B. Sodha, M. Ozbilgin, and S. Connolly / GMSARKNTrhtional Journal 4 (2010) 171 - 176

e e, The Relations between Gender Difference and Advancent
W . . -
$ 5 < in Thai Academic Careers
}"’r% Boonnanida Sodha, Mustafa Ozbilgin, and Sara Coynol
a,9

Abstract— The fact that women have increasingly expanded theademic roles; it seems on the surface that
problems associated with gender inequality do xattén academic careers. The researcher arguesttieabove data

is still inadequate to come to that conclusion hegaheadcount is not a sufficient measure for geedeity at work.
The pilot study with Thai academic researchers @nésd in this work is aimed to understanding theglexity of
gender and academic career advancement in Thailbhdtiple sources of data including questionnairggerviews,
and documentary data related to gender issues alleated. One important finding from this studwdlirates that the
respondents did not perceive gender discriminatiomcademic careers, despite the quantitative dathcated that
women got less on rewards. The expected main batiths of this work for academic careers are dofa to assist

in identifying the problems faced by women and fferauseful information relevant to gender equali$gues in
academic careers. Furthermore, this study provigdesful data for the development of Thai researchyemder issues.
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countries. Since social and institutional environteeare
1. INTRODUCTION dissimilar due to the society being consideredfhsor
. . ) impacts on gender issue are very distinctive.
Rapid mdgstnal growth and mcregged access fanero Consequently, each society requires its empiricaliss
to education make women participation in the Iabourto demonstrate the effects of social and instifaio

mr?r!ietdstea;]dny increases [1]. 'I;h|s IS alscr)1 |tfrud>?‘ '? environments on the mechanism of gendgps in
Thailand, where women account for over a hal al academic science [7].

employees in the labour market. Because genderitbias Thailand, a developing country with less technatabi

Thailand is deep-rooted and predominant in eVery,qyancements, was selected to study about gender
societal sector and the level of awareness in gendejiterence in academic career. Two reasons to aauty
discrimination is extremely low [2], Thai women, he study could be explained as follow. For thetfane,

therefore, remain under represented in top maregeri i js noteworthy that more than half of Thai acaétem
positions and the gender wage gap still exists TBE 516 \women while in industrialised countries, fersale

evidences supporting these observations could bedfo 5.0yt for only 25 percent of total academic wské
In Tha_' academic Careers. Although WOMEN  ar€iq interesting to find the explanation to clarifpet
predominant, they seem to hit the glass _ce|I|ngmAm) difference between these two figures. For the s#con
account for over 60 percent of academic workers, bu os50n gender research in Thai context is incamjie
below 30 percent of them take responsibility athbig i practical application because there are limgedlies

levels n ,the workplace [4]'_ In add|t|qn, female 15 giscover the problems of gender discrimination i
academics’ income was approximately equivalento 8 academic careers in Thailand. With these two regson

percent of that of men [5]. Thailand is very attractive to serve as a caseystuthis
It was found that most literature has always foduse paper

the importance of academic careers in industrialised or' Tha aim of this pilot study is to explore whethemot

devglopgd countgfz. Elyas.lcally, (Eharacter:jslilfcs tOfgender inequality exists in academic careers throaig
academic personnel developing countries areé Aierent .o mynarison of career advancement between male and

from those of developedountries in several ways. tomaje workers in academe. The expected contributio
Moreover, the conceptualisations of gender varpne ¢ yhig study is to offer some possibility to reléhe
country to another, depending on cultures, tragitiand  pijqen reality on gender issues in Thai societyiclvh
values .[6]'. For this reason, it is d'ﬁ'cu” to mal(he helps to pinpoint the problems faced by women ard m
generah;atmns about issues associated with ge_mler workers in academic disciplines. This would support
academic career for both developedid developing  gyecytives and policy-makers in order to organise

possible policy to encourage career advancement
amongst personnel in this sector into the future.

Boonnanida Sodha (corresponding author) is PhtOdest at

Norwich Business School, University of East Angh&@rwich, Norfolk,
NR58HG, England. E-maib.sodha@uea.ac.uk 2. LITERATURE REVIEW

Mustafa Ozbilgin is Professor in Human Resourcesadament of ; ; i \eely
Norwich Business School, University of East Anglagland. E-mail: In It.hls Iparta tlhref'el tQpICS of I|t(.eraturfe ared re . the
m.ozbilgin@uea.ac.uk Po |t_|ca gn egislative promotion o g.en er eqnyaln _

Sara Connolly is Senior Lecturer of the School aoomics,  Thai society; the gender treatment in Thai academic
University of East Anglia, England. E-ma#ara.Connolly@uea.ac.uk

171



B. Sodha, M. Ozbilgin, and S. Connolly / GMSARrirational Journal 4 (2010) 171 - 176

organisations, and the influence of individual Table 1. Participants’ profile
background on the career advancement.

In Thailand, women movements started to come to the Number of respondents
scenesince the mid 20th century. However, according to Characteristic (N=21)
[8], "gender issues were seriously considered in Male Female
academic institutions after 14 October 1973, thg da (N=7) (N=14)

when a political demonstration started into thep,arital status
democratisation movement". A significant outcome of
the movement was a gender equality clause in thg 19 Sindle
Constitution of Thailand, which brought about some Married 3
significant legislation including, "every person dgual
in Law and is protected in equality andis protdcte _
inlaw equally between men and women, without Academic areas 1 4
discrimination to person because of gendered éiffegs Non-academic areas 2 2
could not be done" and "women should be proteated i

. Highest degree earned
employed person, job employment, career advancement

Spouse’s occupation

leadership and benefits of consideration from waglkés Bachelor degree 2 3
men by eliminating all forms of discrimination agst Master degree 4 8
women" [9]. This legal §ystem is groundbreqkmg to a Doctoral degree 1 3
career path for women; for example, the first feamal
minister was appointed 976. Holding administrative position

However, academic institutions in Thailand remain vyeg 3
controlled by men. The perceived male -culture NG 4

scientific society and the difficulty of being take
seriously in a male-dominated profession put womién Age (years)

academic career advancement, particularly at senior ginimum 24 22
levels [10]. Thai female academics account for 66 _

percent of the total academic population, but the Maximum 54 54
percentage of female professor is under 30 per. cent Mean 42 37

Although law or mechanism has been developed t
prevent discrimination against women, most Thaipbeo o
is still of an opinion that it is acceptable thaem Minimum 4 2
asopposed to women,are granted with more Maximum 34 34
?pportunltles in their careers [11]. According tb2], Mean 11 17
women as a group receive fewer chances and
opportunities in their careers, and for this reatosy

collectively have worse career outcomes”. As alregu 3. METHODOLOGY

these organisational practices, women are disadgadt  The tool for gathering information in this pilotusty is
and have fewer opportunities of promotions to highe the semi-structured interviews. Sampling size of
positions. participants was determined in terms of information
_ In addition, some researchers have suggested thachness rather than the number of participanta §23].
individual background is also a key factor in deteing  Aithough a sample of 12 participants is sufficignt
women'’s access to higher positions [13]-[15]. Woroén  gptain the richness of data when using the semi-
higher socio-economic status, such as holding highe syryctured interviews [24], the results obtainedthiis
degree earned, had greater access to more oppesUNi pjjot study were analysed with data assembled fedm

Q/Vorking Experience (years)

to move forward at their workplacgl16], [17].  participants. A summary of selected participants is
Furthermore, there are some studies argued thatyfam provided in Table 1.
role is an important factor to distract women froareer The pilot study was conducted, largely during April

advancement [18]. Although economic and social 2009, in Bangkok, Thailand with three academic
changes make it necessary for women to earn familyyyganisations comprising the public and non-public
income, parental role tend to be permanent role forgrganisations and the educational institutes. Epatts
women than men [19], [20]. As long as householdissro  yere recruited from academic personnel whose pyimar
limit the time those women spend in developing rthei job is in academic area. In order to access the
careers, women remain disadvantage in careeiarticipants, the researcher contacted a number of
advancement [21]. _ _ _ academic organisations and approached some academic
_In light of the above literature, this review ofeth  nyersonnel through social contacts and deployed Isatbw
literature illustrates that academic career advauecd techniques.

can be determined not only by politics and govemtme  The semi-structured interviews were conducted with
legislation, societal values, organisational pcas but 27 participants to gather information on careerncea
also by individual factors [22]. Therefore, the tul iy ‘relation to gender in academic careers. The

factors should be considered in order to explaie th participants also had to be involved with a questire
hidden reality of gender issues in Thai academiears.
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survey to compare academic career advancemenibcation as their partner and family, which oftead to

between and women in term of gender pay gap. problems in career development. The following
Descriptive statistics was employed to comparearare comments came from a number of participants:

advancement, in term of earned income, between male _ ,

and female academics whereas the qualitative | have ayoung son which make | don’'t want toradte

approaches were used to derive themes from thé&Onferences or ftraining outside this area. It che

interviews so as to explain the advancement oppioytu  difficult if you need a position, but you are liet to

in academic careers. An examination of macro lévg. ~ 9€0draphical mobility"(a 39-year-old, female, married

social values that may impact the advancement ef th &cademic)

Thai academic careers) was also conducted based on |t was found that, because women generally are more

documentary data. The career advancement of Thai mejnyolved than men in child care and domestic weiky
and women in academic careers is the main focuthéor may be willing to forego advancement so as to have

data analysis in this work. more flexible hours to take care of their familyné®was

quoted as saying,
4. RESULTS AND DISCUSSIONS

In order to understand the gender difference inlecdc
career advancement, the researcher took individua
background of participants including educationajree
earned and work experience into consideration. ase One participant said she did not wish to startrailig
educational level, all participants were classifiedo as this would prevent her from progressing furihdner
three groups as; group of bachelor degree earmedpg careers, stating,
of master degree earned, and group of doctoraledegr
earned. In addition, more two groups were set, base
work experience of all participants, as groupsestlthan
ten and more than ten years experience. The qatiwit
findings gained from the questionnaire are graplyica
shown in the bar chart of Figure 1. It should b&eddhat Three of the participants observed that most ssfales
the information presented in Figure 1 was calcdldtg ~ female academics were single or divorced while asw
using the average values of male income in eachpgro not so in the case of men, pointing that havingraily
as the base value for comparison. may relate to the advancement of female academics.

It is interesting that even in the case of male and This finding is consistent with the review of ligure
female workers with equivalent education level gedrs  in [25], indicating that "highly qualified women mae
of work experience; female workers were paid léss1t  delaying childbirth or not embarking on it at all,
were men. As seen in Figure 1, income of women whoespecially women working in technology and in nakur
earn bachelor, master, and doctoral degrees wasciences were less likely to be mothers than those
approximately equivalent to 43, 81, and 85 peradnt other occupations".
that of men holding the same degree respectively. | However, family does not impede all females foiirthe
addition, income of women who have work experiencecareer advancement. It was found that the roles of
less than 10 years and more than 10 years waspouses can support females in some situationgeThe
approximately equivalent to 67 and 69 percent af 8f  were a few participants saying that marriage did no
men holding the same work experience, respectively. come between her work and family because her spouse
can be noticed that the ratio of earned income shiow  understood her workload, helped with house chared,
Figurel would continually increase due to high had financial support to raise her children.
educational degree and much academic experience of
women. This finding is consistent with the review o
literature, indicating that women of higher statusre
found to have more opportunities to move forward at 81%
their workplace16]. 67% 69%

In addition to disadvantage in rewards, women have
been reported that the roles of wife and motheuireq
too much of time, resulting in less time for acadesmA
large number of female participants with dependent
children and other family commitments faced proldem
relating to their families. It is because academic
OCCUpationS are taklng more time! SO It iS dlfﬁctdr Bachelor degree Master degree Doctoral degree 1-10 years of over 10 years of
women to meet family responsibilities and continue earned eamed eamed  work experience work experience
working [6]. Female married academics admitted that
marriage and children interferes their career, @afg Fig. 1. Ratio of estimated female to male earneddome in
on how to balance the time between work and family.academic careers classified by education back grodrand
Many stated the desire to be in the same geogralphic years of work experience.

"After marriage, | stop working late to take caremy
amily. They don’t ask for that but it's my obligat." (a
5-year-old, female, married academic).

"l have decided not to have marriage, partly duenyp
concerns regarding the work/life balance. If | aimgte,
I don't have burden so that | can work moré.49-year-
old, female, single academic).

85%

43%
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"My spouse influences my decision of continuing myhave been socialised into the ‘beautiful and chaghi
research career because he understood that thealso have been given by social norms to do in dtmes
continuation of the lab work requires me to stae'lqa roles, whereas men are supposed to be strong and to
31-year-old, female, married academic) dominate the wider world [9]. That makes women tend
to rate themselves lower than men on their comgeten
in the academic domain, and these kinds of self
perceptions make many high-achieving women believe
that they have gained career success through peeten
rather than actual abilities [28]. This practice explain

In addition to family role within the mind sets of why gender discrimination may not be a concern or
women, the practice of the academic organisati@ms ¢ become a hidden-issue among academe [19].
explain the barriers of women’s advancement in In light of the above studies, the researcher setdie
academic careers [26], [27]. According to conséveat two common explanations for the gender disparities
Thai cultures stated in [9], "it would be unaccéfeato exist in academic fields: women’'s family-care
permit women to perform leadership, so men, who areresponsibilities which preclude women having enough
taking on their protective role, have more chartoeget time for research and the practice within orgarosat
a job with leader tasks". This action is acceptgd b which obstruct opportunities for women in advartogirt
society and it is thought to be part of an orgaiosal careers.
culture. This is consistent with finding from thssudy
which revealed that men has biased attitude towards. CONCLUSION
women in higher position. A number of male partifs
shared the following comments:

"My husband is financially healthy and also gets a
high salary and thus shares our housing expenseés an
childcare expense"(a 43-year-old, female, married
academic)

This paper presents the comparative study for caree
advancement of Thai male and female in academic
"Working in a female dominated environment, it may careers. The study reveals that there are practitbs
be that my ideas have been created less than wgprkin academic careers that were at an unfair disadvaritag
with male colleagues.”(a 34-year-old, male, single women, whereas personnel do not perceive any existe
academic) of gender discrimination. There are two points
explaining the persistence of gender disparities in
academic careers including; traditional role in ifgm
which distracts women from professional devotiom an
the existing of the male-dominant culture which
discourage women in academic career advancement.
Surprisingly, one important finding from this pilot =~ Based on the findings, possible policy is requited
study illustrates that the participants did notcpére remove the barriers to women’s advancement in
gender discrimination in academic careers, dedpige  academic careers. In particular, academic orgaoisat
above finding indicated that women got less on rda  should be aware of gender discrimination and negati
had barriers in their personal lives, would be gender stereotypes in their workforce. Especidtgy
unacceptable to perform leader tasks, which thoseew need to accept the fact that there is gender digtation
likely to hinder professional development. The in organisations and account them from top to botto
participants indicated that they felt they hadditor no  level. All of which should be embraced in orgarisain
experience in gender discrimination. For examphe of order to demonstrate for fairness which can mativat
the participants (a 54-year-old, female, married workers to do their best work.
academic) replied: However, the scope and context of this pilot study

remain limited in term of quantitative measuremeft.

"Such a gender problem rarely happens or doe_s ot study using survey research will conducted hwat
happen at all because women have more opportundy a large sample in the future. The purpose of the Stltly

they are getting better in their jobs. Almost dltlee staff is to understand how women embark on their careers

at my division is women and they can work well". through the organisation system. In addition, more

The other (a 39-year-old, female, single acadesai) studies will further examine academic career
that: advancement between men and women as to broaden the
results and implications.

"She (his boss) acts as devil, always blames m¥,wor
and checks my work in all details. | am not a young
student. That makes me feel boredd 45-year-old,
male, married academic)

"l got enough, | don’t need more”

And another one (a 50-year-old, female, single ACKNOWLEDGMENT
academic) was quoted as saying, The first author would like to express her sindéxanks
“'m happy with what | have; | don't think | shoulde to Ministry of Science and Technology (MOST),
greedy". Thailand, Office of the Civil Service Commission

(OCSC), Thailand and Thailand Institute of Sciaatif

~ As mentioned in [12]: "the causes of gender disieari  and Technological Research (TISTR), Thailand feirth
in career achievement are held to lie within women gypports.

themselves. The gender differences are said tore
or else to be the result of gender-role sociabsatbr
culture patterns". In traditional Thai society, wem
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