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FEMALE DISCRIMINAION IN JAPANESE WORKPLACES IN BANGKOK 

METROPOLITAN REGION, THAILAND 
 

 

Abstract 

The purpose of this study was to find female discrimination at Japanese workplaces in 

Bangkok metropolitan region because Japanese working system contain high female 

discrimination and gender inequality. Thus it was interesting to know the situation of female 

discrimination in Japanese firms in Thailand whether it exists or not. In this thesis, the 

feminist research approach was used as the main framework, and the quantitative method as 

the main research method. For the quantitative analysis, the 120 e-questionnaires were sent to 

the Thai female workers at Japanese firms in Bangkok metropolitan region. There were 77 

answered respondents. In the questionnaire, the questions were divided into two parts which 

are general questions and female discrimination-related questions. SPSS was utilized as the 

main program for statistical analysis. In SPSS, descriptive statistics: frequency and 

tabulation, and correlation, were analyzed. The conclusions were that Thai female employees 

do not feel that they are discriminated, and high-salary women feel dissatisfied with their 

remuneration.  
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1. Introduction 

1.1 Research Background 

The focus of this thesis is female discrimination at Japanese workplaces located in Bangkok 

metropolitan region in Thailand. In 2007, Human Development Index--HDI reported that 

Japan is one of the best countries of development, ranked in 10
th 

among 182 countries and it 

is also the best country in Asia (Human Development Report 2009). While the HDI informed 

high rank of Japan‘s development, the human and social measurement organizations such as 

Gender Empowerment Measure—GEM reported the reversed statistics. The GEM showed 

spectacularly argument by observing women's political and business participation that 

Japanese women still have much less power than men compare to other developed countries‘. 

Japan was ranked 54
th

 out of 93 countries (ibid). Moreover, to calculate the score of GEM 

index is not only women‘s economical and political participation, but also the percentage of 

women in senior official and managerial positions (Yukongdi and Rowley 2009: 69). Hence, 

from the mentioned statistic, Japanese women still have to face with severe trouble in 

securing from companies where many of them remain in subordinate positions in the 

workplaces (Sugimoto 2002: 157).  

 

From my working and studying experiences, I found that there are many interesting 

observations about the relationship between Japan and Thailand. Business relationship seems 

to be one of the most obvious examples when people talk about relationship between two 

countries. Especially Japan‘s Ministry of International Trade and Industry—MITI began its 

integration into the international economic scene in the 1970s. MITI emphasized to the 

industrial policy which liberalized import quotas, tariffs and capital control (World Bank 

1993: 101). Not so long time after Japan‘ economic growth, Thailand experienced the 

transformation of government policy from the import substitution strategies to the export 

orientation during 1980s. The main of government policy was to input the machinery for 

balancing the Foreign Direct Investment—FDI, consequently, during 1980 to 1988, the 

foreign investment was tripled. Until today, more than half of Thailand‘s total exports are 

manufactures and most of the productions are produced by foreign firms and joint venture 

(ibid: 142).  

 

In addition, today, Japan and Thailand‘s investments are firmly engaged to each other 

especially the direct investment in importation of capital goods and semi-finished products 
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from Japan (Embassy of Japan in Thailand 2011). According to the Board of Investment 

(Thai government agency looking after investment promotion)—BOI‘s report in 2000, 

Japanese firms invest directly to Thailand counted for more than 50 per cent of Thailand total 

foreign investment. As well as, in 2007, 24.7 per cent of Thai imports were from Japan firms, 

and 14.8 per cent of the exports were for Japan (Embassy of Japan in Thailand 2011). 

However, Embassy of Japan mentioned that the direct investments in Thailand are 

concentrated to Bangkok metropolitan region, and the Thai government is now trying to 

encourage more investment to rural areas.  

 

The business relationship between Japan and Thailand continues to strengthen with the active 

economic Japanese investment which played a big role in Thailand (Embassy of Japan in 

Thailand 2011). As Japanese‘s business partner, Thailand now has many Japanese industries 

and firms around the country and even more overcrowded in Bangkok area as mention above. 

In general, Japanese people are easily found in Bangkok; some of them are tourists and some 

of them probably wear suits with neckties as they are business men.  

 

From my personal experience from working in a Japanese company located in Bangkok 

Thailand, I found many and only Japanese men in the top managerial position. This working 

condition is not only in my previous workplace, but also in other companies that I had 

contacted to. I also normally found that there are Thai and Japanese male chiefs working 

together in the same companies, however Thai women (also Japanese) are less seen in the top 

positions. Thus, for what I have experienced I come up with a simple curiosity that if 

Japanese firms establish the companies in Thailand, they might also bring their working 

tradition or culture with them. Also, according to my reading experience, it has been assumed 

that presently, with women‘s increasing educational levels and the transforms in social 

acceptance of gender equality.  On the one hand, more women move into management 

positions. On the other hand, there are some evidences arguing that the progress of women in 

managerial position has been still slower and difficult than of men. The gender gap becomes 

more apparent at senior levels, generally in the large firms (Yukongdi and Benson 2005: 139). 

Therefore, the discrimination against women in Japanese workplaces challenges me to find 

the gender inequality‘s incident in workplaces in Bangkok metropolitan region. 
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I chose Bangkok metropolitan region for my research because this area contains very densed 

firms and residences which established in and around Bangkok area since 1980s.  Besides the 

experience of the high growth of the economy, Bangkok was also urbanized rapidly. While 

agricultural outputs have been shrinking, industrial outputs and industrial demands for 

labours have been increasing (McGee and Robinson 1995: 133-134). The 1980s economic 

growth provided multinationals and joint ventures to Bangkok, at the same time gave above-

market levels of wages, and demanded high proportion of skilled labours (Phongpaichit and 

Baker 2002: 221).  

 

Economic development took Bangkok to an urbanization era which extended to Bangkok‘s 

nearby provincial boundaries. The adjacent provinces are approximately 50 kilometers from 

the center of Bangkok, administrated into the provinces of Nonthaburi, Phathum Thani, 

Samut Prakan, Samut Sakhon and Nakhon Phathom (McGee and Robinson 1995: 134).  

Therefore, as mentioned above, in this industrialized area there are many Japanese firms 

established in the form of companies and factories.  

 

The reasons I chose to study female discrimination at Japanese firms located in Bangkok 

metropolitan region are because firstly, according to  Ministry of Foreign Affairs of Japan 

(2008 see appendix 1-2) Thailand, especially concentrated in Bangkok, has approximately 

44,000 Japanese registered residents. Big firms, which have subordinated companies or 

branches in Thailand, are typically controlled by rotated Japanese chiefs. Thus, it is 

interesting to see whether Japanese working system provide female discrimination as 

mentioned or not.  

 

Secondly, since there was high growth of Thai economy during these two decades, the 

demand for labour force also increased, and significant proportion of women turns to 

participate in labour marker e.g. government sectors and private firms (United Nations, 

ESCAP 1999: 121-122, Yukongdi and Rowley 2009: 202). According to world economic 

forum 2005, across 48 countries, Thailand women‘s empowerment was ranked number one. 

However, in the term of economic participation, women are still lagged behind men in gender 

equality aspect (Yukongdi and Rowley 2009: 199). Thus, it is interesting to know whether 

Thai women still have their power when they work at Japanese firms or not. 
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1.2 Research Objective 

The research objective of this thesis is to analyse the gender inequality in Japanese companies 

located in Bangkok metropolitan region, Thailand. The research would base on feminist 

standpoint theory which principally aims to use feminist point of view as research approach. 

Feminist approach particularly concern to the understanding why inequity between women 

and men exists, and also position women in the political and personal boundaries. The 

researchers often start their study from the political commitment that provides a political act 

to women‘s lives through social and individual transform (Letherby 2003: 4-5). Thus to study 

female discrimination in the workplaces, feminist empirical approach seems to be the most 

suitable method for this thesis.  

 

To approach to the research, I utilize a questionnaire asking women‘s perspectives about 

gender discrimination in their workplaces to test my hypothesis. Questionnaire requires 

respondents to answer the female discrimination related question such as remuneration, 

Japanese working system in respondents‘ perspectives and the existence of female 

discrimination by their three authorities: Japanese chiefs, Thai chiefs and Human Resource 

Department (from now will be called HR). The questions firstly ask general information such 

as age, gender, education, income per month, length of working experiences and so on. In this 

thesis, I questioned about gender because, I can easily distinguish women and men, since I 

use only female respondents as my only one gender is the target group. (why ask gender if u 

know ur target group is female)  The respondents are completed in a way of objectification. 

As for the questions in this survey, it contains female discrimination and gender inequality 

questions, for example, direct and indirect experiences of female discrimination in 

respondents‘ working life in Japanese firms, job satisfaction, and job satisfaction.  

 

For research analysis, I use quantitative method to rearrange the data I received from the 

respondents.  Quantitative method is the way to approach to the study based on numerical 

data analysed statistically (Muijs 2004: 3),  thus it is suitable to my numeral data which is 

conceived in the numeral form of degree answers such as very much and medium stand for 

the number a 5, 4 and 3 respectively.  
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1.3 Research Problems 

One of feminist researchers Kimoto (2003: 25) alleged in her book that it has been a rapid 

growth of women in Japanese labour market. However, although those women in Japanese 

labour market are skilled, unions always prevent those women from participants in skilled 

jobs giving a reason that ‗Women are not supposed to do it‘. With the excuse to remain men‘s 

power, companies place women in subsidiary positions or in the rigid remuneration system 

(ibid: 29). Hartmen (1976 in Kimoto 2003: 22) stated that job discrimination by gender is the 

main device securing the domination of men in the labour market. Same as Hartman, 

Beechey (1993 in Kimoto 2003: 24) also argued that men have not be regarded as ‗gender 

subjects‘ and empower themselves in the workplaces separately against women.  In general, 

Japanese female officers in high position are very few and far lower than male officers. 

According to Otake (2008), there were only 5.8 percent of Japanese women officers reaching 

to the section chiefs, and, just 3.7 percent could reach to department heads. The female 

discrimination in Japanese workplace remains unchanged even though Japanese laws give 

people gender equality and human right. Bishop (2005: 170) also add that discrimination in 

Japanese offices appear in the form of remuneration, working position and promotion. And, 

Japanese women still work under pressure from male chiefs and colleagues. Indeed, Japanese 

labour market tends to have a wider remuneration gap based on gender.  

 

It is important to bear in mind that some of female workers might or might not face with the 

double standards or the gender inequality by their companies; thus the result of the thesis 

would depend on the answers of respondents. To look at the female discrimination in 

Japanese companies in Thailand, I chose Bangkok metropolitan region as my fieldwork 

because Japanese firms are highly concentrated in Bangkok and surrounding areas.  In 

addition, the research questions and the answers evident the existence or none-existence of 

women discrimination in Japanese companies located in Thailand, especially, in term of 

remuneration and job positions, and how Thai female workers feel to Japanese firms. 

 

 

1.4 Research Method 

The thesis draws from the quantitative data and analyse data using quantitative methods. 

Most of the statistical information of the thesis comes from questionnaires. Thesis‘ questions 

focus on the perspective and satisfaction of Thai female workers in Japanese firms. To 

examine women‘s discriminated working experiences at Japanese workplaces located in 
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Bangkok metropolitan region, it is necessary to have an understanding of women experiences 

from in various questions about female discrimination. From the research focus, there is a 

material needed to be used which is;   

 

 Questionnaire: This thesis is a contribution quantitative thesis which relies on the 

survey and answers from respondents. The questionnaires are sent out in the form of e-

questionnaire which is easy to collect the answers and is simple to access for office workers. 

Since the respondents are Thai, the questionnaire is also translated and written in Thai 

language. The questionnaire also enquires about general questions such as sex, age, education 

and so on. Additionally, I make the questionnaire as empirical evidence by asking female 

workers in Japanese companies about experiences in gender inequality in working 

environments. The questions also have the degree answers started from very much, much, 

medium, less and never for example. Finally, after gathering the questionnaire, I used SPSS 

as the main program for analyse this quantitative research. 

 

 

1.5 Research Questions 

In order to identify the research problems, this thesis provides two specific research questions 

about female discrimination in Japanese offices located in Bangkok metropolitan region, 

Thailand which are;  

 

1. Is there female discrimination in Japanese companies located in Bangkok metropolitan 

region, Thailand? 

 

I study 1.) What is happening in Japanese firms in Japan in term of female-discrimination and 

2.) Is there female discrimination in Japanese firms in Thailand, and Is such discrimination 

the same kind and same degree in Japan? 

 

The first question is answered by the literature review of female discrimination in Japanese 

firms in Japan. The second question is answered by both of literature review of female 

discrimination in Thailand, especially in Japanese firms, and the answers from Thai female 

employees in Japanese workplaces in Bangkok metropolitan region.  

 

2. What are Thai female employees’ perspectives about Japanese remuneration system? 
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The answers for this question are responds from questionnaires about perspectives toward 

Japanese working system and the remuneration system in their companies. The education 

factor is semi-controlled. The respondents of questionnaires are female workers holding at 

least two-year graduation certificate from colleges or bachelor degree from university as 

mentioned before. The reason of this control is that the high educated women tend to have 

more negotiating power than the low educated ones. 

 

Additionally, the lower educated workers, regardless of gender factor, tend to get the low-

wage, less-welfare, and low-profiled position in the office. Due to negotiation power of low 

educated people, discrimination in the workplaces might happen from educational factors and 

low-profile jobs. Finally, researcher attempts to summarize the significance of gender 

equalities in Japanese workplaces in Thailand by following the gender discrimination and 

feminism theories.  The adoption of working system and payment system from Japan might 

provide something to Thai staff and workplaces which researcher need to find out more from 

the thesis questions.   

 

 

1.6 Theoretical Framework 

In this thesis, female discrimination in Japanese workplace located in Thailand is the main 

object inspired by the female discrimination problems in Japanese and Thai work places.  

 

For the theoretical framework, I use the liberal feminist theory to look into the problems of 

Japanese and Thai female discrimination. The liberal feminist theory focuses on taking 

women into managements and breaking through the glass-ceiling to position of authority 

which also promotes women to equal-representation rules and financial support (Lorber 

2010: 25). The differences between men‘s and women‘s jobs or the wage gap between men 

and women are also the source of this theory. However, I utilize liberal feminist only in the 

theories and literature review chapters, because it is clearer if we read literature review 

framed by the feminist perspective and liberal feminist theory. To use this theory in my work, 

I gathered the articles and books which have topics relevant to my research topic and feminist 

perspectives. Moreover, the liberal feminist theory also provides contribution in the same 

way of my thesis which requires making gender discrimination visible and encounter its 

effects by monitoring women‘s professional association (ibid: 26).    
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Furthermore, to make questionnaire and conclusion of this thesis, I utilized feminist 

standpoint perspective as the main framework in this thesis. In feminist standpoint 

perspective, it brings women to be in the center of study which matches to the focus of this 

thesis. In addition, feminist standpoint perspective‘s method also ask women‘s point of view 

from the interview or question which will be seen in the analysis chapter. In order to show 

women‘s social reality ignorance, feminist standpoint takes more critical view to gender gap 

(Lorber 2010: 189-190). As a result, within feminist standpoint, the study focuses on female 

discrimination at Japanese workplaces asking the target group about their perspectives toward 

the existence of gender discrimination in their workplaces.   

 

 

1.7 Structure of Thesis 

Chapter 1. Introduces the purpose of the research. In this chapter, researcher plans to provide 

the research objectives. As well as the research questions and the overall of the research plan. 

 

Chapter 2. Presents the literature review and theories about feminist perspective in Thailand 

and Japan, gender discrimination in Thailand and Japan, summary of related research and 

article.   

 

Chapter 3. Discusses research design methods. 

 

Chapter 4. Analyses the received data using descriptive analysis of key variables as the main 

analysis. In this chapter, the results will be combined with theories from chapter 2 to see the 

correlation between various variables.  

 

Chapter 5. Concludes and Suggests further Research 
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2. Theoretical Framework 

2.1 Introduction 

Making use of the present literature on women and femininities, I use a gender inform 

perspectives to highlight on women working in Japanese firms and Thai firms in term of 

women participation in working places. The goal of this chapter is to contribute the 

discussion of hierarchy in Japanese and Thai working system according to the literatures, and 

the comparison of Japanese and Thai women in working places. Many feminist academics 

working on gender inequality and feminists‘ perspectives always mention about the findings 

of female discrimination in family and workplaces.  

 

Main object of gender inequality in the workplaces mostly focuses on women‘s remuneration 

and job discriminatory behavior such as gender segregation in job description and position. 

Especially in Asia where believed to contain high gender inequality level, male preferences 

and the female discrimination are always issued among feminist activists (Debroux 2010: 27-

28, Yukongdi and Rowley 2009: 8-10). In general, men are more likely to gain the high 

skilled jobs or offered to higher pay than women even though they have equal qualification 

(Yukongdi and Rowley 2009: 8).  

 

Thus, according to this thesis‘ topic and research questions, I narrowed down the studied 

location to Bangkok metropolitan region, I started the research by seeking for the context of 

female discrimination in Japan and Thailand as research-related literatures and theories. 

Related works that I use in this chapter contain the gender issues in Japan and Thailand. Then 

I focus in detail of gender inequality in those researches, and women‘s position in the 

societies.  

 

 

2.2 Theoretical Departure 

According to Fagenson (1993), to study gender-organization-system perspective, the 

opportunities for women [emphasis on] managerial position are the consequence from the 

interaction of number of action, not the isolate event. To see the gender inequality in the 

workplaces, it is not only the finding of how the differences between men and women 

experiences, but also of the organization and system which are the main factors of the female 

discrimination in the workplaces. The gender-centered and organization structure 
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perspectives are utilized to comprehend inappropriate characteristics of women who have 

underrepresented in top management positions (Fagenson, 1990). For this thesis not only 

feminism point of view will be adopted, but also the gender–organization–system perspective, 

a systems-oriented approach (Fagenson, 1993).   

 

Fagenson‘s gender–organization–system perspective recognized the instantaneous interaction 

between the individual, organization and society. However, this perspective suggests that the 

limited advancement of women in organizations is not due to either their gender and gender-

centered perspective or the organization structure and its perspective, but that both together 

influence and form women‘s behaviour at workplaces (Fagenson 1990, 1993 and Yukongdi 

and Benson 2005: 141-142). This perspective on its own is not adequate to clarify why there 

are few women in managerial positions (Yukongdi and Benson 2005: 142). Particularly, 

when research results have discovered women‘s development in organizations remained slow 

even in conditions which women provide the same qualification as men (Cleveland et al., 

2000).  

 

However, there are some other perspective toward gender inequality in the workplaces that 

according to Kanter (1977), in every society, there are ‗advantageous‘ and ‗disadvantageous‘ 

job situations. Advantageous positions, which offer official power and opportunities, are 

controlled by individuals who are the majority (men). However, disadvantageous positions, 

which offer less power, smaller opportunities and limited advancement, are held by 

individuals whose social group is few in number (women). Individuals both in advantageous 

and disadvantageous positions develop attitudes and behaviour that reflect and justify their 

job situations which will be diverged by their attitudes and behaviour toward differences in 

the opportunity and power structures in organizations rather than to gender (Kanter: 1977).  

 

Thus to look at the disadvantage and advantage of women in high position, the gender-

organization-system perspective is the most useful theoretical framework for women in 

management research (Omar and Davidson, 2001). From gender-organization-system 

perspective argues that behaviour in organizations can be comprehended as relations between 

gender, situations, and the social-institutional system where these interactions take place 

(Martin et al., 1983). In this perspective it contends that women‘s behaviour is a product of 

both their gender and the organization structure (Fagenson & Horowitz, 1985). The 

perspective also produces on the perception of organization structure to gather not only 
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power, job situations, and the number of individuals that form and characterize women‘s 

behaviour, but also consider organizational variables such as history, ideology, and policies 

(Martin et al., 1983).  

 

Many variables i.e. societal and institutional practices, expectations and stereotypes regarding 

roles of women and men in society can affect the structures and organizational progressions 

(Martin et al., 1983). These variables can also influence and be influenced by women‘s 

attitudes and behaviour at work (Fagenson, 1990). According to Yukongdi and Benson 

(2005: 146) the fundamental statement of a number of theories is that culture does not 

transform, but remains fixed. But societies have experienced shifts in values regarding the 

role of women and the concept of gender equality (Yukongdi and Benson 2005: 146).  

 

Adopted the concept of Thai-Japanese gender inequality, female discrimination and 

Fagenson‘s gender-organization-system perspective, the thesis is ready to explore the result 

form Thai women in Japanese workplaces in Bangkok metropolitan. Since rapid economic 

change has transformed these economic spheres, it is important to know the attitude of 

working women today toward the issue of gender inequality in the workplaces.  

 

 

2.3 Japanese Working System 

In Japanese working society, Yoshio (2003) divided Japanese female workers into two 

categories which are Sōgō shoku and Ippan shoku literally mean all-around employees and 

ordinary employees respectively (ibid: 156-157). According to Yoshio‘s statement, the 

concept of sōgō shoku and ippan shoku contain two criteria that make women in Japanese 

society different which are education and working condition (ibid). Sōgō shoku is a small 

group of elite female employees who willing to work as the same condition of men such as 

working overtime or rotated another office where might far from their home (ibid: 156). The 

sōgō shoku has better position than the ippan shoku because they hold higher education at 

least bachelor degree from university. While the sōgō shoku is a group of high educated 

women, the ippan shoku is low wage workers who normally have lower education 

background such as two years junior college and also fewer roles in their firms (ibid: 157).  

 

However, Bishop (2005) argued that in fact there are three types of female workers in Japan 

which also grant fairly different definition compare to Yoshio. Bishop‘s three types of female 



12 

 

workers are sōgō shoku, ippan shoku and senmon shoku (ibid: 123). Not similar to Yoshio‘s 

definition, Bishop defined that sōgō shoku is managerial track or career track (ibid), ippan 

shoku is general clerical track or co-worker track which provide only for women (ibid: 123, 

127-129) and senmon shoku is specialist track (ibid: 123).  

 

Like Bishop‘s division, Brinton (2001: 126) supported that the white-collar occupations in 

East Asia, including Japan, are mainly divided to three types: ‗professional‘, ‗technical‘ and 

‗clerical‘ occupations which led women to enroll to higher education since the WWII. Bishop 

also alleged that it does not matter what you are graduated from because finally high 

educated women have the same faith that they have to start working in low position as a 

ippan shoku or clerical jobs (ibid: 127). While women are distributed in clerical support jobs, 

men are allocated in the positions of higher responsibility (Hane and Perez 2009: 442).  The 

huge differences between these two scholars are the definition of Japanese working tracks, 

especially the definition of sōgō shoku.  

 

General speaking, Yoshio might be right that sōgō shoku defines a group of high educated 

people. Nonetheless, in fact it happens just for men not for women. Meanwhile Yoshio stated 

that sōgō shoku is a group of people who hold at least four years in university level (Yoshio 

2003:156); Bishop argued, according to his field work in Japan, that the education is 

necessary but insufficient condition. To be sōgō shoku, women have to work harder and 

longer period than men (Bishop 2005: 128-130). Sōgō shoku usually work overtime and have 

to accept working rotation from the companies (ibid: 123). Sometimes, there is also an 

exception for the sōgō shoku if they have extra qualification such as graduated from prestige 

oversea universities or have professionally working experiences abroad (ibid: 128-130). 

Bishop also affirmed that no matter how high the position of sōgō shoku women are holding, 

they are still subordinate to men in the same position (ibid: 130). However, Yoshio did not 

give much information about the process of becoming sōgō shoku and ippan shoku. He 

mostly informed the number of existence of sōgō shoku from 1999-2002 and the education of 

both group (Yoshio 2003: 158-159).  

 

 

2.4 Thai Working System 

On the one hand, according to Bishop‘s fieldwork, in Japan the educated women admitted 

gender inequality and female discrimination. On the other hand, in Thailand it is found that 
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Thai women are more likely to accept their faith of being lack of education or unskilled 

instead of the gender issue (Yukongdi and Rowley 2009: 206). Since Thailand experienced 

economic high growth in this past two decade, the countries need skilled and professional 

workers into the labour market. For this reason, gender inequality and education have been 

legitimated for women, and in the same time improve their social status (Yukongdi 2005: 

267).  

 

Not likely to men, women are always fewer than men in managerial positions, even when 

they have the same qualification as men; women are still underrepresented at the managerial 

level (Cleveland et al., 2000 and Yukongdi 2005: 269). Women Thai employers in industry 

sectors often employ unskilled women and pay them very low wages because in industry 

sector, it is not necessary to have the high skill or high education. Women in industries are 

believed that they have less bargaining power which is unnecessary to the job descriptions 

(Yukongdi and Rowley 2009: 206). Unskilled women also have to confront with many 

problem e.g. low wages, repetitive tasks, limited career paths and the lack of opportunity for 

skilling and additional education and training (Brown and Chaytaweep 2008: 100). Women 

are taken into account as they are high patient because the industries‘ works are routine. After 

working for a while, the employers will found them less productivity when they are old; as a 

result, the employer usually laid them off (Yukongdi and Rowley 2009: 206).  

 

Additionally, the female grass-roots class in Thailand is now suffering with their poverty; in 

contrast, the role of upper-class women is rising in corporate world. According to the 2011 

Grant Thornton International Business Report (Bangkok Post, 08-03-2011), the percentage of 

women in senior positions is the highest at 45 percent in Thailand, followed by Georgia (40 

percent), Russia (36 percent), Hong Kong and the Philippines (both 35 percent). At the same 

time, some other Asian countries still hold the world lowest percentages of female senior 

roles.  India, the United Arab Emirates and Japan, for example, are holding the lowest senior 

position where the percentages of women in managerial positions are lower than 10 percent 

of the total senior position (Bangkok Post: 2011). Globally, the average of women employed 

in the senior managerial positions is just 8 percent. However, among Asian countries, Thai 

women in high executive position are still the most employed with 30 percent of firms 

employing female CEOs followed by mainland China, Taiwan and Vietnam 19, 18 and 16 

percent respectively (ibid).  
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Besides the higher education of new generation of Thai women, one reason that contributes 

Thai women to the leadership is the strength of Thailand‘s labour movement such as the Thai 

Labour Solidarity Committee—TLSC, the Thai Labour Campaign—TLC, a labour-affiliated 

nongovernment organization—NGO established in early 2000 (Brown and Chaytaweep 

2008: 101) . With the more educated women together with operation of labour movement 

which provides organizational vehicles, Thai women are assuming important leadership roles 

(ibid: 112).  Hence, for further studies, it is very interesting to investigate the factors and 

effects of poor or wealth people among female workers, or compare job divergence‘s effects 

in the term of gender inequality.  

 

Although the role of Thai women are increasing in the high position in the labour market as 

mention above, their portion among female workers are still lower than women in other 

groups. From Fagenson‘s gender-centered perspective, it was argued that we should not look 

only how men can possess the suitability of high position, but also the influence of situational 

factors; for example organization structure and interaction between individual and 

organization (Fagenson: 1993 and Yukongdi 2005: 269). According to individual and 

organization interaction, it should not study separately because organization is also included 

many variables such as a number of individuals, opportunity structure, organizational policies 

and power structure which influence the individual behavior (Yukongdi 2005: 269).    

 

 

2.5 A Comparison between female discrimination in Thailand and Japan 

I found useful research of elite female workers in Thailand and Japan in an article in 1998. 

Appold, Siengthai and Kasarda (1998) gave the sample of female discrimination in Thailand 

among Thai, Japanese and US workplaces. The research points that the employment of 

professional women faced with gender inequality as an organizational practice which is 

similar to my thesis in many aspects. For example, the research locations are in Thai and 

Japanese workplace and research method is the quantitative research and statistical analysis.  

 

Appold and his colleague highlight on high-skill task performed women at workplaces who 

believed that within cultural values, young women have been obtained less job participation 

than men with comparable education (Appold et al. 1998: 545). Some scholars hold that 

Japanese firms are the world‘s most related male-dominated labour market where often 

neglect the promotion policy against women (Lam 1992:5, in Appold et al. 1998: 544). 
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Frequently, Japan headquarter offices have been the target of sex discrimination law suits 

since Japanese young female workers are believed that they will impertinently work in the 

firms because they will quit job to raise their family someday. As a result, it no needs to 

promote women to the manager stage (Appold et al. 1998: 544-545). Appold and colleagues 

stated a hypothesis about culture values of women at workplaces that cultural values research 

base on the core national values and national differences behavior. Japanese and Thai firms 

will employ quite few women in high-skill positions while in the U.S. will employ many 

(ibid: 545). The culture value that Appold and his colleague see here is different between two 

continents: Asia and North America—The U.S.  

 

The result found that in Thailand, among Japanese, US based firms and Thai local firms, Thai 

local firms contained higher proportions of women in upper management than other two. 

However, Japanese firms in Thailand behaved contrast to their home based firms that the 

proportions of high skill women are required higher than in US firms (Appold et al. 1998: 

555). Therefore, there were no supports for the culturally established personnel practice on 

women requirement because human resources indicate an interaction between nationality and 

gender differences (ibid: 555).  Furthermore, contrary to expectation, Japanese firms contain 

higher proportion of female workers than the U.S.‘s (ibid: 554). Thai firms unexpectedly 

contain two and three times higher proportion of women in upper management than the 

foreign-based firm, The U.S. and Japan respectively (ibid: 555). It is very interesting that 

Appold and his colleague found Japanese firms in Thailand behave in contrast to their home 

country-based firms that they require Thai women to their firm even more than the proportion 

of female workers in the U.S. based firms (ibid: 555). Additionally, Yukongdi and Rowley 

(2009: 8-10, 12 and 15) found that women in Japan are still oppressed at workplace the same 

holds for Thailand. It is found that workplaces are still using male preference concept when it 

comes to remuneration or employment (ibid).   

 

From Appold‘s research, there are no culture value affecting the employment in Japanese, 

Thai and the U.S firms. Especially in Thai firms, Appold found that in job employment in 

Thai firms there are not traditionally obstruct women to the work, but they open to both men 

and women (Appold et al. 1998: 561). Thai women are found both in top and bottom rank of 

working position that implied that gender is just a number of divisions contributing to social 

distance in organization (ibid). Japanese firms appear to be male dominance society where 

there is no shortage of male labor. Surprisingly, Lawler (1994 in Appold et al. 1998: 560) 
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monitored that Japanese firms established in Thailand were the group most likely to draw 

women into employment in their Thai operations. 

 

The no solution of culture value to the employment in the research, yet, can refer to some 

scholars‘ study, which stated that what is matter in the job requirement and segregation is 

social ―belief‖. Kimoto (2003: 35) argued that belief play powerful role in gendered job 

discrimination. The very pattern of job segregation is gendered people, and divides the jobs to 

men‘s job and women‘s job (ibid: 36).  In a similar stream, some academics have stated that 

the pressure of Asian cultures and religious traditions contributed to the underutilization and 

underrepresentation of Asian women in management (Adler: 1993-94). On the contrary, 

some researchers have discovered a rising figure of Asian women moving into managerial 

positions formerly controlled by males. Appold and his colleague (1998: 559-560) found the 

raising participation of women in the workplaces may develop financial return, especially 

return on equity. Simultaneously, a larger participation of women led to reduced 

organizational engagement among men, probably imposing transition expenditures.  

 

In Thailand, the ownership and kinship provide women more equality than in Confucianism 

believing countries (Falk 2010: 111). Women in Thai society are expected to have the 

gratitude to their parents (ibid). Women have to support their family both in labour and 

financial supply. Thus, women are more likely to apply themselves to the labour market; 

especially, they were considered about suitability of jobs and education such a belief that 

woman should be a nurse or midwife.  

 

In Japan, while men want to reach to good university, women previously just continued to the 

colleges. However, trend of women who continue studying to university are steadily rising 

after the WWII. The report illustrated that after the WWII women gradually increased 

enrollment to the university level (Brinton 2001: 128). 

 

Meanwhile, sex discrimination toward high educated women is nature of Japanese labour 

market. Many firms are unwilling to invest their money to women, the firms have biased 

against women because they are unstable employees since women working duration are 

unpredictable, and they might quite jobs after they get married or pregnant (Brinton 2001: 

135). Moreover, compare between university graduated female workers and junior college 
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educated women, sex discrimination in white-collar against high educated Japanese women is 

weaker at university level than junior college level (ibid: 136). 

 

Nevertheless, since the economy had been changed, higher educated people were required in 

labour force participation (Brinton 2001: 130).  From the study, Brinton found that demand of 

high educated workers plays heavily role in job requirement (ibid: 155). Bigger and expander 

labour market provide the job opportunities to high educated women. However, Japanese 

office workers still follow to the tradition which makes Japanese women passive and 

accepting gender discrimination (ibid).  Well-educated, well-trained female office workers 

are regarded as temporary or non regular workers who are expected to quit their jobs after 

getting married (Hane and Perez 2009: 442).  

 

Yoshio also gave the proportion of female workers in position of power such as lawyer and 

business managers are still far lower than men‘s proportion.  However, since the government 

sanctioned two labour laws, the Equal Opportunity Law—EEOL in 1985 and Child-Care 

Leave Law in 1992, the trend of admission female workers are increasing. Although the 

proportion of women and men in workforce in Japanese have just ten percent difference, 40.8 

percent of workers are women and 59.2 percent are men, however, Japanese female workers 

still face many discriminatory employment practice such as significant wage gap and 

overrepresented in the non–full-time workforce (Broadbent and Ford 2008: 158).  

 

 

2.6 Female Labour Force Participation in Japan and Thailand 

Indeed, the change of Japanese female workers participation in labour market is indifferent 

since the end of WWII till today. Japanese female workers in 1970s, 1990s and 2005 

participated in labour market, which record compared to total 100 percents of Japanese 

women in working ages, as 49.4, 50.1 and 48.4 percents respectively (Yukongdi and Rowley 

2009: 79).  

 

 

 

 

Table 1 Labour Force Participation Rates in Japan, 1960-2005 (%) 

     



18 

 

              
Women 

    
Men 

        

                          

  

1960 

  

54.5 

  

84.8 

    

  

1970 

  

49.4 

  

81.8 

    

  

1980 

  

47.6 

  

79.8 

    

  

1990 

  

50.1 

  

77.2 

    

  

1995 

  

50.0 

  

77.6 

    

  

2000 

  

49.3 

  

76.4 

    

  

2005 

  

48.4 

  

73.3 

                                        

  

Source: Adopted from Yukongdi and Rowley 2009: 79 

   

Similar to Japan‘s EEOL, Thailand also has its Office of the National Commission on 

Women‘s Affairs— (ONCWA) since 1989. Although the ONCWA also play its role on Thai 

women, it is different to Japanese EEOL. The EEOL is used for prohibit discrimination in 

recruitment, training, promotion and remuneration, and it is more specific in female labour 

market and workplaces (Yuknongdi and Rowley 2009: 69). But ONCWA is an advisory 

function to guide the Thai government to develop the policies for Thai women in general 

(ibid: 201). The ONCWA recently empower its organization to be the Office of Women‘s 

Affairs and Family Development producing many series of plans such as five-year 

development plan—The Women‘s Development Plans (ibid). In Thailand, after launching the 

Women‘s Development Plans, it has been shown that the plans are positively functioned 

especially in public sector. Although the report notified that although Thai women in 

managerial position still lag far behind men‘s, the number of executive women in public 

sector has been rising (ibid: 202).  

 

In Thailand, the total population was 62.42 million in 2006 (Bank of Thailand 2007: in 

Yukongdi and Rowley 2009: 205), and the total of labour force was 36.1 million in 2006 and 

employed 35.5 million (NSO 2006: in Yukongdi and Rowley 2009: 205). Thai women‘s 

labour force participate in labour market is the highest of the countries of East Asia. The 

participation rate in Thailand recently found that in 1990 Thai women participated to labour 

market as 76.3 percents, in 2000 was 64.9 percents and in 2006 was 63.7 percents (ibid). It is 

interesting to note that the decrease in female labour participation in Thailand.    
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Table 2 Labour Force Participation Rates in Thailand, 1990-2006 (%) 

              
Women 

    
Men 

        

                          

  

1990 

  

76.3 

  

87.7 

    

  

1995 

  

68.9 

  

83.5 

    

  

2000 

  

64.9 

  

80.6 

    

  

2005 

  

66.3 

  

81.5 

    

  

2006 

  

63.7 

  

81.2 

                                      

  

Source: Adopted from Yukongdi and Rowley 2009: 205 

   

 

In Japan, Japanese sōgō shoku is the most powerful group of women, even though they are 

very few in Japanese firms, is that sōgō shoku are elite with high job position and experiences, 

therefore they have power to negotiate to men or people in same and lower level. The ready-

high-position provides those sōgō shoku to step on the male position by their knowledge in 

their careers. Brinton (2001: 102-103) added that Female professional workers in Japan do 

not face the same faith with clerical workers because the female professional workers 

normally do not work in large private firms and they also have special skilled which provide 

them the opportunities to show the capability to the firms. Nonetheless, although the female 

managerial workers have higher power in their hands, the truth of the differences of working 

duration between men and women is unable to avoid. One of Kimoto‘s (2003, translated in 

English version 2005: 76-79) finding from Japanese working society is that men and 

women‘s job promotion are very different.   

 

Moreover, Japanese women are minorized in their workplace, because of the proportion of 

male and female workers are different by female workers compound as 40.8 percent while 

the rest is majority of the labour force. The minorization of female worker provides the 

gender inequality and less power to negotiate. With lower career paths, women in ippan 

shoku who is the majority of Japanese female workers are lack of power (Bishop 2005: 123). 

Minorization of female workers in Japan causes the barriers specific to women‘s working 

advantage; the barriers obstruct not only individuals to reach to higher level, but also 

disapprove women‘s working improvement. Consequently, it is repeated incident the women 
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who are blocked from the support are usually lack of managerial experiences, lack of 

mentor‘s roles, lack of being known in informal network and have to face with sexual 

harassment such as men taking credits from women‘s works (Yukongdi and Rowley 2009: 9).    

 

In addition, although Japanese women have the same qualification with men, still they are put 

in ippan shoku position which they have to accept it. Hence, the EEOL, which is the law for 

gender equalization in employment, might not the answer of gender discrimination in 

Japanese workplace. The laws itself cannot render ‗equal pay for equal work‘, because the 

firms still directly discriminate at least separate career paths and provide wage gap between 

two genders (Broadbent and Ford 2008: 157-158). Moreover, although, Japanese government 

seems to take the gender inequality issue as serious problems, the laws have unclear penalties 

and ineffective imposition. (Yukongdi and Rowley 2009: 92). However, as for the minority 

sōgō shoku who already have power in their hands, the laws might profit them more than the 

ippan shoku, because most of the sōgō shoku are already passed the process of being the 

ippan shoku as well as the law mainly assist the feminist activists who want to fight for 

gender equality in the workplaces (Bishop 2005: 11). 

 

The EEOL also have contributed to change the attitudes about female worker (Bishop 2005: 

11), yet, female discrimination and male dominated perspectives are remaining to be strong 

in Japan (ibid: 129-130). Compare among women, women in senmon shoku and sōgō shoku 

have higher working status in their companies, but compare to men, they are still far behind 

especially in the prospects of promotion (ibid). The words majority and minority here can 

refer to the number of male and female worker, and also the working status and its power too. 

After the EEOL, Tipton (2000 in Brooks 2006: 28) explained that, the firms responded to the 

law by dividing two-track or recruitment which is managerial and clerical tracks. In theory, 

an applicant can choose between those two tracks opened for both sexes, but in practice, male 

full time recruits are automatically located in managerial track while women are put in 

clerical track.  Same as, women privatization develops women into labour market, but the 

ideas of sexual distinguishing of labour still depend on men (Steans and Pettiford 2005: 159) 

In Thai case even though women in Thailand seem to have more power than other countries, 

not all the sectors accept women, some of the government sectors such as in police force, 

armed force, politics and religion (Buddhism) sector are rarely seen women‘s participation 

(Yuknongdi and Rowley 2009: 203, Lindberg Falk 2010: 112).  
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One the one hand, Brinton also gave the suggestion for further research about gender 

discrimination that the research can progress the conceptual model of the connection between 

women‘s education and labour market change (Brinton 2001: 150) which might be interesting 

for people who want to study in detail of labour market and education. On the other hand, the 

suggested research might need the longitude research to look and to see the progress of 

labour and women‘s educational conceptual model.    

 

Fascinatingly, the differences between Japan and Thailand‘s cultural influences on women‘s 

career development are mainly found in the traditional beliefs. Confucianism influences sex 

roles in many east Asian countries. The stereotypes of sex roles in Confucianism are that 

women have to support men in every way such as house working and holding lower prestige 

to men as daughters and wives. In such society men are superior and women are 

subordination that men preferences tend to complete gender inequality (Yukongdi and 

Rowley 2009: 10). Besides the Confucianism, Japanese cultural uniqueness of employment 

leads women into discrimination. Cultural uniqueness of employment was described as basis 

of the lifetime commitment practice and promotion systems characterizing large Japanese 

companies (Lam 2002: 27).  Within Japanese firms, especially the large companies tend to be 

more exclusive and discriminated by the privileges of those currently employed [men]. The 

principal role are played by very few people controlling such as age, education, seniority, 

ability and along with job security in remuneration and allocating labour within the firms 

(ibid).  

 

 

2.7 Differences between Japanese and Thai Female Discrimination 

As from above information, the differences between Japanese and Thai female discrimiantion 

research is that in the research most Japanese gender researchers divide Japanese female 

workers into three type of ippan shoku, senmon shoku and sōgō shoku. Nonetheless, in 

Thailand case, scholar divide female workers by class of social position, income and working 

position to three positions; high, middle and low. Some western academic articles allege that 

women workers in Thailand also have same criteria with women in other countries as such 

managerial, technical and clerical workers. In my opinion, I agree with Appold and his 

colleague‘s division because in some case we cannot use the same criteria in different 

countries. As for Thailand case, Appold (et al. 1998) study two groups of organizational 

hierarchy, top and bottom. 
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Thai and Japanese working structure are different. Thai social hierarchy is said that it has a 

huge gap between rich and poor. Additionally, according to a report from the Bank of 

Thailand, the top 20 percent of the population controls 69 percent of the nation‘s wealth 

while 1 percent of the wealth of nation come from the lowest 20 percent (Symonds: 2010). 

The average income for the bottom 20 percent is just 1,443 baht or 45USD per month which 

is lower than the official poverty line (ibid). On the other hand, from the Human 

Development Report 2010, Japan has ranked in HDI report 2010 in the rank of a very high 

human development country by ranking as number 11
th

 apart from those 169 countries (HDI: 

2010 see appendix 2-1). While Japan rendered the very high development country position, 

Thailand remained far from Japan ranked at 98
th

 as a medium human development country. 

Therefore, working hierarchy of those two countries are different.  

 

In Thailand, women are not face inequality only in the gender employment discrimination, 

but also the social class discrimination because of the wage gap between rich and poor. Some 

researchers have alleged that class may be significant in influential opportunities in 

management for women in Asia (Fisher & Hutchings 1998: 129-133).  As a result, along with 

social construct and working system, Japanese criteria for female workers division cannot be 

used in Thai case and vice versa. Such in case of Japanese women known as they have job 

circle behavior which is; step in the job recruitment, then leave the workplace to give birth, 

and finally return to work again as non-regular workers (Bishop 2005: 140). Married women 

are often found in non-regular jobs, they obtain dairy or weekly payment to support their 

family as their responsibility of seeking for the cost of reproduction (ibid: 147, 168).   Thus, 

Japanese and Thai working and social structures are different, but women in both countries 

still share the same faith that is gender inequality and female discrimination. 

 

The reason I choose to study women who graduate from universities in Thailand is because; 

high educated women have same power to negotiation and ability as men in the same level. 

Moreover, I question that if women are satisfied with their jobs, chiefs‘ treatment and 

remuneration, they would not agree that they are discriminated. As result from the study 

conducted by Appold and colleague (1998: 560), explaining that the business environment, 

rather than national culture, decides the choice of management strategy. The greater 

participation of women at the managerial level in Thai firms involved that gender is only one 

of a number of divisions conducing to social distance in organizations (ibid: 561).  
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As shown earlier in this chapter Thai women are highly represented in labour market, Appold  

(1998) discovered gender-plus-nationality difference suggest there is a glass ceiling in the 

working system. The result in their study shows that in Thailand women are accepted from 

the both US and Japanese companies which they suggest that it should be re-examined the 

application of Japanese management in the United States or elsewhere. The result of 

Appold‘s research was positive, as the outlook for Thai women was outstanding in 

managerial position compare to Japanese and US firms. Thai women accounted for 30 

percents of supervisors, while Japanese and the US firms have less women in high position 

than Thais for two to three times (Appold et al.: 1998).   

 

After Appold, there are many official statistics support Appold and his colleague‘s finding. 

Asian Development Bank, (1998) for example, showed the proportion of women in 

managerial positions in Thailand more than doubled from 1971 to 1995. However, the limited 

numbers of research studies on Asian women in management have contributed various results. 

Hildebrandt and Liu (1988: 273) and Chui and Ng (1999) have remarked that women may be 

disadvantaged by the human resource administration performs that exist in some Asian 

countries. Yukongdi (2005: 280) mentioned that the position of women in management in 

Thailand in future will count on the efficiency of organizational practices and policies that are 

allocated to remove discrimination in the workplaces, along with the roles of the government 

in legalizing the situation and guaranteeing that it promotes gender equality.  

 

 

2.8 Conclusion 

I have found some few interesting about reading and literature gap which will be explained as 

follow. First there are not many Thai gender studies book published compare to Japanese‘ 

books. Additionally, it is not only books that are less, but also the online article and journals 

that hard to find. The reason might be that gender studies schools and experts in Thailand are 

still not various enough to have broad researches, as well as it also might lack of fund to 

contribute the researches. Second, in Thai women workforce-related books or articles 

normally talk about grass-root class and managerial class i.e. migration labour force, 

prostitutes, women in parliament and female entrepreneurs, but not the middle class who are 

in between the grass-roots and the managerial class.  
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In my opinion, the problems of Thai women labour force are not only they are unskilled, but 

are not being provided the opportunity to improve their skill. Therefore, poor unskilled 

women still have to face with the poverty even though they have changed to many jobs; they 

still become the unskilled workers of their new workplaces. The unskilled women are also 

lack of negotiation power; consequently, they have to accept ―whatever‖ available jobs to live 

their lives.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3. Research Design and Methods 
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With special focus on gender inequality against Thai workers in Japanese firms in Thailand, 

it necessitates to explore the firms‘ discrimination through women‘s perspectives. The 

empirical evidence is significantly important to prove the existence or inexistence of female 

discrimination in those Japanese firms.   

 

 

3.1 Analytical Terminology  

This section is explication of the specification words based on feminism which is similar to 

my research findings. 

 

 Feminism and Feminists Perspective in Asia 

Feminism as the democratic practices plays its role towards self-determination of women as a 

part of rethinking project and transforming hierarchies which particularly involved a critical 

analysis based on the local feminist political and economical practice. Feminism have 

engaged and connected to various broader studies, i.e. international and local relations, 

domination and subordination, and western and Asian gender perspectives. And within 

feminism theories, there are also many dimensions and theories to look through the feminism, 

liberal feminism, Marxist feminism, socialist feminism, post colonial and Asian feminism for 

instance. In fact the basic goal of all feminisms is demand for equality between men and 

women (Lorber 2010: 1). The most notable characteristic of feminist academic work has been 

its clearly political nature and feminism‘s engagement to material and social transform has 

played an important role in removing traditional academic boundaries between the personal 

and the political (Kemp and Squires 1997: 4 in Letherby 2003: 4).  

 

Furthermore, feminist research practice produces different forms from other forms of 

research which distinguished by the questions feminists ask, the position of the researcher 

within the progression of research and within theorizing, and the purpose of the work 

generated (Letherby 2003: 5). There is however intensiveness between theories, practices, 

politics and researches, and much discussions and debates about the knowing/relating 

relationship within research (ibid). 

 

 

 Attitude  
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Attitude is the representation of evaluative response toward an object. An attitude object can 

be anything a person distinguish or hold in mind. Attitude object can be concrete (e.g the 

certain style of pizza) or abstract (e.g freedom) or group of people and etc. Attitude may 

compass affective behavioral and cognitive responses. People are report or interpret attitude 

depend on context (Bohner and Wänke 2002: 5-6). 

 

 

3.2 Empirical Setting 

This thesis seeks to understand the existence of female discrimination in Japanese companies 

located in Bangkok metropolitan region, Thailand, and, How Thai female employees who 

hold at least bachelor degree for universities give perspectives to Japanese remuneration 

system. Certainly, empirical contributions have been considerable for asking such questions 

―Where are the women?‖ or ―What is women‘s experience of this?‖ (Ackerly and True 2006: 

242). From those questions is a critical beginning point for examining framework (ibid) 

which I chose to start on my thesis. Therefore, the exploratory quantitative research approach 

is applied for this thesis. I use quantitative method because I want quantitative answers which 

are such as how many percent of women satisfied with their present job promotion.  Also, 

this thesis wants to find the state of female discrimination located in Bangkok metropolitan 

region Thailand which quantitative method provides often explanation of phenomena (Muijs 

2004: 7).  

 

I divided my questionnaire into two categories, which are private/general information and 

main questions: Female discrimination related questions. At the first part of questionnaire, it 

is focusing on gender, education and wage of respondents. And in the second part of 

questionnaire I contribute the questions in the form of level of measurement which directly 

involved to the analysis part in chapter 4. Especially understanding gender wage inequality is 

clearly of great importance to feminists since wage setting is a deeply political and cultural, 

as well as economic process (Power, Mutari, and Figart 2003: 70).  

 

Thus, in second part of the questionnaire, it is all about female workers experienced gender 

inequality at their workplace such as working promotion, employment standard and wage 

payment systems from their Japanese chiefs, Thai chiefs and HR department. Those results 

are applied in the analysis chapter where I integrate both part of questionnaire to see the 
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consequences and correlation between i.e. income per month and job satisfaction, female 

discrimination at workplaces‘ perspective and education.   

 

 

3.3 Research Approach and Methods 

For my research process, I use exploratory research because it is advantage when researcher 

wants to study new areas or tests new methods of social science (Balnaves and Caputi 2001: 

17).  It might not clear to estimate people‘s opinions by interview because many respondents 

are needed to answer the questions, and it will be easier to make a questionnaire with five 

degrees of answers such as very much, much medium, less, and never. In this thesis 

respondents are the most important factor because they are target group of my research.  

 

For analysis chapter, I use quantitative method as the approach to analyse all data I collected. 

For received results, quantitative research method is applied to the thesis since it is analysis 

using mathematically based methods particular questions (Muijs 2004: 1-2). 

 

Additionally, I also combine the feminist research approaches using for demonstrating the 

happening of gender inequality which the feminist research approach provide me its strong 

point that it present new method of thinking about problems involved in achieving security of 

women (Steans and Pettiford 2005: 156). Moreover, feminists discourse on security emphasis 

human connectedness which can be referred to the degree of how much people feel or 

actually ―threatened‖ (ibid).  

 

 

3.4 Data Sources 

It is important to collect the result of answered questionnaire, which means satisfactory 

quality and the individual information are merged together. I have to not only collect number 

of respondents, but also the number of each answer even in the degree part. I contribute 

respondents as they are semi-controlled, as a result they are free to answer and give 

comments. However, I still have to control the questions which should bear in mind that the 

questions require to concentrate within the topic.   
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3.4.1 Sampling Method and Data Collection Process 

The first process of creating questionnaire is to make a list of questions. After making 

questionnaire and recheck it, questions which repeat or similar to some another questions will 

be cut off till it is unrepeated and covering all the requested data. At the end of creating 

questionnaire, it eventually concludes with contains two categories: 1. Private information or 

general information and 2. Female discrimination related questions. In general information 

the questionnaire provides by checkbox format answer with the individual question of sex, 

age, highest education, income per month: THB, working period: year(s). And in female 

discrimination part, such as companies‘ sexual equity policies‘ satisfaction, the questionnaire 

is provided by grids format answer (see appendix 3-1).  

 

However, the questionnaire necessitates translating into Thai language before sending 

because all thesis respondents are Thai female workers (see appendix 3-2). Continuously, 

after finishing translation, I conduct the question to the online program called google 

document spreadsheet and form, and the type of questionnaire called e-questionnaire
1
. For 

me, google document and e-questionnaire are very compatible for sending the questionnaire 

to remote area or anonymous required respondents.  

 

For being translated, it was problematic with the term and sense of language. In Thai, the 

word female discrimination—ka:n-l  ak-pa-thi-bàt-t  :-phê:t-yĭŋ does not make any strong 

feeling like the word gender inequality—khwa:m-mâi-thâw-thiam-tha:ŋ-phê:t for Thais. In 

sense of language, gender inequality is more used in general speaking more than female 

discrimination, because gender inequality always understands that it happens against women. 

Thus gender inequality‘s meaning, for people who are not in social science field, already 

integrate the meaning and sense of female discrimination. After I translated and sent the 

question list to 12 of my friends from various field of work and study. The result was, I was 

asked by many friends that the word female discrimination does not make sense for those 

who are not relevant to social science field, and some of them suggest me to use the word 

gender inequality instead. However, I still use the word ka:n-l  ak-pa-thi-bàt-t  :-phê:t-yĭŋ 

                                                 
1
 E-questionnaire web link (Thai Language only): 

https://spreadsheets.google.com/viewform?hl=en&pli=1&formkey=dHFEekN3RlZmZThnO

HRoZGJBMlViQ3c6MQ#gid=0  

 

https://spreadsheets.google.com/viewform?hl=en&pli=1&formkey=dHFEekN3RlZmZThnOHRoZGJBMlViQ3c6MQ#gid=0
https://spreadsheets.google.com/viewform?hl=en&pli=1&formkey=dHFEekN3RlZmZThnOHRoZGJBMlViQ3c6MQ#gid=0
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instead of khwa:m-mâi-thâw-thiam-tha:ŋ-phê:t that many people mention. The reason was, I 

was trying to solve this problem with a Thai Ph.,D student from social science, I was told that 

I should still use the original translated version which is female discrimination (ka:n-l  ak-pa-

thi-bàt-t  :-phê:t-yĭŋ).  

 

Furthermore, E-questionnaire sent out to roughly 120 Thai female workers in Japanese 

companies located in Bangkok metropolitan region from March 14 to March 21 via email and 

social network. Questionnaire also asked respondents gender, this is because of, if the 

respondents are male workers even though they are working in Japanese firms, it is important 

to exclude them for being irrelevant to my thesis requirement.  

 Sample Characteristics  

 Women who are working/ had worked in Japanese companies in Bangkok 

metropolitan region Thailand. 

 Nationality: Thai 

 20 years of age up 

 Graduated from college or higher 

 

In this thesis, the answers are collected and used as quantitative data which explain 

phenomena by using mathematically based methods (Muijs 2004: 11). For my research 

finding, I calculated all my result in SPSS and describe the results into graphs and statistics in 

chapter 4. From all questions included level of agreement in female discriminatory, the 

answers are transformed into numerical answers, set up with number instead of words which 

later put in to the SPSS program for calculation. As the result, I can look at quantitatively as 

the data I want to collect are already available in numerical form.  

  

3.4.2 Data Analysis 

From 120 surveys sent out to women in Japanese firms in Thailand, both men and women 97 

respondents answered the survey, which mean 80.8 percent of questionnaire had been 

answered. The numbers of male and female respondents were 20 and 77 people respectively. 

However, as mentioned above, this thesis focus on only women, as a consequence those 20 

men are excluded. Thus, we now have 77 female respondents for this thesis study.  

Descriptive statistic: frequency and tabulation, and correlation were used to analyse the data 

obtain from the completed 77 questionnaires. The data analysis were produced in three step; 
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1. Descriptive analysis of the quantities of respondents from questioned individual 

information in term of mean and frequency e.g. age, education and income per month. 2. 

Descriptive analysis of key variables: mean and frequency of e.g. job satisfaction, Japanese 

working system advantage and disadvantage, direct and indirect experiences in female 

discrimination at workplaces. 3. Correlation statistics of the relationship of the studied 

variable.    
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4. Empirical Study 

4.1 Introduction 

The Asia and Pacific region steadily remains to experience conventional forms of 

discrimination, especially discrimination based on gender issue. Women in Asian still 

continue the biggest group facing discrimination in terms of employment opportunities and 

wage gaps (ILO n.d.: 1). It is said that female discrimination in Asia is a serious problem. 

Especially, female discrimination in Confucianism countries appears to the most serious 

region in Asia. From thirteenth to the nineteenth, Japanese adopted Confucianism which 

heavily used in the ideology of men and women and social order. Although Confucianism 

handed down in eighth century, but the concept that women hold lower position and men 

hold social and political order can still see till today (Renshaw 1999: 56, Hane and Perez 

2009: 21).  

 

From the thesis topic and question, it is clear that this thesis is about female discrimination at 

workplaces using quantitative research approach. Thus, to produce the clear picture of the 

result, I use SPSS as mentioned in previous chapter as the main device. In SPSS, I use 

frequency and correlation to see the quantity and relation between variables. The 

understanding of nature relationship of those variables can also approve the theories and 

finding of some scholars. In this thesis, I focus on two differences hypothesis which is this 

thesis‘ statements in terms of insight and focal point.   

 

 

4.2 Hypothesis 1 and 2 

Hypothesis 1: Thai female workers in Japanese firms located in Bangkok metropolitan region 

feel that they are discriminated by their Japanese employers. 

According to Bishop, in Japanese working system, it does not matter what you are graduated 

from or how high education you hold, when Japanese women apply for a job, they have to 

face with faith of working in low position, and the better jobs are always offered to men. 

(Bishop 2005: 127-129). Thus, in Thai case using Japanese conceptual framework it will be 

questioned that; if there is female discrimination at workplaces in Bangkok metropolitan 

region, educated female workers might feel that they are discriminated as same as the 

perception of Japanese workers. 
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Hypothesis 2:  Satisfaction among female workers at Japanese firms located in Bangkok 

metropolitan region are related to the level of income. Thus lower-income women report 

lower satisfaction at work than their female colleague with higher income.  

From the hypothesis, it is common that people would feel dissatisfaction when they obtain 

low salary. Thus, in our thesis, we want to reconfirm that high-income Thai women in 

Japanese firms have high satisfaction and lower income women have lower satisfaction. 

 

In this study, I as self-administered received the answers from 77 respondents out of roughly 

120 e-questionnaires. I started sending the e-questionnaire on March 14-18 by sending the 

email to respondents‘ offices and also post on social network pages. The expected result was 

roughly over 50 respondents, however, on March 21, I received 97 results which contain 20 

men and 77 women. Since the result showed both gender, however, I cut male respondents 

off, because they are not the required respondents. I also have one problem when I sent out 

that is some female workers rejected to answer. They noticed that they cannot compare the 

gender inequality in their offices because there are only female workers in the same level.     

This analytical chapter shows what the respondents answered which might conform or differ 

to the literature review and scholars‘ views. The questionnaire divided to 2 groups of 

questions which are general information and female discrimination related questions.  

 

 

4.3 General Information 

Base on 77 respondents, the analysis showed that 72.7 percents of respondents have been 

working in Japanese firms for one to five years. In 94.7 percents of respondents are working 

women ages 20-40 year olds divided by ages rank 20-30 and 31-40 with the percentage of 

72.7 and 24.7 percents respectively.  

 

In the questionnaire, working women‘s salary per month has been grouped into 4 ranks which 

are first, lower than 15,000, second 15,001- 25,000, third 25,001-35,000 and forth higher than 

35,001THB. According to the statistical analysis, it is illustrated that most of the studied 

women as 49.4 percents receiving salary in between 15,001 to 25,000THB following by 

25,001-35,000 and higher than 35,001 respectively. However, compare to Thailand national 

income per capita as 89,981THB per year in 2009 (NSO: 2011), those respondents gain a lot 

more than Thailand income per capita average. 
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From the statistical analysis, most of the female workers hold bachelor and master degrees 

from university as 80.5 and 18.2 percent respectively. According to the Ministry of Public 

Health‘s statistic of higher rate of educational continuation showed that in 2009 only 14.1 

percents of total Thai population enrolled to the university or higher (Ministry of Public 

Health Thailand n.d.: 51). Consequently, the respondents who graduated from university can 

be call as high educated female workers.  

 

To sum up the main characteristics of he studied sample, most of respondents in Japanese 

firms in Bangkok metropolitan region are female age between 20-30 years old holding 

bachelor degree, having 1-5 years of job experiences and obtaining salary between 15,001-

25,001THB. 

 

 

4.4 Female discrimination related questions  

The second part of questionnaire contains female discrimination-related questions separated 

to four parts which are 1. Company Satisfactions 2. Female discrimination and gender 

inequality in their workplace 3. Japanese working system in Thai office 4. Direct experiences 

of female discrimination and gender inequality in their workplaces and 5. Indirect 

experiences of female discrimination and gender inequality in their workplaces. In order to 

find results of questionnaire, I made the question to be easy to answer by five degrees of 

intensiveness. 

 

4.4.1 Company Satisfactions 

It is important to understand what Thai female in Japanese firms in Bangkok metropolitan 

region feel about their jobs. Job satisfactions provide us to the understanding what female 

workers are thinking about current jobs by showing positive or negative outcome from the 

statistics. In this part, I split the questions into eight small questions which are: 

 Satisfied with their job 

 Satisfied with their level of job/job position  

 Satisfied with company‘s promotion       

 Satisfied with their bonus         

 Satisfied with their salary         

 Satisfied with chiefs' treatment        
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 Satisfied with their company‘s welfare        

 Satisfied with their company‘s sexual equity policies 

 

The questions have the answers by 5 degrees of answers; very much, much, medium, less and 

never, transformed to numeral degree that 5,4,3,2 and 1 respectively. The result showed the 

attitude of total satisfactions among 77 respondents that Thai women are moderately 

dissatisfied with their jobs. The total satisfactions provide quite low mean score as 2.81 out of 

5. From total satisfactions, it is very interesting that satisfaction with salary and promotion 

satisfaction are the only two variables that reach to the neutral satisfaction, 3.0 and 3.09 

respectively. Besides, those two highest satisfactions, the job position and job satisfaction are 

the lowest satisfactions by 2.55 and 2.43 mean scores respectively.
2
 Consequently, these 

results provide important insight of dissatisfaction which specific on job satisfaction and job 

position. Out of those 8 questions and total satisfactions, it seems that Thai women in 

Japanese firms are in between neutral and moderate satisfied with their jobs.   

 

4.4.2 Discrimination problems 

Here, in second question, the questions aim to ask respondents about what is their attitude 

toward female discrimination and gender inequality in the workplaces. This part contains 

seven questions with degree of answers that strongly agree, agree, moderate, partly agree and 

disagree. As for analysis, I changed the answer to be number which is 5,4,3,2 and 1 

respectively.     

 Female discrimination and gender inequality in their workplaces 

 Female discrimination in their company is serious problem 

 There is female discrimination in recruitment in their workplaces 

 There is female discrimination in job promotion in their workplaces 

 There is female discrimination in job position in their workplaces 

 There is female discrimination in job description in their workplaces (men get 

better and honourable job)  

 Women work harder but gain less remuneration than men   

 

From the received statistic, it showed that women in Japanese firms in Bangkok metropolitan 

region responded the answers in the same way. Mean score of total discrimination problem at 

                                                 
2

 see appendix for chapter 4 
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workplaces is 3.09 which mean they neutrally feel to the female discrimination in their 

workplaces. The highest scores of this part are female discrimination in job promotion and 

job recruitment which showed 3.16 and 3.12 means scores respectively. Indifferent to the 

highest mean score of job promotion and recruitment, Thai women responded that female 

discrimination in job position and job description in Japanese firms are impartial with 3. 00 

and 3.06 mean score respectively. As a result, those women in Japanese firms in Bangkok 

metropolitan region do not have any particular feeling toward female discrimination and 

gender inequality in their workplaces.  

 

4.4.3 Japanese working system in Thai office      

It is important to ask respondents about how they appreciate about Japanese working system 

in Thailand. Because if they accept that Japanese system provide them inequality, they would 

also feel that it affects to their daily life, as well as Japanese working system is worse than 

Thai system. In this part, the questions mainly ask attitude of respondents toward Japanese 

working system which contribute into eight different questions. 

 

 Japanese working system is better than Thai's 

 Japanese working system has no problem for respondents    

 Japanese working system is acceptable to their daily life 

 Japanese working system help them to improve themselves  

 Japanese working system is consistent to Thais' behaviour   

 Japanese working system benefits to men than women 

 Japanese working system dominates by men  

 Japanese working system is similar to Thai working system  

   

In this part the questions are mixed with positive and negative question, therefore, the 

respondent would not feel that the questionnaire is bias toward Japanese or Thai working 

system. Positive questions are the positive way of looking Japanese working system that 

Japanese working system has no problem for respondents. Included the direct effects to the 

respondents, the questions also ask about the acceptability for their daily life such as the 

question: Does Japanese working system help respondents to improve themselves and Is 

consistent to Thais' behaviour? For the positive questions, if respondents tend to answer with 

the mean score more than 3, it means the respondents agree that Japanese working system is 
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good for their lives. But if the mean score goes lower than 3, it means they are dissatisfied 

with the working system.   

 

 

Figure 5: Positive questions about Japanese working system in Thailand   

 

       JWS=Japanese Working System, WS+ Working System 

1.00-1.50  Strongly disagree 

1.51-2.50  Moderately disagree 

2.51-3.50  Neutral 

3.51-4.50  Moderately agree 

4.51-5   Strongly agree 

 

 From the bar chart, it illustrated most of people believe that Japanese working system 

partially help them to improve themselves as it is a lowest result among these positive 

questions (mean score 2.21). Overcoming female workers moderately unconcern on 

acceptability of Japanese working system in their daily lives. The result showed the mean 

scores that they are fairly agree to the topic of Japanese working system is acceptable for 

their daily lives and it also do not cause any problem for them as 2.51 and 2.49 respectively. 

However, the positive sign of this question is that Thai women moderately notice Japanese 

working system similar to Thai working system and also fairly agree that Japanese working 

system is consistent with Thais‘ behaviour by the mean score 3.29 and 3.18 respectively.  

 As for the negative question about Japanese working system, there are three questions 

which if the respondents agree to the topics mean that they consider Japanese working system 

contain gender inequality issue and Japanese working system is better than Thai system. The 

results are that respondents tend to moderately disagree to the topic which means they do not 

feel that the Japanese working system is abominable. According from the bar chart, it is 

showed that the highest and the bottom most answers are in the same range that in between 

2.34 to 2.71 which are not diverged as showed in positive questions. As a result, Thai female 

2.74

2.49

2.51

2.21

3.18

3.29

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

JWS has no problem for them

JWS is acceptable to  daily life

JWS help them to improve 

JWS is consistent to Thais' behaviour 

JWS is similar to Thai WS
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workers tend to concern that work discrimination in Japanese working system rarely exists.   

  

 

Figure 6: Negative questions about Japanese working system in Thailand  

 

       JWS=Japanese Working System, WS+ Working System 

1.00-1.50  Strongly disagree 

1.51-2.50  Moderately disagree 

2.51-3.50  Neutral 

3.51-4.50  Moderately agree 

4.51-5   Strongly agree 

 

After asking respondent about job satisfactions and Japanese working system, the important 

question is experiences of female discrimination both direct and indirect experiences. In 

questions, direct experiences is respondents own experiences at workplaces which play by 

two actors: active and passive. The active actors in this questionnaire are HR, Japanese chiefs 

and Thai chiefs who are in higher position, have more authority and controlling respondents. 

And the passive actor is 77 female respondents working in Japanese firm in Bangkok 

metropolitan region.  

 

4.4.4 Direct experiences of female discrimination and gender inequality at workplaces 

This part, the questions are divided to three small questions which depend on the actors: HR, 

Japanese chiefs and Thai chiefs. From those three actors, respondents are provided the 

questions as they are passive actors in their workplaces whom mainly asked about the 

discrimination in job requirement, promotions, wage payment, job position, and 

discrimination of treatment between Thai employees and Japanese employees. The answers 

are also provided by degrees of how often respondent confront with action from HR, 

Japanese chiefs and Thai chiefs. The answers give respondent five levels which are very 

often, often, sometime, rare and never and stand for numeral answers as 5,4,3,2 and 1 

respectively. 

2.52

2.51

2.71

2.34

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

JWS is better than Thai's

JWS benefits to men than women
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In this part, main idea of the questions is to identify how often that the respondents have to 

face with female discrimination in their workplaces. Start with HR, respondents presented 

very interesting results that discrimination between Thai and Japanese workers by HR seem 

to have the lowest mean scores as 2.66.  But in female discrimination related questions the 

number of discriminatory are higher such as wage payment has its mean score as 3.57 and job 

requirement as 3.52. Similar to HR, in other two actors, Japanese chiefs and Thai chiefs, 

showed same result in the question of discrimination between Thai and Japanese that the 

treatment from those two actors toward Thai and Japanese rarely seem to contain 

discriminatory. However, other variables show respondents sometime face with female 

discrimination at work. Job requirement and wage payment are the highest mean score among 

other variables. Respondents give the answer mostly in between sometime and often face 

with the female discrimination. Additionally, I found a very interesting result shows that Thai 

women feel that Thai chiefs produce the highest female discrimination at workplaces as 3.21 

mean score.   

 

4.4.5 Indirect experiences of female discrimination and gender inequality at workplaces by 

HR, Japanese chiefs and Thai chiefs.  

For the indirect experiences, thesis is seeking for what people have heard from others about 

discrimination experiences in the workplaces. The aims of this question are to explore the 

relation or difference between direct and indirect experiences. Additionally, the question can 

also provide more indirect information and informants. The active actors are the same as 

direct experiences: HR, Japanese chiefs and Thai chiefs. The results of indirect experiences 

are indifferent to the result of direct experiences. According to the result, the separate mean 

score are all in the neutral level in between 2.92-3.32. Treatment between Thai employees 

and Japanese employees from HR, Japanese chiefs and Thai chiefs are constantly illustrated 

as the lowest indication as 2.92, 2.95 and 3.03 respectively. In the same time, wage payment 

discrimination also holds the highest mean scores among all questions which are 3.29, 3.32 

and 3.32 respectively. Hence, indirect experiences for these reasons, both indirect and direct 

female discrimination experiences have HR as the lowest results among those three 

authorizes which mean respondents least confront female discrimination by HR.  

 

Conversely, the results also indicate Thai female workers reported that they often face with 

Thai chiefs‘ discrimination more than other variables.   However, according to the results 
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above, it shows perspectives of Thai female workers that they are neutral experienced with 

female discrimination which does not provide any significant sign of discrimination against 

women by their authorities. 

 

 

4.5 Relationship between variables. 

Subsequently, I applied a wide range of statistical technique to understand the relationship 

between general information and female discrimination perspectives, and the major variables 

developed from the questionnaire in order to insight the correlation of women‘s perspective, 

firms‘ treatment and female discrimination. In this part, I use correlation to help us 

understand the nature of relationship between variables. The variables that I use as follow are 

the variables that have significant sign. The results of correlation analysis also enable us to 

conclude the significance of relationship between variables as following variables.  

 

4.5.1 The relationship between education and female discrimination.  

It is found that education has a negative relationship with female discrimination. According 

to correlation analysis, all of the female discrimination‘s variables contribute negative 

relationship. Especially the variables of; 1. Female discrimination is a serious problem in 

respondent‘s workplaces; 2. There is female discrimination in job position; and 3. There is 

female discrimination in job promotion provide correlation coefficient -.231, -.237 and -.234 

respectively at the significant level at the 0.05 level (see appendix 4-3.1). As a result, it can 

be seen that higher educated women tend to have lower negative attitude towards the female 

discrimination in the workplaces. In the other word higher educated women does not strongly 

conceive that the female discrimination problems, such as job position and job promotion 

discrimination are serious problem.  

 

 

4.5.2 The relationship between income per month and job satisfactions 

According to the statistical analysis, the relationship between income per month and job 

satisfactions indicates that income per month has a negative relationship with all job 

satisfaction variables. The results show income per month significantly correlate with 

satisfactions with job and salary by -.331 and -.377 respectively at significant level of 0.01. 

Furthermore, income per month also shows the other correlations which have lower 

relationship with satisfaction with position and bonus by -.279 and -.241 respectively at 
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significant level of 0.05 (see appendix 4-3.2). Consequently, women who receive higher 

salary have less satisfaction with their jobs. 

 

4.5.3The relationship between job satisfactions and total Japanese working system positive 

variable  

Total Japanese working system variable combined with those positive attitude‘s questions 

toward Japanese working system as mentioned above in 2.3. The reason I combine them 

together because means of variables are indifferent to each other. Thus, the merged variable 

has almost the same qualify with the individuals. Moreover, the statistic show women‘s job 

satisfactions‘ attitudes have positive relationship with total Japanese working system positive 

variable. Interestingly, the entire variables have significant positive relationships reaching to 

the highest correlation coefficient as .410 from job satisfactions. Chiefs‘ treatment 

satisfaction and promotion satisfaction follow the job satisfaction with also very high 

correlation coefficient as .372 and .391 respectively at the significant level at the 0.01 level. 

Although, however, the correlation between total Japanese working system positive variable 

and job satisfactions have significant relationship, satisfaction with salary has lowest 

correlation among other variables with .256 at significant level of 0.05 (see appendix 4-3.3). 

In sum, women who are satisfied with their jobs tend to have positive attitude toward 

Japanese working system.  

 

4.5.4 The relationship between income per month and Japanese working system negative 

variable. 

The reason why I use the total variable for Japanese working system negative variable is 

because the mean score of total Japanese working system negative variable are similar to its 

individual variables. It is found that result of these variables is very interesting because it is 

unexpected for me. Income per month has negative correlation with Japanese working system 

negative variable. The correlation coefficient of this variable is -.364 at the significant level at 

the 0.05 level. In the other word, women who obtain lower salary tend to disagree with 

disadvantage of Japanese working system (see appendix 4-3.4).    

 

4.5.5 The relationship between age, education, income per month and total female 

discrimination direct experiences  

Same reason with 3.4, I use the total female discrimination direct experiences variable 

because the mean score of total female discrimination direct experiences are similar to 
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individual female discrimination direct experiences variables. The total female discrimination 

direct experiences gather all the three variables together which are the combination of direct 

experiences of female discrimination and gender inequality at workplaces by HR, Japanese 

chiefs and Thai chiefs in term of job requirement, promotions, wage payment, job position, 

and discrimination of treatment between Thai employees and Japanese employees. Results 

found that the attitude of female workers against female discrimination from their authorities 

has no significant relationship between age, education, income and total female 

discrimination direct experiences.  

 

4.5.6 The relationship between age, education, income and female discrimination indirect 

experiences  

Same reason with 4.4, I use the total female discrimination indirect experiences variable 

because the mean score of total female discrimination direct experiences are similar to 

individual female discrimination direct experiences variables. The result is similar to 3.5, as it 

is found that there is no significant relationship between age, education, income and total 

female discrimination indirect experiences. Here we can see that lower income per month 

respondent tend to have negative female discrimination indirect experiences more than other 

variables, but it is still not significant enough to judge that it has strong relationship or 

significant correlation. 

 

 

4.6 Conclusion 

Our analysis both confirms and disclaims previous research. According to the results, it is 

found a dissimilarity to bishop‘s (2005: 127-129) conclusion that high educated Japanese 

women know that they are facing female discrimination and gender inequality. And they also 

notice that gender discriminatory at workplaces are existing. However, this is different to 

Thailand, according to the first hypothesis, educated female workers might feel that they are 

discriminated in the same way as Japanese workers studied in Bishop‘s analysis. But it is 

found that, among Thai women, higher educated women tend to have lower negative attitude 

toward female discrimination at workplaces.  

 

Using correlation analysis Thai women within our sample confirm the finding that 

discrimination at workplaces is not a problem. Additionally, in other variables, Thai female 
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workers who have more satisfied with their jobs and job‘s remunerations seem to also have 

more positive attitude toward Japanese working system.  

 

Furthermore, women who obtain lower salary tend to disagree with disadvantage of Japanese 

working system. In other word, although lower income women should have more negative 

aspect toward their workplaces‘ working system, the result is reversed; lower income 

respondents disagree with the statement that Japanese working system better than Thai's, 

benefits to men than women and dominated by men. As a result, from the first hypothesis, it 

is proved Japanese female discrimination as studied in Bishop (2005) cannot be used in Thai 

context. Female discrimination in Thailand from female workers is rarely considered as a 

serious problem.  

 

In hypothesis 2, the statistical analysis shows the relationship between income per month and 

job satisfactions indicates that income per month has a negative relationship with job 

satisfaction variables. Consequently, it is contrast to the hypothesis that women who have 

high salary should have high satisfaction with their salary. The statistical analysis 

interestingly shows the contrary that women who receive higher salary have less satisfaction 

with their jobs. 

 

In addition, from the statistical analysis, Thai female do not have significant sign in gender 

discrimination both direct and indirect experiences by their employers: HR, Japanese chiefs 

and Thai chiefs. This is because, according to Yukongdi (2005: 277), the relationship 

between the employers and employees in Thailand is similar to the relationship between 

parent and children. Employers are expected to treat their nicely and protectively. As well as 

men in workplaces have their informal role that they have to take care of women. This may 

explain why Thai female employees do not recognize any existence of female discrimination.     
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5. Conclusion 

5.1 Analytical Conclusion  

The underlying aims and purposes of this thesis are to find the existence of female 

discrimination at Japanese workplaces located in Bangkok metropolitan in Thailand. The 

research object is to study whether Thai female workers in Japanese firms feel toward female 

discrimination issue at their workplaces. To find Thai women‘s perspective toward gender 

inequality, the questionnaire survey was used as the empirical research method. Those female 

workers are the target group who is the main object of this thesis. The thesis also combines 

with various knowledge e.g. feminist perspective and gender inequality in Japan and Thailand. 

In research problem, Japanese women are reported by many statistics and scholars that they 

face with gender discrimination at their workplaces. In Thai case, if Japanese establish the 

companies in Thailand they might also bring the working system which contains female 

discrimination. For research analysis, quantitative method was used to arrange the data I 

received from respondents. After receiving the answers from respondents, the data were 

analyzed by descriptive statistic and correlation of SPSS program. 

 

According to hypothesis 1, the statistical analysis showed that the finding did not support the 

conclusion that the respondents in this research feel discriminated. It was also found that age, 

education, income per month, had no significant correlation to total female discrimination 

both direct and indirect experiences. Moreover, the relationship between income per month 

and job satisfactions indicated that income per month had a negative relationship with all job 

satisfaction variables. The results showed income per month significantly and negatively 

correlate with satisfactions with job and salary. Interestingly, according to Yukongdi and 

Rowley (2009: 205 see chapter 2), Thai women‘s participation in labour market continuously 

decrease. However, even though the trend of women participation in labour force is 

decreasing, the power of Thai female employee especially in managerial position still persists.   

 

In hypothesis 2, the statistical analysis could not be confirmed because women in Japanese 

workplaces in Bangkok metropolitan region in Thailand do not feel discriminated. The reason 

is that there are low degree of agreement of feeling discriminated among Thai women toward 

their authority at workplaces. Nonetheless, in Thai case, female workers who are more 

satisfied with their jobs and job‘s remunerations seem to have higher positive attitudes 

toward the Japanese working system. Furthermore, although lower-income Thai women 
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should have more negative aspect toward their workplaces‘ working system, they disagree 

with the questions that Japanese working system is better than Thai system, Japanese working 

system benefits to men than women and is dominated by men. Therefore, the result of first 

hypothesis is that, although Thai female employees feel moderately dissatisfied with their job 

and remuneration, they rarely feel that they are discriminated.    

  

Thai women in Thai firms seem to be more powerful than other women who are working at 

Japan and USA-based firms (Appold et al, 1998: 555). According to Appold, among those 

women in three countries-based firms, Thai women have higher participation in their 

advancement into managerial position than women in those two foreign-based firms. Over 30 

percent of Thai firms‘ managerial workers are women. Thai firms contained two and three 

times higher proportions of women in management than did the foreign-based firms of the 

US and Japanese respectively (ibid).  

 

Hypothesis 2 also found that the hypothesis that women who have high salary should have 

high satisfaction with their salary cannot be used in Thai female employees‘ condition. The 

statistical analysis interestingly shows that women who receive higher salary have less 

satisfaction with their jobs.  

 

Furthermore, according to the statistics of the proportion rates of female employees‘ 

participation in labour force in Thailand from 1990 to 2006, the figure showed that Thai 

women tend to participate decreasingly. However, according to Grant Thornton International 

Business Report 2011, reported that Thailand boasts the greatest percentage of women in 

managerial position at 45 percents which is the highest percentage among Asian countries 

and the G7 countries.  Hence, it is show that women in Thailand are in the trend of getting 

high power in labour force. Although the percentages of women participation in labour force 

are getting lower, roles of Thai women are increasing in the labour market.  

 

In addition, Thai women do not have significant reflection in gender discrimination both 

direct and indirect experiences by their employers. This can be explained by Yukongdi‘s 

(2005: 277) finding that the relationship between the employers and employees in Thailand is 

equated to the relationship between parent and children. Employers and male employees are 

expected take care of women protectively. This may explain why Thai female employees do 

not recognize any existence of female discrimination. However, it is also needed to 



45 

 

reexamine the meaning of female discrimination from Thai female employees‘ perception 

which will be explained as following.  

 

 

5.2 Further Research 

The further research might consider more to how we can give critic to our own research 

phase. Since the words ―gender inequality‖ and ―female discrimination‖ in Thai context are 

different in the sense of language. Based on the findings and the research design, most 

specific on translation in the questionnaire‘s questions into Thai, it was understood that 

female discrimination problem might contain the wrong wording to be coherent to the sense 

of Thai language. For this reason, the feeling of being discriminated might not appear in this 

finding. And there was no direct link between female discrimination and the studied variables. 

Maybe, in one way of finding, if female discrimination exists, is to ask the respondents if 

their low satisfaction with salary and job are a result of female discrimination.  

 

Yukongdi (2005: 276) also added that Thai women in high position appear to be better off 

than women in other Southeast Asia. Thai women have higher opportunities to access to 

training and job promotion. In Thailand, female employees appear to give greater importance 

to social class than the gender. In Thai society, it is said that women of upper social class tend 

to have privileged access to education and therefore better employment opportunity (ibid: 

277).  

 

However, the statistical analysis found a relationship between satisfaction at work and 

income per month. High-income women give lower satisfaction at work. The reason why 

women were not satisfied with their salary but still satisfied with Japanese working system 

(or do not feel the female discrimination in their workplaces) might be because of the word 

female discrimination in Thai context and sense of language. ka:n-l  ak-pa-thi-bàt-t  :-phê:t-

yĭŋ does not make any strong feeling like the word gender inequality—khwa:m-mâi-thâw-

thiam-tha:ŋ-phê:t for Thais as I mentioned in the previous chapter. Thus the differences 

between the terms of usage in sense of Thai language of those two words might affect to the 

answers of respondent as well.  
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Appendix for Chapter 1 

1-1 Human Development Report 2009 and Gender Empowerment Measure Rank 2007 

 

 

Source: Adopted from/ see also at: Human Development Report 

http://hdrstats.undp.org/en/indicators/125.html 

 

 

1-2 Number of Residents: 

Number of Japanese Nationals residing in Thailand: 44,114 (as of Oct. 2008) 

Number of Thai Nationals residing in Japan: 42,609 (as of Dec. 2008) 

Source: Adopted from/ see also at: Ministry of Foreign Affairs of Japan 

http://www.mofa.go.jp/region/asia-paci/thailand/index.html 

 

 

 

 

 

 

 

http://hdrstats.undp.org/en/indicators/125.html
http://www.mofa.go.jp/region/asia-paci/thailand/index.html
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Appendix for Chapter 2 

2-1 Human Development Index and Its Components 
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Source: Adopted from Human Development Report 2010 
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Appendix for Chapter 3 

3-1 Questionnaire outline in English 

 

1/5

1.1 Sex [ ] Male [ ] Female

1.2 Age: years old

[ ] 20-31 [ ] 31-40 [ ] 41-50 [ ] 51-60 [ ] Over 61

1.3 Highest Education 

[ ] College or lower [ ] Bachelor Degree [ ] Master Degree [ ] Doctoral Degree or higher

1.4 Income per month: THB

[ ] lower than 15,000 [ ] 15,001-25,000 [ ] 25,001-35,00 [ ] Over 35,001

1.5 Are you working or had been working in Japanese company(ies) 

 [ ] Yes [ ] No

1.6 Before you start your present employment, in case that you worked in other company(ies) before, you worked in company(ies) from?

[ ] Japan [ ] Thailand [ ] other foreign country(ies)

1.7 How long have(had) you been working in Japanese company: years

[ ] 1-5 [ ] 6-10 [ ] 11-15 [ ] 16-20 [ ] Over 21

Female Discrimination in Japanese Workplace Located in Bangkok Metropolitan Region, Thailand 

Please answer following questions about employees satisfaction in female discrimination in your company

1. Mark "X" in [ ] for the word that indicate yourself, and answer the following question

This research is conducted for master thesis for The Centre for East and South-East Asian Studies, Lund University, Sweden. The research is an empirical research 

which mainly focus on gender and female studies in Japanese workplaces located in Bangkok metropolitan region, Thailand. Thank you for your corporation.
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2/5 

2. Answer the following questions, which one do you agree or happened to you most

Satisfied with your job

Satisfied with your level of job/job position

Satisfied with your promotion

Satisfied with your bonus

Satisfied with your salary

Satisfied with chiefs' treatment

Satisfied with your company’s welfare 

Satisfied with your company’s sexual equity policies

  2.2 Discrimination problems order by Strongly agree, agree, moderate, partly agree and disagree

Female discrimination in your company is serious problem

There is female discrimination in recruitment in your workplace

There is female discrimination in job promotion in your workplace

There is female discrimination in job position in your workplace

There is female discrimination in job description in your workplace (men get better and honourable job)

Women work harder but gain less remuneration than men 

Agree Moderate Partly agreeStrongly agree

  2.1 Satisfaction order by very much, much, moderate, less, not or never

lessmoderatemuch neververy much

Disagree

Company Satisfaction

Female discrimination and gender inequality in your workplace
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3/5 

  2.3 Japanese working system in Thai offices order by Strongly agree, agree, moderate, partly agree and disagree

Japanese working system is better than Thai's

Japanese working system has no problem for you

Japanese working system is acceptable to your daily life

Japanese working system help you to improve yourself

Japanese working system is consistent to Thais' behaviour 

Japanese working system benefits to men than women

Japanese working system dominates by men

Japanese working system is similar to Thai working system

  2.4 Direct experiences of female discrimination order by very often, often, sometime, rare and never

2.4.1 You have experiences in gender inequalities and double standard  in relation to discrimination

 between male and female workers caused from human resource department

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

2.4.1.4 in job position and job description

2.4.1.5 between Thai employees and Japanese employees

2.4.2 You have experiences in gender inequalities and double standard in relation to discrimination 

Strongly agree

rareVery often
Direct experiences of female discrimination and gender inequality in your workplace

neveroften sometime

DisagreeAgree Partly agree
Japanese working system in Thai office

Moderate
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4/5 

between male and female workers in your workplace caused from your Japanese chiefs

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

2.4.1.4 in job position

2.4.1.5 between Thai employees and Japanese employees

Japanese chiefs in job position

2.4.3 You have experiences in gender inequalities and double standard in relation to discrimination 

between male and female workers in your workplace caused from your Thai chiefs

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

2.4.1.4 in job position

2.4.1.5 between Thai employees and Japanese employees

  2.5 Indirect experiences of female discrimination order by very often, often, sometime, rare and never

2.5.1 You have heard about gender inequalities and double standard in relation to discrimination 

between male and female workers caused from human resource  department 

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

Indirect experiences of female discrimination and gender inequality in your workplace
Very often often sometime rare never
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2.4.1.4 in job position

2.4.1.5 between Thai employees and Japanese employees

2.4.2 You have heard about gender inequalities and double standard in relation to discrimination 

between male and female workers in workplaces caused from Japanese chiefs

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

2.4.1.4 in job position

2.4.1.5 between Thai employees and Japanese employees

Japanese chiefs in job position

2.4.3 You have heard about gender inequalities and double standard in relation to discrimination   

between male and female workers in your workplace caused from Thai chiefs 

2.4.1.1 in job requirement

2.4.1.2 in promotions

2.4.1.3 in wage payment

2.4.1.4 in job position

2.4.1.5 between Thai employees and Japanese employees

Please leave a comment or opinion about gender inequality and female discrimination in Japanese workplace located in Thailand
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3-2 Questionnaire outline in Thai 

 

1/5 

1.1 เพศ [ ] ชาย [ ] หญงิ

1.2 อาย:ุ ปี

[ ] 20-31 [ ] 31-40 [ ] 41-50 [ ] 51-60 [ ] Over 61

1.3 การศกึษาสงูสดุ

[ ] วทิยาลยัหรอืต า่กวา่ [ ] ปรญิญาตรี [ ] ปรญิญาโท [ ] ปรญิญาเอกหรอืสงูกวา่

1.4 รายไดต้อ่เดอืน: บาท

[ ] ต า่กวา่ 15,000 [ ] 15,001-25,000 [ ] 25,001-35,00 [ ] สงูกวา่ 35,001

1.5 ท่านก าลงัท างานอยู่ในบรษัิทญีปุ่่ น หรอืเคยท างานในบรษัิทญีปุ่่ นมากอ่น

 [ ] ใช่ [ ] ไมใ่ช่

1.6 หากท่านมปีระสบการณ์การท างานทีอ่ืน่ นอกเหนอืจากทีปั่จจบุนั ท่านเคยท างานในบรษัิทจากชาตใิดมากอ่น (ตอบไดม้ากกวา่ 1 ขอ้)

[ ] ญีปุ่่ น [ ] ไทย [ ] บรษัิทตา่งประเทศอืน่ ๆ 

1.7 ท่านเคยหรอืไดท้ างานในบรษัิทญีปุ่่ นมาแลว้กีปี่: ปี

[ ] 1-5 [ ] 6-10 [ ] 11-15 [ ] 16-20 [ ] Over 21

งานวจัิยนีท้ าขึน้เพื่อเป็นขอ้มลูประกอบวทิยานพินธป์รญิญาโทซึง่มจีดุประสงคเ์พื่อส ารวจขอ้มลูเชงิประจักษ์ดา้นเพศสภาพศกึษาแก ่Centre for East and South-East 

Asian Studies Lund University ประเทศสวเีดน โดยเนน้ศกึษาเพศหญงิกับการจา้งงานในบรษัิทญีปุ่่ นในประเทศไทย เฉพาะเขตกรงุเทพและปรมิณฑล ผูท้ าวจัิย

ขอขอบพระคณุผูต้อบค าถามอย่างสงูส าหรับความรว่มมอืครัง้นี้

การเลอืกปฏบิตัติอ่ผูห้ญงิในสถานทีท่ างานในกรงุเทพและปรมิณฑลประเทศไทย 

โปรดตอบค าถามดา้นความพงึพอใจในการเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของทา่น

1. กากบาด "X" ในกลอ่ง [ ] เพือ่ระบขุอ้มูลสว่นตัวของทา่น 



62 

 

 

2/5 

2. โปรดตอบค าถามดงัตอ่ไปนี,้ ท่านเห็นดว้ยกับขอ้ความดงักลา่ว หรอืเหตกุารณ์ดงักลา่วเคยเกดิขึน้กับท่าน

ท่านพงึพอใจในอาชพีของท่าน

ท่านพงึพอใจในต าแหน่งงานของท่าน

ท่านพงึพอใจในการเลือ่นต าแหน่งงาน

ท่านพงึพอใจในการจา่ยโบนัส

ท่านพงึพอใจในเงนิเดอืน

ท่านพงึพอใจตอ่การดแูลของเจา้นาย

ท่านพงึพอใจกับสวสัดกิารของบรษัิท

ท่านพงึพอใจกับการออกนโยบายเพื่อความเท่าเทยีมทางเพศของบรษัิท 

  2.2 ปัญหาการเลอืกปฏบัิต ิล าดบัตาม เห็นดว้ยทีส่ดุ เห็นดว้ย ปานกลาง คอ่นขา้งไมเ่ห็นดว้ย และไมเ่ห็นดว้ยอย่างยิง่ 

การเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของท่านเป็นปัญหาทีส่ าคญั

มกีารเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของท่านในดา้นการจา้งงาน

มกีารเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของท่านในการเลือ่นต าแหน่ง

มกีารเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของท่านในดา้นต าแหน่งงาน

มกีารเลอืกปฏบัิตติอ่ผูห้ญงิในทีท่ างานของท่านดา้นลกัษณะงาน (ผูช้ายไดง้านทดีแีละมหีนา้มตีามากกวา่)

ผูห้ญงิท างานหนักกวา่แตไ่ดค้า่ตอบแทนนอ้ยกวา่

ไม่เห็นดว้ย

อยา่งยิง่การเลอืกปฏบัิตติอ่เพศหญงิและความไมเ่ท่าเทยีมทางเพศในทีท่ างานของท่าน
เห็นดว้ยทีส่ดุ เห็นดว้ย ปานกลาง

คอ่นขา้งไม่

เห็นดว้ย

ความพงึพอใจในบรษัิท
มากทีส่ดุ มาก ปานกลาง นอ้ย ไม่เคย

  2.1 ความพงึพอใจเรยีงล าดบัตาม มากทีส่ดุ มาก ปานกลาง นอ้ย และไมเ่คย 
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  2.3 ระบบการท างานแบบญีปุ่่ นในทีท่ างานไทย ล าดบัตามตาม เห็นดว้ยทีส่ดุ เห็นดว้ย ปานกลาง เห็นดว้ยนอ้ย และไมเ่ห็นดว้ย

ระบบการท างานแบบญีปุ่่ นดกีวา่แบบไทย

การท างานในระบบการท างานแบบญีปุ่่ นไมม่ปัีญหาส าหรับท่าน

การท างานในระบบการท างานแบบญีปุ่่ นเป็นทีพ่งึพอใจและยอมรับไดใ้นชวีติประจ าวนั

การท างานในระบบการท างานแบบญีปุ่่ นท าใหท้่านไดพั้ฒนาตวัเอง

การท างานในระบบการท างานแบบญีปุ่่ นสอดคลอ้งกับนสิยัคนไทย

การท างานในระบบการท างานแบบญีปุ่่ นเอือ้ประโยชนใ์หผู้ช้ายมากกวา่ผูห้ญงิ

การท างานในระบบการท างานแบบญีปุ่่ นผูช้ายเป็นใหญ่

การท างานในระบบการท างานแบบญีปุ่่ นคลา้ยคลงึกับระบบของไทย

  2.4 ประสบการณ์ตรงตอ่การเลอืกปฏบัิตแิบบไมเ่ท่าเทยีมตอ่ผูห้ญงิ ล าดบัตาม บอ่ยมาก บอ่ย บางครัง้ นาน ๆ ครัง้ และไมเ่คย 

2.4.1

2.4.1.1 ในการรับสมัครงาน

2.4.1.2 ในการเลือ่นต าแหน่งงาน 

2.4.1.3 ในการใหเ้งนิเดอืน

2.4.1.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.4.1.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

2.4.2  ประสบการณ์ตรงต่อระบบสองมาตรฐานเลอืกปฏบัิตแิบบไมเ่ทา่เทยีมต่อผูห้ญงิจากเจา้นายชาวญีปุ่่ น

 ประสบการณ์ตรงตอ่ระบบสองมาตรฐานเลอืกปฏบัิตแิบบไม่เทา่เทยีมตอ่ผูห้ญงิจากแผนกบคุคลของบรษิทั

ประสบการณ์ตรงตอ่การเลอืกปฏบัิตติอ่ผูห้ญงิและความไมเ่ท่าเทยีมทางเพศในทีท่ างานของท่าน
บอ่ยมาก บอ่ย บางครัง้ นาน  ๆครัง้ ไม่เคย

ระบบการท างานแบบญีปุ่่ นในทีท่ างานไทย
เห็นดว้ยทีส่ดุ เห็นดว้ย ปานกลาง

เห็นดว้ย

เล็กนอ้ย
ไม่เห็นดว้ย
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2.4.2.1 ในการรับสมัครงาน

2.4.2.2 ในการเลือ่นต าแหน่งงาน 

2.4.2.3 ในการใหเ้งนิเดอืน

2.4.2.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.4.2.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

2.4.3  ประสบการณ์ตรงต่อระบบสองมาตรฐานเลอืกปฏบัิตแิบบไมเ่ทา่เทยีมต่อผูห้ญงิจากเจา้นายชาวไทย

2.4.2.1 ในการรับสมัครงาน

2.4.2.2 ในการเลือ่นต าแหน่งงาน 

2.4.2.3 ในการใหเ้งนิเดอืน

2.4.2.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.4.2.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

  2.5 Indirect experiences of female discrimination order by very often, often, sometime, rare and never

2.5.1

ทีท่่านเคยไดย้นิหรอืไดเ้ห็นมาจากผูอ้ ืน่

2.5.1.1 ในการรับสมัครงาน

2.5.1.2 ในการเลือ่นต าแหน่งงาน 

2.5.1.3 ในการใหเ้งนิเดอืน

2.5.1.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.5.1.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

 ประสบการณ์ออ้มตอ่ระบบสองมาตรฐานเลอืกปฏบิตัแิบบไม่เทา่เทยีมตอ่ผูห้ญงิจากแผนกบคุคลของบรษิทั

ประสบการณ์ออ้มตอ่การเลอืกปฏบัิตติอ่ผูห้ญงิและความไมเ่ท่าเทยีมทางเพศในทีท่ างานของท่าน
Very often often sometime rare never
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2.4.2  ประสบการณ์ออ้มต่อระบบสองมาตรฐานเลอืกปฏบัิตแิบบไมเ่ทา่เทยีมต่อผูห้ญงิจากเจา้นายชาวญีปุ่่ น

ทีท่่านเคยไดย้นิหรอืไดเ้ห็นมาจากผูอ้ ืน่

2.4.2.1 ในการรับสมัครงาน

2.4.2.2 ในการเลือ่นต าแหน่งงาน 

2.4.2.3 ในการใหเ้งนิเดอืน

2.4.2.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.4.2.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

2.4.3  ประสบการณ์ออ้มต่อระบบสองมาตรฐานเลอืกปฏบัิตแิบบไมเ่ทา่เทยีมต่อผูห้ญงิจากเจา้นายชาวไทย

ทีท่่านเคยไดย้นิหรอืไดเ้ห็นมาจากผูอ้ ืน่

2.4.2.1 ในการรับสมัครงาน

2.4.2.2 ในการเลือ่นต าแหน่งงาน 

2.4.2.3 ในการใหเ้งนิเดอืน

2.4.2.4 ในการวา่จา้งในแตล่ะต าแหน่งงาน

2.4.2.5 ในการเลอืกปฏบัิตติอ่พนักงานญีปุ่่ นและไทย

โปรดแสดงความเห็นเกีย่วกับความไมเ่ท่าเทยีมกันทางเพศในบรษัิทญีปุ่่ นทีอ่ยู่ในประเทศไทย
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4-1.2 Highest Education 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid collage or lower 1 1.3 1.3 1.3 

bachelor 62 80.5 80.5 81.8 

master 14 18.2 18.2 100.0 

Total 77 100.0 100.0  

 

4-1.3 Income per Month/THB 

 
Frequency Percent Valid Percent 

Cumulative 

Percent 

Valid lower than 15000 7 9.1 9.1 9.1 

15001-25000 38 49.4 49.4 58.4 

25001-35000 18 23.4 23.4 81.8 

higher than 35001 14 18.2 18.2 100.0 

Total 77 100.0 100.0  

 

 

4-1.4 Working Period in Japanese Company 

 Frequency Percent Valid Percent Cumulative Percent 

Appendix for Chapter 4 

4-1 Respondents’ General Information 

4-1.1Age 

 Frequency Percent Valid Percent Cumulative Percent 

Valid 20-30 56 72.7 72.7 72.7 

31-40 19 24.7 24.7 97.4 

41-50 2 2.6 2.6 100.0 

Total 77 100.0 100.0  
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Valid 1-5 56 72.7 72.7 72.7 

6-10 15 19.5 19.5 92.2 

11-15 5 6.5 6.5 98.7 

21 up 1 1.3 1.3 100.0 

Total 77 100.0 100.0  

 

 

 

4-2 Female discrimination perspectives 

4-2.1 Company Satisfactions 

Satisfaction order by very much (5), much (4), moderate (3), less (2), never (1) 

 

 

1.00-1.50  Strongly dissatisfied 

1.51-2.50  Moderately dissatisfied 

2.51-3.50  Neutral 

3.51-4.50  Moderately satisfied 

4.51-5   Strongly satisfied 

 

 

 

 

2.81

2.43

2.55

3.08

2.92

3.00

2.77

2.77

2.94

0.00 1.00 2.00 3.00 4.00 5.00

Total

Job

Position

Promotion

Bonus

Salary

Chief Treatment

Welfare

Company's Sexual Equality Policy
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4-2.2 Female discrimination and gender inequality in their workplaces.  

 

1.00-1.50  Strongly disagree 

1.51-2.50  Moderately disagree 

2.51-3.50  Neutral 

3.51-4.50  Moderately agree 

4.51-5   Strongly agree 

 

 

4-2.3 Japanese working system in Japanese workplace  

 

1.00-1.50  Strongly disagree 

1.51-2.50  Moderately disagree 

2.51-3.50  Neutral 

3.51-4.50  Moderately agree 

4.51-5   Strongly agree 

 

 

3.09

3.07

3.12

3.16

3.00

3.06

3.10

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

Female discrimination is serious problem

Female discrimination in recruitment

Female discrimination in job promotion

Female discrimination in job position

Female discrimination in job description 

Women work harder but gain less than men 

2.66

2.51

2.49

2.51

2.21

3.18

2.71

2.34

3.29

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

JWS is better than Thai's

JWS has no problem for you

JWS is acceptable to your daily life

JWS helps you to improve yourself

JWS is consistent to Thais' behaviour 

JWS benefits to men than women

JWS dominates by men

JWS is similar to Thai's
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4-2.4 Direct experiences of female discrimination and gender inequality in their workplaces 

4-2.4.1 Direct experiences of female discrimination and gender inequality in their 

workplaces by HR 

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

4-2.4.2 Direct experiences of female discrimination and gender inequality in their 

workplaces by Japanese chiefs 

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

3.28

3.52

3.48

3.57

3.19

2.66

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese …

3.31

3.48

3.41

3.44

3.25

2.95

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese employees
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4-2.4.3 Direct experiences of female discrimination and gender inequality in their 

workplaces by Thai chiefs  

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

 

4-2.5 Indirect experiences of female discrimination and gender inequality in their workplaces.  

4-2.5.1 Indirect experiences of female discrimination and gender inequality in their 

workplaces by HR 

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

3.42

3.52

3.47

3.49

3.42

3.21

1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese …

3.15

3.28

3.20

3.29

3.08

2.92

0.00 1.00 2.00 3.00 4.00 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese …
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4-2.5.2 Indirect experiences of female discrimination and gender inequality in their 

workplaces by Japanese chiefs 

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

4-2.5.3 Indirect experiences of female discrimination and gender inequality in their 

workplaces by Thai chiefs 

 

 

1.00-1.50  Never 

1.51-2.50  Rare 

2.51-3.50  Sometime 

3.51-4.50  Often 

4.51-5   Very often 

 

 

3.17

3.31

3.21

3.32

3.07

2.95

0.00 0.50 1.00 1.50 2.00 2.50 3.00 3.50 4.00 4.50 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese …

3.21

3.32

3.25

3.32

3.12

3.03

0.00 1.00 2.00 3.00 4.00 5.00

Total

in job requirement

in promotion

in wage payment

in job position and jod description

between Thai employees and Japanese …
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 4-3 Relationship of Variables 

4-3.1 Relationship between education and female discrimination  

 

 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

 

 

 

 Education 

Female 

discrimination is a 

serious problem 

There is female 

discrimination in 

recruitment 

There is female 

discrimination in 

promotion 

There is female 

discrimination in job 

position 

There is female 

discrimination in job 

description 

 Education Pearson Correlation 1 -.231
*
 -.120 -.234

*
 -.237

*
 -.208 

Sig. (2-tailed)  .044 .305 .041 .039 .069 

N 77 76 75 77 76 77 

Female 

discrimination 

is a serious 

problem 

Pearson Correlation -.231
*
 1 .474

**
 .521

**
 .438

**
 .526

**
 

Sig. (2-tailed) .044  .000 .000 .000 .000 

N 76 76 75 76 75 76 

There is female 

discrimination 

in recruitment 

Pearson Correlation -.120 .474
**

 1 .607
**

 .744
**

 .568
**

 

Sig. (2-tailed) .305 .000  .000 .000 .000 

N 75 75 75 75 74 75 

There is female 

discrimination 

in promotion 

Pearson Correlation -.234
*
 .521

**
 .607

**
 1 .838

**
 .864

**
 

Sig. (2-tailed) .041 .000 .000  .000 .000 

N 77 76 75 77 76 77 

There is female 

discrimination 

in job position 

Pearson Correlation -.237
*
 .438

**
 .744

**
 .838

**
 1 .755

**
 

Sig. (2-tailed) .039 .000 .000 .000  .000 

N 76 75 74 76 76 76 

There is female 

discrimination 

in job 

description 

Pearson Correlation -.208 .526
**

 .568
**

 .864
**

 .755
**

 1 

Sig. (2-tailed) .069 .000 .000 .000 .000  

N 77 76 75 77 76 77 
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4-3.2 Relationship between income per month and job satisfaction 

 

 

 

 Income per 

month 

Satisfaction 

with job 

Satisfaction 

with position 

Satisfaction 

with 

promotion 

Satisfaction 

with bonus 

Satisfaction 

with salary 

Satisfaction 

with chief 

treatment 

Satisfaction with 

company‘s welfare 

Satisfaction with 

sexual equality 

policy  

Income per month Pearson Correlation 1 -.331** -.279* -.201 -.241* -.377** -.215 -.149 -.117 

Sig. (2-tailed)  .003 .014 .082 .035 .001 .060 .196 .311 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with job Pearson Correlation -.331** 1 .751** .553** .286* .302** .284* .305** .307** 

Sig. (2-tailed) .003  .000 .000 .012 .008 .012 .007 .007 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with 

position 

Pearson Correlation -.279* .751** 1 .545** .156 .274* .239* .216 .345** 

Sig. (2-tailed) .014 .000  .000 .174 .016 .036 .059 .002 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with 

promotion 

Pearson Correlation -.201 .553** .545** 1 .331** .305** .250* .322** .418** 

Sig. (2-tailed) .082 .000 .000  .003 .007 .029 .005 .000 

N 76 76 76 76 76 76 76 76 76 

Satisfaction with bonus Pearson Correlation -.241* .286* .156 .331** 1 .418** .328** .525** .342** 

Sig. (2-tailed) .035 .012 .174 .003  .000 .004 .000 .002 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with salary Pearson Correlation -.377** .302** .274* .305** .418** 1 .522** .400** .451** 

Sig. (2-tailed) .001 .008 .016 .007 .000  .000 .000 .000 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with chief 

treatment 

Pearson Correlation -.215 .284* .239* .250* .328** .522** 1 .298** .500** 

Sig. (2-tailed) .060 .012 .036 .029 .004 .000  .009 .000 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with 

company‘s welfare 

Pearson Correlation -.149 .305** .216 .322** .525** .400** .298** 1 .388** 

Sig. (2-tailed) .196 .007 .059 .005 .000 .000 .009  .000 

N 77 77 77 76 77 77 77 77 77 

Satisfaction with sexual 

equality policy 

Pearson Correlation -.117 .307** .345** .418** .342** .451** .500** .388** 1 

Sig. (2-tailed) .311 .007 .002 .000 .002 .000 .000 .000  

N 77 77 77 76 77 77 77 77 77 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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4-3.3 The relationship between total Japanese working system positive variable and job satisfactions 

 

 
Satisfaction 

with job 

Satisfaction 

with position 

Satisfaction 

with 

promotion 

Satisfaction 

with bonus 

Satisfaction 

with salary 

Satisfaction 

with chief 

treatment 

Satisfaction 

with 

company‘s 

welfare 

Satisfaction with 

sexual equality 

policy  

Total Japanese 

working system 

positive variables 

Satisfaction with job Pearson Correlation 1 .751** .553** .286* .302** .284* .305** .307** .410** 

Sig. (2-tailed)  .000 .000 .012 .008 .012 .007 .007 .000 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

position 

Pearson Correlation .751** 1 .545** .156 .274* .239* .216 .345** .264* 

Sig. (2-tailed) .000  .000 .174 .016 .036 .059 .002 .022 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

promotion 

Pearson Correlation .553** .545** 1 .331** .305** .250* .322** .418** .391** 

Sig. (2-tailed) .000 .000  .003 .007 .029 .005 .000 .001 

N 76 76 76 76 76 76 76 76 74 

Satisfaction with 

bonus 

Pearson Correlation .286* .156 .331** 1 .418** .328** .525** .342** .326** 

Sig. (2-tailed) .012 .174 .003  .000 .004 .000 .002 .004 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

salary 

Pearson Correlation .302** .274* .305** .418** 1 .522** .400** .451** .256* 

Sig. (2-tailed) .008 .016 .007 .000  .000 .000 .000 .026 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with chief 

treatment 

Pearson Correlation .284* .239* .250* .328** .522** 1 .298** .500** .372** 

Sig. (2-tailed) .012 .036 .029 .004 .000  .009 .000 .001 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

company‘s welfare 

Pearson Correlation .305** .216 .322** .525** .400** .298** 1 .388** .273* 

Sig. (2-tailed) .007 .059 .005 .000 .000 .009  .000 .018 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

sexual equality policy 

Pearson Correlation .307** .345** .418** .342** .451** .500** .388** 1 .334** 

Sig. (2-tailed) .007 .002 .000 .002 .000 .000 .000  .003 

N 77 77 76 77 77 77 77 77 75 

Total Japanese 

working system 

positive variables 

Pearson Correlation .410** .264* .391** .326** .256* .372** .273* .334** 1 

Sig. (2-tailed) .000 .022 .001 .004 .026 .001 .018 .003  

N 75 75 74 75 75 75 75 75 75 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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4-3.4 The relationship between income per month and total Japanese working system negative variable 

 
Income per month 

Total Japanese working system negative 

variable 

Income per month Pearson Correlation 1 -.364
**

 

Sig. (2-tailed)  .001 

N 77 75 

Total Japanese working 

system negative variable 

Pearson Correlation -.364
**

 1 

Sig. (2-tailed) .001  

N 75 75 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

4-3.5 The Relationship between income per month, age, education and total direct female discrimination experiences from HR, Japanese 

chiefs and Thai chiefs.  

 

Income per month Age Education 

Total direct female 

discrimination experiences 

from HR, Japanese chiefs and 

Thai chiefs. 

Income per month Pearson Correlation 1 .209 .229
*
 -.064 

Sig. (2-tailed)  .068 .045 .596 

N 77 77 77 71 

Age Pearson Correlation .209 1 .132 -.086 

Sig. (2-tailed) .068  .253 .474 

N 77 77 77 71 

Education Pearson Correlation .229
*
 .132 1 -.039 

Sig. (2-tailed) .045 .253  .749 

N 77 77 77 71 

Total direct female 

discrimination experiences from 

HR, Japanese chiefs and Thai 
chiefs. 

Pearson Correlation -.064 -.086 -.039 1 

Sig. (2-tailed) .596 .474 .749  

N 71 71 71 71 
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4-3.3 The relationship between total Japanese working system positive variable and job satisfactions 

 

 
Satisfaction 

with job 

Satisfaction 

with position 

Satisfaction 

with 

promotion 

Satisfaction 

with bonus 

Satisfaction 

with salary 

Satisfaction 

with chief 

treatment 

Satisfaction 

with 

company‘s 

welfare 

Satisfaction with 

sexual equality 

policy  

Total Japanese 

working system 

positive variables 

Satisfaction with job Pearson Correlation 1 .751** .553** .286* .302** .284* .305** .307** .410** 

Sig. (2-tailed)  .000 .000 .012 .008 .012 .007 .007 .000 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

position 

Pearson Correlation .751** 1 .545** .156 .274* .239* .216 .345** .264* 

Sig. (2-tailed) .000  .000 .174 .016 .036 .059 .002 .022 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

promotion 

Pearson Correlation .553** .545** 1 .331** .305** .250* .322** .418** .391** 

Sig. (2-tailed) .000 .000  .003 .007 .029 .005 .000 .001 

N 76 76 76 76 76 76 76 76 74 

Satisfaction with 

bonus 

Pearson Correlation .286* .156 .331** 1 .418** .328** .525** .342** .326** 

Sig. (2-tailed) .012 .174 .003  .000 .004 .000 .002 .004 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

salary 

Pearson Correlation .302** .274* .305** .418** 1 .522** .400** .451** .256* 

Sig. (2-tailed) .008 .016 .007 .000  .000 .000 .000 .026 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with chief 

treatment 

Pearson Correlation .284* .239* .250* .328** .522** 1 .298** .500** .372** 

Sig. (2-tailed) .012 .036 .029 .004 .000  .009 .000 .001 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

company‘s welfare 

Pearson Correlation .305** .216 .322** .525** .400** .298** 1 .388** .273* 

Sig. (2-tailed) .007 .059 .005 .000 .000 .009  .000 .018 

N 77 77 76 77 77 77 77 77 75 

Satisfaction with 

sexual equality policy 

Pearson Correlation .307** .345** .418** .342** .451** .500** .388** 1 .334** 

Sig. (2-tailed) .007 .002 .000 .002 .000 .000 .000  .003 

N 77 77 76 77 77 77 77 77 75 

Total Japanese 

working system 

positive variables 

Pearson Correlation .410** .264* .391** .326** .256* .372** .273* .334** 1 

Sig. (2-tailed) .000 .022 .001 .004 .026 .001 .018 .003  

N 75 75 74 75 75 75 75 75 75 

*. Correlation is significant at the 0.05 level (2-tailed). 
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4-3.6 The Relationship between income per month, age, education and total indirect female discrimination experiences from HR, 

Japanese chiefs and Thai chiefs. 

 

 

Income per month Age Education 

Total indirect female 

discrimination experiences 

from HR, Japanese chiefs 

and Thai chiefs. 

Income per month Pearson Correlation 1 .209 .229
*
 -.188 

Sig. (2-tailed)  .068 .045 .111 

N 77 77 77 73 

Age Pearson Correlation .209 1 .132 -.075 

Sig. (2-tailed) .068  .253 .529 

N 77 77 77 73 

Education Pearson Correlation .229
*
 .132 1 .035 

Sig. (2-tailed) .045 .253  .769 

N 77 77 77 73 

Total indirect female 

discrimination experiences 

from HR, Japanese chiefs 

and Thai chiefs. 

Pearson Correlation -.188 -.075 .035 1 

Sig. (2-tailed) .111 .529 .769  

N 73 73 73 73 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

 

 

 


