-way ANOVA, the association betvem age of the UV
respondents and their perception of gender equality

Results of tests of homogeneity of variances — felaacademics (UV)

Levene
Statistic dfl df2 Sig.

.280 3 69 .840

Results of ANOVA testing on age and the perceptionf gender equality —
female academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 7.830 3 2.610 3.221 .028
Within Groups 55.923 69 .810
Total 63.753 72

Results of tests of homogeneity of variances —maeademics (UV)

Levene
Statistic dfl df2 Sig.

.826 3 47 .486

Results of ANOVA testing on age and the perceptionf gender equality —
male academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 3.487 3 1.162 1.524 221
Within Groups 35.846 47 763
Total 39.333 50
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Appendix 2.10E One-way ANOVA, the association betwaegrade position of
the UV respondents and their perception of gendergiality

Results of tests of homogeneity of variances — felaacademics (UV)

Levene
Statistic

dfl

df2

Sig.

418

69

.740

Results of ANOVA testing on grade position and theerception of gender
equality — female academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 3.222 3 1.074 1.224 .308
Within Groups 60.532 69 877
Total 63.753 72

Results of tests of homogeneity of variances —maeademics (UV)

Levene
Statistic

dfl

df2

Sig.

211

47

.888

Results of ANOVA testing on grade position and theerception of gender
equality — male academics (UV)

Sum of

Squares df Mean Square F Sig.
Between Groups 1.159 3 .386 475 .701
Within Groups 38.175 47 .812
Total 39.333 50
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APPENDIX 3 QUANTITATIVE STATISTICS FOR
QUESTIONNAIRE DATA — RESEARCH SCIENCE (RI)

Appendix 3.1 Univariate normality statistics for female questionnaire data —

Research science (RI)

Skewness Kurtosis
c
o
Variables N £ = = o S o o S 2
g £ c a k%) w z A7) w =
S| 8| 8| =| 8| 8| %| 8| ©-| 2
= = = n n n N n n N
In(wage) 143 | 5.99| 7.39| 6.55| 0.32| 0.37 0.20 1.83| -0.51| 0.40| -1.26
Age 143 27 56 |37.33] 7.32| 0.60| 0.20| 2.97|-0.42| 0.40]| -1.05
Years in org 143 1 28| 10.43| 6.51 0.45 0.20 2.23| -0.46| 0.40]| -1.15
Level of shared care in family] 143 2 5| 3.94| 0.96| -0.46 0.20| -2.25| -0.82| 0.40| -2.04
Number of publication 143 0 11| 2.63| 2.57 1.13 0.20| 5.57| 1.14| 0.40| 2.83
Formal network 143 1 5| 3.09| 0.77| 0.22 0.20 1.09( 0.05| 0.40| 0.13
Informal network 143 1 5| 2.86| 0.98| 0.60| 0.20| 2.97|-0.32| 0.40| -0.80
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Appendix 3.2 Univariate normality statistics for mde questionnaire data —
Research science (RI)

Skewness Kurtosis
5 _

E - 0 . 7

Variables N = £ 3 o 2 g o 2 2

E| E| <c| O B L 5| & 4 c

cE| | 8| =| ®| 8| %| 8| = 3

= = = n n n N n n N
In(wage) 153| 5.81| 7.54| 6.64| 0.39 0.31 0.20 1.60| -0.84| 0.39| -2.15
Age 153 24 59| 39.79| 8.90| 0.49| 0.20| 2.48|-0.70| 0.39| -1.79
Years in org 153 1 28| 11.44| 7.64 0.58 0.20 296 | -0.68| 0.39|-1.74
Level of shared care in familyy 153 1 5| 3.69| 1.07| -0.22| 0.20] -1.11|-0.94| 0.39| -2.41
Number of publication 153 0 11| 2.81| 2.70 0.99 0.20 5.07| 0.46| 0.39| 1.18
Formal network 153 1 5| 3.02| 0.91 0.54 0.20 2.74| -0.33| 0.39| -0.86
Informal network 153 1 5| 2.90| 0.96 0.64 0.20 3.20| -0.23| 0.39| -0.60
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Appendix 3.3 Pearson correlations for female questnnaire data — Research science (RI)

o
= & ~ =< =2 E %
o 2 E; 3 gc’ % g ‘% g é g é

~ ° o g a S S 2 < = = 5 5

g |2 |8 |¢ . |8 |82 |8 |§ |& |z |E |E |B |2 |g

2 g g s g g g g = g = 5 S 5 5 E 3

< o O] O < > (@) [a) n a a L £ = = L O
In(wage) 1.00 0.38 0.58 0.21 0.62 0.54 0.62 0.10 070. EJ.OS 0.23 0.20 0.03 0.06 0.19 0.11 0.09
GradeA 0.38 1.00 6.08 6.15 0.36 0.32 0.16 6.04 0.10 0.03 0.05 0.11 0.03 0.08 EJ.OO 0.05 0.07
GradeB 0.58 6.08 1.00 6.27 0.40 0.38 0.47 0.07 EJ.lO 6.02 0.15 0.18 0.10 6.12 0.23 0.05 6.02
GradeC 0.21 6.15 6.27 1.00 0.21 0.15 0.04 0.14 0.05 EJ.14 0.17 0.05 6.13 0.22 EJ.ll 0.08 0.18
Age 0.62 0.36 0.40 0.21 1.00 0.84 0.25 0.07, 0.01 EJ.12 0.22 0.16 EJ.OZ 0.14 0.08 0.09 0.18
Years in org 0.54 0.32 0.38 0.15 0.84 1.00 0.19 10.1| 0.09 6.16 0.23 0.14 EJ.OZ 0.09 0.11 0.07 0.14
Oversea phd 0.62 0.16 0.47 0.04 0.25 0.19 1.00 6.08 0.00 EJ.OO 0.12 0.15 0.03 0.04 0.00 6.02 0.06
Domestic phd 0.10 6.04 0.07 0.14 0.07 0.11 6.08 1.00 0.03 EJ.OG 0.13 6.02 EJ.OZ 6.08 0.03 0.01 6.09
Subject area 0.07 0.10 E).lO 0.05 0.01 0.09 0.00 0.03 1.00 EJ.O? 0.07 0.03 6.06 6.04 0.05 6.09 6.08
Publication (1-3) 6.05 0.03 6.02 6.14 EJ.12 6.16 E).OO 6.06 EJ.O? 1.00 6.69 0.04 0.12 E).Ol EJ.18 0.06 6.02
Publication (>3) 0.23 0.05 0.15 0.17 0.22 0.23 0.12 0.13 0.07 6.69 1.00 0.21 6.09 0.04 0.17 0.02 0.07
Formal network 0.20 0.11 0.18 0.05 0.16 0.14 0.15 EJ.OZ 0.03 0.04 0.21 1.00 0.15 ;).01 0.07 0.11 0.05
Informal network 0.03 0.03 0.10 6.13 EJ.OZ 6.02 0.03 EJ.OZ 6.06 0.12 6.09 0.15 1.00 6.03 EJ.Ol EJ.Ol 6.02
Married with child 0.06 0.08 6.12 0.22 0.14 0.09 0.04 6.08 6.04 EJ.Ol 0.04 6.01 6.03 1.00 6.22 0.18 0.93
Married without child 0.19 EJ.OO 0.23 EJ.ll 0.08 0.11 0.00 0.03 0.05 6.18 0.17 0.07 EJ.Ol 6.22 1.00 0.15 6.09
Family shared care 0.11 0.05 0.05 0.08 0.09 0.07 6.02 0.01 6.09 0.06 0.02 0.11 EJ.Ol 0.18 0.15 1.00 0.20
Career bree 0.0¢ 0.07 ;).02 0.1¢ 0.1¢ 0.1< 0.0¢ EJ.OE EJ.OE EJ.OZ 0.07 0.0t EJ.OZ 0.9 EJ.OE 0.2C 1.0C

289




Appendix 3.4 Pearson correlations for male questiaraire data — Research science (RI)

k=]
& @ ~ = % § %
P A = <} 3 o
z g g g ) g g g = = = 5 S 3 8 % S
= 0] O O] < > (@] [a] n a a L £ = = L (@)
In(wage) 1.00 0.52 0.50 0.05 0.65 0.49 0.38 0.28 EJ.OZ 6.03 0.26 0.17 0.01 0.26 0.20 0.21 0.38
GradeA 0.52 1.00 E).ll 6.20 0.48 0.37 0.32 EJ.OS 6.06 0.08 0.01 0.08 0.08 0.17 0.14 0.15 0.27
GradeB 0.50 EJ.ll 1.00 EJ.3O 0.27 0.24 0.12 0.30 6.04 6.08 0.20 0.05 6.03 -0.04 0.26 0.05 0.12
GradeC 0.05 EJ.ZO _0.30 1.00 0.14 0.09 0.05 0.10 0.02 6.08 0.10 0.10 0.02 0.17 6.14 0.09 0.14
Age 0.65 0.48 0.27 0.14 1.00 0.80 0.33 0.11 0.00 6.02 0.12 0.04 0.03 0.32 0.17 0.21 0.46
Years in org 0.49 0.37 0.24 0.09 0.80 1.00 0.22 0.11 EJ.OS 0.06 0.02 0.02 0.08 0.22 0.18 0.23 0.36
Oversea phd 0.38 0.32 0.12 0.05 0.33 0.22 1.00 6.21 6.14 0.01 0.16 0.09 0.08 0.07 0.09 0.03 0.13
Domestic phd 0.28 EJ.OS 0.30 0.10 0.11 0.11 6.21 1.00 0.05 EJ.ll 0.23 0.10 EJ.OO E).lO 0.07 6.02 6.03
Subject area -0.02 6.06 -0.04 0.02 0.00 -0.05 -0.14 0.05 1.00 6.05 0.04 -0.03 0.02 0.05 6.14 6.03 0.00
Publication (1-3) ;).03 0.08 ;).08 6.08 6.02 0.06 0.01 6.11 EJ.OS 1.00 ;).74 ;).03 6.09 ;).01 0.04 0.10 ;).02
Publication (>3) 0.26 0.01 0.20 0.10 0.12 0.02 0.16 0.23 0.04 6.74 1.00 0.15 0.12 0.05 0.04 EJ.OZ 0.05
Formal network 0.17 0.08 0.05 0.10 0.04 0.02 0.09 0.10 6.03 6.03 0.15 1.00 0.30 0.12 0.00 0.11 0.13
Informal network 0.01 0.08 ;).03 0.02 0.03 0.08 0.08 EJ.OO 0.02 6.09 0.12 0.30 1.00 ;).02 EJ.OZ 6.05 ;).03
Married with chilc 0.26 0.17 E).OZ 0.17 0.32 0.22 0.07 EJ.lO 0.05 EJ.Ol 0.05 0.12 EJ.OZ 1.00 6.34 0.23 0.76
Married without child 0.20 0.14 0.26 6.14 0.17 0.18 0.09 0.07 6.14 0.04 0.04 0.00 EJ.OZ -0.34 1.00 0.16 0.03
Family shared care 0.21 0.15 0.05 0.09 0.21 0.23 0.03 EJ.OZ EJ.OS 0.10 E).OZ 0.11 EJ.OS 0.23 0.16 1.00 0.24
Career break 0.38 0.27 0.12 0.14 0.46 0.36 0.13 6.03 0.00 EJ.OZ 0.05 0.13 6.03 0.76 0.03 0.24 1.00
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Appendix 3.5 Pearson correlations for questionnairelata — Research science (RI)

k=]
& @ ~ = % § %
P A = <} 3 o
z g g g ) g g g = = = 5 S 3 8 % S
= 0] O O] < > (@] [a] n a a L £ = = L (@)
In(wage) 1.00 0.47 0.53 0.12 0.64 0.52 0.48 0.24 0.05 6.04 0.25 0.17 0.02 0.19 0.21 0.15 0.28
GradeA 0.47 1.00 E).lO 6.18 0.44 0.35 0.26 EJ.OZ 0.03 0.05 0.03 0.09 0.06 0.14 0.09 0.10 0.20
GradeB 0.53 EJ.lO 1.00 6.28 0.32 0.30 0.28 0.22 EJ.OS 6.05 0.18 0.11 0.03 -0.07 0.25 0.04 0.06
GradeC 0.12 EJ.18 _0.28 1.00 0.17 0.12 0.05 0.11 0.03 EJ.ll 0.14 0.08 EJ.OS 0.19 6.13 0.09 0.15
Age 0.64 0.44 0.32 0.17 1.00 0.82 0.30 0.12 0.05 EJ.OG 0.17 0.08 0.01 0.26 0.14 0.14 0.37
Years in org 0.52 0.35 0.30 0.12 0.82 1.00 0.21 0.12 0.04 6.04 0.11 0.07 0.04 0.17 0.16 0.15 0.28
Oversea phd 0.48 0.26 0.28 0.05 0.30 0.21 1.00 6.15 EJ.OS EJ.OO 0.14 0.11 0.06 0.06 0.06 0.00 0.11
Domestic phd 0.24 EJ.OZ 0.22 0.11 0.12 0.12 6.15 1.00 0.09 6.09 0.19 0.06 EJ.OO 6.07 0.07 6.03 E).Ol
Subject area 0.05 0.03 -0.05 0.03 0.05 0.04 -0.05 0.09 1.00 EJ.OG 0.07 -0.02 EJ.Ol 0.04 EJ.OZ 6.09 0.02
Publication (1-3) ;).04 0.05 ;).05 6.11 EJ.OG ;).04 ;).00 6.09 6.06 1.00 ;).72 0.00 0.02 ;).01 6.06 0.08 ;).02
Publication (>3) 0.25 0.03 0.18 0.14 0.17 0.11 0.14 0.19 0.07 6.72 1.00 0.17 0.02 0.05 0.10 EJ.Ol 0.07
Formal network 0.17 0.09 0.11 0.08 0.08 0.07 0.11 0.06 EJ.OZ 0.00 0.17 1.00 0.23 0.06 0.03 0.11 0.09
Informal network 0.02 0.06 0.03 EJ.OS 0.01 0.04 0.06 EJ.OO EJ.Ol 0.02 0.02 0.23 1.00 ;).02 EJ.Ol 6.03 ;).02
Married with chilc 0.19 0.14 6.07 0.19 0.26 0.17 0.06 6.07 0.04 EJ.Ol 0.05 0.06 EJ.OZ 1.00 6.28 0.20 0.83
Married without child 0.21 0.09 0.25 6.13 0.14 0.16 0.06 0.07 EJ.OZ EJ.OG 0.10 0.03 EJ.Ol -0.28 1.00 0.14 -0.0l
Family shared care 0.15 0.10 0.04 0.09 0.14 0.15 0.00 EJ.OS 6.09 0.08 E).Ol 0.11 EJ.OS 0.20 0.14 1.00 0.20
Career break 0.28 0.20 0.06 0.15 0.37 0.28 0.11 EJ.Ol 0.02 EJ.OZ 0.07 0.09 EJ.OZ 0.83 EJ.Ol 0.20 1.00

291



Appendix 3.6 Casewise Diagnostics for female wagegression — Research

science (RI)
Case Number Std. Residual In(wage) Predicted Value  Residual

3 1.37 7.20 6.99 0.21

4 1.18 7.20 7.01 0.18

5 0.48 7.29 7.22 0.08

6 0.73 7.35 7.24 0.11

7 0.72 7.39 7.2 0.11
25 0.90 6.91 7.05 - 0.14
26 0.718 6.91 7.03 - 0.12
27 0.26 6.93 6.97 - 0.04
28 1.14 6.95 713 - 0.18
29 0.36 6.97 6.92 0.0p
30 0.29 6.99 7.04 - 0.05
31 0.27 7.01 7.06 - 0.04
32 0.45 7.01 6.94 0.0
33 0.84 7.01 714 - 0.13
34 0.94 7.01 7/16 - 0.15
35 0.34 7.01 6.9¢ 0.0p
36 0.42 7.03 710 - 0.07
37 0.18 7.07 710 - 0.03
38 0.09 7.09 7.0 - 0.01
39 0.17 7.09 7.12 - 0.03
40 0.31 7.09 7.04 0.0
41 0.39 7.09 7.03 0.0p
42 0.97 7.16 7.7 - 0.01
99 1.61 6.32 6.57 - 0.25
100 1.33 6.86 6,57 - 0.21
101 0.82 6.43 6,56 - 0.13
102 0.73 6.47 6,58 - 0.11
103 0.49 6.50 6,58 - 0.08
104 0.69 6.50 6,61 - 0.11
105 0.39 6.50 6,56 - 0.06
106 0.28 6.50 6,55 - 0.04
107 0.43 6.50 6,57 - 0.07
108 0.5 6.50 6,59 - 0.09
109 0.43 6.50 6,57 - 0.07
110 0.65 6.50 6,60 - 0.10
111 1.81 6.50 6,79 - 0.28
112 0.718 6.50 6,62 - 0.12
113 0.43 6.50 6,57 - 0.07
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114 0.41 6.50 6l60 0.10
115 0.38 6.50 6156 0.06
116 0.32 6.50 6155 0.05
117 0.81 6.50 6163 0.13
118 0.38 6.54 6159 0.06
119 0.10 6.57 6158 0.02
120 0.67 6.57 667 0.10
121 0.79 6.63 6175 0.12
122 0.13 6.63 6.61 0.0p
123 0.46 6.63 6/70 0.07
124 0.20 6.66 6.63 0.08
125 0.81 6.66 6.53 0.18
126 0.8 6.66 6l67 0.01
127 0.58 6.66 6.57 0.00
128 1.37 6.66 6187 0.21
129 0.1 6.68 6169 0.00
130 1.30 6.74 6.54 0.20
131 0.55 6.76 6.68 0.00
132 0.53 6.76 6.68 0.08
133 1.76 6.79 6.51 0.28
134 0.18 6.79 6182 0.03
135 031 6.79 6184 0.05
136 0.89 6.79 6.65 0.14
137 1.34 6.81 6.61 0.2
138 1.71 6.81 6.55 0.27
139 1.25 6.81 6.62 0.20
140 1.71 6.81 6.55 0.27
141 1.86 6.81 6.52 0.20
142 0.21 6.81 6.78 0.08
143 0.44 6.81 6.75 0.07
144 0.56 6.81 6.73 0.00
145 0.39 6.86 6.80 0.06
146 0.34 6.86 6.81 0.05
147 0.39 6.91 6.85 0.06
148 0.92 6.91 6.76 0.14
258 143 5.9 621 0.22
259 1.84 5.9 6128 0.29
260 1.8 5.99 6130 0.31
261 1.75 5.9 6126 0.27
262 1.37 6.05 64 0.20
263 1.14 6.05 6122 0.18
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264 1.47 6.10 6,33 0.23
265 0.§2 6.10 6,23 0.13
266 1.23 6.10 629 0.19
267 0.91 6.10 624 0.14
268 1.42 6.10 6,37 0.27
269 0.92 6.10 6,24 0.14
270 1.20 6.10 6,28 0.19
271 0.85 6.10 6,23 0.13
272 1.04 6.10 6,26 0.16
273 1.11 6.10 627 0.17
274 1.33 6.15 6,35 0.21
275 0.63 6.19 6,29 0.10
276 0.85 6.19 6,32 0.13
277 0.70 6.19 6,30 0.11
278 0.§2 6.19 6,32 0.13
279 0.39 6.19 625 0.06
280 0.94 6.24 6,38 0.15
281 0.14 6.24 626 0.02
282 0.70 6.24 6,35 0.11
283 0.07 6.28 6.27 0.011
284 0.04 6.28 6,29 0.01
285 0.76 6.82 644 0.12
286 0.14 6.32 6.30 0.0p
287 0.08 6.82 6,33 0.01
288 0.07 6.32 6.31 0.011
289 0.82 6.82 645 0.13
290 0.15 6.32 6.30 0.0p
291 0.21 6.32 6.29 0.08
292 0.48 6.32 6.2% 0.0f7
293 0.36 6.32 6.26 0.0p
294 0.24 6.32 6.28 0.04
295 0.20 6.32 6.29 0.0B
296 0.24 6.32 6.28 0.04
297 0.30 6.32 6.27 0.06
298 0.06 6.82 6,33 0.01
299 0.32 6.32 6.27 0.0
300 0.23 6.32 6.28 0.04
301 0.36 6.82 6,38 0.06
302 0.21 6.82 6,35 0.03
303 0.10 6.82 6,34 0.02
304 0.07 6.82 6,33 0.01
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305 0.05 6.32 6.31 0.011
306 0.64 6.39 6.26 0.10
307 0.57 6.34 6.27 0.0
308 0.42 6.4Q 6.33 0.0}/
309 0.41 6.40 6.33 0.06
310 0.20 6.40 6.37 0.08
311 0.92 6.43 6.29 0.14
312 0.92 6.47 6.32 0.14
313 0.82 6.50 6.37 0.18
314 1.25 6.5(Q 6.31 0.20
315 1.08 6.5Q 6.33 0.1f7
316 1.09 6.50 6.33 0.1
317 1.65 6.54 6.28 0.26
318 0.69 6.54 6.43 0.1p
319 1.86 6.66 6.37 0.20
320 1.61 6.64 6.40 0.2b
321 2.35 6.64 6.29 0.37
322 2.27 6.64 6.30 0.36
323 0.18 6.66 6.63 0.08
324 2.21 6.64 6.31 0.3b
325 0.98 6.66 6.50 0.15
326 2.27 6.68 6.33 0.36
327 2.22 6.68 6.34 0.3b
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Appendix 3.7 Casewise Diagnostics for male wage regsion — Research

science (RI)
Case Number Std. Residual In(wage Predicted Value Residual
11 0.42 7.28 7.36 - 0.08
12 0.55 7.34 7.44 - 0.11
13 0.84 7.42 7.25 0.1y
14 0.41 7.42 7.34 0.08
15 0.53 7.54 7.44 0.1p
52 1.77 6.76 7.11 - 0.35
53 0.74 6.86 7.01 - 0.15
54 0.89 6.91 7.08 - 0.17
55 0.33 7.09 7.03 0.0p
56 0.15 7.09 7.0¢ 0.08
57 0.19 7.09 7.13 - 0.04
58 0.01 7.09 7.09 0.0p
59 0.07 7.11 7.1( 0.0
60 0.24 7.11 7.16 - 0.05
61 0.01 7.11 7.11 0.0p
62 0.30 7.13 7.07 0.0p
63 0.27 7.16 7.11 0.0b6
64 0.31 7.16 7.1( 0.0p
65 0.04 7.20 7.19 0.0
66 0.14 7.20 7.17 0.08
67 0.45 7.20 7.11 0.0p
68 0.23 7.20 7.15 0.0p
69 0.21 7.31 7.35 - 0.04
70 0.05 7.31 7.3( 0.0
71 0.28 7.32 7.38 - 0.05
72 0.39 7.34 741 - 0.08
73 0.11 7.35 7.837 - 0.02
74 0.11 7.42 7.4( 0.0p
162 2.18 6.10 6.52 - 0.43
163 2.6l 6.19 6.Y0 - 0.51
164 0.85 6.82 6.49 - 0.17
165 1.18 6.82 6,55 - 0.23
166 1.30 6.36 6,61 - 0.25
167 0.90 6.40 6,57 - 0.18
168 1.05 6.40 6.60 - 0.21
169 1.28 6.40 6,65 - 0.25
170 1.13 6.43 6.66 - 0.22
171 0.68 6.43 6,57 - 0.13
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172 1.12 6.50 672 - 0.22
173 0.1 6.50 6.60 - 0.10
174 0.09 6.50 6.52 - 0.02
175 0.63 6.50 6.63 - 0.12
176 1.12 6.50 672 - 0.22
177 0.25 6.54 6.58 - 0.05
178 1.02 6.54 673 - 0.20
179 0.2 6.54 6.58 - 0.04
180 0.23 6.57 6.52 0.04
181 0.13 6.57 671 - 0.14
182 0.01 6.7 6.57 - 0.00
183 0.89 6.60 677 - 0.17
184 0.07 6.66 6.64 0.0t
185 0.10 6.66 6.68 - 0.02
186 0.23 6.66 6.61 0.06
187 0.36 6.66 673 - 0.07
188 0.30 6.64 6.60 0.0p
189 0.16 6.74 6.71 0.0B
190 0.04 6.74 6.73 0.0t
191 0.11 6.Y6 679 - 0.02
192 0.90 6.76 6.59 0.18
193 0.17 6.79 6.7¢ 0.08
194 0.31 6.79 6.73 0.0
195 0.46 6.79 6.70 0.0p
196 1.14 6.79 6.57 0.2p
197 0.90 6.81 6.64 0.18
198 0.53 6.8] 6.71 0.10
199 0.77 6.81) 6.66 0.15
200 0.09 6.81 6.83 - 0.02
201 1.23 6.81 6.57 0.24
202 0.34 6.8] 6.7% 0.0}7
203 0.75 6.8] 6.67 0.1
204 0.94 6.84 6.68 0.18
205 1.02 6.86 6.66 0.2D
206 0.16 6.86 6.83 0.08
207 1.38 6.9 6.64 0.2]7
208 0.68 6.91 6.77 0.18
209 0.83 6.9 6.7% 0.16
210 1.04 6.91 6.70 0.20
211 0.49 6.91 6.81 0.10
212 1.81 7.0 6.66 0.3
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213 1.72 7.09 6.7% 0.34
214 1.83 7.11 6.7% 0.36
215 0.06 7.14 7.13 0.011
216 0.20 7.2] 7.17 0.04
217 0.97 7.23 7.04 0.19
218 0.01 7.23 723 - 0.00
219 0.31 7.24 7.18 0.06
354 2.53 5.81 6.80 - 0.50
355 2.28 5.99 6.44 - 0.45
356 2.02 6.05 6.44 - 0.40
357 1.7 6.05 6.37 - 0.33
358 0.45 6.10 6,19 - 0.09
359 1533 6.10 6.40 - 0.30
360 0.70 6.10 6,23 - 0.14
361 0.72 6.10 6.24 - 0.14
362 1.30 6.10 635 - 0.26
363 0.09 6.10 612 - 0.02
364 0.44 6.10 618 - 0.09
365 1.16 6.10 6.32 - 0.23
366 1.90 6.10 6.29 - 0.20
367 1.§2 6.10 6.45 - 0.36
368 0.71 6.10 6.24 - 0.14
369 1.32 6.10 6.36 - 0.26
370 1.11 6.10 6,31 - 0.22
371 0.57 6.19 6.30 - 0.11
372 1.11 6.19 641 - 0.22
373 0.11 6.24 6.38 - 0.14
374 0.30 6.24 6.30 - 0.06
375 0.5 6.24 6.34 - 011
376 0.56 6.24 6,35 - 0.11
377 0.30 6.28 6.34 - 0.06
378 1.05 6.28 6.49 - 0.21
379 0.7 6.82 6.35 - 0.03
380 0.51 6.32 6.22 0.10
381 0.25 6.32 6.27 0.06
382 0.46 6.82 6.37 - 0.05
383 0.33 6.82 6,39 - 0.07
384 0.19 6.32 6.28 0.04
385 0.65 6.32 6.19 0.18
386 0.08 6.32 6.30 0.0p
387 0.13 6.32 6.3 0.0p
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388 0.16 6.82 6,35 - 0.03

389 0.72 6.32 6.18 0.14
390 0.45 6.32 6.23 0.0p
391 0.48 6.39 6.27 0.0p
392 0.02 6.36 6.3% 0.00
393 0.80 6.36 6.2 0.16
394 0.22 6.36 6.32 0.04
395 0.20 6.40 6.36 0.04
396 0.24 6.40 6.3% 0.06
397 0.29 6.4(Q 6.34 0.0p
398 0.11 6.40 6.42 - 0.02

399 0.42 6.40 6.48 - 0.08

400 0.11 6.40 6.42 - 0.02

401 0.26 6.40 6.45 - 0.05

402 0.0 6.40 6.44 - 0.04

403 1.10 6.43 6.22 0.2p
404 0.44 6.47 6.55 - 0.09

405 0.88 6.5Q 6.33 0.1f7
406 0.00 6.50 6.5 0.0p
407 0.33 6.5Q 6.44 0.0p
408 0.99 6.50 6.31 0.19
409 0.82 6.50 6.34 0.16
410 0.97 6.5(Q 6.31 0.19
411 1.47 6.6(Q 6.31 0.29
412 1.59 6.64 6.3% 0.311
413 0.98 6.64 6.47 0.19
414 1.70 6.64 6.32 0.38
415 151 6.60 6.36 0.3D
416 1.43 6.79 6.48 0.28
417 2.11 6.79 6.38 0.41
418 2.18 6.79 6.36 0.43
419 2.96 6.91 6.33 0.58
420 2.21 6.91 6.47 0.43
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Appendix 3.8 Model fitting for female wage regressin — Research science (RI)

Appendix 3.8A Histogram of female wage regressiontandardized residuals —
Research science (RI)

Histogram

Dependent Variable: In(wage)
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10 1

Std. Dev = .95
Mean = 0.00
N = 143.00

Frequency

0
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-1.75 -125 -75 -25 .25 75 125 175 225

Regression Standardized Residual

Appendix 3.8B Normal probability plot of female wage regression
standardized residuals — Research science (RI)

Normal P-P Plot of Regression Standard

Dependent Variable: In(wage)
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Appendix 3.8C Standardized predicted values and stalardized residuals of

female wage regression — Research science (RI)

Regression Standardized Residual

Scatterplot

Dependent Variable: In(wage)
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Appendix 3.9 Model fitting for male wage regressior- Research science (RI)

Appendix 3.9A Histogram of male wage regression stalardized residuals —
Research science (RI)

Histogram

Dependent Variable: In(wage)
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Std. Dev = .95
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Frequency
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Appendix 3.9B Normal probability plot of male wageregression standardized
residuals — Research science (RI)

Normal P-P Plot of Regression Standard

Dependent Variable: In(wage)
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Appendix 3.9C Standardized predicted values and stalardized residuals of

male wage regression — Research science (RI)

Regression Standardized Residual

Scatterplot

Dependent Variable: In(wage)
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Appendix 3.10 The association between gender of tR? respondents and the
perception towards gender difference in academic ceer advancement

Appendix 3.10A T-test analysis, the association beeégn gender of the RI

respondents and the perception towards gender diffence in academic career
advancement

Results of mean value

Std. Error
female N Mean Std. Deviation Mean
The female 143 2.0979 .79003 .06607
perception of  mgle
gender 153 2.0588 .87536 .07077
equality

Results of t-test analysis on gender and the perdam towards gender

difference in academic career advancement

Levene's Test
for Equality of
Variances

t-test for Equality of Means

95% Confidence

Sig. Mean Std. Error Interval of the

F Sig. t df (2-tailed) | Difference | Difference Difference

Lower Upper
The Equal

perception - variances 2.948 | .087 | .402 294 688 .0391 09715 | -.15212 | .23028
of gender assumed

equality

Equal

:ﬂ'ances 404 | 293.647 687 .0391 09681 | -.15146 | .22962
assumed
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Appendix 3.10B One-way ANOVA, the association betwaethe number of
publication of the RI respondents and their percepbn of gender equality

Results of tests of homogeneity of variances — felaacademics (RI)

Levene
Statistic dfl df2 Sig.

2.382 2 140 .096

Results of ANOVA testing on publication and the peception of gender
equality — female academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups .077 2 .039 .061 941
Within Groups 88.552 140 .633
Total 88.629 142

Results of tests of homogeneity of variances —maeademics (RI)

Levene
Statistic dfl df2 Sig.

1.140 2 150 323

Results of ANOVA testing on publication and the peception of gender
equality — male academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups 11.038 2 5.519 7.852 .001
Within Groups 105.433 150 .703
Total 116.471 152
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Appendix 3.10C One-way ANOVA, the association betve& the educational
degree of the RI respondents and their perceptionf@ender equality

Results of tests of homogeneity of variances — feleacademics (RI)

Levene
Statistic dfl df2 Sig.

3.066 2 140 .050

Results of ANOVA testing on education and the perggion of gender equality
— female academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups .102 2 .051 .080 .923
Within Groups 88.528 140 .632
Total 88.629 142

Results of tests of homogeneity of variances —maeademics (RI)

Levene
Statistic dfl df2 Sig.

.073 2 150 .929

Results of ANOVA testing on education and the pergeion of gender equality
— male academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups 2.307 2 1.154 1.516 223
Within Groups 114.163 150 761
Total 116.471 152
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Appendix 3.10D One-way ANOVA, the association betvem age of the RI
respondents and their perception of gender equality

Results of tests of homogeneity of variances — feleacademics (RI)

Levene
Statistic dfl df2 Sig.

3.022 3 139 .032

Results of ANOVA testing on age and the perceptionf gender equality —
female academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups .985 3 .328 .521 .669
Within Groups 87.644 139 631
Total 88.629 142

Results of tests of homogeneity of variances —maeademics (RI)

Levene
Statistic dfl df2 Sig.

1.491 3 149 .219

Results of ANOVA testing on age and the perceptionf gender equality —
male academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups 2.988 3 .996 1.308 274
Within Groups 113.483 149 .762
Total 116.471 152
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Appendix 3.10E One-way ANOVA, the association betwaegrade position of
the RI respondents and their perception of genderaquiality

Results of tests of homogeneity of variances — feleacademics (RI)

Levene
Statistic dfl df2 Sig.

1.271 3 139 .287

Results of ANOVA testing on grade position and theerception of gender
equality — female academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups 1.836 3 612 .980 .404
Within Groups 86.793 139 .624
Total 88.629 142

Results of tests of homogeneity of variances —maeademics (RI)

Levene
Statistic dfl df2 Sig.

.678 3 149 .567

Results of ANOVA testing on grade position and theerception of gender
equality — male academics (RI)

Sum of

Squares df Mean Square F Sig.
Between Groups .644 3 215 .276 .842
Within Groups 115.826 149 777
Total 116.471 152
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