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This research project explored the attitudes of Thai women working in operational
level positions toward career advancement opportunities.

The purpose of this study was to seek Thai working women’s attitudes toward
career advancement opportunities as well as to determine if there is a relation between
women’s attitudes toward career advancement opportunities and family responsibilities.

Data in the research were derived from a survey of 80 working women. Those 80
working women were divided into 2 groups. The first group was 40 working women with
family responsibilities. The other group was 40 working women without family
responsibilities.

The findings showed that Thai working women desired to have career promotions
and wanted to achieve high level positions, and family responsibilities did not affect the

attitudes of Thai working women toward career advancement opportunities.
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CHAPTER 1

INTRODUCTION

General Background

Thai women have joined the work force in large numbers, but they have not risen to

senior responsible positions equal to those of men. Statistics collected by the National

Statistical Office (NSO), Office of the Prime Minister indicate that the employed female

workforce in Thailand in the year 2003 was 44.82% while the employed male workforce

was 55.18% (Social Statistics Division, National Statistical Office. 2004 : Online). These

percentages demonstrate the fact that women have only a slightly lower participation rate

than men in the workforce. Women have entered into every business sector. According to

NSO'’s data, the number of employed persons classified by industry, sex and work status

shows that in the year 2002, women have participated in agriculture, mining, manufacturing,

construction, commerce, transport, storage, communication and services. However, the

majority of women in the labor force are found in the low paid jobs. Women’s employment

status is relatively lower than that of men. Although some well-educated women have

achieved considerable occupational advancement, many women still remain concentrated in



traditional and relatively low status work (Social Statistics Division, National Statistical

Office. 2004 : Online).

The percentage of workers in the private sector classified by size of the company,

level of position and sex, as presented by the NSO in 1998 shows that 54.4% of women

were at low level functional jobs, while men held 45.6% of these jobs. Women at the

supervisory level had 39.0% of the jobs compared with men which had 61.0%. At the

department manager level, women occupied 33.3% of the positions whereas 66.7% were

occupied by men. At the director level, 22.8% were women while 77.2% of directors were

men. These figures clearly reflect Thai working women'’s status. A very small percentage

of working women climb to executive level positions. Chancha Suvannathat studied about

women status in Thailand. Her research was included in the book “Women In Asia”.

Chancha mentioned in her research that women with positions of authority and

responsibility or with managerial skills are not prominent. However, Thai women have

gradually developed their abilities (Suvannathat. 1992 : 284). Phuangphet (1981, cited in

Women In Asia. 1992) stated that some women successfully competed on equal terms with

men and obtained scholarships to study aboard. They became civil servants upon their

return and took an active part in administration positions in government.



According to M. L. Puntarik Samiti, Director of the Division of Workforce and

Entrepreneur Development Promotion, Department of Skill Development, Labour and Social

Welfare Ministry, there were about 33 million Thai labourers across the country in 2004.

About 48% of all labourers were women which were mostly in low-paid jobs without any

opportunity for advancement. Less and less women could be found in higher positions in

the government sector. When the root causes of the problem were investigated, it was

found that women lacked educational opportunities, they had no chance for pre-job and on-

job training in their careers, many Thai women were not aware that their career

opportunities were limited and some of them preferred to give priority to their families over

their careers (Samiti. Interview. 2004).

M. L. Puntarik pointed out that men and women had different working styles. Men

were good in planning and decision making while women were more detail-oriented. If they

had an opportunity to work and utilize their strong points together, the work completion

would be more effective and successful.

The obstacles that have blocked women from achieving senior level positions can

be grouped into three main categories.



First, women and men are treated unequally. Chancha (1992 : 284) mentioned

that women often received discriminatory treatment concerning wages and have fewer

opportunities for promotion than men.

Second, basic attitudes of Thai society continue to play a very important role in

determining women'’s status. Studies promoted by the National Commission on Women'’s

Affairs reveal that the problem of inequality between the sexes stemmed from the fact that

Thai society in former days was male-oriented, with too rigid a sexual division of labour.

With regard to women’s participation in decision making within the household, the husband

took the major role in most decisions while the wife took supportive roles (Suvannathat.

1992 : 290). In the past, Thai women took very little part outside their homes. Most of

their responsibilities were housework, child care or elderly care, while men worked for

income to support their families. Women'’s roles within households were not considered as

significant tasks if compared with men’s roles. Women, therefore, were assumed to have

less ability than men. Thai society continues to believe that women are qualified to play,

and should play, roles inferior to those of men.

The third and final obstacle that blocks women from career advancement is

women’s own attitudes concerning out-of-home work and career advancement in general.



Chancha pointed out that 10.8% of working women respondents in her survey refused

offers for higher positions. The main reason given by the respondents who declined

promotion offers was that they did not want to be in a responsible position, rather than any

indication that it was difficult for them to perform the work. It could be interpreted that these

women were not very “career-minded” or did not have higher achivement motivations

although these would be only “interpretations” not facts. Another finding from this study

was that a high percentage of married working women responded that they would probably

consider what their families wanted first before agreeing to a request for extra duties from

their employer. Chancha added that full-time employment added to child care and

housekeeping responsibilities, has often resulted in too much work and burden for working

women. There are several time conflicts when a working woman is required to be away

from home while the care of children or other household responsibilities demand her

presence at home (Suvannathat. 1992: 295).

The results from Chancha’s study are consistent with Samar’s statement

regarding women'’s inner fears. According to Samar, one of the most common fears of

women is the fear of professional success. Women in most societies are taught that it is

unnecessary for them to have a high level of education because after they get married,



their husbands will be responsible to work for them. Unlike men, women’s achievements

are evaluated not only in terms of their professional or job performance, but also in terms of

their social performance. Women are measured on how well they perform their duties as a

child, a sister, a wife and a mother. Consequently, women fear that time invested to

achieve professional success may detract from their desire to achieve success at home,

this intern may obstruct their desire to work to the best of their abilities in jobs outside the

home (Edgar Samar, 2004: Online).

Women in Thailand (and around the world) have entered the out-of-home

workforce in massive numbers, yet most women remain in lower level jobs than men.

Reasons for this fact include discrimination by employers, societal attitudes toward women

and women’s own attitudes toward out-of-home work and careers in general.

Today’s working women are confronted with an endless maze of options,

opportunities, pressures and threats that force them to make decisions, minor and major,

that favor career over family, or family over career or attempt to somehow balance the two

sets of responsibilities.

Blau, Ferber & Winkler (2002) point out that working women confront the problem

of balancing family demands and career responsibilities throughout their lives. Young



women may have responsibilities for their own children followed by responsibilities for ill or

elderly parents or other family members. These young women may have limited job

responsibilities, but as they are promoted up the career ladder, their professional

responsibilities increase.

Purpose of the Study

The purpose of this study focused on Chancha’s third obstacle that blocks

women’s career advancement, i.e. Thai working women’s attitudes toward career

advancement opportunities: desire for promotion, family or career first, balancing family and

career responsibilities. This study also sought to determine if there was a relation between

women’s attitudes toward career advancement opportunities and their family responsibilities.

This led directly to two research questions.

Research Questions

1. What are the attitudes of Thai working women toward their desire for career

promotion, putting family or career first, and balancing family and career

responsibilities?

2. Do family responsibilities affect the attitudes of Thai working women toward

career advancement opportunities?



Significance of the Study

The findings from this study are beneficial for women. Women gain insight into

their attitudes toward career advancement opportunities. Additionally, the findings from this

study are helpful for governmental policy and planning organizations that seek to promote

women’s opportunities. This study is also useful to private enterprises that seek to better

utilize their female employees and therefore wish to revise their human resources’ policies

in terms of personnel development and promotion planning, as well as compensation,

benefits and welfare packages.

Scope of the Study

Eighty working women (female employees who worked in a business organization

with an office environment to earn revenue to support themselves and/or their families) who

were working in operational level jobs (those without significant authority or responsibility)

were studied. The working fields of these women were not specific. They worked in any

professional field such as administration, sales, marketing, finance or services, so long as

they were working in operational level jobs in an office environment. This study did not

include women who were working in supervisory, managerial and executive levels. The

working women in this study were classified into two groups based on their family



responsibilities. Each group consisted of 40 participants. The first group included 40

working women with family responsibilities such as childcare, elderly care, or care of

handicapped or other dependent relatives. The second group consisted of 40 working

women without family responsibilities.

Methodology

The research tool in this study was a questionnaire. (See Appendix) The

questionnaire was distributed to 80 women who were working in private organizations

located in the greater Bangkok area. These 80 women were selected based on three

criteria.

The first criterion was that they were working in an office environment. The

second criterion was they must have been working in operational level positions in order to

study the attitudes of operational level women toward career advancement opportunities.

They were secretaries, salespersons, accountants, or office clerks. This study focused on

the working women in operational level positions because this level was considered as the

beginning step in the professional arena. The female employees in this level have potential

to be promoted to higher positions.
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The third criterion was that these women must have had at least one-year working

experience to insure that they have had enough professional experience to form their own

attitudes toward career advancement (the opportunity for an employee to be promoted to a

higher level position with more responsibility, authority and remuneration). The subjects of

this study were single, married, divorced or widowed with, or without, dependent children or

other relatives in order to compare the results based on their family responsibilities.

The questionnaire used in this study was first prepared in English and was divided

into two parts. The first part sought information about the respondent’s personal

background including age, educational level, family responsibilities and professional profile.

The second part was concerned with the respondents’ attitudes toward career advancement

opportunities. In order to receive accurate responses from respondents, the questionnaire

was translated into Thai.
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Definition of Terms

Working women are female employees who work in a business organization with

an office environment to earn revenue to support themselves and/or their families.

Operational level means a position in a business organization occupied by bottom

or middle level functional employees who do not have significant authority or responsibility.

The job scope in this kind of position includes mostly routine tasks, for example the position

of department administrator, or secretary.

Career advancement is the opportunity for any employee to be promoted to a

higher level position with more responsibility, authority and remuneration.

Family responsibilities in this study means the personal burdens which are taken

care of by the working women with little or no assistance from working male family

members. These burdens include housework, child care, elderly care, or care of

handicapped or other dependent relatives.



CHAPTER 2

REVIEW OF RELATED LITERATURE

This chapter includes an overview of related literature including (1) women in

organizations, (2) balancing work and home, (3) the married female employee, (4) working

women with child care responsibility (5) Do women fear success? and (6) the Attitude

Scaling Method.

Women in Organizations

Women are entering into the labour market in larger numbers than in the

past. The female workforce is participating in every business area. However, most women

are working in the low level jobs. As described by Flanders (Flanders. 1994: 16), although

women make up nearly half of the UK workforce, the majority of them work in low status

occupations or in a limited selection of business sectors. Over 60 per cent of working

women are found in clerical and related industries (with women filling the majority of typing,

secretarial and cashier posts); in education and training, health and welfare and public

administration; and in catering, cleaning and other personal services.
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There are a few organizations which have made a positive effort to increase the

number of women at senior levels. Some 80 per cent of clerical workers and 97 per cent of

secretaries are female and women still only account for 3 per cent of senior managers and

9 per cent of management as a whole. However, about half a million women join the UK

workforce each year and labour market trends show that women are expected to account

for just over 80 per cent of the labour growth by the year 2006 (UK Employment

Department statistics). (Flanders. 1994: 16)

Though women have work outside the home, they are still the key persons who

take care of home responsibilities which vary from child care, house cleaning, cooking, and

shopping to gardening, home repairs and taking care of the family finances. Bullock

mentioned that women have always worked, and their labour ‘plays a key role in the

survival of millions of families’. They work longer hours than men and have a greater range

of responsibilities, but the work they do is often neither publicly nor privately acknowledged.

Women have in common the multiple activities they are expected to carry out, while their

‘official’ sphere is the home and family. The extent of female disadvantage, and the forms

it takes, may vary but what remains constant is that women have seldom been more

disadvantaged than men in any society (Bullock. 1994: 1).
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Balancing Work and Home

Family responsibilities have a negative effect on working women. As described

above, many working women have dual responsibilities — those of the work and the home —

and home responsibilities are more time-consuming for most women than for men.

Increased work responsibility and pressure as women move up the career ladder adds to

the stress caused by having to integrate their dual roles and find the time to adequately

discharge all their responsibilities.

This inequality adds to women’s career problems and is one reason for an

increasing number of dedicated career women staying single, getting divorced, delaying

having children or opting to remain childless (Flanders. 1994: 83).

It is unfair and unrealistic to expect a woman to have the strength and energy to

be a full-time career person as well as a wife and mother (Flanders. 1994: 84). It is clear

that most working women have responsibilities both at work and home which makes it

difficult for them to handle both sets of responsibilities effectively. Bullock mentioned that

no discussion of what women do would be complete without referring to the question of

domestic responsibilities, and women'’s ‘double burden’. Whether or not women are in paid

employment, whether or not they are working in farms, family enterprises or their own
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businesses, they are still responsible for the management of the home. The entry of

women onto the labour market has not yet had the effect of relieving them of a share of

housework and child care. Women simply work longer hours in order to complete all their

work. This phenomenon is called the “double shift” or “double burden” — for obvious

reasons (Bullock. 1994: 30). Unger and Crawford explain that although gender roles are

changing in many ways, housework and child care remain largely the responsibility of

women. For example, a recent study of more than 3,000 U.S. couples showed that women

worked more than twice as many hours per week (33 hrs. 10 min.) than men (14 hrs. 44

min.) on household chores (Unger & Crawford. 1996: 428).

Women encounter the problems of balancing family demands and paid work

throughout their lives. Young working women often need to take care for small children.

Because individuals have a limited amount of time and energy, they confront a trade-off

between doing full justice to their job and fully meeting family responsibilities. Balancing

these demands is generally most difficult for employed women with families because they

typically do most of the housework, as well as child care and elderly care, thus in effect

facing a “second shift’. It has been argued that time spent in housework may reduce the
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effort to expend on work outside the home (Blau, Ferber & Winkler. 2002: 355). This might

be one reason for women to refuse promotion opportunities.

The Married Female Employee

In practice, the majority of married women still face more problems than men, with

most feeling that they take on a far wider range of responsibilities than men. The problems

married women face include:

- encountering employers who expect them to have children at some stage in the

future

- taking on the greater share of the domestic burden at the end of a long working

day, with the resultant drain of energy

- feeling guilty if domestic chores remain undone

- experiencing conflict with their partners over the split of domestic responsibilities

or experiencing conflict between career and family priorities

- taking on the greater share of caring responsibilities for both sets of older

parents.

(Flanders. 1994: 86)

All of the above problems have formed women’s inner fears to accept a career
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promotion. If women choose to give the priority to their work, they will have to encounter

increased workload and high levels of responsibility to prove their abilities and achieve

career advancement. If women give the priority to their families, they will have fewer

opportunities to compete with their colleagues for promotions. Blau, Ferber and Winkler

state that the difficulties of mothers of infants and toddlers are particularly serious because

many are also at the age when workers need to prove themselves on the job and to begin

to show that they are upwardly mobile if they are to make much progress. Their extra

responsibilities are apt to make it more difficult for them to compete with their male

counterparts (Blau, Ferber & Winkler. 2002: 60).

Working Women with Child Care Responsibility

Contraception and improvements in career opportunities open to women, modern

social attitudes and employment legislation have resulted in a greater number of women

actively seeking to combine a career and motherhood. Women are delaying childbirth until

they have established their career, and the amount of time they spend out of employment

has reduced considerably with many mothers returning to their full-time career shortly after

having children. However, combining work and motherhood inevitably adds to women’s

problems. They suffer:
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- increased responsibility, calls on their time and emotional and physical

pressure/stress

- feelings of guilt because they are unable to give either their work or their

children their total time and attention

- stereotyping by employers who assume them to be incapable of meeting the full

commitments of their job

- restricted career opportunities due either to employers’ attitudes or family

commitments.

(Flanders. 1994: 88)

The great burden for women is taking care of their small children until they

become more independent. Blau et. al. observed that the home responsibility for women

peaks during the childrearing years and then declines as children grow up and become

more self-sufficient (Blau, Ferber & Winkler. 2002: 45). This statement is in accordance

with Stockman’s that mothers are generally presumed to have greater responsibility for the

care of young children (Stockman, Bonney & Xuewen. 1995: 101). This means the child

care has a negative effect on women’s participation and attitudes toward work and career

opportunities. The impact of children on women’s labour force participation may be
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discerned by comparing the participation rates of women with small children (children under

6) to the rates for women with school-age children (children 6-17), within each marital

status category. We see that the presence of small children has a negative effect on

women’s participation, no doubt because they greatly increase the value of time spent at

home (Blau, Ferber & Winkler. 2002: 102).

Do Women Fear Success?

Horner believed that many bright and academically able women are motivated to

avoid success because it puts them in danger of social rejection (Unger & Crawford. 1996:

455). As it is difficult for women to keep a balance between work and home or private life,

they may be afraid that if they aim to be successful in work, they might fail to be good

wives and mothers for their families.

The Journal of General Management sets out the main reasons that have been

identified by various studies of why a small number of women are found in senior positions.

The first reason is women themselves: lack of education and training; lack of a continuous

careers as a result of breaks for child-rearing and some preference for part-time work and

lack of confidence or drive to succeed (Bullock. 1994 28).
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Unger described that starting at an early age, girls see their career options as

limited. When first and second-grade children were asked “What would you like to be when

you grow up?” thirty-three boys named eighteen different occupations and thirty-three girls

named only eight. Girls’ top choices were ‘nurse’ and ‘teacher’. The reason why women

have low expectations for their career options may lie partly in women’s awareness of the

social obstacles. If a woman suspects that her attempt at a career may lead to devaluation

of her competence, the stresses of being a token, sexual harassment, discrimination, or

social rejection, she may think it pointless to hold high aspirations (Unger & Crawford. 1996:

451),

The working environment with a male majority may also discourage young women

from attempting to enter the workforce and climb up to senior positions. In this way, past

discrimination continues to have an impact on younger women. Lacking contact with or

firsthand knowledge of successful women, they may assume (quite possibly erroneously)

that they too would be unable to succeed. Even if women believe that time have changed

and that their prospects for success are greater than indicated by the present low

representation of women, the scarcity of women may still pose problems for them to enter

predominantly male fields. Younger women may also lack access to the knowledge that
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older women have acquired about successful strategies for combining work roles and family

responsibilities. Thus, they are forced to be pioneers, and blazing a new trail is

undoubtedly more difficult than following along a well-established path (Blau, Ferber &

Winkler. 2002: 177).

There may also be stereotyped views about women’s qualifications that result in

able women receiving fewer opportunities. For example, it may be believed that women are

not aggressive enough, are unwilling to relocate for higher positions. When they have

families, they are less committed to their jobs than their male counterparts (Blau, Ferber &

Winkler. 2002: 216).

Attitude Scaling Method

According to the University of Salford, people’s attitudes are influenced by patterns

of belief which result in people’s behavior. For example, if someone has positive attitudes

toward his/her workplace, then it might be expected that that person is likely to contribute

his/her full effort for the company’s benefit (University of Salford, UK. 2004: Online).

The scaling method which is applied to this study is the Likert Scale as it is one of

the most commonly used scales in determining respondent attitudes. The Likert scale

method employs a simple categorical scale which presents a number of statements to



respondents. The statements may be positive or negative. In responding to each
statement, the respondent is provided with a range of possible responses. They are

“strongly agree”, “agree”, “undecided”, “disagree”, and “strongly disagree” (University of

Salford, UK. 2004 : Online).
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CHAPTER 3

METHODOLOGY

This chapter discusses the research procedures which proceeded in four steps:

develop a questionnaire, distribute the questionnaire to the sample group, classify the

returned questionnaires based on the family responsibilities of the respondents and analyze

and compare the results.

Research Procedures

Develop a Questionnaire

The research tool for this study was a questionnaire which was divided into two

parts. The questionnaire was first written in English then translated into Thai for use with

the sample group. (See Appendix) The first part sought information about the respondent’s

personal background including age, educational level, family responsibilities and

professional profile. The second part was concerned with the respondents’ attitudes toward

career advancement opportunities.
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Distribute the Questionnaire to the Sample Group

The sample group of this study was working women in any private organization in

the Bangkok area. Since the researcher was employed, and there were many private

organizations with offices in the Suntowers Building located in the Jatujak District of

Bangkok, the researcher used the Suntowers Building as the location for distributing the

questionnaires. While distributing the questionnaires, the researcher verified that all

respondents met the three criteria of this study, i.e. they were working in an office

environment, they were working in operational level jobs, and they had a minimum of one

year working experience. Further, all respondents were asked about their family

responsibilities. The researcher distributed 50 questionnaires to participants, who were

working women with family responsibilities such as childcare, elderly care, or care of

handicapped or other dependent relatives. The another 50 questionnaires were distributed

to working women without family responsibilities. Each questionnaire was accompanied by

one return stamped envelope addressed to the researcher. 40 questionnaires from each

group were returned. The questionnaires were distributed and collected during May 2005.
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Classify the returned questionnaires based on the family responsibilities of the respondents.

The respondents had one week to answer the questionnaires and returned them

to the researcher. The returned questionnaires then were classified according to the

respondents’ family responsibilities, or lack thereof, in order to compare and analyze the

results of the two different groups.

Analyze and compare the results.

The results from the questionnaires were analyzed in order to identify the working

women’s attitudes. The results were compared based on the respondents’ family statuses

in order to find out whether family responsibilities were significant factors that effect working

women’s attitudes toward career advancement opportunities. Other demographic data were

used to identify the broad profile of the respondents. The results are presented in tables

and described in percentages in the following chapter.



CHAPTER 4

FINDINGS

The findings of the study are presented in this chapter. The completed questionnaires

are classified into 2 groups based on the working women’s family statuses: working women with

family responsibilities and working women without family responsibilities. Details of the data

obtained from the completed questionnaires are divided into the 2 parts of the questionnaire:

Part 1: Personal background, family responsibilities and professional profile

Part 2: Attitudes toward career advancement opportunities

Summaries and interpretations are presented and discussed in the order of the

questions in the questionnaire. The findings with regard to working women with or without

family responsibilities are compared for each question. Tables are drawn to display the findings

in percentages and a brief discussion is presented below each table.



Part 1: Personal background, family responsibilities and professional profile

The working women who participated in this study were selected based on 3 criteria:

they must have been working in an office environment, they must have been working in an

operational level position and they must have had at least one year working experience. The

information related to the respondents’ personal profile including age, educational level,

business field and working experience are presented in Tables 1-4.

Table 1 Respondent Age
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Age Range

Working Women With Family

Responsibilities

Working Women Without

Family Responsibilities

Below 25 years 2 5.0% 8 20.0%
25 — 30 years 19 47.5% 22 55.0%
31 — 35 years 8 20.0% 5 12.5%
36 — 40 years 8 20.0% 4 10.0%
41 — 45 years 1 2.5% 1 2.5%
46 — 50 years 2 5.0% 0 0.0%
51 — 55 years 0 0.0% 0 0.0%
56 — 60 years 0 0.0% 0 0.0%
Over 60 years 0 0.0% 0 0.0%

Total 40 100% 40 100%

Table 1 shows the age distribution of the 40 Thai working women with family

responsibilities and 40 working women without family responsibilities who participated in this

study. The majority of both sample groups were in the age range between 25 - 30, 19 (47.5%)
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working women with family responsibilities and 22 (55.0%) working women without family

responsibilities. No respondent was more than 50 years of age.

Table 2 Respondent Educational Level

Level Working Women With Working Women
Family Responsibilities Without Family Responsibilities

High School/Vocational 1 2.5% 1 2.5%
school

Diploma 5 12.5% 7 17.5%
Bachelor's Degree 30 75.0% 26 65.0%
Master’'s Degree 4 10.0% 6 15.0%
Doctorate 0 0.0% 0 0.0%
Other 0 0.0% 0 0.0%
Total 40 100% 40 100%

Table 2 indicates that the majority of the respondents from both groups had obtained

Bachelor’s Degrees. Thirty (75.0%) respondents were working women with family

responsibilities and 26 (65.0%) respondents were working women without family responsibilities.

Five (12.5%) working women with family responsibilities and 7 (17.5%) working women without

family responsibilities graduated at the Diploma level. Only 1 respondent (2.5%) in each group

had graduated at the High School/Vocational level. Four (10.0%) working women with family

responsibilities and 6 (15.0%) working women without family responsibilities had Master’s

Degrees. No respondent had obtained a Doctorate or other higher Degree.
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Table 3 Respondent Business Fields

Field Working Women With Working Women Without
Family Responsibilities Family Responsibilities
Accounting/Finance 13 32.5% 6 15.0%
Administrative/Secretarial 10 25.0% 7 17.5%
Business Development 0 0.0% 1 2.5%
Customer Services 2 5.0% 4 10.0%
Engineering 1 2.5% 1 2.5%
Hospitality/Tourism 0 0.0% 0 0.0%
Human Resources 4 10.0% 2 5.0%
Insurance 0 0.0% 0 0.0%
Marketing/Sales 5 12.5% 2 5.0%
Procurement 3 7.5% 8 20.0%
Teaching/Education/Training 0 0.0% 1 2.5%
Other 2 5.0% 8 20.0%
Total 40 100% 40 100%

Table 3 illustrates the working fields of the respondents. The majority of working women

with family responsibilities were working in Accounting/Finance and Administrative/Secretarial

fields at 32.5% and 25.0% respectively. Meanwhile, the largest group of working women

without family responsibilities was working in procurement and other business fields, 8

respondents or 20.0% in each field. Seven (17.5%) working women without family

responsibilities were working in Administrative/Secretarial positions, and 6 (15.0%) were working

in the field of Accounting/Finance.
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Table 4 Respondent Working Experience

Period Working Women With Working Women
Family Responsibilities Without Family Responsibilities
One — Three years 14 35.0% 17 42.5%
Four — Six years 9 22.5% 9 22.5%
Seven — Nine years 8 20.0% 13 32.5%
More than Nine years 9 22.5% 1 2.5%
Total 40 100% 40 100%

Table 4 demonstrates that the largest number of respondents in both groups had 1-3

years working experience, 14 (35.0%) working women with family responsibilities and 17

(42.5%) working women without family responsibilities. Nine (22.5%) of the respondents in

each group had 4-6 years working experience. Eight (20.0%) working women with family

responsibilities and 13 (32.5%) working women without family responsibilities had 7-9 years

working experience. Nine (22.5%) working women with family responsibilities, but only 1 (2.5%)

working women without family responsibilities, had more than 9 years working experience.

The findings from Part 1 can be summarized as follows: the number of respondents who

participated in this study were in the age range between 25-30 years, and had obtained a

Bachelor's Degree. The largest number of working women with family responsibilities was

working in Accounting/Finance and Administrative/Secretary fields, while the largest number of

working women without family responsibilities was working in procurement and other business
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fields. The largest number of the respondents in both groups had 1-3 years working

experience.

Part 2: Attitudes Toward Career Advancement Opportunities

The findings presented below report the sample group’s attitudes toward their career

advancement opportunities.

Table 5 Opportunities for Promotion

The respondents answered the following questionnaire item, “Have you had a chance to

be promoted to a higher position with more responsibilities and authority?”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities
Yes 26 65.0% 22 55.0%
No 14 35.0% 18 45.0%
Total 40 100% 40 100%

Table 5 shows that the majority of women, 26 (65.0%) working women with family

responsibilities and 22 (55.0%) working women without family responsibilities, reported that they

had been given a chance to be promoted to a higher position. Fourteen (35.0%) working

women with family responsibilities and 18 (45.0%) working women without family responsibilities

had not.
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Table 6 Acceptance or Refusal of Promotion Offer

The respondents answered the following questionnaire item, “If you are offered a higher

position with more responsibility and authority, will you accept or refuse the offer?”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Accept 38 95.0% 35 87.5%
Refuse 2 5.0% 5 12.5%
Total 40 100% 40 100%

Table 6 illustrates that 38 (95.0%) working women with family responsibilities, and 35
(87.5%) working women without family responsibilities would accept an offer for promotion.

Only 2 respondents (5.0%), who were working women with family responsibilities, reported that

they would refuse a promotion for the reasons noted below.

The first respondent ranked her reasons for refusing a promotion as:

Most important: I am not confident in my ability to do the work.

Important: | wish to avoid personal emotional stress.

Least important: | am concerned about being unable to fulfill my family

obligations.



The second respondent ranked her reasons for refusing a promotion as:

Most important: | wish to avoid personal emotional stress.
Important: I am not confident in my ability to do the work.
Least important: | do not want to be in a responsible position.

The reasons for refusing a promotion from the two working women with family

responsibilities are displayed in Table 7 below.

Table 7 Reasons for refusing a promotion: Working women with family responsibilities
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Reason

The most Important The least

important important

| do not want to be in a responsible

position.

1

| am not confident in my ability to do the

work.

| am concerned about being unable to

fulfill my family obligations.

| am apprehensive of a conflict with my

family.

| wish to avoid personal emotional stress.

| wish to avoid personal physical fatigue
due to working both at the office and at

home.




Five respondents (12.5%), who were working women without family responsibilities,

reported that they would refuse a promotion for the reasons noted below.

The first respondent ranked her reasons for refusing a promotion as:

Most important: | am not confident in my ability to do the work.
Important: | wish to avoid personal emotional stress.
Least important: | do not want to be in a responsible position.

The second respondent ranked her reasons for refusing a promotion as:

Most important: | am not confident in my ability to do the work.
Important: | wish to avoid personal emotional stress.
Least important: | do not want to be in a responsible position.

The third respondent ranked her reasons for refusing a promotion as:

Most important: Other: “The challenge of the job.”

Important: I am concerned about being unable to fulfill my family
obligations.

Least important: | do not want to be in a responsible position.

The fourth respondent marked only one reason for refusing a promotion as:

Most important: I am not confident in my ability to do the work

34
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The fifth respondent ranked her reasons for refusing a promotion as:

Most important: I am not confident in my ability to do the work
Important: I do not want to be in a responsible position
Least important: | wish to avoid personal emotional stress.

The reasons for refusing a promotion by the five working women without family

responsibilities are displayed in Table 8.

Table 8 Reasons for refusing a promotion: Working women without family responsibilities

Reason The most Important The least
important important
| do not want to be in a responsible position. 1 3
| am not confident in my ability to do the 4
work.
| am concerned about being unable to fulfill 1

my family obligations.

| am apprehensive of a conflict with my

family.

| wish to avoid personal emotional stress. 2 1

| wish to avoid personal physical fatigue due

to working both at the office and at home.

Other : “The challenge of the job.” 1
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Table 9, below, compares the reasons for refusing a promotion given by both groups of

respondents. Reasons given by working women with family responsibilities are noted to the left

of the slash (/). Reasons given by working women without family responsibilities are noted to

the right of the slash (/). Totals are provided in the right hand column.

Table 9 Comparison of reasons for refusing a promotion

Reason The Most Important The Least Total
Important Important
| do not want to be in a 01 1/3 5

responsible position.

| am not confident in my 1/4 1/0 6
ability to do the work.

| am concerned about being 01 1/0 2
unable to fulfill my family

obligations.

| am apprehensive of a 0

conflict with my family.

| wish to avoid personal 1/0 1/2 0/1 5

emotional stress.

| wish to avoid personal 0
physical fatigue due to
working both at the office

and at home.

Other : “The challenge of on 1
the job.”

Table 9 illustrates that of all the reasons for refusing a promotion offered by both

groups, 6 (31.57%) were because the respondents were not confident in their abilities to do the
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work, 5 (26.31%) were because the respondents did not want to be in responsible positions, 5

(26.31%) were because the respondents wished to avoid personal emotional stress. Only two

respondents (1 working woman with family responsibilities and 1 working woman without family

responsibilities) cited concern about being unable to fulfill family obligations as a reason for

refusing a promotion. Of the total survey group of 80 women this represents 2.5%.

The attitudes of Thai working women with or without family responsibilities toward the

twelve statements about career opportunities in the questionnaire were expressed in five levels;

“Strongly Agree”, “Agree”, “Undecided”, “Disagree” and “Strongly Disagree”. The results are

presented in Tables 10-21.

Table 10 Desire for Career Achievement

The respondents indicated their agreement/disagreement with the statement, “| want to

achieve my career at a high level position in the organization.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities
Number Number Percentage Percentage
Strongly Agree 12 30.0% 7 17.5%
Agree 22 55.0% 23 57.5%
Undecided 4 10.0% 9 22.5%
Disagree 1 2.5% 1 2.5%
Strongly Disagree 1 2.5% 0 0.0%

Total 40 100% 40 100%




The figures in Table 10 illustrate that 34 (85.0%) working women with family
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responsibilities agreed or strongly agreed that they wanted to achieve their careers at high level

positions in the organization. In the same way, 30 (75.0%) working women without family

responsibilities agreed or strongly agreed with the statement. The figures show that 4 (10.0%)

working women with family responsibilities and 9 (22.5%) working women without family

responsibilities were undecided about the statement.

Table 11 Acceptance as Career Woman or Family Woman

The respondents answered the following questionnaire item, “l want to be accepted by

society as a ‘career woman’ more than as a ‘family woman’.”

Working Women With

Family Responsibilities

Working Women Without

Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 10 25.0% 7 17.5%
Agree 19 47.5% 14 35.0%
Undecided 6 15.0% 13 32.5%
Disagree 5 12.5% 6 15.0%
Strongly Disagree 0 0.0% 0 0.0%
Total 40 100% 40 100%

Table 11 reveals that 29 (72.5%) working women with family responsibilities and 21

(52.5%) working women without family responsibilities agreed or strongly agreed that they



39

wanted to be accepted by society as a “career woman” more than as a “family woman”. Six

(15.0%) working women with family responsibilities and 13 (32.5%) working women without

family responsibilities were undecided about the statement. Five (12.5%) working women with

family responsibilities and 6 (15.0%) working women without family responsibilities disagreed.

None strongly disagreed with the statement.

Table 12 Family Member Appreciation of Work

The respondents answered the following questionnaire item, “I believe that if | am

successful at work, my family members will appreciate me more.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 11 27.5% 8 20.0%
Agree 25 62.5% 29 72.5%
Undecided 2 5.0% 0 0.0%
Disagree 0 0.0% 3 7.5%
Strongly Disagree 2 5.0% 0 0.0%
Total 40 100% 40 100%

Table 12 demonstrates that 36 (90.0%) working women with family responsibilities and

37 (92.5%) working women without family responsibilities agreed or strongly agreed that if they

were successful at work, their family members would appreciate them more.



Table 13 Fear of Success in Professional Life

The respondents answered the following questionnaire item, “I believe that if | am

successful in my professional life (reaching a senior position with more responsibility and

authority), | might fail in my private and social life as a wife or mother.”
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Working Women With

Family Responsibilities

Working Women Without

Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 1 2.5% 1 2.5%
Agree 8 20.0% 15 37.5%
Undecided 9 22.5% 9 22.5%
Disagree 19 47.5% 9 22.5%
Strongly Disagree 3 7.5% 6 15.0%
Total 40 100% 40 100%

The figures in Table 13 reveal that 19 (47.5%) and 3 (7.5%) working women with family

responsibilities disagreed or strongly disagreed that if they were successful in their professional

lives (reaching a senior position with more responsibility and authority), they might fail in their

private and social lives as a wife or mother. Only nine (22.5%) and six (15.0%) working women

without family responsibilities disagreed or strongly disagreed with the statement. Inversely, 15

(37.5%) and one (2.5%) working women without family responsibilities agreed and strongly

agreed while only eight (20.0%) and one (2.5%) working women with family responsibilities

agreed or strongly agreed. Nine (22.5%) of both groups were undecided.
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Table 14 Effects of Family Responsibilities on Promotion Decisions
The respondents answered the following questionnaire item, “I believe that family
responsibilities (housework, childcare, elderly care, or care of handicapped or other dependent

relatives) directly affect my decision to accept or refuse a promotion.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 2 5.0% 4 10.0%
Agree 15 37.5% 22 55.0%
Undecided 6 15.0% 3 7.5%
Disagree 15 37.5% 10 25.0%
Strongly Disagree 2 5.0% 1 2.5%
Total 40 100% 40 100%

Table 14 shows that working women with family responsibilities were evenly divided: 17
(42.5%) agreed or strongly agreed and 17 (42.5%) disagreed or strongly disagreed that family
responsibilities (housework, childcare, elderly care, or care of handicapped or other dependent
relatives) directly affected their decisions to accept or refuse promotions. Six (15.0%) were
undecided about the statement. On the other hand, 26 (65.0%) working women without family
responsibilities agreed or strongly agreed with the statement, 11 (27.5%) disagreed or strongly

disagreed and 3 (7.5%) were undecided.
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Table 15 Beliefs about Husband Responsibility

The respondents answered the following questionnaire item, “I believe that women do

not need to work because they will get married and their husbands will be responsible to work

and support them.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 0 0.0% 2 5.0%
Agree 1 2.5% 1 2.5%
Undecided 1 2.5% 1 2.5%
Disagree 20 50.0% 20 50.0%
Strongly Disagree 18 45.0% 16 40.0%
Total 40 100% 40 100%

Table 15 demonstrates that both groups disagreed or strongly disagreed that women do

not need to work because they will get married and their husbands will support them. The

figures are 38 (95.0%) and 36 (90.0%) of working women with family responsibilities and

working women without family responsibilities respectively.



Table 16 Family Involvement in Promotion Decisions
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The respondents answered the following questionnaire item, “In case | am offered a job

promotion to a higher position with more authority and responsibility, | will ask for acceptance

from my family member(s) before accepting the promotion.”

Working Women With

Family Responsibilities

Working Women Without

Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 4 10.0% 0 0.0%
Agree 13 32.5% 15 37.5%
Undecided 6 15.0% 9 22.5%
Disagree 13 32.5% 15 37.5%
Strongly Disagree 4 10.0% 1 2.5%
Total 40 100% 40 100%

Table 16 reveals that 13 (32.5%) working women with family responsibilities equally

agreed or disagreed that they would ask for acceptance from their family member(s) before

accepting a promotion. Six (15.0%) of this group were undecided about the statement. 15

(37.5%) working women without family responsibilities equally agreed or disagreed with the

statement, and 9 (22.5%) of this group were undecided.



Table 17 Equal Promotion Opportunities
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The respondents answered the following questionnaire item, “I believe that | have less

opportunity for a job promotion than my male colleagues.”

Working Women With

Family Responsibilities

Working Women Without

Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 2 5.0% 3 7.5%
Agree 13 32.5% 11 27.5%
Undecided 8 20.0% 10 25.0%
Disagree 14 35.0% 14 35.0%
Strongly Disagree 3 7.5% 2 5.0%
Total 40 100% 40 100%

The figures in Table 17 show that 15 (37.5%) working women with family responsibilities

agreed or strongly agreed that they had less opportunity for a job promotion than their male

colleagues. 17 (42.5%) of this group disagreed or strongly disagreed with the statement, and 8

(20.0%) were undecided. 14 (35.0%) working women without family responsibilities agreed or

strongly agreed that they had less opportunity for a job promotion than their male colleagues.

16 (40.0%) of this group disagreed or strongly disagreed with the statement, and 10 (25.0%)

were undecided. The two groups are highly comparable in their responses.
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Table 18 Limitations of Career Advancement

The respondents answered the following questionnaire item, “I believe that because |

am a woman and may have to take time off from work to raise my children, my opportunities for

career advancement are limited.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 1 2.5% 1 2.5%
Agree 17 42.5% 13 32.5%
Undecided 5 12.5% 8 20.0%
Disagree 16 40.0% 17 42.5%
Strongly Disagree 1 2.5% 1 2.5%
Total 40 100% 40 100%

Table 18 points out that 18 (45.0%) working women with family responsibilities agreed

or strongly agreed that their opportunities for career advancement were limited because they

were women and may have to take time off from work to raise their children. While 17 (42.5%)

of this group disagreed or strongly disagreed with the statement, and 5 (12.5%) were

undecided. 14 (35.0%) working women without family responsibilities agreed or strongly

agreed, 18 (45.0%) disagreed or strongly disagreed, and 8 (20.0%) were undecided. Again, the

responses of the two groups are quite similar.
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Table 19 Balance of Family and Professional Responsibilities

The respondents answered the following questionnaire item, “I believe that | can

successfully balance both my family responsibilities and my professional responsibilities and be

successful in both areas of responsibility.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 5 12.5% 2 5.0%
Agree 28 70.0% 20 50.0%
Undecided 6 15.0% 16 40.0%
Disagree 1 2.5% 2 5.0%
Strongly Disagree 0 0.0% 0 0.0%
Total 40 100% 40 100%

Table 19 reveals that 33 (82.5%) working women with family responsibilities compared

to 22 (55.0%) working women without family responsibilities agreed or strongly agreed that they

could successfully balance both their family responsibilities and their professional responsibilities

and be successful in both areas of responsibility. Six (15.0%) working women with family

responsibilities and 16 (40.0%) working women without family responsibilities were undecided

about the statement.



Table 20 Family or Career Priority
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The respondents answered the following questionnaire item, “My family has a higher

priority than my job.”

Working Women With

Family Responsibilities

Working Women Without

Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 4 10.0% 7 17.5%
Agree 26 65.0% 27 67.5%
Undecided 6 15.0% 6 15.0%
Disagree 4 10.0% 0 0.0%
Strongly Disagree 0 0.0% 0 0.0%
Total 40 100% 40 100%

The figures in Table 20 show that 30 (75.0%) working women with family responsibilities

and 34 (85.0%) working women without family responsibilities agreed or strongly agreed that

their families had a higher priority than their jobs. Six (15.0%) respondents in each group were

undecided about the statement. Four (10.0%) working women with family responsibilities

compared with none (0.0%) of the working women without family responsibilities disagreed.
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Table 21 Job/Family Time Allocation

The respondents answered the following questionnaire item, “I wish to spend more time

on my job than on my family.”

Working Women With Working Women Without
Family Responsibilities Family Responsibilities

Number Percentage Number Percentage
Strongly Agree 1 2.5% 0 0.0%
Agree 8 20.0% 3 7.5%
Undecided 9 22.5% 11 27.5%
Disagree 19 47.5% 25 62.5%
Strongly Disagree 3 7.5% 1 2.5%
Total 40 100% 40 100%

Table 21 indicates that the majority of working women in both groups disagreed or

strongly disagreed with the statement that they wanted to spend more time on their jobs than on

their families: 22 (55.0%) and 26 (65.0%) working women with family responsibilities and

working women without family responsibilities respectively. Nine (22.5%) and 11 (27.5%)

working women with family responsibilities and working women without family responsibilities

respectively were undecided whether or not they wished to spend more time on their jobs or on

their families. Nine (22.5%) working women with family responsibilities compared with 3 (7.5%)

working women without family responsibilities agreed or strongly agreed with the statement.
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From the above findings, it can be summarized that the majority of working women in

both groups (women with and without family responsibilities) had positive attitudes toward

career advancement opportunities. Most of them had intentions to be successful in their

careers by reaching high level positions in their organizations. The working women in both

groups wanted to be recognized and appreciated by society as competent working women, not

as family women. Although, the working women in this study clearly showed their intentions to

achieve their career goals, they also wanted to give the first priority to their families.

In depth discussion, conclusions to the study and recommendations for further study are

presented in Chapter 5.



CHAPTER 5

CONCLUSIONS AND DISCUSSION

This chapter discusses the answers to the 2 research questions which are:

1. What are the attitudes of Thai working women toward their desire for career

promotion, putting family or career first, and balancing family and career

responsibilities?

2. Do family responsibilities affect the attitudes of Thai working women toward career

advancement opportunities?

This is followed by discussion, comments on the limitations of the study and

recommendations for further study.

Research Question 1

The answer to the first research question was that the Thai working women in the study

desired career promotions and wanted to achieve high level positions. More than half of the

respondents in both groups (either the working women with family responsibilities or the working

women without family responsibilities) agreed that they had had chances to be promoted to

higher positions with more responsibilities and authority. (See Table 5.) They also said they

would accept career promotions, if they were offered. (See Table 6.) However, all respondents
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gave their first priority to their families over their careers. (See Table 20.) The working women

in both groups tried to balance their families and career responsibilities by spending more time

with their families. (See Table 21.)

The result of this study is different from Chancha’s study (1992). This is undoubtedly

the result of changes in society in terms of education and social attitudes toward working

women. Working women in Thailand have higher educational levels than working women even

only a decade ago. ltis likely that women are more confident to take roles in the business

world because they have more knowledge and qualifications. In addition to education,

successful working women are more recognized and appreciated by society. These changes in

women’s attitudes and those of society in general are factors that inspire young working women

to be more ambitious and to be outstanding members of the business world.

Research Question 2

The answer to the second research question was, “No”. Family responsibilities do not

affect the attitudes of Thai working women toward career advancement opportunities. The

majority of all respondents wanted career advancement. The findings show that the working

women, either with or without family responsibilities, wanted to be accepted by society as

“career women” more than as “family women”. (See Table 11.) However, the study reveals a
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paradoxical result. The largest group of working women with family responsibilities disagreed

with the statement that if they were successful in working life, they might fail in their private and

social lives. On the other hand, the majority of working women without family responsibilities

felt that they might fail in their private and social lives if they were successful in their working

lives.

In other words, the working women in the study with family responsibilities were

confident that they could succeed with both types of responsibilities, while the working women

without family responsibilities were less confident that they could balance both career and family

responsibilities. Those respondents with experience were confident. Those respondents

without experience were less confident. In either case, both groups of respondents

demonstrated a determined attitude toward career advancement opportunities.

One possible reason which allows working women with family responsibilities to be more

confident than working women without family responsibilities is that the roles of family members

have or, at least are changing rapidly. Family members of working women are more involved

than a generation ago in helping them handle their home responsibilities. Further, service

providers for childcare and elderly care are available.
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Working women without family responsibilities have yet to gain experience in handling

both kinds of responsibilities. This lack of experience can cause anxiety for working women

without family responsibilities. These women need advice from, and role models among the

more experienced working women with family responsibilities. This will occur naturally as the

number of professional women with family responsibilities increases and matures.

The answer to the second research question is also somewhat different from the results

of Chancha’s study in 1992. Family responsibilities did not affect the attitudes of the Thai

working women included in this study toward career advancement opportunities. Today,

working women have more alternatives to help them handle family responsibilities. They now

have nurseries to take care of their children. Many hospitals now provide elderly care center

services for aged and dependent relatives. Today, working women have access to convenient

appliances to help them with housework. However, working women must earn enough revenue

to afford the available services and conveniences. This being the case, working women work

harder to reach higher positions with higher salary in order to pay for the services and

conveniences that free them of direct involvement in family responsibilities and permit them to

pursue career advancement opportunities.
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Discussion

The findings from this study clearly show that the Thai working women in this study

have different attitudes than those respondents in Chancha’s 1992 study. The results reveal

that women’s attitudes toward career advancement opportunities are not factors that block

women from career achievement. The findings also demonstrate that Thai working women are

willing to accept career promotions when offered. As a result, employers should consider more

opportunities for advancement of female employees, giving these participants in the workforce

the opportunity to perform and show their abilities at higher and higher levels in organizations.

This study reveals the interesting point that working women with family responsibilities

are more confident than working women without family responsibilities in their abilities to handle

and to balance obligations both at work and at home. The large majority (82.5%) of working

women with family responsibilities and a smaller majority (55.0%) of working women without

family responsibilities agreed or strongly agreed that they could successfully balance both their

family responsibilities and their professional responsibilities.

This study shows that Thai working women’s attitudes toward career advancement

opportunities are changing in a positive way. They are confident in their abilities and

qualifications to take higher positions in companies and organizations and be successful outside
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their homes. They are more career-oriented and ambitious to be recognized as successful

working women. They do not want to be just housewives who only take care of household

matters and rely on their husbands’ support. The findings from this study reflect the changing

status of Thai women who are now more independent than those in the past.

Limitations of the Study

While the implications of the study are large, several limitations should be noted. All of

the respondents worked in the Suntowers Building located in the Jatuchak area in Bangkok.

Only 80 working women in operational level positions were included in this study. Interestingly,

most of the working women approached to participate in this study were in the “with family

responsibilities” group. Most of them had at least one family responsibility; taking care of elderly

parents with limited or no revenue, or taking care of their young children. It was difficult to

identify 40 working women without family responsibilities. Many of those found were new

graduates who had less than one year working experience which did not meet the criteria for

participation in this research.
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Recommendations for Further Study

offered:

As a follow up to the present study, the following recommendations for further study are

A study to compare women’s attitudes toward career advancement opportunities

based on different working fields should be conducted. The majority of the

respondents in this study were working in Accounting/Finance

Administrative/Secretarial and Procurement positions. Only a small percentage of

respondents were working in non-support fields. (See Table 3.) This means that the

majority of the respondents in this study were working in support roles in an

organization. An investigation should be conducted into why working women who

work in different fields such as marketing, sales, production, and engineering/design

may have different attitudes toward career advancement opportunities.

The present study focused on working women in operational level position only.

Further study should explore the attitudes of working women in supervisory,

management and executive levels. Working women who work in upper level

positions may have different attitudes toward their career advancement opportunities

and family responsibilities. Working women in supervisory, management or executive
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levels may also have more work experience than operational level staff. Their

attitudes toward work and family responsibilities may be different.

Finally, further studies in the fields of career opportunities for women, and women’s

professional attitudes should be undertaken outside of Bangkok where employment

opportunities for women and societal attitudes may be different than in the

cosmopolitan environment of the capital city.
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Questionnaire

This questionnaire is designed for a Graduate Research Project in Business English for
International Communication at Srinakarinwirot University on the topic “Thai Working
Women’s Attitudes Toward Career Advancement Opportunities”. In the process of
gathering data, the researcher needs your kind co-operation in responding to this

questionnaire. All information you give will be treated confidentially.

Part 1: Personal Background, Family Responsibilities and Professional Profile

1. How old are you?

O Below 25 years

O 25 - 30 years
O 31 - 35 years
O 36 - 40 years
O 41 - 45 years
O 46 — 50 years
O 51 - 55 years
O 56 - 60 years
O Over 60 years

2. What is your highest educational level?
O High School/Vocational school

Diploma

Bachelor's Degree

Master's Degree

Doctorate

OO0O00a0

Other, Please SPeCify.......coiiriiii i



3. What is your present family responsibility? Please tick the appropriate box.
OO 1 have no family responsibilities other than for myself.

O I have family responsibilities other than for myself.

4. What business field are you working in?
O Accounting/Finance
Administrative/Secretarial
Business Development
Customer Services
Engineering
Hospitality/Tourism
Human Resources
Insurance
Marketing/Sales
Procurement

Teaching/Education/Training

OO0OO0O0OO0O0OO0O0O00O0aO0

Other, Please SPeCify..... ..o

5. How long have you been working in an operational level position?
O One - Three years
O Four — Six years
O Seven — Nine years

O More than nine years

63



Part 2: Attitudes Toward Career Advancement Opportunities

64

1. Have you had a chance to be promoted to a higher position with more responsibility and

authority?
O Yes
O No

2. If you are offered a higher position with more responsibility and authority, will you accept

or refuse the offer?

O Accept (Please skip question no. 3)

[0 Refuse (Please answer question no. 3)

3. In case your answer was “Refuse” in question no. 2, rank the three most important

factors which influenced your answer?

(1 = The most important, 2 = Important and 3 = The least important)

[ 1 do not want to be in a responsible position.

[ 1 am not confident in my ability to do the work.

[ 1 am concerned about being unable to fulfill my family obligations.

O am apprehensive of a conflict with my family.

[ 1 wish to avoid personal emotional stress.

[ 1 wish to avoid personal physical fatigue due to working both at the office and at

home.

Please indicate your level of agreement/disagreement with the following statements by

ticking ( v ) the appropriate box.

Item

Strongly
Agree

Agree

Undecided

Disagree

Strongly

Disagree

| want to achieve my career at a high

level position in the organization.

| want to be accepted by society as a
“career women” more than as a

“family woman”.
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Item

Strongly
Agree

Agree

Undecided

Disagree

Strongly

Disagree

| believe that if | am successful at
work, my family members will

appreciate me more.

| believe that if | am successful in my
professional life (reaching a senior
position with more responsibility and
authority), | might fail in my private

and social life as a wife or mother.

| believe that family responsibilities
(housework, childcare, elderly care,
or care of handicapped or other
dependent relatives) directly affect
my decision to accept or refuse a

promotion.

| believe that women do not need to
work because they will get married
and their husbands will be
responsible to work and support

them.

In case | am offered a job promotion
to a higher position with more
authority and responsibility, | will ask
for acceptance from my family
member(s) before accepting the

promotion.

| believe that | have less opportunity
for a job promotion than my male

colleagues.

| believe that because | am a woman
and may have to take time off from
work to raise my children, my
opportunities for career advancement

are limited.
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Item

Strongly
Agree

Agree

Undecided

Disagree

Strongly

Disagree

| believe that | can successfully
balance both my family
responsibilities and my professional
responsibilities and be successful in

both areas of responsibility.

My family has a higher priority than
my job.

| wish to spend more time on my job

than on my family.
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This questionnaire is designed for a Graduate Research Project in Business English for
International Communication at Srinakarinwirot University on the topic “Thai Working
Women’s Attitudes Toward Career Advancement Opportunities”. In the process of
gathering data, the researcher needs your kind co-operation in responding to this

questionnaire. All information you give will be treated confidentially.

LLm_laaumu"g@f:%'m‘h%w,ﬁaiﬁLﬂuLﬂ%;aaﬁaém%’umiﬁwuﬂ%;aa NauAGvaIndsvinaude

lamaanuinihlunuandn: nsdidnmgwiavhauludunisszaud jians asfinus

f‘fl,ﬂumwﬁwamé’nqmmmé’aﬂqmﬁqsﬁaL‘ﬁamiﬁamsmmmﬁmaawﬁwmé’u

AIuwaTunTI lsailszauiiag &lu‘*ﬂv'umaumimmawﬁaga Aidudasvannuiamdannyiuly

mmammuaaumuq@ﬁ LLazmalﬁﬂmﬂ"uslaiﬁaganﬂasj"naﬁ"Lﬁ%'ngmﬁmﬂumwé'u

éi'mﬁ 1: Personal Background, Family Responsibility and Professional Profile
U300, NMIzdanTauaLazlIzIanIvieG

win'lns

i 25 1

1. fAtka

2

o

OO00O000Oa0a0o
R
|
N
[6)]
)

11nN31 60 1

o & = & [
2. Qm{ﬁﬁ aniﬂﬂmmugaqmmﬂ@?

O sssudnsaeudais / Uszmehatasimdn (L.

O ﬂizmﬂﬁuﬂmﬁm%w%ugq (W)

O Syyred

O YSaanln

O JSgyien

O 3u 9 (TUTATZU). oo



3. anuzaNiLAaTaudantaua (Mizdaasaunty) vasguluiagdwiuadngle?
O auliin3zauTURaTausanIaUaATIBANIINAIRILLE
O anin3zanySURATaLGanIaUATIRANINNAILAY

@A

A8 gﬂum gawlszinnla?

N

)
2
[l

O0O00O00O000000 0 =

MIUT/NIITU
TIMIARIRNNT
ﬂ’]iﬁwu’]ﬁqiﬁﬁ]
anfduUT (U3MIgnen)
NIV
MIYiaINen
NULIMININLINTYAAR
13znune
AIARIA/N1TVNEY
. &
0T

=
MssawMsAn/HnauTy

A 9, (TUTATEL).c oo,

O1-39
O4-67
O7-939

O v1nnin 91



Part 2: Attitudes Toward Career Advancement Opportunities

U 2 : NeuaddalaniganuiIni kI wanTw

69

a v A & Lo I S S~ P o o o A a & '
1. ﬂqm&l‘[aﬂqa‘lﬂiﬂﬂ’]ﬂ)ﬂﬂumuﬁﬂq@nu%uﬂﬂgﬂmu éﬁdwaﬁu’lﬁ]%u’lﬂﬂ’s’miuw(ﬂﬁjaumemhi

TERY by
O 1«
O lails

v v o 1 { J v et o v { “ A d J v
2. W mmmuammmﬁgwuwsamu gnwaninaNuIy Nmauﬁmnmﬂmm ﬁ]ﬂlﬁﬂt

AaUTUNIDULRITOLEUD Y
O esusyu (lUsetudanuda 3)
O dfies (ldsanavdianuda 3)

3. thénauvesgmie “Ufias” ludnate 2, lusedadauiadvidny 3 daniinade

miaadulavesguanndiga lag 1 = Sayaniga, 2 = S0y uaz 3

O sulidasnsdfidnuluduniaidasiniianuiviaveugs

=R/

O sulddulaiauwesfionususafivane ezl jodnuludunigeld

LGHIED

o o v o A o A | £ o \
D auﬂ\‘]’sm’m’lﬁ%u’lﬁﬂ’s’miuN@]’Haulu%u’lﬁmid’mmﬂmu au’%gvl,wa’]lnjﬂg}uﬂ

R < A
ﬂiaUﬂS’JvL@aﬂ’NL@m‘ﬂ

O sunnaiazifadymdaudinuasauain

O sudasmmdnidesnnuiaioasng o

O sudasmananiassnnuniagantiho 9N aarinawnINinwLasn i

O 5u 9 (TUIATZL). v

o { 1 { o (3 1 1 g
tlliﬂ‘i’l'] Lﬂ%ﬂ\‘i‘ﬁ&nﬂ / a\ﬂ%‘i‘ia\‘iﬁ(ﬂi\‘iﬂﬂﬂ'ﬂ&lLﬂ%ﬂﬂd@lm@l@ﬂiztﬂﬂﬁﬁdﬁﬂdﬁ

% a ® v
NEABAR A8

281989

© v
HHAae

1
NN

<
AN

Taitis

v
(2]

1 ®
1&”,“%

v

A8

281989

| want to achieve my career at a high
level position in the organization.
audaInsdzauanNELTIlun
TNV IRUAILNTATIG LA

[ 6
imuqaluadﬂm




70

® v
LA AE

281989

® v
KRHAE

A
NN

<
AINLWEW

Taiisin

v
120eh3]

1 &
Taitsin

v

A8

281989

| want to be accepted by society as a
“career women” more than as a

“family woman”.

o o o [ '

AuAaINIINILaNIVNFIANI T

v a o

WALV UNNIT ‘WU

o

| believe that if | am successful at
work, my family members will
appreciate me more.

v A o o o &
auwantawlIzaUAMNNENII LN
MANH BUIE FIUAMNTUTNAN

o o &
ﬂ%l%ﬂiﬂ‘lJﬂi’HlE]\‘iﬂuﬂJ’m?lu

| believe that if | am successful in my
professional life (reaching a senior
position with more responsibility and
authority), | might fail in my private
and social life as a wife or mother.
suidentaudszauanuiisalu
HBNTN (ﬂ'rva@T@i'ﬁthmﬂﬁ:ﬁuga
FaRdmnaminfiuazanusuieTay
mn%u) AUDITANLAR L WA UTIR
faudmuazaInulugIUuzNIIL WIe

AMNLTI LY




7

© v
LR AE

281989

e v
HAE

1A
NN

&
AINLAW

Taltdis

b
12001

1 ®
Taitfin

v

a8l

281989

| believe that family responsibilities
(housework, childcare, elderly care,
or care of handicapped or other
dependent relatives) directly affect
my decision to accept or refuse a
promotion. A1IZANNIVHATALGD
ATAUATY (WU, ﬂﬁi@LLaLﬁﬂ, N3
Quan@gaIany, wianafAmsla
mmmﬁ’mmﬁa@lmaav[ﬁ) e
lagassdamsaagulavasauiiezaay

FunIaURsNIROUA UM

| believe that women do not need to
work because they will get married
and their husbands will be
responsible to work and support
them. dwdaingmaslidniudas
NNIBLNTIELTDASLLG I W LLaszﬂﬁ
YA LEES POETRARY IS LITGE

ATALUAT

In case | am offered a job promotion
to a higher position with more
authority and responsibility, | will ask
for acceptance from my family
member(s) before accepting the
promotion. N9 lATUNTLEUD LA
Raudunisdilintfiena
%’uﬁmaugo%u AUITDINANN
WFusouanaudnluasauasanand

LADUTUNITLRAUA LRI




72

® v
LA AE

281989

® v
HKRHAE

1
EXEN)

<
AINLAW

Taitsin

v
1200 1]

T~
Taitsin
U
A8

281989

| believe that | have less opportunity
for a job promotion than my male
colleagues. auLBaINawAlana
anumnt lwauenTnitasnin
A A e
LWE]%E’J&N’]%V]L']_]%E\JI"E’]EI

| believe that because | am a woman
and may have to take time off from
work to raise my children, my
opportunities for career advancement
are limited. aWTaINWTIZANUNGH
uiwdls wazanaazdasaanan
vLiJ“B"aizﬂ:L’Ja’mﬁaLﬁag}LLagﬂ ndn
dadrnalamaanuinininlwns
ANTNYDIR

| believe that | can successfully
balance both my family
responsibilities and my professional
responsibilities and be successful in
both areas of responsibility. aia
TNAURINIINTANMINIZNNATALAT
sz fimsnuldidnedned uazan
’«Jzﬁﬁ&l’ﬁﬂﬂizaﬂﬂ’n&lﬁ'}L%ﬁ]ﬁ’:dﬁad

A

My family has a higher priority than

>

my job. ATAUATITBIARIANNEATY

[

VINNINIUY DID

| wish to spend more time on my job
than on my family. awasnazlRLIAN

AUIIRUINNINATAVAT?




VITAE



Name:

Date of Birth:

Place of Birth:

Address:

Present Position:

Office:

Educational Background:

2005

1999

74

VITAE

Mrs. Wanda Radchawong

May 2, 1977

Bangkok

49/21 Taweethong 5 Village, Theparak Road

Bangmuang, Samutprakarn 10270

IT Services Administrator

Caltex Oil (Thailand) Co., Ltd.

Master of Arts (Business English for International

Communication)

Srinakarinwirot University

B.B.A (Business English)

Rajamangala Institute of Technology,

Borpitpimuk Chakrawad Campus



	ปก
	บทคัดย่อ
	บทที่ 1
	บทที่ 2
	บทที่ 3
	บทที่ 4
	บทที่ 5
	บรรณานุกรม
	ภาคผนวก
	ประวัติผู้วิจัย



